
02-08-16 
15-MED-05-0542 
0966-06 
K33146

co~nisi~IN 
.. VOL M1 ' 

JAN .~ · Q .2016 
. .liV!Aae {tf't · · .. 

<:;O~LEC'flVE BA~'Gf4.INING AGIU}El\fBNT 

JlEt\V:EEN 

THE liAMllfON ~Q1JN:ty:s1I:EIDF1? 

AND 

TilE FRAtEkt~At OR'QE:R, OF POLICE~ 
Ollto LAllOR. CO:U:NCJL; lNC. . 

(Jlepr~s.en.fiug:Niaitttenf!;nc(l ··1VC)rkers) 

$TATE)$MP.tOY.MENt.:tUILATIQNS BQARll 
CA:S~NO. 

2015-MED.•05~.0542 

Eff~ctiy~ 'fllro~gli 
August31r'201S 

..... 

. ~ -· . l: 



TABLE OF CONTENTS 

r COM'RS MIN 1 
VOL 341 ~ 

, JAN Z 0 Z015 I! 
11 

1 IMAGE I o'}]J 

ARTICLE TITLE PAGE 

1 Agreement/Purpose ............ _,., ............................... , ................................................. .3 
2 UnionRecognition ............................................................................ " .................... .3 
3. Union Security ....... , .......... _ .... , ............... , ....... .- .... , .......... , ........... "' ......................... ..4 
4 Union Representation .............................................................................................. .5 
5 Management Rights .......... ", .................................................................................... 7 
6 Non-Discrimination ..................... , ...................... , .................................................... 8 
7 Labor/Management Meetings ..................... _ ............................. , ....... _ ........................ 8 
8 Grievance Procedure ........................................ , .............. , .•.. _ .................................... 9 
9 Discipline ............................................................................................................... l2 

10 Personnel Files ....................................................................................................... 15 
11 PtobationaryPeriod ....................................................... , ................... , ... , ............... 16 
.12 Perfonnance Evaluation ......................................................................... , ................ 17 
13 Seniority .............. , .................................. _,, .................................... , ............... ., ....... .17 
14 Layoff and Recall ......................... , ...................... _ .................................................. .l8 
15 Vacancies and Promotions ..................................................................................... l9 
16 Bulletin.Boards ................................................. , ............................................... , .... 20 
17 Work Rules- Genera\Orders ................................................................................. 21 
18 Copies ofthe Agreement ................. , ...................................................................... 21 
19 Health. and Safety ..... , ....... , .. ,, ............ , ...................................................................... 21 
20 Hours ofWorkand Overtime ................................................................................ 22 
21 Wages and Compensation ......... , ..... ,, ..................................................................... 23 
22 Call-In Tili).e ............................................................................................................ 25 
23 Insnrances ,,, .................. ····.•·•··· ............... ········'' .. ·'·'·''······"' ............... : ..... ................ .25 
24 Holidays ................................................................ , ..................................... , ....... , .... 25 
25 Vacation ................................................................................................................. 26 
26 Sick Leave .............................................................................................................. 27 
27 Bereavement Leave ................................ , ................................................................. 29 
28. Occupational InjuryLeave ........ , ...... , .................... , .................................. , ................ 29 
29 Donated tinJe ........................................................................................................ .-30 
30 Uniforms ............................................................................................................... .30 
31 Expenses ............................................................... , ............................................... .30 
32 Training ...................................................................... ,, .......................................... .31 
33 Leave of Absence .......................................... , .•. , ................... ,, ...... ;; ........................ 31 
34 Drug! Alcohol Testing ............................................................................................ 35 
35 No Strike/No Lockout. ....................................................... ~ .................... , ............ ..3.7 
36 Severability ............................................................................................................ 37 
37 Dl!ration .................................................................................................................. .38 

Signlttnre Page .......................................................... , ......................................... , .. .39 

{12114/2015 AGHAMSF 0Dl64347.DOC) 



ARTICLE! 
AGREEMENT~URPOSE 

r <~.RS. '.'IN·~. " VOL 341 

I JAN L 0 2016 ) 

\IMAGE ( c:P! 'i H 
" -.,..,..... --7"-~---3 

Section 1.1, This Agreement, entered into by the Hamilton County Sheriff, hereinafter referred 
to as the "Employer," and the Fraternal Order of Police, Ohio Labor Council, Inc., hereinafter 
referred to as the"Union," has as its purpose the following: 

To comply with the requitements of Chapter 4117 of the Ohio Revised Code, and 
to set forth in entirety, the full and complete understandings and agreements 
between the parties governing the wages, hours, terms, and other conditions of 
employment for those employees included in the bargaining unit as defined 
herein .. 

ARTICLE2 
UNION RECOGNITION 

Section 2.L The En1playerrecognizes the Union as the sole and. exclusive )'epresentative for all 
fuiHime en1ployees in the bargaining unit as set forth in the certification issued by the ::>tate 
Employment Relations Board in Case No. 2015-REP-03-0038, on Apri116, 2015, as amended,, 
and including: 

All regular full-time employees offhe Bamilton County Sheriffs Offic.e in the following 
classifications: 

Maintenance Worker 1 
Maintenance Worker 2 

but ex.cluding: 

All other employees oftheHanlilton County Sheriffs. Office. 

Section 2.2. The Employer will notrecognize any other organizations as the representative for 
any employee within the bargaining qnit referenced al)ove. 

Section 2.3. IftiJ.e Employer determines that it is necessary to change the duties ofa position 
within fhe bargaining unit, or in the event !hat the Emplbyer determines that it is necessary to 
create a new position within the department, the Employer or his designee shall determine 
whethet the new or cll<tnged position will. be h1cluded in ot excluded from the bargaining unit, 
and shall so advise the Union in writhig of such detenninatipn of statos within thirty (30) 
calendar days. 

1f the Union disputes the Employer's deterJ:llination of status, the Union. shall so notify the 
Employer in. writingwithin thirty (3 0) calendar days of receipt of the Employer's notification of 
determination of statos .. J'he parties shall meet in an attempt to resOlve their disagreementwitbln 
ten (1 0) calendar days following the Union's notification of disagreement to the Employer. 
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If the parties agree on the determination of status, it shall be implemented as agreed by the 
Employer and the Union; except that if the change would represent a change to the bargaining 
w1it or either patty believes it is not clear whether the cha1Jge would represent a change to the 
unit, the parties will submit a joint petition to the State Employment Relations Board (SERB) to 
clarify or amend the bargaining unit. If the parties do not agree, the determination of status shall 
be subject to challenge by the U1iion to the SERB pursuant to Chapter 4117 of the Ohio Revised 
Code and applicable SERB Rules and Regtilations. 

ART1CLE3 
UNION SECURITY 
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. Section 3 .1. The Employer agrees to deduct Union membership dues, fees and assessiPeiiTsln ··- ~.c, 
accordanc.e. with this Article for all employees eligible for the bargaining unit, and shall remit to 
the Union l!ll suchdeductions. 

Section 3.2, The Employer agrees to deduct Ullion n:tembership dues once each pay period from 
the pay of any eligible employees in the bargaining unit upon xeceiving written authorization 
signed individually and voluntarily by the employee. The signed payroll deduction funn must be 
presented to the Employer or his designee by the employee or his ol" her designee. Upon receipt 
of the proper authorization, the Employer or his designee will deduct Union dues from the. 
payroll check for the next pay period .in which dues are nonl1~1ly deducted. following the pay 
period in which the authorization was received by the Employer or his designee. All dues and 
fees as deducted in contplial1ce with tlus a1ticle shall be remitted to the Union on a monthly 
basis. 

Section 33. Except as othenvise expressly provided in this Article, the parties agree that the 
Employer asstl!lles no obligations, financi(l] or otherwise, arising out of the provisions of this 
Article regarding the deduction of Union dues or fees, The Union hereby agrees that it will 
indemnify and hold the Employer harmless fi·om any claims, actions or proceedings by any 
<;mployee arising iio\11 deductions made by the Employer pursuant to this .Artick Once the funds 
are remitted to the Uniqn, their disposition thereafter shall be the sole and exclusive obligation 
and responsibility of the Union. 

Section 3.4. The Employer shall be relieved from making such individual "chec.k:,off" 
deductions upon ru1 employee's: (I) termhmtion ofemploy1mmt, (2.) transfer to ajob other than 
one covereq by the bargaining unit, (3) layofffrom work, or (4) an unpaid leave ofabset!ce. 

Section 3.5. The Employer shall not be obligated to make deductions from the pay of any 
employee who, during any pay periods involved, failed to receive S)lfficient wages to make all 
legally required deductions in addition to the deduction of Uilion dues or fees. 

Section 3.6. The palties agreed that neither the employee nor the Union shall have .a claim 
against the Employer for enors in the pro~essing of deductions, unless claim of error is made to 
the Employer or his designee in writing within sixty (60) calendar days .after the date such error 
is known or should have been known. If it is found that an error was made; such errors will be 
corrected at the next pay period. th.at Union dues deductions would normally be made by 
deducting th.e proper amo1Jllt. 
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Section 3.7. Prior to the implementation ofthis Alticle, the Union shall certify to the Employer 
or his designee, the amount of Urrion dues to be deducted fi·om the earnings of Union member 
employees. Thirty (30) calendar days advance notice must be given to the Erhployer or his 
designee in writing prior to the implementation of any changes in the amount of Union cines 
provided for this Article. 

Section 3.8. Except as otherwise provided for in this Article, each eligible employee's written 
authorization for Union dues deduction shall be honored by the Employer for the duratiorr of this 
Agreement or rmtil such employee submits a written revocation of the Union dues deduction 
authorization to the Employer or his designee. 

Section 3.9. As a condition of employment, sixty (60) calendar days following the beginning of 
employment, employees in the bargaining unit who are not members. of the Union, including 
employees who resign from membership in the Union, shall pay to the Union through payroll 
deduction, a fair share fee. 

The fair share fee is automatic and does not i-equire the Written authorization of the employee. 
Thjs provision shalL not require any employee to become or remain a member of the Union, nor 
shall the £1lr share fee exceed the dues paid by members of the Union in the same bargaining 
unit. The Union is responsible for atmlJally certifYing to the Employer the amount of the fair 
share fee, along with a break down of its use, prior to tlw implementation of the Section, 

If an employee challenges the deduction of the fair share fee through the court systems. or the 
St.ate Employment Relations Board (SERB), deductions for the challenging employee shall 
continue, but the funds so deducted shall be placed in a mutually agreed to interest bearing 
escrow aCCOlllJt by the Employer until a resolution of such challenge is ,·eached. The party i!l 
whose favor the resolution is detem1ined shall receive the escrowed funds, including any interest 
earned. 

ARTICLE.4 
UNION REPRESENTATION 

Section 4.1. Non-ernployee Union Representatives sball be admitted to the Employer's facilities 
for the purpose of procE;ssing grievances, a.ttendl!lg meetings, ot other representational activities 
as permitted in this. Agreement. Upon arrival, the representative shall identifY himself or )1erself 
to the Employer or his designee. 

Section 4.2. The Employer shall recognize bargaining unit employees, as designated in writing 
bY the Union, to act as tht: Union associate. The Representational activities of the Ullion 
associate shall be li1<1ited. to such Union activities as permitted or required by this Agreement. 

TI1e Employer shall recognize one. (1) bargaining unit employee to act as the Union associate, 
and one (1) bargaining unit employee to act as tl1e altetnate Uniorl associate. 
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If the designated U11ion associate k absent o1· is unable to perform his or her function, the 
previou$ly designated alternate Union associate will be pennitted or required to perfonn such 
representational activities as pennitted or required by this Agreement. 

Sectio11 4J. The Union shall provide to. the Employer an official roster of all no11-employee and 
employee representatives, Union associates, and alternate Union associates, ·which is. to be kept 
current at all times, and shall include the following: 

A. Name 
~~co'>iM"''R~S":M\01N'F""'-~ 
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B. Phone Number 

c. Union Office Held 

No employe.e shall be recognized by the Employer or his QC$ignee as the Union associate or 
alternate Union assoclf\te until the tJnion.has presented the Employer with a written certification 
ofthatperson's election or appointment. 

Section 4.4. When it is necessary for the Union associate to conduct authorized Union 
representational activities, he shall 1irst request pem1ission fi~om his or her supervisor, which 
sh:;tll be grar1ted for a Teasonaqle period of time to conductsuch activities, urtless the release of 
the Union associate would unduly disrupt the operation ofthe Office, in which case the Union 
associate will be released as soon as it becomes feasible. Recognized Union activities include, 
but are not limited to, the following: 

A. Investigation and prbcessin;s of grievances including taking statements from the grievant 
ol' any witnesses, review of all pertinent documents, copies of which shall be provided by 
the Employer upon the Union associate written request, completion of all necessary 
forms, and preparation for and attendance at all grievance hearings. 

B. Investigation of any written complaintinvolving a work related health Ol' safety hazard, 
injury, or death of any member qf the bargaining unit 

C. Investigation of any proposed or actual disciplinary action including taking statements 
from the affected employee and any vlitmisses,review Of all pertlnent documents, copies 
of which shall be provided by the Employer upon the Union associate written request, 
an(! preparation for and attei:~,dance at all disciplinruy hearings as provided for in Altide 9 
of this Agreement. Investigatory interviews provided for in Section 9.6 of this 
Agreement are not subject to this paragraph. 

D. Any. other .representational activity specifically authbrize.d by this Agreement, or 
specifically authorize!i in wTiting by the Employer or ills designee. 

When practical, requests by the Union.associate to participate in any representational activities 
anthorized by this Section shonld be provided in. writing to the Union associate immediate 
supervisor as.fat in advaiJ.ce as. possible. 

If Union activities, including grieva.nce hearhlgs, as provided for in this Article> .are scheduled 
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during the Union associate or other employee's regular duty ho\Irs, .such associate or employees 
whose attendance is required l:>y the nature of such designated activities shall not suffer any loss 
of pay while attending such activity. When the Employer or his designee require the attendance 
of any employee at such hearings, and the hearings are scheduled outside of such employee's 
regular duty hours, the employee shall receive straight time compensatory .time for all. hours at 
the hearing that are outsic!e the employee's regular duty hour$. 

Section 4.5. The Union shall be permitted to utilize the intradepartmental mail system and/or e· 
tnail in order to communicate confidentially with bargaining unit menibers, subject to ORC 
149.43. 

ARTICLES 
MANAGEMENT IUGHTS 
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Section. 5.1. The Employer possesses the sole tight to operate the Office and al]manag(;)ment 
rights repose in it The Employer's exclusive rights shalllncludc, but shallnoi be limited to the 
following. except as expressly limited by the terms and conditions set forth in this Agreement: 

A To determine matters. of inheren:t managerial policy which include but are not!imlted to 
areas of discJ;etion or policy such as the fitn:qtions and ptograms of the Office, standards 
of service, its overall budget, utilization oftechnology, and organizational structure; 

B. To direct, supervise, evaluate, or hire employees; 

C. l'o mainfairiand imprqveth~ efficiency and effectiveness of opetations and programs; 

D. To determine the uverallmethods, process, means or persormel by which operations are 
to be conducted; 

E. l'o suspend, discipline,. demote, or discbarg~ forjust ci\use, or lay oft: transfer, assign, 
schedule, promote, or retain employees; 

F. To detemrine the adequacy of the work force; 

G. To detetm.ine the ovenill mission of the Ofnce as aut1it qf government; 

H. To effectively manage the work force; and 

L To take actions to carry out the mission: of the Office as a goverllrnenfal unit 

Section 5.2. The Union recognizes and accepts that all rights and responsibilities qf the 
Employer not specifically modified by this Agreement shall remain the .function of the 
Employer. 
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ARTICLE6 
NONcDISCRIMINATION 

Section 6. I. The .Employer and the Union agree not to unlaw:fhl!y discriminate against any 
bargaining unit employee with respect to compensation, terms, or conditions of employment 
because. of such individu'!l's race, calor, religion, sex, age, national origin, disability, ancestry of 
any person, military status, or Union membership or nmHnembership. 

Section 6.2. Bargaining unit employees shall not be subject to any threat or reprisalfor using the 
grievance procedure provided herein or for seeking infonnation relative to any grievance. 

ARTICLE7 
LABOR/MANAGEMENT MEETINGS 

Section 7.1. In the interest of sound labor/management relations, upon written request of either 
party, on a mutually agteeable day and time, the Employer and/or his designated staff members 
shall meet as needed within a reasonabktime period with not 1uore than two (2) bargaining unit 
employee representatives of the Union ar1d two (2) Union represeutativesto discuss pellding 
problems and to promote a more hani1onious labor/management relationship. Either par·ty may 
invite ·additional employees or non-employees to any labor/management meeting to address a 
specific topic. Such invited person shall only attend during the discussion of the. topic for which 
he or she was invited. 

Section 7.2. Each party will present an agenda to the other party notless than seven (7) calendar 
day;; in advance of the scheduled meeting. Such agenda will include a list of matters to be 
discussed . at the meeting and the 11an1es of the employee and non-employee . Union 
representatives who will be attending. The employee representative must be a designated Union 
representative as provided for in. Section 4.2 of this Agreement 

Section 7.3. The purpose of labor/management meetirigs shall be for both pariies to: 

A. Discuss the !ldministration of this Agreement; 

R Notif'y the Union of changes made by the Employer which affect bargaining unit 
employees, including those changes, if any, which may be chllllenged underthe provision 
of Article 2; 

C. Discuss grievances which have not beeu processed beyond the final step of the grievance 
procedme when such discussions are mutually agreed to bythe parties; 

D. Diss.eminate generalihfonnation of interest to the parties; 

E. Discuss ways to increaseproductivity and improve effectiven()ss, including staff training; 

F. Consider and discuss .health and safety matters relating to employees; and 
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G. Discuss changes m viork orders, regulations, standard operating procedures, and/or 
general orders. 

Section 7A. Itis fi.niher agreed that if speciallaborhn<111agement meetings have been requested 
by either pruty, <111d mutuai!y agreed upon, they shall be convened as soon as possibk 

Section 7.5. If laborllnanagernent meetings are scheduled during the normal work shift of any 
bargaining unit employees provided for in Section 7 ,I, such employees shall not suffer any loss 
of pay for attending such meetings. 

Iflabor!managementmeetings are scheduled outside of the regular duty hours of any bargaining 
unit employees provided for in Section 7.1, such .employee shall receive straight time 
compensatory time for all hoqrs at the rneeting that are outside the employee's. regular duty 
hours. 

ARTICLES 
GRIEVANCE PROCEDURE 

COM RS I\1!N ., 
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Section 8.1. The HamiltOJi County Sheriff and the FOP recogllize that in the interest of 
harmonious relations, a procedure is necessary whereby employees can be assure4 of prompt, 
impmtial and fair processing of their grievances. Such procedures shall be available to all 
bargaining unit employees aud/or the FOP, and no reprisals of an}' kind shall be. taken against 
any employee iniiiating or participating in the grievance procedure •. The grievance procedtire 
shall be the exclusive rnethod ofresolving both contractuaL<111d disciplinary grieva.tlCeS, ¢xcept as 
otherwise provided for :in tins Agreement 

Section 8.2. The term "grievance" ~h<Ul mean an allegation by a bargaining unit employee 
a.tldlor theFOP that there has be¢na breach, vio)ation, misinterpretation, or improper application 
of this Agreerneut. His not intended that the grievance procedure be nsed to effe.ct ch<111ges in 
this Article of this Agreement 

Section 8.3. All grievances must be presented at. the: proper step and time in progression in order 
to be considered at the next step. Grievances involving Level 3 or 4 W11rnings:, or discharge shall 
be iniiiated at Step 3 ofthe grievance procedure. Disciplinary grievances 1nvolving Level I or 2 
Warnings shall not be subject to arbitraiion. 

TI1e grievant or the FQP may withdraw a grievance at any point by subrnitiing, in writing, a 
statement to that effect, or by pennitting the time requirements at auy step to lapse without 
further appeal. 

Any !Sflevance not <111Swered by the Employer's representatives within the stipulated time limits 
lllay be advanced by the griev<111t or the FOP to the next step ih the grievance procedure. 

Time limits. provided for in this Section may only be exte!lded by mutual written agreement 

A grievru1ce tuay be filed by any einployee in the bargaining unit or by the FOP, "Where a group 
of bargaining unit employees desire to file a grievance involving a situation that affects more 
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than one.(!) bargaining unit employee in a siu:rilat manner, one (1) employee selected by such 
gronp or a nou-employee FOP representative shall process and sign the grievance, and shall 
indicate that the grievance is a group grievance. The employee signing such group grievance or 
the FOP may process the group grlevai1ce. 

The word "day" as used in this Article shall mean calendar day. Whenever a time limit provided 
for in this Article ends on a Saturday, Sunday, or a holiday, the end. of the time limit shall nrn 
until the end of the next day whichis not a Saturday, Sunday, or holiday. 

Section 8.4. A grievance must be snbmitted to the grievance procedure within fourteen (14) 
calendar days after an employee knows or shm1ld have .~;easonably known the fuels giving rise to 
the grievan.ce. Failure to file a grievance within this fourteen (14) calendar day period shall 
eliminate any further appeal rights by a grievant. In disciplinary cases, the appeal period begins 
on the date the notice of dis.cipline is received a11d acknowledged. 

Section 8.5. In order to be considered at Step 1 of the grievance procedure, all grievances must 
be submitted in writi11g and must contai11 the following infotmation: 

Aggrieved employee's name and signatnre; 

B. Assigned work shift and work area; 

C. Date grievance is being filed; 

D. Date, time, andlocationofi.ncide!It giving rise to the grievance; 

E. Description of the incident giving rise to the grievan<;e; 

F. Section of the Agreement alleged to have been violated; and 

G. Desired remedy to resolve the grievance; 

The.FOP and the Employer shall, no later than thirty (30) calendar days following the effective 
date of this Agreement, establish a mutually agreed upon standard form for the submission of 
grievances. Thereafter, the .FOP shall be responsible for the distribution vf the fonns. 

Section 8.6c The parties intend that every effort shall be made to share all relevant and pertinent 
records,. papers, data and names of witrresses to facilitate the resolution of grievances at the 
lowest. possible level. The following iu:e the implementation steps and pro.cedures for handling 
grievances; 

Step 1: Within the time limit provided in Section 8.4 above, the grievant or his/her 
representative shall submit hiolher ·written grievance to the Deputy Director in the employee's 
chain of cornn1end or his/her designee: The Deputy Director or his/her designee shall provide a 
written response to the aggrieved employee within seven (7) calendar uays following the date on 
which the gtievance was received by the Deputy Director .or hisfher designee. 
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Step 2: If the grievance is not settled at Step 1, the grievant or his/her representative shall sn111nif ·· 
the grievance to the Director of Corrections or Ius/her designee within seven (7) calendar d\lys of 
th~; grievant's receipt of the Step 1 response. The Director of Cmtections or his/her designee 
shall schedule a meeting with the employee, and a designated FOP represeiltative and/or FOP 
Associate if the grievant so desires, within seven (7) calendar days following the day 011 which 
the grievance was received by the Director of Corrections or his/her designee. The pqrpose of 
this meeting shall be to attempt to resolve the grievance. The Director .of Corrections or his/her 
designee shall provide a written answer to the grievant witllln seven (7) calendar days following 
such meeting. 

Step 3; If the grievance is not settled at Step 2, the grievant or his/her represt:ntative shall suhmit 
the grievance to the Employer or designee within seven (7) calendar days of the grievant's 
receipt of the Step 2 response. The Employer or designee shall schedule a meeting with the 
employee, and a designated FOP represeJ1tative if the griev:mt so desires, witllln seven (7) 
calendar days following the day oJ1 which the grievance was received by the Employer or 
designee. The purpose of tlris meeting shall be to attempt to resolve thee grievance. The E1llployer 
or designee shall provide a written answerto the aggrieved employee witllin seven (7) calendar 
days following such meeting. 

Step. 4: A grievance unresolved. at Step 3 may be. submitted to atbitrati<Jn upon request of the 
FOP in accordance with the provisions of Section8.7 of this Article. 

Sectim1 8.7 .. The FOP, based npon the facts presented, has the right to decide whether or not to 
arbitrate.a grievance. Within twenty"fonr (24) calend.ar days fi·om the date of the :final answer on. 
a grievance from Step 4, the FOP shall notifY the Employer ofits il\tent to seek arbitration over 
an unresolved grieYiU\ce. Any grieviU)ce not submitted within the twenty-fonr (24) calendar day 
period provided for above shall be deemed settled on the basis of the last answer given by the 
Employer or designee. 

At any time prior to the ru:bi!ration hearing, either party may reqllest a pre-arbitration meeting to 
discuss settlement; stipJ.liations, induding issue; selection of the arbitrator or of the hearing 
p1·ocess;.or any other matter directly related to. the particular case. 

The FOP or the grievant may withdraw the request for ar.bitration at itlly time prior to the act\lal 
arbitration hearing. Any cancellation fee due the arbitrator it!ld any other relate.d costs shall be 
paid by the party or pruties caneejing the arbitration hearing. 

A. The Federal Mediation and Cc,mciliati6!1 Service (FMCS) shall be Jointly requested to 
submit a pane] list of nine (9) arbitrators from Olllo, all of whom shall be members of the 
National Academy of Arbitrators. The parties shall altenlately strike the names of the 
arbitrators from the list lllllil only one (1) name remains. Either party may once rejectthe 
list and request from FMCS another list of nine (9) names until a mumallY agreeable 
arbitrator is selected, The parties may at any tin1e mutnally agree to an alternate 
arbitration service. or method of selection. of an arbiUutor. 

B. Tf either party challenges ihe ru·bitrability of a grievance, it shall notify the other party 
prior to the arbitration hearing ofits challenge and intent to raise the issue of arbitrabi!ity 
at the arbitration hearing. At the hearing, the first question to be placed befure the. 
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arbitrator shall be whether or not the issue is arbitrable and withit1 his/her jurisdiction to 
decide. The arbitrator will take the question of arbitrability under .advisement, and the 
same arbitrator will hear the grievance on its merits. Five (5) days ])efore the beginning of 
an arbitration hearing the parties shall. exchange witness lists and copies of all doctunents 
which they intend to use at the hearing. 

C. The arbitrator shall limit his/her decisions strictly to the ihterpretation, application, or 
enforcement of the specitlc Articles of this Agreement. He/she may not modify or amend 
the Agreement. 

D. The decision of the arbitrator shall be tlnal and binding oil the aggrieved employee, the 
FOP, and the Employer. The arbitrator shaH be requested to issue his/her decision within 
thirty (30) cale\1dar days following the conclusion of testimony and arguments and the 
submission of final briefs. 

E. The costs of the services of the arbitrator, and any cost of selecting the :JJ·bitrator, shall be 
bome equally by the parties. Any cost for facilities shall be bolile equally by the parties. 

F. Any expenses of any non-employee witlless shall be bome by the party calling such 
witness. Any fees of any comi reporter shall be paid by the party requesting such comt 
reporter, or shall be paid equally by the parties if both parties desire a reporter or request 
a copy of any transcript prepared by such reporter. 

G. AnY bargaining unit employee whose attendance is required by th.e Employer for a 
grievance arbitration hearing shall receive fitll pay and beneflts for all hours of required 
attendance at the applicable rate ofpay. Attendance required by the Employer outside of 
his/her scheduled \vorking hours shall be pitid at a rate of one and one-half (l \!,) times the 
regular straight time hourly rate of pay with an adjustment in ills/her \York schedule for 
that day at the discretion of the Employer. Bargaining Unit (.llllployees whose attendance 
is required by either party shall not suffer any loss of pay for all hours that such 
attendance is required. 

Section 8.8. When an employee covered by this Agreement chopses to re1lf!~.sent himself! herself 
in the grievance procedure provided for in this Axticle, no adjustment of the grievance \vlll be 
inconsistent with the terms of this.Agreement. Prior to the adjustment of any such grievance, the 
appropriate non-employee FOP reptesentative will be notified in writing of his/her tight to be 
present at the adjustment 

Section 8.9. At ll1ly step in the grievli1Jce procedure, the grievant shall be entitled to be 
represented by the FOP. 

ARTICLE9 
DISCIPLINE 

Section 9.1. The tenure of every employee subject to the terms and conditions of this Agreement 
shall be during good behavior l!1ld efficieiJt ser\lice. No employee shall be reduced in pay and 
position, suspended, removed or discharged except for grounds stated in this Agreement. The 
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Employer may take disciplinary action against any employee in the bargaining unit only for ju~t 
cause. The Employer may take this· type of action for actions occurring while the employee is on 
duty, or working under the colors of the Employer, or in instances where the employee's conduct 
violates his/her oath ofoffice. Progressive discipline shall take into accqunt the nature ofthe 
violation, the. employee's record of discipline, and the employee's. record of perfonnance a:nd 
conduct. As Sl!ch, an employee may receive mo.re than one (1) warning at any level before 
progressing to the next level. Fonns of disciplinary action are. as follows: 

A. Levell Warning (equivalent to a Counseling L!lttet); 

B, Level2 Warning (equivalent to a Written Reprimand); 

C. Level3 Waming (equivalent to a suspension three [3} days or less) 

D. Level 4 Warning (equivalent. to a suspension of more than three [3J days), mld/ol' 
reduetiou.in pay aud/or position; 

E. Discharge, 

Level J and Level 4 Warning letters encompassing a suspension will include the dates for 
serving of the suspension. Where the charges resulting in the warning are related to 
absenteeism/tardiness, inefficiency, simple negligence (carelessness), violation of weight and 
fitness policy, or failure to attend mandatory meetings and functions, the. Employet may require 
an employee to work through the suspension, at the regular rate of pay for hours worked, thus the 
suspension is a paper suspension only, but shall be recorded in the employee's persorurel file in 
the s~me marurer as a snspension without pay for the. purpose of recording clisdplinary actions. 
With the permission of the Sherin: a suspended employee may forfeit paid vacation leave or 
compensatory fune for all or prut of the suspension. 

Section 9.2. Incompetency, inefficiency, dishonesty, substance abuse, immoral conduct, 
insubordination,. discourteous treatment of the public, neglect of duty; absence without leave, or 
any conduct unbecoming a Deputy Sheriff or any othet acts of misfeasance, malfeasance, or 
nonfeasance shall be ca11Se foi' disciplinary actio.n. Arionymo1rs complaints with no cmroborative 
evidence shall not be cause for disciplinary action. 

Sectjo!19.3. Except in instances where au employee is charged witlr a serious.offense, discipline 
will be applii;:d ina progressive a:nd uniform manner, No eniploye.e will receive a Level 3 or 4 
War·ning, b.e reduced in pay and/or position or be discharged without first having hac! the 
opportunity for a pre-disciplinary conference. The employee and the FOP Staff Representative 
will be given a one hundred twenty (120) hour advance notice of the conference, with a 
description ofthe charges. Notice to the Staff Representative will be by facsimile. Continuances 
will be penrt:itted provided reasonable notice is given, and will not be unreasonably denied. The 
purpose of the conference is to give the employee and hls reptesentative an opportunitY to 
respond to the charges, There is_ no requirement for the Employer to present witnesses at the 
conference; 

The eniployee must choose to: (1) appear at the disciplinary conference and present an oral or 
written statemellt in his.iher defense; (2) appear at the disciplinary conference and have one (1) 
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chosen representative present an oral or written statement in his/her defense; or )elect rir --
writing to waive his/her opportunity to have a disciplinary confetehce. Failure of the employee 
to elect and pursue one (1) ofthese three (3) options will be deemed a waiver ofthe employee's 
tight to the disciplinary conference. 
At the disciplinary conference, the employee may present ariy testi_nrony, witness, or doc11ments 
which explain whether or not the alleged misconduct occurred. 

The employee or his/her representative will be permitted to confront and cross. examine 
witness.es subject to the hearing officer's right to reasonably limit the length and extent of such 
cross examination. 

A copy of the completed Internal Affairs report will be av<Jilable upon requestto the employee at 
the time of notification of the charges. 

Section 9.4. Hearing Officers aud Arbitrators may consider the p'assage of time between when 
representatives of the Employer knew about an incident leading to a charge that .initiated the 
investigation. 

Section 9.5. Level 3 Wamings, Level 4 Warnings, reduction in pay and/or position and 
discharge may be appealed through the grievance procedure. Level 1 and 2 Warnings may be 
grieved tlu·ough the grievance procedure, but arc not subject to the arbitration procedure. 

Section 9.6. Whenever the Employer or desigrtee(s) interviews, questions, or interrogates 
bargaining unit members in reference to alleged or suspected misconduct, either in prelimin~ry 
investigations or in disciplinary hearings, the {allowing conditions shall apply: 

A. Employees being questioned as witnesses shall be so info_rmed. 

B. When an employee who. is S~!Sj:Jected of misconduct is interviewed, questioned, or 
interrogated. n:gm·ding such misconduct, he/she shall he apprised. of the nature of the 
suspected misconduct as it is knownnt thattime. aud his/her right to have the opportunity 
to have a FOP representative present to advise him/her during the questioning, 

C. P1ior to q11estioning, employees (including· witnesses) shall be informed that failure to 
respond or failure to respond truthfully Iilay result in disciplinary action for 
insubordination or dishonesty. 

D. Pre.liminary investigations n\ay be tape recorded. Fonnal disciplinary conferences shall 
be tape recorded by the hearing officer. A copy ofthe recording shall, at the? request of 
the charged employee, be provided to the employee within forty-eight ( 48) hours of the 
close of the conference, The employee rriay also record the conference. All meeting or 
hearings provided for in this Section may be recorded by the charged employee. 

E. Preliminary investigations and disciplinary conferences shall be held diher during an 
employee's schedtiled working holirs or at a time in reasonable proximity to his/her shift. 
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Questioning sessions shall be for reasonable periods and shall allow fo£ p'erional --
necessities and rest period, it beh1g understood that there shall bt> no period of continuous 
questioning exceeding one (1) hour without provision for a ten(! 0) minute rest break. 

No employee shall bt> subjected to abusive language dtuing questioning. No promise of 
reward shall be made as an inducement to answer questions. 
Results of a polygraph examirration, voice stress analysis, or similar technology may not 
be used in any arbitration procedure tmder this Agreement 

.Section 9, 7. Auy employee required by the Employer to attend an investigatOJy interview or 
disciplinary conference outside of his scheduled working hours shall be paid for all such time. 

Section 9, 8. In all cases disciplinary actioiUnust be. instituted within three (3) months of the date 
of the Employer's verification of the alleged misconduct or within thirty (30) days of the 
conclusion of pending criminal proce~dings against the employee. 

Section 9.9. Pi·ogressive discipline, insofar as it relates to the Employer's weight and fitness 
work rules, regulations, standard operating procedures, and/or general orders, is contained in 
tbose policies and is not part of other rules violations. Infractions other than non-compliance 
wiU1 weight and fitness policies wHI he separately considered irr the scheme ofthatprogressive 
discipline. 

Section 9.JO. Any employee charged with or under indictment for a felony, who. is not 
disciplined or discharged by the Employer, may be placed on a leave. of absence \vitho11t pay 
until .resolution of the court proceedi)lgs. Ail employee may use accrued hnt unused vacation, 
holiday, or compensatory time .druingthe leave. An employee .found guilty by the trial conrt of a 
felorry, shall he summarily discharged. Where the employee is found innocent of the charges, the 
employee may be subject (o discipline pursuantto the terms ofthis Article, but he/she shall be 
paid for all lost straight time hours anc! shall have> any vacation,. holiday, and/or compensatory 
time ilsed restored to his/her credit Where the charges are reduc.ed. to a misdemeanor the 
employee shall be reinstated to paid status, however, he/she may be subject to discipline: pursuant 
to the terms of this Article. and he/she shall not be eligible for restoration of vacation, holiday, 
personal and/m: compensatory time, or any lost straight time .hours. The Employ ex shall continue 
to pay the employee's in~urance.premh:uns during the unpaid leave of absence. 

ARTICLElO 
PERSONNEL FILES 

Section 10. L Each employee mayrequestto inspectltis/her official personnel file mai.ntaiued by 
the Employer. Inspection of the individual's personnel file shall be by scheduled appointment 
requested in writing or by phorre call to the employer or designee. Appointments shall be during 
the regular scheduled work honr.s of the administrative staff of the Employer. An employee shall 
be entitled to have a representative ofhisiher choice accompany him/her during such review, 
Any employee may copy documents in his/her official personnel file. Any representative of the 
FOP as designated in Alticie 4 of this Agreemerrt may it1speot the personnel file of any 
bargaining unit employee provided that the employee is present at the time of inspection, or upon 
written at\thorization including the signature of the employee. 
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Section 1 0.2, If an unfavorable statement or notation is in the employee's off! cia! personnel file, 
the employee shall be given the right to place a statement of rebuttal or explanati,on in the file. 
No anonymous material of any type shall be included in the employee's official personnel file, 

Section 10.3. Records of Levell Wamings shall cease to have force and effect one(!) year after 
the date of issuance, provided no intervening discipline has occurred. Records of Level 2 and 
Level 3 Warnings shall cease to have force and effect two (2) years from the date of issuance, 
provided no intervening discipline has occurred. Records of Level 4 Warnings shall cease to 
have force and effect five (5) years from the date ofissua0ce, provided no intervening discipline 
has occurred. In the. event of Intervening discipline, these records of discipline shall cea~e to 
have force and effect five (5) years or two (2) years respectively from the date of the most recent 
issuance ofdiscipline, as appropriate to the schedule in this Section. 

Section 10.4. To the extent pennltted by Jaw, the Employer shall not disclose any infonnation 
contained within the personnel files. 

Prior to releasing items from an employee's official personnel file which are required to be 
released, the following conditions shall apply: 

l. If the Employer receives a public records reqnest fot the. inspection of any information, 
contained within files kept by the Btnployer concerning any employee covered. by this 
Agreement, the Employer shall ascertailr the identity of the person making such a. request 

2. A copy of the request will be forwarded. to the employee. TI1e employee will have five (5) 
days after notification of the request to object to release of information. The objection 
will be heard by the Sheriffs designee list~d on the notic!O. 

3. If, after the hearing, the Employer detennines that disclosure of the requested infonnatiPJi 
would not threaten the officer's and/or the officer's families' personal security, or said 
itifonnation is not otherwise protected from disclosure, the Employer will release the. 
infom1ation requested. 

Section I 0.5. If a state \lgency or court of competent jurisdiction finds any provision of ihis 
Atiicle to be contrary to any applicable statute, such provision shall be. of no further force and 
effect, but the remainder ofthe A1ticle shall re1nain in. full force and. effect. 

ARTICLEll 
PROBATIONARY PERIOD 

Section ll. 1, Every newly hired employee will be required to· successfully complete an initial 
probationary period. The initial pmbationary period shall begin on the first day for v.hlch the 
employee receives compensation from the Employer and sha!I continue for a period of one 
hundred eighty-three (183) calendar days. An employee serving his or her initial probationary 
period may be tenninated at any time during snch initialprobationary period and shall have no 
right to appeal the tennination. 
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Section 11.2. During the term of an initial probationary period, any employee who. misses ten 
(10) or more. work days due to illness, personal injury, job-relatd injury or unpaid leave of 
absence may have his or her initial probationary period extended by the length of such illness, 
personal injury, job related injury or unpaid le<~ve of absence at the discretion of the Employer. 

Section 11.3. An einployee promoted within the bargaining unit shall similarly t;erve a 
probationary period of one hundred eighty three (Ul3) days, beginning with the first day the 
employee serves in the higher classification. The same te1ms and conditions shall apply as for 
new-hire probatim1ary employees as set f01th in Sections 1 U and 1 1.2, except that an employee 
who does not successfully complete a promotional probationary period shall be returned to his or 
her former classification, rather than being terminated. This would not, how<;ver, prevent a 
tenninationfor just cause; for example, for misconduct. 

Section 11.4. Tire Employer may extend the probational")' periods described in Sections 11.1, 
11.2, and 11.3 for additional assessment Such extension shall liot exceed sixty (60) calendar 
days. 

ARTICLE12 
PERFORl'\1ANCE EVALUATION 

Section 12. l. All performance evaluation policies and procedures as established by the 
Employer shall .be reasonab1y related to. job functions and shall be applied to bargaining 11nit 
employees in a consistent and equitable mallller. 

Section 12.2. When an employee has worked under the direction. of more than one (1) prin1ary 
supervisor dmlng any evaluation period, the input of each primarysupervisor shall be considered 
in thepreparation of the perfmmance evaluation. 

Section 12.3. Th~ re.sults of any perfonnance evah)ation shall not be subject to the grievance 
procedure provided for in this Agreement. Any disciplinary action taken solely on the results of 
anY performance evaluation(s) may be subjectto the grievance procedure as provided for in this 
Agreement. 

Section 12.4. "Non-probationary employees who demonstrate marginal performance may, atthe 
discretion of the Employer, be subjectto special evaluations .in order to conect and iniprove their 
petfohnance and avoid disciplimuy action. 

ARTICLE13 
SENIORITY 

Section 13 .1. Seniority shall accrue to all employees in ac.cordance with, the provisions of this 
Atiicle. Seniority, as defined in Section 13.2 of this Article, Will apply wherever seniority rights 
are established in the terms and conditions of tlris Agreeme~it. 

Section 13.2. Seniority shaH be computed on the basis of nninten'upted length of continuous 
service in the employment of the Hamilton County Sheriff. 
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Section 13.3. T11e following situations shall not constitute a break in cor!tir1uous service; 

A Absence while on approved leave of absence; 

B. Absence while on approved sick leave or disability leave; 

Military leave; 

D. A layoffofthirty-six (36) months duration or less; and!ot 

E. Transfer or promotion out of the bargaining unit provided that the employee returns to the 
bargaining unit within one (1) year. 

Section 13 .4. The following situations constitute breaks in continuous seniority for which all 
seniority is lost and the employee's name is removed from the seniority list; 

A Removal or discharge for just cause; 

B. Retirement; 

C. Layoff for more than thirty-six (36) mouths; 

D. Failure to retum to work within fourteen (14) calendar days of a recall fl-am layoff; 

E. Failure witl10ut reasonable. cause to return to wor)<: at the expiration of an approved leave 
of absence; 311d/or 

F. Resignation. 

Section 13.5. Any employee who istransfened orpxomoted outofthe bargaining unitto another 
classification. with the Employer, and later i'eturns after a period of absence .in excess of one (l) 
year, shall have his Prher seniority computed only on the basis oftime previously served in the 
bargaining unit. 

Section 13.6, The Employer shall post a seniority list once each six (6) .months o!l the 
Depm;ttnent bulletin board showing the seniority of each employee. One (1) copy of the ttpdate4 
seniority Hst Sh<!ll be forwarded to the Union every six (6) months, 

Sectionl3. 7. Employees on layoff status shall retain their seniority for a period of thirty-six (36) 
months from the date of layoff. 

ARTICLE14 
LAYOFF AND RECALL 

Section I 4. 1. When the Employer detennines that a long-term layoff is necessary, he shall notify 
the affected employees no less than fifteen (15) calendar days in advance of the effective d<1te of 
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the layoff. Employees will be notified. of the Employer's decision to implement imishoi'f:tel1if'') 
layoff or furlough, lasting len (10) working days or less, as soon as possible. "f1wU!npf(lyer;­
upon request froni the Union, agrees to discuss with. representatives of the Union, the impact of 
the layoff on bargaining unit employees. Any layoff in the bargaining unit shall be instituted in 
accordance with seniqrity, as defined in Article 13 of tins Agreement 

Section 14.2. Employees who are laid off shall be placed 011 a recall list for a period of thirty six 
(3 6) mo.nths. If there is a recall, employees who are still on the recall list shall be recalled in the 
inverse order of their lay oft; provided they are qualified at the tiiT)e of their recall to perform the 
work in the classificatioil to which they are being recalled. Any recalled employee requiring 
additional training to meet all requirements in existence at the time of recall must satisfactorily 
complete the additional trainingrequirements prior to repmting for duty. 

Any trai11ihg. required in this Section shall be at the Employer's expense. Any employee requiring 
additional training as provided for in this Section shall remain in layoff status until such traini!lg 
is successfully completed. 

Section 14.3. Notice of recall shall be sent to the eiT!ployee by certified mail. The Employer or 
his designee shall be deemed to have fulfilled its obligations by mailing the recall notice by 
certified mail, return receipt requested, to the last mailing address provided in writing by the 
employee. It is the responsibility of the employee to advise the Employer in writing of any 
change of address, phone number, a!ld/or name during his or her layoff period. 

Section 14.4. The recalled employee shall have five (5) calendar days follo1ving the date ·of 
receipt or attempted delivery of the recall notice to notify the Employer qr his designee of the 
employee's intention tq retum to work, and shall have fourteen (14) calendar days foHowing the, 
receipt or attempted delivery of the recall notice in which to report for duty, unle~s a diff(~rent 
and later date for returning to work is otherwise specified in the notice. 

ARTICLE 15 
VACANCIES AND PROMOTIONS 

Section 15. I. Any vacancy in a classification within the bargaining 1111it which the Employer 
inten.ds to fill shall be posted for bid pursuant to this Article. Notices of vacancies shall be 
posted on the bulletin board where employee Iiotices are uBually posted for seven (7) calendar 
days prior to filling the vacancy: The posting shall contain a description of the position to be 
filled, special qualifications required or desired; and location and shift for rep01iing and working. 
Interested employees must submit their bid, in writing, within the posted period to the Employer 
or his designee as listed on the posting. In the selection or retention of an individual under this 
systeiT!, the following factors shall be considered: 

A. Ability to perfurm the work; 

B. Physical fitness; 

C. Records of attendance; and discipliile; and 
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D. Seniority. 

Only where factors A, B, and C are relatively equal sh&ll seniority b.o the determining factor. It 
is the intent of the Employer that the most qualified applicant will be selected. Upon inquiry, the 
Employer or his designee will notify any applicants with equal or greater seniority than the 
selected applicant who were passed avet as to the reason for being passed over .. In the event an 
employee or the Union .gdeves the Employer's selection, the grievant must clearly and 
convitlcingly demonstrate that the grievant who was passed over was the most qualified 
applicant for the posted vacancy. 

Section 15.2. If there are no qualified applicants for a position, the positionrnay be filled by a 
new hire. The Employer reserves· the right to make temporary assignments. pending the posting 
process and io make temporary reassignments due to staffing needs. Temporary position holders 
shall receive no additional credit in the application process. · 

ARTICLE 16 
BULLETIN BOARDS 

Section 16.1. The Employer agrees. to provide bulletin board space in an agreed upon area for 
use by the Union. 

Sectjonl6_2, All Union notices of any kind posted on the bnlletin.boardsshall be signed, dated, 
posted, and removed by a designated Union representative as provided for in Article 4 of tbis 
Agreement. It is understood that no material may be posted on any Union bulletin board at.any 
time which contains the following: 

A. Personal derogatory statements or remarks concerning any other bargaining unit 
employee or any other employee of the Hamilton County Sheriff; 

B. Derogatory statements. or remarks concetning the Employer or any other govenunental 
units, officials, or employees: and/or 

C. Favorable or derogatory statemen(s or remarks regarding any candidate for public or 
Union officec 

Section 16.3. No Union related materials ofany kind may be posted anywhere hi the Employer's 
facilities or on the Employer's equipment except on the bulletin boards designated for l!se by the 
Union. 

Section 16.4. Upon the request of the Employer or his designee, the Union. shall cause· the 
immediateremoval ofany material posted in violation of this Article. 
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ARTICLE17 
WORK RULES GENERAL ORDERS 

Section 17. 1. Every bargaining unit employee shall be issued a copy of the Hamilton County 
Sheriffs Office "Rules, Regulations and Disciplinary Process". 

Section 17.2. Every bargaining unit employee.shall be infom1ed. of, and shall have access to, any 
other work rules, regulations, standard operating procedures, and/or general orders which are 
applicable to his or her position. Copies of all changes in "Rules, Regulations and Disciplinary 
Process" and/or general orders shan be posted and distributed to each employee. 

Either party may request that all changes in work rules, regnlations, stat1dard operating 
procedures, and/or general orders be placed on the agenda of any Labor/M:anagement meeting. 
Such discussion atthe Labor/Management meeting shall be only for the purpose of providing an 
explanation of such change, and to answer any questions conceming such change. 

Section 17.3. The Employer agr:ees t11at all such work mles, regulations, standard operating 
procedures, and/or general orders shall be applied liiliformly wjthin the group or gtoups of 
employees to whom they are applicable. 

ARTICLEl8 
COPIES OF THE AGREEMENT 

Section 18. I. Copies of this Agreement shall be printed and distributed to all bargaining unit 
employees, and to all probationary employees hired during the tetm ofthis.Agreement. The cost 
of printing shall be paid equally by the parties. The Employer shall control the inventory of all 
unissued copies. The Unlon shall have access to additional copies frour the inventory as needed. 

ARTICLE19 
HEALTH AND SAFETY 

Section 19,1. rt is agreed that the health and safety of the· workforce. is a prime concern and 
responsibility of both parties. Therefore, the Employer accepts its responsibility to provide safe 
working conditio irs, equipment, and working methods for its employees, The employees accept 
the responsibility to follow safe wod>ing methods.and all \Witten and distributed safety rnles. 

Section 19.2. All alleged unsafe working conditions 11nd healtlr h<!zards must be reported bi 
\vriting to the immediate supervisor and to the Deputy Director in the employee's chain of 
col11ll1and, as soon as such conditions are known. The Deputy Director shall investigate the 
condition and iletyrmine as promptly as warranted whether such condition does in factpresent a 
significant threat to the safety of employee(s) involved and if indicated, initiate appropriate 
corrective .action. Within seven (7) calendar days following the. completion of his or her 
investigation, the Deputy Director shllll provide a written detemr!nation of his or. her findings to 
the Director of Corrections, the Labor/Management Committee, and the employeewho n~quested 
the investigation, 
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Section 19.3. Upon receipt of the Deputy Director's response as provided for in Section 19.2. 
above, if an employee feels that an alleged unsafe working condition or health hazard has not 
been satisfactorily addressed, he or she may submit a written notice of his or her concerns to the 
Labor/Management Committee as described in A.xticle 7 of this Agreement. The Labor/ 
Management Conm1iltee shaH conduct a special meeting as soon as pracJical, but no later than 
fomteen (14) calendar days following the receipt of such written notice. No other subject may be 
discussed at such special meeti11gs of the Laborllvlanagement Connnittee witl10ut mutual copseut 
of the parties. 

The Labor/Management Committee shall, within fomteen (14) calendar days of meeting, file a 
written report with the Enlployer. Such report shall contain fhe results of the meeting including 
any recommended corrective action. The Employer or his designee shall respond in writing to 
.the Labor/Management Committee within fourteen (14) calendar days following receipt of the 
Labor/Management Committee's report. The Labor/Management Comn1ittee shall inform the 
employee who initiated the report of its recommendations and the Employer's respouseGcoo.msiwlr,-~~ 

I VOL 341 u 

' JAN i 0 2016 ;~ 
ARTICLE20 Y 

HOURS OF WORK AND OVERTI!\/IE !·IMAGE {( ( ~ . I 
Section 20.1. The work schedule of each bargaining unit employee shall be dete1inined by th.e 
Employer. Bargaining unit employees shall be given seventy two (72) hotJrs notice of any non­
emergency changes whenever such advance notice is practical. 

Section 20.2, The standard work week for employees shall consist of no more than forty ( 40) 
hours within a seven (7) consecutive calendar day, one hundred sixty eight (16&) hour period. 

Section 20.3. All honrs worked in excess of an employee's standard work week shall be 
considered overtime and shall be compensated at the rate of one and one-half (1 Y,) times the 
employee's regular hourly rate of pay. There wlll be. no pyramiding of overtime or other 
pre1niU111 pay for the same hour worked, Overtime shall be caku!(lted to the nearest one-tenth 
(0.1) ofan hour. 

Section 20.4. Employees may elect, in lieu of overtime pay, to accept compensatoty time. 
Compensatmy time.shall be credited (I! the rate of one and one-half (1 Y,) hours for each one (1) 
hour of overtime worked. Con1pensat0ly time may be accumulated by an employee, but only to a 
maximum of two hundred forty (24.0) hours compensatory time, then any future overtime hours 
shall be compensated with overtin1e pay,. The following rights and conditiOPs shall exist as they 
per!l!in to compensatory time: 

A. The election of overtime pay or compensatory time is solely the right of tl1e employee, 
and he or she shall so indicare his or he1' ele~etion when reporting the o.vertin:ie worked. 

B. Requests for compeusatol'Y time off shall be honored subject to the operational needs of 
the Sheriff's Offwe. 

C. Requests for compensatory time off must be submitted in advance Dfrlw time tequested. 
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The Employer may schedule an employee off on con1pensatory time so long as such 
scheduling .does not reduce an employee's compensatory time balance below thirty six 
(36) hours. Employer scheduled compensatory time shall consist of hOt less than fout (4) 
hours. 

E. The employer shall provide not less than sixteen (16) hours advance notice to an 
employee of any Employer scheduled compensatory time off 

F. Once an employee has reported to work, compensatory time must be used only by lllllttlal 
agreementofthe employee and the Employer. 

G. Compensatory time off requested by an employee which has been approved and 
scheduled shall n()t be canceled except when un<UJticipated operational heeds of the 
Sheriff's Office would require it. 

H. ll.ny employee may elect. to convert all or part of his or her accrued cmhpensatory time 
balance existing as of October 31st of each calendar year t() .;:ash, payable by separate 
check no later than December 1st of each year. Payment shall be made at the rate of pay 
existing at the time of cash-in. 

ARTICLE11 
WAGES AND COMPENSATION 

Section 2 I .1. Effective the begixming of the pay period which. includes J<UJuary 1, 2015, the 
Minimun1 and. Maximmh wage scales shall be as follows: 

' Minimum Maximum 

'tvlaintenanpe Worker 1 $27,318.18 $38,044.96 
Maiutcnanct> Wofker 2 $37,152,10 $50,673.75 

Effective the beginning of the pay period which includes January 1, 2015, employees sha!J be 
eligible for a three percent (3 %) increase in their annual rates of pay, per the previous labor 
agreement. 

Section 2L2. Effective the beginuiug of the pay period which iucll)des January 1, 2016, the. 
Minimum and Maximum wagescales shall be as follows: 

Minimum Maximum 

Maintenance Worker 1 $27318.18 $38,044.96 
Maintenance Worker 2 $37,152.10 $52,193.96 
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Effective the beginning of the pay period which includes January 1, 2016, employees shall b~; 
eligible for a tlu-ee percent (3%) increase in their a1lnual rates 6f pay. 

Section 21.3. For contract years 2017 and 2018, if the l>arties cannot agree to wage rates for this 
bargaining unit, the Union may reql>est a re-opener of the contract' for wages only. The Union 
shall. be required to notifY the Employe! in writing of its decision to re-open on wages only not 
later than thirty (30) days after the BOCC votes on the final budget for that contract year. The 
Union must notifY SERB in the appropriate mmmer for a recopener of the contract for wages 
only. Such re-opener shall be subject to the normal statutory impasse procedures as desci'ibed in 
ORC Chapter 41!7: Any language agreed upon in the recope)ler shall he included as an 
Appendix to this Ag!'eement 

Section2L4. An individual employee's entitlement to any increase in base shall be determined 
by the Employer based on the Employer's assessment of that employee's performance. Any 
employee who is denied all or pa1t of any pay increase shall be given a written explanation of the 
reasons(s) for the denial as well as exactly what they must do to qualifY for the nextincrease, 

Section 21.5. Employees promoted to ;t higher classification which has a. higher range in pay 
shall be assigned to the entty Jevelr·ate ot when a current employee's salary is higher than the 
enh-y level rate, in which case the employee would be placed in the lowest pay grade of his/her 
new position, or cu!Teut position, which is higher than his/her current salary. The employee will 
then remain in the newly assigned pay grade until. he/she has attained. sufficient seniority to be 
advanced to the next highest pay gtade. 

Section 21.6. The listing of mmual salaries is not a guarantee of a!mual ea1nings, but is shown 
only as the basisfor caJcnlating bi-weekly, hourly, and overtime rates of pay. The bi-weeklyrate 
of pay is determined be_ dividing the allllual wage lev~l by twenty-six (26), i!Tespective of the 
number of pay periods in a year. The hol)r!y rate. for all pmposes is determined by dividing the 
bi-weekly salary by eighty (80). 

Section 21.7 Effective with the pay period that includes January 1, 201;3, when an employee 

completes the required. number ofyears oftotal sel"Vice witl1the Employer, he/she wlll receive an 

automatic adjustment in his/her rate of pay equalto and in accordance with the following: 

Ten (10) yem-s of service: 

Fifteen (I 5) years of service: 

Twenty (20) years of service: 

One percent (l.Q%) 

One and one" half percent (L5%) 

Two percent (2%) 

The anmunt of the adjustment will be added to. tl1e employee's rate of pay. The gaining of 

longevity adjustments shall not be affected by promotion, demotion, or other changes in 
classification held by the employee. 
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ARTICLE22 
CALL-IN TIME 

Section 22.1. Any employee called in to work at a time outside his or her regularly scheduled 
shift, which call-in docs not abtlt his or her regularly scheduled shift, shall be paid a minimum of 
three (3) hours at the overtime rate of pay. 

ARTICLE23 
INSURANCES 

Section 23J. The Employer shall make available to bm-gaining UJlit employees the same major 
medicallhoopital care insurance plans, and life insurance plans that are available to non­
bargainiiig unit Hamilton County Board of Commissionets' employees. If such noncbargaining 
unit Hamilton County Board. of C01mnissioners' employees are required to pay a portion of 
insmance premiums, the same co'payJnellt shall also apply to bargaining unit employees. All 
insurance requh'ements specified for such non-bargaining unit Harn.ilton County Board of 
Commissioners' employees shall also be applicable to bm-gai11ing unit employees. 

ARTICLE24 
HOLIDAYS 

Section24. L Scheduled paid holidays shall be as follows: 

*New Year's Day 
Martin Luther King Day 
President's Day 
Memorial Day 
*Independence Day 
Labor Day 
*Veterap's D[(y 
Thanksgiving 
Day After Thmlksgiving Day 
*Christmas 

January lst 
11rird Monday in January 
Third Monday in February 
Last Monday iirMay 
July 4th 
First Monday in September 
November 11th 
Fourth Thursday in November 
Friday After Thanksgiving Day 
December 25th 

*In the event these hplidays fall on a Saturday or Sunday, the holiday will be observed in the 
same manner as other non-"essential Sheriff's Office employees (Friday or MOl1day). 

Section 24,2. Employees shall be paid for the number of hours that they would nonnally be 
required to work at theh' straight tinw hourly rate for each holiday listed in Section 24.1 of this 
Aitlck.when no \Vork is performed O!;l such holiday; 

Section 24.3. Employees who work on any of the holidays provided for in this Article shall 
receive, in addition to his or her regular wages for all honrs actually worked within the twenty­
four (24) hour period of the holiday, an amount equal to one (1) hom paid for each one(!) hour 
worked.up to a maximum of eight (8) hours pay. 
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Section 25.1. Bargaining unit employees shall earn vacation leave according to their number of 
years of service with the Employer and any prior cormty service in the State of Ohio, as follows: 

A Less than six (6) years completed; rate of accumulation is 3.1 hotu:s per pay period. 

B. Six (6) years of service but less than twelve (12) years of service completed; rate of 
accumulation is 4.6 hours per pay period. 

C. Twelve (12) years of service but less than eighteen (18) years of service completed; rate 
of accmmi!ation is 6.2 hours per pay period. 

D. Eighteen (18) years ofservice but less than twenty-five (25} years of service completed; 
rate of accumulationis 7. 7 hams per pay period, · 

E. Twenty-five (25) years or more of service completed; rate of accumulation is 9.2 hows 
per pay period. 

Section 25:2. Vacatio11 credit accrues while in any Employer paid leave stat11s. No vacation 
credit is earned while an employee is in no-pay status including lay-off, leave of ahsencft, and 
unpaid disciplinary suspension. Prorated vacation credit is )i;iYen for any part of a pay perioq. 
Eighty (80) hours of vacation credit is granted at the cqmpletion of one (I) year of employment 
Thefo)lowingadditional vacation credit will continue to qe added up to and including the date of 
August 31, 2010 at which time snch additions will cease to exist: Forty (40) hours vacation 
credit is added at the completion of eight (8), fifteen (15), twenty (20), and twenty-fjve (25) 
years of employment in addition to the increased rate of accruaL 

Secti011 25.3. Vacation leave may be taken in one half (li2) hour increments. Requests for 
vacation leave shall be made in writing by the employee to the employee's supervisor ptior to 
any use of vacation leave. · · 

Section 25.4, The Employer shall post a vaqation calendar in each work section during the 
mm~th of December ofeach year. Employees may request; prior to March 1st, the dates. for that 
vacati0l1 year (January 1 through December 31 of that year) on which they prefer to use their 
accumnlated vacatio11. Such requests shall. be honored on the. basis. of the employee's seniority 
with the Employe!~ subject to the follo\ving limitations and exceptions: · 

A. Vacation requests submitted after March 1 shall be honored solely on the basis of order 
of application, alld no seniority rights to preferred dates shall exist. 
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B. Vacations are schedule<:[ and approved in accordance with the workload requirm11ents of 

the Employer. 

C. An employee w4o has received approval of his or Iter vacation request, and is 
subsequently reassigned, shall not lose his or her right to that approved vacation period. 

Section 25.5. Vacation leave may be accrued up to three (3) times. the employee's artnual 
accumulation rate. Excess vacation shall be forfeited. 

Section 25.6. Any employee who separates from service shall be paid for any earned but unused 
vacation leave. 

Section 25.7. Any employee hospitalized while on vacation shall, upon request and upon 
submission of sufficient evidence of the hospitalization, be entitled to change his or her vacation 
status to sick leave for all days hospitalized and any subsequent dates necessary for recovery. 
Upon snbmission of the request with evidence, any vacation charged to the emploYee for the 
dl.lration ofthe illness shall be restored to his or her credit. 

Section 25.8. Vacatio.n.Ieave balances shall be shown on an employee's regular paycheck. 

ARTICL.E26 
SICK LEAVE 

Section 26.1. Bargaining u.nit employees shall accrue sick leave credit at the rate. of four and. six­
tenths (4.6) hour~> for each eighty (80} hours of serVice, or while in active pay status (i.e. during 
pald vacation ;md sick leave). Sick leave cre<:[it shall not accrue during any unpaid le11ve or 
discipllnruy suspension, or while the employee. is in overtime status. · · 

Advance use of sick leave. shall not he granted. Sick leave is accunmlative without lin1it. 

Section 26.2. Sick leave sh&ll be granted to an employee, upon approval by the Employer, for 
the following reasons. · 

A. Illness, injury or pregnanoycrelated condition of the employee, 

B. Exposure of an employee to a contagious disease which could be communicated to and 
Jeopardize the health of other employees. 

C. Exru11ination of the ernploye.e, including medical, psychological, dental or optical 
examination, by an appropriate practitioner, when such examination cmmot be scheduled 
during non-work hours. 

D. Death of a member of the employee~s immediate family, Such usage shall be limited to. a 
reasonable necessary time, not to exceed five (5) days. One of the days must be the date 
of the :funeral. An employee may use one (1) day of sick leave to attend the funeral of a 
.relative notincbtded in.the defmition of immediate family. 
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E. Illness, it1jury or pregnancy-related condition of a member of the employee's Jnm1eaiiile _=cJ 

family where the employee's presence is reasonably necessary for the health and welfare 
of the employee or affected family member. 

F, Examination, including medical, psychological, dental or optical examination of a 
member of the employee's immediate family by an appropriate practitioner, where the 
employee's presence is reasonably necessary, and when such examination ca!ll1ot be 
scheduled during non-work hours. 

For the purpose of this A.ttide, the definition of immediate family shall be; Mother, father, son, 
daughter; brother, sister, spouse, grandparent, grandchild, mother/father/daughter/sonfsisterl 
brothercin-law, or legal guardian or other person who. stands in pl~cf" of a parent (loGo parentis). 

Section 26.3. When an employee is unable to repmt to work due to illness or injury, he or she 
shall notify his or her immediate supervisor or other designated person as soon as possible, but 
not less than two (2) hours prior to the time he o1· she is schedtued to. report for work, unless 
extenuating circurnstauces prohibit, on each day of.absence, unless other arrangements are made 
with the employee's supervisor. 

Section 26.4. Upon return to work an employee shall complete an application fo.r sick leave 
form to justify the use of sick leave, The Employer may, when an employee utilizes sick leave 
for medical appointments, or where an absence is for Jo.ur ( 4) consecutive. days or tbore, or for 
any sick leave usage in excess of three (3) sick leave occurrences in a calendar year, require the 
employee to tbrnish a certificate from a physician, dentist or other .licensed practitioner stating 
th\l nature of the ill11eSs or injury. For ariy absence when an employeeprovides "Titten, signed 
ce1tification frOJb a physician, denti;;t, or other licensed practitioner indicating the nature ofthe 
illness or injury, the Employer will not unreasonably inter abuse of the employee's contractual or 
statutory sick leave entitlement or any improper neglect of duty. 

Section26.5. Sick leave usage, when approved, shall be charged in minimum units of o.lie (1) 
hour increments. In order to receive pay for sick leave usage, atl employee must comply with all 
Departmental rules and regltlations gOV\lt'tring application and use. Falsification of an application 
for sick leave or practitioner's statement shaU be grounds for disciplinary action. Abusive use of 
sick leave benefits matresnlt in the denial ofsick leave benefits and/or disciplinary action. 

Sectlon26.6. An. e111ployee with ten (JO) or tboreyears of service with the Employer or ten (10) 
or mm;e years of public service. with political subdiVis.ions of the State of Ohio who retires fi'Om 
active service ''1th the Employ.;r,. shall be paid for fifty percent (50%) of the Value ofhis 01' her 
a¢crued but unused.sick leave npto a maximum payment of eight hundred (800) hours, Payment 
shall be bas.ed upon the employee's rate of pay atthe time of retirement. 

Section 26,7, An employee who does not use any of his or her skk leave in any period 
consisting of fo)!r (4) consecutive months shall be granted one (!) day (perso.nal day) of extra 
time off for each four (4) month period. Each foln' (4) month period. begins with the first day 
following tbe last incident of sick leave usage and ends one hundred tWenty two (122) 
consecutive calendar days later. Personal days must be used within one (1) year of .tbe date of 
earning, otherwise they shall be paid. Employees nmst be .in pay statt\s to receive credit toward 
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earning of personal days, Periods of injury leave, leaves of absence, layoff; disciplinary 
suspension, etc. shall not be counted. 

Section 26.8. Sick leave balances shall be shown on an employee's regular paycheck. 

ARTICLE27 
BEREAVEMENT LEAVE 
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Section27. L Upon the death of an employee's spotrse, child, mother, father, sister, or brother, 
the Employer shall grant bereavement leave in lieu of the use of sick leave. Bereavement leave 
shall be limited to a reasonably necessary time, not to exceed tlve (5) work days. One (1) ofthe 
days must be the day of the funeral. Bereavement leave shall not be dedur;ted from any sick leave 
balance. 

ARTICLE2!l 
OCCUPATIONAL INJURY LEAVE 

Section 28 J. ~n the event of an occupation:al injury ox an occupational illness itlcurted as a 
direct result of performing an assigned function within the scope of the employee's classification, 
which illness or injury .is not the result of the injured employee's negligence, recklessness, or 
self" infliction by an employee; and upon the employee's application, the Erilployer may grant the 
employee, beginning on the eighth (8th) calendar day of absence or on the first (1st) day the 
employee is admitted to :a hospital as an in-patient, whichever. is earlier, Occup;1tional lnjt1ry 
Leave (OIL) with full pay for a )J()ri:oct not to f'lXCeed on.e hundred twenty-five (LZ5) wo.rk days. 
The authorization of an OIL is a matter of administrative discretion, and. the Employer will 
decide in each individual ease if OIL is to be granted. The granting of OIL shi!ll not be 
unr.easonably denied, 

Section 28.2. Illm;sses con~idered common or rot)tine among the general public (e,g. cold, flu, 
chicken pox, etc.) ~hall not entitle an. employee to OIL Unusual and serious illnesses (e.g. 
hepatitis, tuberculosis, etc.) and "stress-telated'' psychological and physical conditions and 
illnesses (e.g, neuroses, psychoses, depression, hypettension, stroke,. heart disease, etc.) may 
entitle an employee .to OIL only if incurred in: accordance with the conditions set forth in Section 
2.8 .I above. 

·Section 2.8.3. An employee applying for OIL .hereunder, shall .authorize the release to the 
Employer of all medical information pertinent only to the occnpational injury or illness 
possessed by the employee's treating physlcian(s) and treatment faci!ity(ies), if so retmested by 
the Employe!' or his designee, and/or shall agree to be examined by a licelt$ed medic.al 
practitioner s.elected and p!!ictfor by the Enwloyer. 

Section 2.8.4. Any employee claiming an occupational Illness or injury under this. A11icle shall 
file Woxkers' Compensation claim :as sooi1 as possible. Upoli approval of the claim an OIL 
granted on the eighth (&!h) day of absence shall be made retroactive to the first (1 ") day .of 
absente, aild ilhy sick leave, compensatory time, or vacation leave used by the employee during 
the first eight (8) days of absence shall be restored to his or her credit. The employee shall remit 
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to the Employe!" all income benefits paid by Workers' Compensation for the period during which 
the employee received full pay from the Employer while on OIL. In the event the Workers' 
Compensation claim is denied, tM employee shall revert to sick leave statos, and. shall be 
charged with sick leave, compensatory time, and/or vacation leave for all time paid by the 
Employer for OIL. 

Section 28.5 .. It is understood and agreed that the Employer's obligation under this Article is 
only the difference between the eniployee's regular rate of pay and !he amount of income 
benefits available to the employee from Workers' Compensation, and that OIL is not in lieu of 
Workers' Compensation benefits. 

Section 28.6. In lieu of granting OIL, the Employer may assign the employee to light duty with 
the approval of, and.withh1 the limitiltimJS set by, the <llllployee's tteating physicimt.- .. . .... ~~··· 
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Section 2.9.1. All bargaining unit employees shall be eligible for donated time benefits, as 
defined in Section 316 ofthe Hamilton County Sheriff's Office .. Poliey and Procedure Manual, to 
relieve hardship resulting from extended illness. The Paliies .agree the benefit levels will remain 
no less than the. policy in effect as of March 12, 2004. 

ARTICLE30 
UNIFORMS 

Section 30.1. If the· Employer requires bargaining tmit employees to wear a uniform, aU t!hiform 
items, excluding socks, and undenvear, will be st!)J.Pfied by the Employer in quat1tities specified 
by the Employer. 

Section 30.2. All uniforms and equipment issued by the Employer are the property of the 
Employer and shall, upon terhlination .of employment of lli1 employee, be retumed to the 
Employt\r in the condition as issued, ;Il!pwing fqr re;lson~ble wear and. te~, prior to the issna.nce 
of any final compensation to the employeec Any issued unifmm or equipment item which is lost 
or damaged (hrough abuse by lli1 employee, as determined by the Employer, shall either be 
replaced or paid for at cilrrentmarket value by the employee. 

ARTICLE31 
EXPENSES 

Section 31. L When an employee is. authorized or required to travel outside of Hamilton County 
an official business, .the Einployer shall rdmbnrse the employee for all reasonable and necessary 
expenses actually incurred by the emplpyee in the performa11ce 9fhis or her duty, including, but 
not limited to, expenses incurred for meals., lodging, and parking. The employee must present 
appropriate receipts to substantiate the expenses actually incurred. 
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Section 31.2. When an employee is authorized or required to travel OJ) official business and to 
drive his or her personal vehicle, the Employer shall reimburse the employee for all miles 
actually driven, and for actual parjcing expenses. 

Section 31.3. All travel and expenses authorized or required by the Employer for official 
business shall be subject to the po1icyfor reimbursement of expenses for travel on. official county 
business as established by the Hamilton County Board of Co1umissioners. 

ARTICLE32 
TRAINING I
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Section 32.1. All training required of and authorized for an employee by the Emp!oyeTslla:1l"be"'"'''"'' 
paid for by the Employer. All such required aud authorized Crainiltg shall be counted as time 
worked, including driving time to and from training sites located outside of Hamilton Ctllmty. 
On multiple-clay training sessions where the employee has been authorized by the Employer to 
remain a! or near the training site overnight, the. days in training which do not include travel to 
!he site from Hamilton Cormty or to Hamilton Cmmty from the site shall be counted as regular 
\\'ark days, not to exceed eight(&) honrs, 

Section .32.2. The Employer shalf pay for all necessary, reasonable, authorized, a11d approved 
expenses incident to snchtraining for required meals, lodging, parking, mileage, tuition, and fees 
in accordance with the provisions of Article 31 of this Agreement 

ARTICLE3~ 
LEAVE OF ABSENCE 

Section 33.L TI1e Employer may grant an lmpaid leave of absence to any bargaining unit 
~mployee for a duration of six (6) months for any p~rsonal reasons of the employee. Such leave 
may b!O' extended upon request to, and with the approval of, the Employer: 

A. The authorization .of a leave of absence without ]lay is. a matter of administrative 
discretion and employees have no right to such leave, subject to the provisions below, 
The Employen\iill decide in.each individual case if a !~ave of absence. is to be granted. 

B. The. granting of any leave ofabsence is subject to the approval of t11e En1pl0yer. Except 
for emergencies, employees will advise the Employer sixty (60) calendar days prior to the 
cmmnencement of the desired leave sO that the various departmental functions may 
proceed properly. 

C. Upon co!llpletion of a )eave of absence, the employee is to be returned to his or her 
classification in an available assigrunent Employees on an Ullpaid leave ofabsence are 
subject to all layoff and recall provisions of Article 14 of this Agreement. 

D. An employee may retum to work before the scheduled expiration ofkave as requested by 
the employee and agreed to by the Employer. 
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E. The Employer shonld send a writteii reminder to the employee at lea-;ttw~- (2)"'Week; 

prior to the end of the unpaid leave of iibsence. If an employee fails to retnrn to work at 
the expiration of his tequested unpaid leave of absence, such _ employee, absent 
extenuating circurustances, shall be removed from his position and shall.not receive 
seniority time fbr the period ofthe leave. 

F. An employee who has been granted an unpaid leave of absence for personal reasons shall 
not accrne vaca.tion leave, personal leave, holidays, or sick leave during such unpaid 
leave of absence. 

Section33 .2. Childbiltb/ Adoption Leave: 

An employee may take np to five (5) consecntive scheduled work days as leave during the period 
immediately following the birth or adoption of a child. Written request for this purpose must be 
submitted to the Employer. Such requests shall not be unreasonably denied. Such )eave shall be 
deducted from accrned but wmsecj sick leave if available - otherwise the employee must cover 
the 1hne with other qualicyii1g paid leave (e.g., vacation) or take the time as unpaid leave. 

Requests far additional time beyond the five (5) days will be subJect to the sam(;) provisions as 
are normally applicable to the type o.fleave requested (e.g., sick leave, FML, etc.). 

Family anc! Medical Leave: 

An employee who meets. the eligibility requireinents for Family and Medical Leave may apply 
for such leave. Th!;' Employer wlli approve leave requests as required by the Act, provided that 
e:>:;cept as prohibited by the Act, the Employer may d.o. the following: deny requests that the Act 
does not require he approved; require medical certifications; request medical ¢Xaminations 
(which may mcludepsychological examinations) ~n .addition to any information or certificatimJs 
provided by the employee; place employees on Family _a;Id Medical Le1!ve.ifthey are unable to 
apply or fail to apply but are otherwise qualified for such leave; require that employees use paid 
leave before nnpaid leave and offset the paid leave against the Family and Medical Leave 
entitlement; tequire employees t.o. pay their shwe ofptemiums for illsurauce coverage While on 
unpaid Family and Medica[ leave; take disdplinlltY action agailiSt employees who do not comply 
with the Employer's policies and procedures for administratmg Family and Medical Leave; 
coordinate the administratiop of Fan1jly and Medical Leave \\1tb the .Employer's _admmistration 
of other types of leave; and place an emplqyee who has exhausted Family and Medical Leave 
and who is still unable to perfonn the essential functions of the position on unpaid Disability 
Leave or proceed to Disability Separation. 

Section 33.3, All employees who are rue1nbers of the- Ohio Organized Militia, or members of 
ather reserve components of the Armed Forces of the United States inclnding the Ohio Natioi1al 
Guard are entitled to paid leave of absence from their respective duties for such time as they are 
in the military .setvi~e on field training .or active duty for a period not to exceed a total of one 
hundred seventy-six (176) hours In one (1) calendar year. 

A. Employees are required to submit to the Employer an order or statement from the 
appropriate military commander of evidence of sueh duty. There is no requirement that 
the setvice be in one (1) continuous period of time, 
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B. The maximum number of hours for which payment will be made in .any one (1) calendar 

year under this provision is one hundred seventy,six (! 76) hours. 

C. When; a call-up exceeds one (1) calendar month in duraticm, payment to employees will 
be made purst~antto O.R.C. 5923.05, 

Section 33.4. Medical Examination: 

The Employer may require an employee to undergo a medical examination that is related to the 
employee's job and based on a busi)1ess necessity when the Employer de~;ms the examination 
necessary to confirm an employee's eligibility for sick leave, FML, Disability Leave, or 
Disability Separation. The Employer may also require Stich f!Jl exam to detennine the employee's 
eligibility to retuni from any sick leave, Disability Leave, m Disability Separation, wltere the 
employe¢ is retmning after haviug exhausted Family and Medical Leave (or where the retmning 
employee is not eligible for FML), The examination shall be at theEmployer's expense. Where 
the Einployer is requiring the examination 'to celtify an en1ployee's eligibility for Family and 
Medical Leave (the FML "second opinion"), the Employer's selection of a healthcare provider 
shall be in accordance with the regulations governing Family apd Medical Leave. However, 
where the exmnination is to determine an employee's eligibility for sick leave, Disfl.oility Leave, 
,etc., following the employee's exhaustion of Family and, Medical Leave, or in a situation where 
the employee is not eligible for Family a11d Medical Leave, the selection of the healthcare 
provider sha)l be within the sole discreti.on Qf the Employer. 

The Employer may place an employee found to be unable to perform the essential functimis of 
his position on unpaid .. Fmnily ancl Medical Leave, or ofthe employee is not eligible for or has 
eJ{hausted any available Family and Medical Leav!;, the Employer may place !he employee on 
unpaid Disability Leave or may disaoility sepatate the employee, all as piovided for in this 
Section. 

Disability Leave, Disability Separation,. and PERS Disability: 

A physically or mentally incapacitated employee viho has completed his probationary period 
may request an unpaid Disability Lljlave, A Dlsaoility Leave for a period not to exceed one (1) 
year may be granted when. the disability contint~es beyond the use of all accrued but nuust;d sick 
leave. The en1ployee m~lst .furnish satisfactory medical proof of Stich disability aloug with his 
written req(lest for unpaid Disability Leave. The employee.mlist also be; 

A. Hospitalized or jnstittitionalized; or 

B. On a period. of convalescence following hospitalization or instittitional.ization authorized 
by a physician at the hospital or institution; or 

C. Dedared incapacitated for the perfonn<Jhce ofthe duties onus position by a licensed 
physician, 

Itis.the employee's responsibi!ityto request an. unpaid Disability Leave since such leave is not 
granted automatically, although the Employer mayplace the employee on Disability Le<tve if the 

33 
(12114i2015 AGl!A)IolSF 00ll\4347.116c) 



l JAN:~~;I6~ 
I h . [: 'fi t' fr !' d h . ' th I l . i l!fll\~tJ.C?-5~ emp oyer as sat1s actory cerh 1ca wn ·om a Jcense p ysJCJatl at t 1e emp oyee 1s una 11e . o--- -~~-

perform the essential functions of his or her position with or \Vithout a reasonable 
accommodation. ''====~~== 

At any time after the employee has exh;mstedFamily and Medical Leave and accrued but.unused 
sick leave, and the Employer determines that the employee is unable to p¢rfonn the essential 
functions of the employee's job, With or without a reasonable accommodation, and the Employer 
has declined to approve any additionalleav<;~ (e;g., the Employer has determined that additional 
leave would not be a reasonable accommodation under the circumstances), and fue employee has 
not been granted PERS Disability, the Employer may separate the employee from service witl1 
the Employer, An employee so separated has no reinstateJ,Jtent rights, except to the extent that 
the parties my not supersede contrary PERS laws under this Agreement. 

The Employer should send a written reminder to the employee at least two (2)weeks prior to the 
expiration of his Disability Leave. An employee who does not f\\ttlm from Disability Leave, who 
formally resigns, or who takes a PERS Disability (disability benefits) shall be separated by a 
personnel 1'\Ctipn with the designation "Failure to Retum from Disabillty Leave." 

An employee who has been granted a Disability Leave shall not accrue vacation leave or sick 
leave during such a Disability Leave. 

When an employee is ready to return to work from an unpaid disability leave, he shall fnrnish.a 
statement by a physician. releasing t]1e employee as able to retvm to full-tinw and .full capacity 
duty. The Employer may require an employee to be examined by a licensed physician at the 
expense of the Employer as provided .above. Employer required Disability Leave or Disability 
Separation may he appealed through the grievance aud arbitration pmcednres, 

PERS Disability: 

If au employee applies for PERS Disability and. itis granted or the Employer submits an 
employee for PERS Disability and itis gra!lteq, effective on or after the datetl1e employee has 
exhausted any available Family and Medical Leave, 0r such other date as PERS may allow, the 
employee shall be placed on PER.S Disability accordingly. 

Section33.5. The Employer shall grantfull pay where an employee is summoned for any jury 
duty or subpoenaed as a witness (outside the scope of .his employment) by any court or other 
adjudicatory body as listed in this section. All compensation received by the employee for. such 
duty shall be reimbursed to the Employer unless such duty is performed totally outside the 
normal working hours ofthe employee. An employee released from jury or witness duty prior to 
the end of his scheduled work day shall report to work for the remainilig hours. Employees will 
honor any subpoena issued to them, including those from the Ohio Bureau of Workers' 
Compensation (OBWC), the Ohio Bmean of Employee Services (OBES), and the State 
EnJploymentRi':)ations Board (SERB). 

The provisions of this Section shall not apply to employees appearing in court for criminal or 
civil cases when the case is being heard il1 com1ection with the. employee's perianal matters, 
such as traffic court, divorce proceedings, custody, appearing as. directed with. a juvenile, etc. 
These absences would be leave without pay, compensatory time, earned day off,. or vacation at 
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the discretion of the ell:lployee .. An employee shall request prior approval for c.ourt leave, in order 
for such leave to be granted. 

ARTICLE34 
DRUG/ALCOHOL TESTING 
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Section 34.1. Drug testing may be conducted on employees during their duty hours upon 
reasonable suspicion, randomly by computer selection, randomly at the discretion of the 
Employer or designee by computer selection for bargaining unit personnel in special 
assignn1ents, or otherwise as provided in this Article. Alcplwl testing wilt be conc!ucted only 
upon rcasoMble suspicion. 

Reasonable suspicion that an employee used or is using a controlled substance or alcohol in an 
unlawful or abusive manner may be based upon bitt not limited to: 

A. Observable phenomena, such as direct observatiqn of drug or alcohol use or possession 
and/or the physiGalsymptoms pfbeing underthe influence of a dmg or alcohol; 

B. A pattem of abnonnal conduct ot erratic behavior, including abnormal leave pattems; 

C. Anest or c.onvietim1 for a drug or alcohol-related offense, or the identification of an 
employee as the focus of a criminal investigation into illegal drug or alcohol possession, 
nse, or trafficking; 

D. Information provided eitlwr b;r reliable and credible sources or independently 
corroborawd; 

E. .Svid.ence that an employee. has tampered with a previous drug test; 

F. Facts or circumstances developed in the co)ll:se of an authotized. 'investigation of an 
accident or unsafe working practices. 

Sectlon 34.2. Drug/alcohol testing shall be cpnducted solely for adrni!'ustrative purposes and the 
results obtained shall not be used h't crin:i.ilial proceedings. Under no cireumstanqes may tl1e 
results of drug/alcohol screelling or testihg be released to a third party for us(l in a c.rimh1al 
prosecutio11 against the affecred employee. The following procedure shall not preclude the 
Employer from other administrative action, but S\lch actions shall 11ot be based solely upon the 
initial reagent resl)lis alone, 

Section 34.3. All drug screening tests shall be conducwd by laboratori$s meeting the standards 
of the Substance Abuse and Mental Health Services Administration. Np test shall be considered 
positive mitil it has. been collfirmed by a gas chromatography/mass spectrometry {GC!MS) .. The 
procedures utilized by the Employer and testh1g laboTatory shall include. an evidentiary chairi Of 
custody controL The split sample method of collection shall be used following prescribed testing 
procedures. All procedures shall be outlined in \\1,iting and this outline shall be followed in all 
situations arising under this Article. 
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Section 34A. Alcohol testing shall be done in accordance with the law of the Stat OFtl!Tio~ ~~-= 
detect drivers Dperating ·a motor vehicle under the iniluence or in accordance with the 
Department pfTransportation (DOT) regulations for employee testing, A positive result shall 
entitle the Employer to proceed with sanctions as set forth in this A1iicle. A positive result for 
purposes of tllis article, shall he defined as "any detectible level ofalco!JoL" 

Section 34.5. The results of any testing shall be, delivered to the Employer and ihe employee 
tested. Prior to repmting a positive result 011 a confirmatory drug test, the Medical Review 
Officer (MRO) shall review the documentation to ensure that the test results were obtained using 
the approved protocol methods. The employee shall provide a sigJled release for disclosure of the 
testing results. A representative fi·on'! the bru·gaining unit shall have a right of access to the results 
upon request of the Employer and with the written conset1t of the employee. Refusal to submit to 
testing provided for under this Agreement may be gro1mds for discipline. 

Section 34.6. 

A. If a dmg screening confinn<ttion test is positive, the employee may, 11pon \\Titten request 
and at the employee's expense, have the split sample tested by a SAMSHA certified 
laboratory, This request shall be presented to the MRO within seventy-1\vo (72) hours of 
being notifi.ed of a positive .result. 

B. In the event th.e split sample test confirms the results of the first test, the Employer may 
proceed with the sanctions as set forth in this Articje. 

C. In the event that the split sample test contradicts the result of the first test, the split 
sample test resultis determined to b.e the final result. The results of this test, if positive, 
shal! ali ow the Employer to proceed with sanctions >Js set forth in this Arti.cle. If the 
results are negative, the employee shall he given the benefit ofthe doubt and no sanctions 
.shall be. imposed. 

Section 34.1. A list oftfu:ee (3) testing laboratories shall be mait1taine.d by the Employer, These 
laboratories shall conduct any testing directed by the Employer. The Employer shall obtain the 
approval of the bargaining UJJit repres<;ntative as to any labora!Dries put on tllis list, which, 
approval shall not be unreasonably withheld. 

Section 34.8. If the testing required above has produced a positive result, the Employer may 
require the employee to participate in. a11y rehabilitation or detoxification ptogta1n thatis coveted 
by the employee's. health insurance or by the Comrty's Employee Assistance Program (EAP). 
Discipline allowed by the positive findings provided for above shall be deferred pending 
rehabilitation of the employee witllin areasonable period. 

Section 34.9. An employee who participates in a rehabilitation ot detoxification program shall 
be allowed to use sick time; compensatory time, vacation.Ieave, and personaL days fo.r the period 
of the rehabllitation or detoxification program. If no such leave credi.(s are avajlabl~, the 
employee shall be placed on medical .leave of absence without pay for tl1e period of the 
rehabilitation or detoxification program. Upon completion of s11ch program, and a negative result 
on a retwn-to-duty test, the employee shall be retnrneq to his or her former position. Such 
employee ma.y be subject to periodic retesting upon his or her retum.to his or her position for a 
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period of one (1) year fi·om the date. of his or her return to "\vot'k. Any employee in a 
rehabilitation or detoxification pJ:ogram in atcordailce with this Article v/il[ not lose any 
seniority or benefits should it be necessary for the employee to be placed on medical leave of 
absence without pay, for a period not to exceed ninety (90) calendar days. 

Section34.1 0. If an enrployee refuses to undergo rehabilitation or detoxification, or if he or she 
fails to complete. a program of rehabilitation, or if he or she tests positive during a retesting 
within one (I) year after his or her. return to work from spch a progran1, the employee shall be 
subject to disciplinary action, iilc!uding removal from his or her position ancl termination of his 
or her employment, 

Section 34.1 L Costs of all d!1lg screening tests and \,:Onfimratory tests shall be borne by the 
Employer except that return-to-duly tests, follow up tests, and any test initiated at the request of 
the employee shall be at the employee's expeilse. 

Section 34.12, The Employer. may conduct six (6) tests of an en1ployee during the one(!) year 
period after the .employee has completed a rehabilitation 0r detoxification pmgram as provided 
above. The Employer may conduct more fol!ow up tests of an employee upon the 
recon1mendation of the substance abuse professionaL 

Section 34J3. The provisions of this Artie!" shall )rqt require the Employer to offer a 
rehabilitation/detoxification program to any employee more than once. 
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ARTICLE35 
NO STRIKE/NO LOCKOUT 
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Section35, L The parties agree that: 

A. During the tentt of this Agreemeilt, the Union shall not, for any reason, authorize, cause, 
engage in, sanction, or assist in any strike, or any other concerted activity wlrich would 
interrupt t)le operations or services oftheEmployer during the terJil oftlris Agreement. 

B. During the term of this Agreement, the Employer· shall not cause, permit, ot engage in 
any lockout ofbargaining nilit en)ployees l\llless those employees have violated Section 
35J(A) ofthis Article. 

ARTICLE36 
SEVERABILITY 

Section 36,L This Agreemell1 supersedes andreplaces &11 app!ic&ble state arid local laws which 
it has the authority to supersede and replace. Where this Agreement is silent, the provisions of 
applicable Jaw shall prevaiL Jf a court of competent jurisclictim~ fmds any provision of this 
Agreement to be cotltrary to any applicable statute, such provision shaH be of no tbrther force 
and effect, but the reni<J.inder of the Agreement shall remain in full force and effect 
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Section 36.2. The parties agree that should any provision of this Agreement be found. to be 
invalid, they will schedule a meeting within thirty (30) calendar clays at a mutually agreeable 
time to negotiate alternative language on the same subject matter. fF"==oc"'o"'M.""'Rs"i..ui.J ""' ·""jl! 

ARTICLE3'i 
DURATION 
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Section 3 7. L This Agreement shall be effective as of the date of execution, unless otherwise 
provided for herein, and shall remain in fhll force and effectuntil!l:59 p.m.August 31, 2018 

Section 37.2. If either pmiy desires to modify or amend this Agreement, it shall give Mitten 
notice of such intent no earli<Or than one hundred twenty (120) calendar days ptior to the 
expiration date, nor later than turtety (90) calendar days prior to the execution date of this 
Agreement Such. notice shall be by the. method/methodS approved by the . State Employment 
Relations Board 

Section 37.3. t)le parties acknowledge that during the negotiations which resulted in this 
Agreement, each had the unlirhited right to make demands and proposals on any subject matter 
not .removed by law from the area of collective batgaining, and that the enti.re tmderstandings and 
agreements arrived at by the parties after the exercise of that right and opportunity are setforth in 
this Agreement. 

Section 37.4. Th<; Patties agree, upon the written request of either party, to a re-opener of the 
contract for wages only for calendaryeats 2017 and2018. The Parties agree that the wages for 
2017 and 2018 are subject to re-opening no eatll¢r than one hundred tWenty (120) calendar days 
prior to, and no later than (90) calendar days prior to, December 31, 2016 .. The requesting pmiy 
must notify SEEB hi the appropriate. maoner for a rec,opener of the contract for wages only. 
Such re-op.ener shall be subject to the .normal statutory impasse procedtg·es as de~cribed in ORC 
Chapter 4117. Any langu<tge agreed upon in the re-opener. shalJ be included as an Appendix to 
this agreement. · 
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IN WITNESS WHERE 
this i ( v day of 

FOR THE HAMILTON COUNTY 
SHERIFF 

CJ\av"~ f\\~~, 
Jim Neil 
HruJJi!ton Cou!Jty Sheriff' 

~~~ 
Keith Clepper 
Sheriff's ministr ive Asst. 

Br t A. Geary 
Labor Relations Consultant 

-~. --/~_//L._ 
&/17----~ -?~/6"";"//._'~ 

D11vid E. Helm 
Asst. Human Resource Director 

FOR THE HAMILTON COUNTY 
BOARD OF COMMISSIONERS 

APPROVED AS TO FORM 

COn File) 
Assistant Prosecuting Attorney 

SIGNATURE PAGE 

FOR THE FRATERNAL ORDER OF 
POLICE, OH~!il LAB9R COUNCLL, INC. 

.d #4g-~{cr'~ -~4/.:/?= 
Mark Scranton 
FOP/OL taff. Repeyentative 

&z/1.. (/~ 
Ron Peacock 

Approved and journalized by the Hrunilton County Board of Commissioners on W> /l:r?l ba.. (" 
1\ • , 201!51 Greg Hrutlila)l, President, Chris Monzel, Vice President, and Todd Fortune, 

Member. 
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