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AGREEMENT 

AGREEMENT made and entered into this 11th day of January, 20 16, by and 

between the BUTLER COUNTY SHERIFF (here inafter called the "Sheriff' or 

" Employer'· or "Management") and THE FRATERNAL ORDER OF POLICE, 

LODGE 101 , (here inafter referred to as "Union" or "FOP") acting herein on behalf of 

the Employees of the Sheriff, as he reinafter defi ned, now employed and hereafter to be 

employed and collectively designated as the "Employees." 

WITNESSETH 

WHEREAS, the Sheriff recognizes the Union as the col lective bargaining 

representative for the Employees covered by this Agreement as here inafter prov ided; and 

WHEREAS, it is the intent and purpose of the pmties hereto that this Agreement 

protect against interruptions and interferences w ith services to the citizens of Butler 

County and surrounding communities and to set forth herein the ir agreement covering 

wages, hours, and conditi ons of employment; 

NOW, THEREFORE, in consideration of the mutual covenants herein conta ined, 

the parties hereto agree as follows: 

ARTICLE I 
Recognition -The Collective Bargaining Unit 

I. The Sheriff recognizes the Union as the so le and exclusive collective 

bargaining representative of a bargaining uni t consisting of all fu ll-time, sworn personnel 

in the classifi cation of Detecti ve, Corporal, Deputy Sheriff, Deputy Sheriff/Court 

Security, and al l other sworn members of the department under the rank of Sergeant, but 



excluding all part-time employees, Sergeants, Lieutenants, Captains, the Chief Deputy, 

Admin istrati ve Assistants, Office Manager, Assistant Office Manager, Sheriff, Deputy 

Sheriff/Corrections, Deputy Sheriff/Corrections Sergeant, Dispatchers, Clerks, 

Secretaries, confidential employees and all other managers and supervisors w ithin the 

meaning of the Ohio Public Employee Co llective Bargaining Act, and all other 

employees . 

2. Whenever the word "Employee'' is used in this Agreement, it shall be 

deemed to mean the employees in the bargaining unit covered by this Agreement, as 

defined in Article I, Section I hereof. 

ARTICLE II 
Dues Deduction 

l . Upon presentation of a written deduction authorization by the Employee, 

the Employer will cause the deduction of the periodic dues, initiation fees, and 

assessments owed by the Employee to the Union and forward the same to the Union. The 

Treasurer of the Un ion w ill promptly issue a receipt to the Employer for a ll dues, 

in itiation fees, and assessments within ten ( I 0) days of the receipt of said funds. 

2 . The Union agrees that it wi ll indemnify and hold the Employer harmless 

from any recovery of damages and expenses sustained by reason of any action taken 

under this Article. 

3. The Employer shall be re lieved from making such "check off' deductions 

upon: 

(a) termination of employment, or 

(b) transfer to a job other than one covered by the bargaining unit, or 
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(c) lay off from work, or 

(d) an agreed leave of absence or 

(e) written revocation of the check off authorization by the Employee 

submitted during the period of 120 to 60 days prior to the 

expiration of this Agreement, or after the expiration of this 

Agreement. 

4 . The Employer shall not be obliged to make dues deductions of any kind 

from the wages of any Employee, who, during any dues month invo lved, shall have fail ed 

to receive sufficient wages to equal the dues, initiation fees, or assessment deductions. 

ARTICLE III 
The Americans with Disabilities Act of 1990 

1. The Ame ricans w ith Disabili ties Act of 1990 (the "AD A") requires the 

Employer and the Uni on to remove all barriers to the employment of qua lified 

indiv iduals with disabiliti es and to reasonabl y accommodate disabilities unless such 

accommodation would result in an undue hardship. Accordingly, notwithstanding the 

other provis ions of thi s Agreement, the Employer may undettake any acti on required in 

orde r to secure compliance with the ADA or to reasonably accommodate a person with a 

disability, including but not limited to the restructuring of positions, mod ifi cation of 

hours or location of work, reassignment or transfer of an Employee, reallocation of 

duties, modification of leave polic ies, or any other form of reasonable accommodation. 

3 



ARTICLE IV 
Union Activitv, Visitation and Bulletin Boards 

l. Upon reasonable notification to a management representative on th e 

premises, a non-employee representative of the Union may have access to the Employer' s 

premises for the purposes of conferring with Management, de legates of the Union, or 

Employees for the purpose administering this Agreement and provided that the 

Employer's operation shall not be impaired. 

2. The Employer shall provide three (3) Bulletin Boards which shall be used 

for the purpose of posting proper Union notices. Such Bulletin Boards sha ll be placed in 

the Employees' squad room, the Jai l, and the Government Services Center control center. 

The Employer may remove any notice whi ch attacks another Employee, conta ins 

derogatory attacks upon the Employer or another organization, or contains comments 

regarding a candidate for public or union office. 

3. No insignia which has not been authorized by the Employer shall be worn 

on Employee uniforms , except for the FOP tie tacks or flag pins as approved by the 

Uniform and Car Marking Committee of the Buckeye State Sheriffs Association. 

4 . No Un ion business may be conducted during work t ime without the prior 

approval of a management representative in the rank of Capta in or above; prov ided , 

however, that in the event no such management representative is present on the 

Employer's premises, the Employee or Union representative is permitted to contact the 

appropriate Division Captain, or the Chief Deputy or Major at hi s or her home residence 

to request such approval. With in three (3) calendar days of any such authorization by 

telephone, the Uni on shall prov ide to the Chief Deputy a written report stating the length 
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of time that the Union business was conducted, the Employees involved, and the reason 

that such business could not be conducted outs ide work time. The Employer sha ll permit 

the Union to place a fil e cabinet in the squad room of the Patrol Divis ion in order to store 

materi als used by Union representatives, and authorized Employees and Union 

representatives shall be given reasonable access to the cabinet as needed, m a manner 

othe1w ise consistent w ith this Article. It is the Union' s responsibility to secure the 

contents of thi s cab inet. 

5. Whenever an Employee is entitled to representation under Ohio law in any 

meeting or proceeding under thi s Agreement, including but not limited to disciplinary 

investi gations or proceedings or grievance and arbitration hearings, then the Employee 

may be represented by the Union but is entitled to no other representation not authorized 

by the Union, notwithstanding the prov isions of Section 9.84 of the Rev ised Code or any 

other provision of Ohio law. The Employee may be represented by privately secured 

counsel prov ided that the Union authorizes such representation. This Section does not 

app ly to lega l proceedings o uts ide of the scope of thi s Agreement or the collective 

bargaining relationship, where the ri ght to counsel is provided by federal or state law. 

ARTICLE V 
Probationary Employees 

I . Newly hired employees sha ll be considered probationary for a period not 

to exceed one (I ) year. Employees retained by the Employer beyond the probationary 

period acquire sen iority as of the first day of reporting for work. 
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2. During the probationary period, the Employer may discharge any 

probationer at w ill and such di scharge or other di scipline sha ll not be subject to the 

grievance and arbitration procedure of the Agreement. 

3. A ll promotions w ithin the unit described 111 this Agreement sha ll be 

probationary fo r a period of one (1) year; prov ided that an Employee promoted to a 

c lassification while serv ing an acting appointment in that same c lassification, with no 

break in serv ice, sha ll be e lig ible to count the continuous period of the acting 

appo intment toward the probationary period, to a maximum of six (6) months. Prior to 

the expiration of the promotional probationary pe riod, the Employer may demote the 

probationer to the pos ition from which the probationer was promoted and such demotion 

sha ll not be subject to the grievance and arb itration procedure of this Agreement. 

4. The peri od of any initi al probationary period under Section 1 may be 

extended by the Sheriff, for a period not to exceed an additional ninety (90) days. The 

Employer w ill give the Employee notice, in writing, of the reason for the extension. 

Further, any initia l or promotional probationary period shall be extended by a time 

equ ivalent to any leave of absence that exceeds twenty (20) work days. 

5. Notwithstanding the provisions of A1ticle XXV I (Transfers), the Sheriff 

shall not transfer Employees, either w ithin or between Divis ions, during an initia l or 

promotional probationary period, un less: 

(a) The probationary Employee is the so le applicant for the transfer; or 

(b) There are spec ia l operatio nal needs, in which case the Sheriff, 

Chief Deputy, or Major shall notify the Un ion President of the 
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transfer and the reasons for it. The Union may request a meeting 

of the Labor-Management Committee to di scuss any concerns 

relating to the transfer. 

ARTICLE VI 
Management Rights 

1. Except as otherwise specifically provided in this Agreement, it shall be the 

Employer's right and responsibility to: 

(a) determine matters of inherent managerial policy which include, but 

are not limited to areas of discretion or policy such as the functions 

and programs of the Employer, standards of services, its overall 

budget, including wages, uti lization of technology, and 

organizational structure; 

(b) direct, supervise, assign, reass1gn, schedule, evaluate, hire, 

suspend, discipline, demote, discharge for just cause, or lay off, 

transfer, promote, or retain employees; 

(c) maintain and improve the efficiency and effectiveness of the 

Employer's operations; 

(d) determine the overall methods, process, means, or personnel by 

which the Employer' s operations are to be conducted; 

(e) detennine the adequacy of the work force, as well as to make, 

amend, and enforce work rules and regulations, standard operation 

procedures, and general and special orders; 
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(t) determine the overall miSSion of the Employer as a unit of 

government; 

(g) effectively manage the work force; 

(h) take actions to carry out the mission of the Employer as a 

governmental unit. 

2. It is agreed that the above listings of management rights shall not be 

deemed to exclude other proper functions not specifically listed herein or traditionally 

exercised by the Employer. 

3. Notwithstanding Section 41 17.08 of the Ohio Revised Code. during the 

term of this Agreement the Employer is not required to bargain on any subjects, including 

but not limited to those enumerated above, reserved to and retained by the Employer 

under this Article. 

ARTICLE VII 
Senioritv 

I. Definition. Seniority shall be defined as the length of continuous service 

measured m years, months, and days that an Employee has accumulated in the 

classifications in the bargaining units represented by FOP, Lodge # I 0 I as a permanent 

full-time Employee in the service of the Butler County Sheriff. Whenever the term 

·'seniori ty'. is used in this Agreement, without qualifying terms such as ·' rank'" or 

··divisional,'. the defin ition used in this Section shall apply. 
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she: 

2. Accrua l. 

(a) An Employee' s seniority sha ll commence after the completion of 

the probationary period and sha ll be retroacti ve to the fi rst day the 

Employee reports for work. 

(b) Seniority shall accrue during a continuous authorized leave of 

absence w ithout pay up to twelve (12) months provided that the 

Employee returns to work immediately fo llowing the expiration of 

such leave of absence. 

3. Loss of Seniority. 

Except as otherwise provided an Employee' s seniority shall be lost when he or 

(a) terminates voluntarily unless the Employee returns to the 

Department w ithin twelve (12) months; 

(b) is discharged fo r cause; 

(c) exceeds an official leave of absence; 

(d) is la id off for a period of more than twenty-four (24) months; 

Notwithstanding thi s provision, a member la id off or reduced in 

rank during the period of February 13, 20 I 0 to February 9, 20 13 

shall not lose the ir seniority for a period of three (3) years. 

(e) fai ls to notify the Employer of his or her intent return to work on a 

reca ll from layoff, w ithin five (5) days after the Employee rece ived 

notice by certified letter or hand-deli vered notice with a copy to 
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the Un ion to the last address furnished to the Employer by the 

Employee. It shall be the responsibi lity of the Employee to advise 

the Employer of his or her current address. The Employee must 

then actua lly return to duty within twenty-one (2 1) days of 

receiving the notice of recall. 

ARTICLE VIII 
No Strike or Lockout 

I. No Employee sha ll engage in any strike, sympathy strike, slowdown, s it-

down, sit-in, cessation, stoppage, or refusal to perform work. 

2. The Union, its officers and agents, shall not in any way authorize, assist, 

encourage or participate in any strike, sympathy strike, s lowdown, s it-down, sit-in, 

cessation, stoppage, or refusal to perform work. 

3 . In add it ion to any other liabi li ty, remedy, or ri ght provided by applicable 

law or statute, shou ld a strike, slowdown, s it-down, sit-in, cessation, stoppage, or refusa l 

to perform work occur, the Union, within twenty-four (24) hours of a request by the 

Employer, sha ll : 

(a) public ly disavow such action by the Employees; 

(b) adv ise the Employer in writing that such action by Employees has 

not been caused or sanctioned by the Union; 

(c) notify Employees of its disapproval of such action and instruct 

such Employees to cease action and return to work immediately; 
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(d) post notices at the Union Bulletin Boards adv ising that it 

d isapproves of such action, and instructing Employees to return to 

work immediately. 

4. The Employer agrees that it w ill not lockout Employees during the term of 

this Agreement and the Union and Employees agree that no picketing against the 

Employer w ill occur during the term of this Agreement. 

ARTICLE IX 
Discharge and Discipline 

I . The Employer shall have the right to discharge, reduce, suspend, or 

discipline any Employee for just cause. 

2. In the event of a suspension, reduction, or discharge for disciplinary 

reasons, the grievance and arbitration procedure of thi s Agreement shall be applicable. 

3. Anonymous complaints shall not be the basis for d isciplinary action unl ess 

independent ev idence supports the allegations in the anonymous complaint. 

4. Any time the Employer or other management representatives have reason 

to investigate or d iscipline an Employee, it shall be done in a proper, profess iona l and 

business-like manner that, to the extent reasonable and practical , will not embarrass the 

Employee before other employees or the public . 

5. With respect to a ll written disciplinary matters, the Employer will notify 

the Employee, in writing, of the discharge, reduction, suspension, or written reprimand 

within forty-five (45) ca lendar days of the completion of the investigation of the 

infraction that gave rise to the discipline. This period of time may be extended by the 

Employer upon notice to the Employee and the Union, w ith an explanation of the reasons 
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for the extension, for a maximum of twenty-one (2 1) calendar days, or for a longer period 

of time if the Employer and Union agree or in any case involving criminal investigation 

or prosecution. The Employer shall not unreasonably delay, prolong, impede an 

investigation for the purpose of evad ing the requirements of thi s section. Any such 

di scipline imposed shall be imposed within a reasonable time of the infraction that gave 

rise to it. If the Union desires to contest a suspension, reduction, or di scharge, it shall fi le 

a grievance within a period not to exceed ten ( I 0) ca lendar days from the date of the 

above notice; provided that if the tenth (I 01h) day fall s on a Saturday, Sunday, or holiday 

for which the Sheriff's administrative offices are closed, the Union may fil e the grievance 

by the close of the next business day. In such event, the dispute shall be submitted and 

determined under the grievance and arbitration procedures hereinafter set f01th, 

commencing at Step 3 of the grievance procedure. An Employee may submit for 

inclusion in his or her personnel fil e a written rebuttal regarding any written reprimand. 

In addition, an Employee may request a meeting with hi s or her Division Commander to 

rev iew and contest any written reprimand or corrective interview with which the 

Employee disagrees, and the Employee may be accompanied by a Union representative. 

Such disciplinary actions are not otherwise subject to the grievance and arbitration 

procedure. 

6. When the Employer determines that a disciplinary investigation is 

warranted, an Employee who is the target of potential di sciplinary action under this 

investigation shall be given written notice to this effect prior to any investigatory 

interview of that Employee, and the Employee shall have the right to FOP representation 
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during any subsequent interview concerning such investigation. This procedure is not 

applicable to criminal investigations, where the constitutionally and legally requi red 

protections, notices and waivers are appl icable. 

7. Prior to discharge, reduction, or suspensiOn of any Employee who has 

completed his or her probationary period, the Employer shall prov ide the Employee with 

written notice of the charges against him or her, an explanation of the Employer's 

evidence, and an opportunity to present a response to the charges. The sheriff or his 

designee shall conduct the pre-disciplinary hearing. The hearing shall be held no sooner 

than seventy-two (72) hours after the notice is served on the Employee. If, in the 

Employer' s judgment, the presence of the Employee pending the pre-disciplinary hearing 

or the imposition of discipline might create disturbance or di sruption in the work place or 

place others at risk, the Employer may place the Employee on suspension pending the 

outcome of the hearing. Any such pre-hearing suspension shall be with pay unless there 

has been an independent find ing of probable cause, such as an indictment or arrest 

followed by a court determination of probable cause. If the Employee is placed on 

suspension without pay pending the pre-d isciplinary hearing, and the Employer 

determines in the investigation or hearing that the charges made were without merit, the 

Employer shall credit the Employee for the pay lost during the suspension. The 

Employee may be represented by the Union in any pre-disciplinary hearing or 

investigatory interview in which the Employee is the potential target for disciplinary 

action, but is not otherwise entitled to counsel or representation other than the Union, 

notwithstanding any other provision of Ohio law. 
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8. Disc ipline shall be imposed in a progressive manner in accordance with 

the principles of just cause, and may include: 

(a) Oral reprimand; 

(b) Conective interview; 

(c) Written reprimand; 

(d) At the option of the Employer, with the concurrence of the 

Employee, loss of vacation leave, compensatory time off, or 

holiday compensatory time; 

(e) Suspension w ithout pay; 

(f) Demotio n or reduction; 

(g) Discharge from employment. 

Nothing in this Secti on shall be construed, however, as creating requ ired steps in 

di sciplinary action or as barring the Employer fro m imposing discipline in an accelerated 

manner or more than one type of d iscipline where otherwise cons istent with the 

princ iples of j ust cause. 

9. Following the discharge of an Employee, the Employer sha ll request the 

Auditor to issue a warrant, in the next subsequent pay period, to the Employee for a ll 

wages and other compensation earned and due to the Employee, less any deduction for 

County property w ithheld or debts owed pursuant to law or thi s Agreement. 

I 0. Polygraph examinations of Employees are subject to the fo llowing 

requirements: 
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(a) Prior to the examination, the Employer must identify the nature of 

the investigation being conducted; whether the investigation is 

disciplinary or criminal in nature; and whether the Employee has 

been determined, at the time of the examination, to be a target of 

the investigation. 

(b) In the event the Employee is the target of a disciplinary 

investigation, the Employer may not require the Employee to 

answer questions that may tend to incriminate him under criminal 

laws unless he is assured that statements in the examination cannot 

be used in any subsequent criminal proceedings, and the Employee 

must be adv ised that failure to undergo a polygraph examination 

when ordered may be suffi cient cause for discharge of the 

Employee. 

(c) In the event that the Employee is the target of a criminal 

investigation, the polygraph examinations may not proceed until 

the Employee is advised of his or her rights under federal 

constitutional law in connection with the examination, as set forth 

in Miranda v. Arizona, including any subsequent modifications of 

that decision. 

(d) The questions to be asked during the polygraph examination shall 

be narrowly and specifically directed to the investigation, and the 
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Examiner shall verbally rev iew the questions with the Employee 

prior to the actual examination. 

(e) T he Employee may submit for inc lusion in the investi gatory fil e 

the resul ts of any po lygraph examination conducted by an 

independent, certified examiner recognized by the American 

Po lygraph Society. Any such examinati on sha ll be at the 

E mployee ' s expense. 

(f) Nothing in this Article prevents the Union or Employee from 

arguing whether the results of a polygraph are admiss ible in any 

disciplinary, arbitration, o r court proceeding. 

(g) The Employee is entitled to representation by the Union at all 

stages of the polygraph examinati on except during the actual use of 

the po lygraph instrument. 

II . The Employer shall not impose d iscipline upon Employee in violation of 

the t ime limits prov ided in Section 5 of this Artic le. 

ARTICLE X 
Grievance Procedure 

I . A grievance sha ll be defined as a di spute or complaint ari sing between the 

parties hereto under or out of thi s Agreement or the interpretat ion, application, 

perfo rmance, termination, or any breach thereof. Furthe1more, thi s proced ure is intended 

to supersede a ll prov isions in the Revised Code, the rules of the Director of 

Admin istrati ve Services, and the State Personnel Board of Review regard ing any and a ll 
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matters subj ect to the Grievance and Disciplinary Procedures of this Agreement or 

otherwise made subject to this Agreement. 

2. Al l grievances must be in writing and must contain the fo llowing 

information to be considered: 

(a) The grievant's name and signature (the Union representative may 

sign if acting for the grievant, but the grievant's name must be 

included unless the Union is the grievant); 

(b) the grievant's classifi cati on; 

(c) the date the grievance was first discussed at the Informal Step; 

(d) the name of the supervisor with whom the grievance was di scussed 

at the Informal Step; 

(e) as much information as possible regarding the events that gave rise 

to the grievance, including the date and time, to the extent possible, 

that such events occurred; 

(f) the spec ific prov isions of the Agreement a lleged to have been 

v io lated; and 

(g) the remedy sought to reso lve the grievance. 

3. A grievance shall be processed and di sposed of in the fo llowing manner: 

Info rmal Step: Prior to reducing any grievance to writing pursuant to Step 

1, the grievant shall discuss the subject of the grievance with his or her Division 

Captain or Major, as appropriate, and attempt to resolve the matter informally. 
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Step I: Within a reasonable time, not to exceed ten ( I 0) calendar days 

following the date that the grievant knew or should have known of the occurrence, 

an Employee hav ing a grievance or his or her Uni on representati ve shall put the 

grievance in writing and take it to the Capta in of the grievant ' s Division or, if 

none, the Major for that Div ision. The Employer shall give its answer to the 

grievant (or his or her Union representative) within ten ( I 0) calendar days after 

the presentation of the grievance in Step I. Within this twenty (20) calendar day 

period, the Employee is encouraged to seek to resolve the grievance on an 

informal basis. 

Step 2 : If the grievance is not settled in Step I, the grievance may, w ithin 

seven (7) calendar days after the answer in Step I , be presented in Step 2 in 

writing to the Chief Deputy or his designee. The Employer shall give its answer 

to the grievant or the Union representative with seven (7) calendar days after the 

presentation of the grievance in Step 2 . 

Step 3: If the grievance is not settled in Step 2, the grievance may, w ithin 

seven (7) calendar days after the answer in Step 2, be presented in Step 3 in 

writing to the Sheriff, or his designee. At this time a Local or other representati ve 

of the Union may be in attendance at a meeting where, if both pmties agree, 

w itnesses or evidence may be presented which may relate to a resolution of the 

grievance. A grievance so presented in Step 3 shall be answered by the Employer 

within fourteen ( 14) calendar days after its presentation. 
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4. The pa1ties may agree to extend the time limits for grievance or responses 

at any step at any time. Any disposition of a grievance form which no appeal is taken 

within the time limits specified herein or any agreed extension thereof shall be deemed 

resolved based on the Employer' s last answer and sha ll not thereafter be considered 

subject to the grievance and arbitration provisions of this Agreement. If the Employer' s 

last answer is not received within the time period allotted, the grievance shall 

automatically proceed to the next step. For purposes of calculating filing and response 

times under this Artic le, if the final day of the peri od for filing or appealing the grievance 

or responding thereto fall s on a Saturday, Sunday, or holiday for which the Sheriff s 

administrative offices are c losed, the pa1ty may fil e the grievance, appeal , or response by 

the close of the next business day. 

5. Any grievance regarding a suspension, reduction (demotion), or discharge 

of an Employee sha ll commence Step 3 of this procedure. 

6. The Employee may be represented by the Un ion in any grievance or 

arbitration proceeding under this Agreement, but is not otherwise entitled to counsel or 

representation other than the Union, notwithstand ing any other provision of Ohi o law. 

ARTICLE XI 
Personnel Files 

I . Within a reasonable time of request, an Employee may inspect his or her 

personnel file, provided such requests have not been made with unreasonable freq uency. 

The fo llowing requirements govern such requests : 

(a) The Employee shall inspect the personnel file at a time mutually 

agreeable to the Employee and the Employer. W ith prior 
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notification to the Employer, the Employee may have a 

representative present during such inspection. The Employee may 

designate, by presentation of a s igned, written authorization, a 

representative to inspect the Employee's personnel fil e in his or her 

place, subject to the other prov isions of this Artic le. 

(b) If the Employee objects to any item in the personnel fil e, he or she 

may provide written clarification or explanatory response for 

inclusion in the file . 

(c) Employees may request cop1es of items in their personnel file 

subject to a reasonable copying charge imposed in the di scretion of 

the Employer. 

(d) The Employee shall rece ive a copy of any written disciplinary 

action placed in his or her personnel file. 

2. ln the event any person or organization other than an official , employee, or 

agent of Butler County, the Union, or a state or federa l agency, has requested to inspect a 

current Employee ' s personnel file or other records relating to that Employee ' s 

performance, the Employer sha ll attempt to notify the Employee at work or using the 

telephone number provided by the Employee. The Employer's ob ligation to notify the 

Employee under thi s Section is satisfied by attempting to reach the Employee and leaving 

a message, if poss ible. The Employee may request to inspect his or her personnel file no 

later than 24 hours of the notification in order to object to the release of any item that the 

Employee does not believe is a public record under Ohio law. It is not a basis to extend 
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this inspection period that an Employee is on leave or unava ilable, although the 

Employee may designate a Union representative to inspect the fil e and make objections 

in his or her stead within this period. The Employer will redact items in the personnel 

file that do not fit the definition of public record under Ohio law prior to releas ing the 

records. The parties understand that the notification and inspection provisions of this 

Section may not inhibit the timely release of public records pursuant to a lawful request. 

This provision for notification and opp011unity for inspection does not apply to any 

former Employee. 

3. If an Employee or the Union believe that any information contained within 

a personnel fil e or other personnel records is not a public record or otherwise may not be 

disclosed pursuant to federal or state law, then the Employee or Union shall immediately 

notify the Employer, in writing, of the objection, and the Employer shall determine the 

validity of the objections prior to releasing the information. The determination of 

whether or not items are public records is a matter of Ohio law, and is not subject to the 

grievance and arbitration procedure. 

4. An Employee may submit a request 111 writing, to the Major, Chief 

Deputy, or Sheriff. to remove a di sciplinary action from his or her personnel file to be 

placed in a separate record. Such requests may be made no more often than once per 

year. The Sheriff's decision in response to such a request lies in the Sheriff's so le 

di scretion, and is not subject to the grievance and arbitration procedure. 
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ARTICLE XII 
Arbitration 

I. A gn evance as defined in Artic le X which has not been resolved 

thereunder may, w ithin fa tty-five ( 45) calendar days after the completion of Step 3 of the 

Grievance Procedure be referred fo r arbitration by e ither party to this Agreement by 

directing a written demand therefore to the American Arbitration Association (AAA), 

w ith a copy of said notice to the other party. The arbitrator sha ll be selected from a panel 

of arbitrators furnished by AAA. The arbitration and selection of the arbi trator shall be 

conducted in confonnity with AAA rules. 

2. The fees and expenses of the arbitrator shall be borne equall y by the 

parties. 

3. The arbitrator sha ll submit hi s or her decision in writing within thirty (30) 

calendar days of the c lose of the hearing or the submiss ion of briefs by the parties, 

whichever is later, unless the parties agree to an extension. 

4. The award of the arbitrator hereunder shall be fina l and binding on the 

Employer, the Union, and the Employees. 

5. The arbitrator sha ll not have the power to add to, subtract from, or modify 

any of the tetms of this Agreement. Furthermore, with regard to the Employer's right to 

promulgate work rules and regul ations, operating poli cies, and procedures as set f01th 

herein in the artic le addressing Management R ights, the Uni on or gri evant sha ll not have 

recourse through the grievance and arbitration procedure to cha llenge the reasonab leness 

or appropri ateness of the Employer' s work rules, regulations, operating polic ies, and 

procedures prov ided such rules, regulations, po lic ies, or procedures do not v io late or are 
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not otherwise impermissible under this Agreement. This prov is ion does not prevent an 

Employee di sciplined by any such ru le, regulation, or pol icy from griev ing the 

app lication of that rule to his or her particu lar c ircumstances. If the arbitrator' s dec is ion 

awards the payment of back wages covering the period of the Employee' s separation 

from the County's payroll, the amount so awarded sha ll be reduced by the amount of 

unemployment compensation or wages earned attributable to the period, from whatever 

source. 

ARTICLE XIII 
Hours of Work and Overtime 

I . Shift Ass ignments. 

Elig ible Employees as specified below shall be ass igned to fi xed shifts in 

accordance w ith the procedures and restrictions set forth helow. 

(a) The shift-bidding procedure prov ided in this subsection appli es 

only to Corporals and Deputy She riffs serv ing in the Road Patrol 

and Deputy Sheriffs serving in the Correcti ons Div ision, provided 

that the Employee is within the upper s ixty percent (60%) of 

overa ll departmenta l seniority within the Road Patrol , or 

Corrections Divis ion respectively. For Deputy Sheriffs serv ing in 

the Corrections Divis ion, the Sheriff shall specify how many 

Deputy positions are to be assigned on each shift, and the Deputies 

shall bid for those positions on the basis of seniority, subject to the 

other provisions of th is Article, and prov ided that the Employer 

may reopen the issue of bidding for Corrections and Deputies if the 
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labor agreement between the Sheriff and the un1on representing 

Corrections Officers provides for a s ign ificant change in current 

bidding procedures for Corrections Officers. All other Employees 

sha ll have the ir work hours or shift assignments assigned by the 

Employer, accept as otherwise provided in thi s Section. 

(b) Eligible Employees shall bid for shift preferences within their 

Division or Un it in December of each year, at a time specified by 

the Employer, and such assignments shall be awarded the 

fo llowing January on the basis of rank seniority, defined as the 

Employee' s length of continuous service in the pa1ti cular rank with 

the Butler County Sheriffs Office. In the event that two or more 

Employees w ithin the same di vision or unit have identical rank 

seniority, the bid order shal l be determined by lot or other method 

agreed to among the affected Employees . These assignments shal l 

continue until January of the following year, on specific date 

determined by the Employer. In December of each year, e ligible 

Employees sha ll re-bid for preferred shift ass ignments for the 

fol lowing year, which new assignments shall commence w ithin 

one ( 1) month of the selection date, on a date specified by the 

Employer, for a period of one year. 

(c) After the bidding process and the ass ignment of Employees to 

fixed shifts pursuant to subsection (b), the Employer may 
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nevertheless reassign an Employee to another shift, with ten (I 0) 

days prior, written notice, based on operational needs, including 

but not limited to personnel shmtages, vacancies, conflicts with 

superv ision or co-workers, perfonnance problems on the requested 

shift, or change in personal or famil y c ircumstances. 

(d) Notwithstanding the shift ass ignment procedure of subsection (b), 

the Employer may assign a parti cular Employee to a diffe rent shift 

in order to comply w ith Ohio M inimum Jail Standards or other 

specific operational needs. 

(e) Employees who are ass igned to work under a contract with a 

Butler County township shall be permitted to bid for their preferred 

shift under the procedure set forth in this Section, but only w ithin 

their assigned township, and seniority shall govern o nly w ithin the 

pool of Employees at that rank assigned to that township. 

(f) In the event that the Employer assigns Detectives to other than 

fi xed shifts, Detectives sha ll bid for shifts in accordance w ith the 

procedures of this A1t ic le, but shift preference sha ll be detennined 

by rank seniority, defined as the length of continuous serv ice in the 

rank of Detective with the Butler County Sheriffs Office. 

(g) If an Employee assigned to a shift is involuntarily transferred or 

reass igned to a position or section on another shift, and more than 

three months remai n before annual sh ift bidd ing, the Employee 
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may exerc ise his or her seniori ty to bump a less senior Employee 

on the shift on which the Employee was assigned prior to the 

transfer or reassignment. This right only appl ies to Employees in 

the top 60% of departmental seniority, as prov ided in Section I (a) 

of thi s Arti cle. 

2. An Employee working in excess of eighty (80) hours in any fourteen (14) 

day work period , as defined by the Fair Labor Standards Act ("FLSA"), as amended, 

shall be paid in cash or in compensatory t ime off, at the Employee's option, at one and 

one half hi s or her regu lar rate of pay. In add ition to "hours worked'' as defined by the 

FLSA, vacation leave, ho liday leave, compensatory time, and personal time actuall y used 

during the work period sha ll be counted toward the eighty (80) hour standard . Court 

Time and Call-Out T ime shall be compensated as provided in paragraphs 3 and 4 below. 

Provided, however, that in the event that a fiscal emergency in the County genera l fund is 

declared by the County Commission or the Sheriffs salary-ovett ime budget is exceeded, 

hours worked in excess of eighty (80) in any fo urteen- ( 14-) day work period may be 

compensated in the form of compensatory t ime off, rather than cash, on the basis of one 

and one half hours off for each hour worked in excess of eighty (80) in any fomteen (14) 

day work period. Time off to use earned compensatory time will be granted at a mutually 

agreeable time w ithin s ixty (60) days of the written request made by the Employee or, at 

the option of the Employer, such t ime w ill be paid at the Employee's regular rate of pay. 

No Employee shall be permitted to accrue more than three hundred sixty (360) hours of 

unused compensatory time, including both regular compensatory time and holiday 
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compensatory time, except w ith the prior, written approval of the Employer, and an y 

Employee who has accrued unused compensatory time to the three hundred sixty (360) 

limit shall be paid in cash for additional overtime worked. If an Employee is paid in cash 

for accrued compensatory time, he or she shall be paid at the Employee's regular rate at 

the time of payment. Upon termination of employment, unused compensatory time sha ll 

be paid at the Employee's average regular rate for the last three (3) years of employment 

or the Employee's final regular rate, whichever is higher. An Employee may request 

cashing out of up to twenty-four (24) hours of compensatory time off, at the Employee's 

regular rate at the time of payment, no more than once each calendar year. Any such 

request shall be submitted no later than the first day of November, and the payment w ill 

be issued to the Employee in December. The Sheriff may deny such requests in a period 

of fi scal emergency or when there are not sufficient funds in the budget appropriation to 

accommodate the request. 

3. The Employer sha ll endeavor to schedule work weeks during the pay 

period with scheduled officers working fi ve (5) days on and two (2) days off. In the 

event the Employer undertakes to change Employees from a five (5) day schedule, the 

Employer shal l prov ide thirty (30) days' written notice of such intent to the Union and, 

upon the Union's request, shall meet and confer with the Union about the schedule 

change. Scheduled shifts and hours of work performed by Employees covered by this 

Agreement shall remain flexible depending upon the needs of the Employer and, for 

reasons of efficiency and economy, the Employer may schedule time off w ithin the work 

period to minimize its overtime liability. When an Employee has worked overtime in a 
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work period by reason of prisoner transportation or other travel within the FLSA 

definiti on of ·'hours worked", the Employer may minimize its overtime liability by 

rescheduling the Employee's hours in the remainder of that work period. The Employer 

shall reasonab ly attempt to post schedules thirty (30) days in advance and wi ll make 

every effort to notify individuals of any change in the posted schedule as soon as 

possible. 

4. Court Time. When Employees are required to be present during scheduled 

time off not contiguous with the beginning or end of a schedul ed shift, the Employees 

shall be pa id for the actual hours worked at the appropriate rate under Section 2 (straight 

time or time-and-one-half if over eighty (80) hours in fourteen (14) days), or the 

equivalent of fou r (4) hours of pay at straight time rates, wh ichever is greater, in eithe r 

compensatory time or cash, at the option of the Employee, subject to the budgetary 

restri ctions of Section 2 . 

5. Call-Out Time. Any Employee called into work for a period not 

contiguous with the beginning or end of his or her scheduled shift, will be pa id for the 

actual hours worked at the appropriate rate under Section 2 (straight time or time-and

one-half if over e ighty (80) hours in fo urteen (14) days) or the equ ivalent of four (4) 

ho urs of pay at straight time rates, whichever is greater, in either compensatory time or 

cash, at the option of the Employee, subject to the budgetary restrictions of Section 2. 

Further, if a superv isor in the rank of Captain or above calls an Employee at home and 

p laces him or her on a stand-by duty status, and such status has not been prev iously 
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scheduled, the Employee will be guaranteed a minimum of two (2) hours call-out 

compensatory time. 

6. 

(a) If the Employer places an Employee on call, he or she shall be paid 

an additional supplement per day for each full day on ca ll, 

measured by a twenty-four-hour period, as specified below. This 

compensation shall be in addition to any payment for actual ca ll

out time under Section 5 of this Article, but Employees shall not 

receive both on-call pay and the call -out compensatory time 

provided under Section 5 for unscheduled stand-by duty status. 

The Employer shall determine how many Employees from which 

classifications and sections are placed on call, provided that the 

Union may raise any concerns regarding the on-call schedule in a 

meeting of the Labor Management Committee during the term of 

this Agreement. Employees who are assigned on-call shall remain 

within Butler County or one of the bordering counties in which 

Employees are permitted to reside and shall remain fi t for duty at 

all times while on call. 

(b) The on-call payment shall be, at the Employee's option, one hour's 

pay for each full day of on-call duty, either in cash or in a one hour 

of compensatory t ime off. 
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7. The Employer may not rescind or cancel compensatory time off that has 

already been approved w ithout the Employee's consent, except in the case of a state of 

emergency declared by the Sheriff or Board of County Commiss ioners fo r reasons 

beyond the County 's control, such as a natural disaster or other act of God, c ivil 

di sturbances, or other event invo lving a disruption of serv ices or issues of public safety. 

8. The pri soner transport unit sha ll be staffed by Employees in the 

c lassificati on of Deputy Sheriff, unl ess the Employer and Unio n agree otherw ise. 

9. Assignment, approval, documentation, compensation, and other matters 

regarding court time, call -out time, and overtime, except as specificall y prov ided in thi s 

Agreement, will be subject to rules and regulations, general orders, and procedures as 

determined by the Employer after notice to the Union and an opportunity to meet and 

confer with the Employer concerning the contents of sa id overtime rules, regulations, 

genera l orders, and procedures, except as such changes may be required by the FLSA or 

applicable regulations; prov ided fwther, that if the Employer issues substantive changes 

in the Employer' s rules, regul ations, general orders, and procedures which become 

effective because of an emergency or through inadvertence before the Union is notifi ed 

and given an oppo1tunity to meet and confer about such changes, the Union, upon 

request, sha ll immediate ly be g iven an opportunity to meet and confer w ith respect to 

such matters. 

ARTICLE XIV 
Lavoff and Recall 

I. Grounds and Order of Layoff. The Employer shall determine whether 

layoffs or job abol ishments are necessary for lack of work, lack of funds, or reasons of 
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economy or effici ency. A job abolishment shall mean the permanent deletion of a 

position from the organization structure of the Employer. If it is determined that layoffs 

or job abolishments are necessary, Employees w ill be laid off in the following order 

within the affected section and classifications: 

(a) Temporary employees; 

(b) Intermittent and seasonal Employees; 

(c) Permanent part-time Employees who have completed their 

probationary periods; 

(d) Probationary Employees; 

(e) Employees by rank in order of inverse rank seniority. For purposes 

of layoffs and recall, the Deputy Sheriff and Deputy Sheriff/Court 

Serv ices shall be considered the same classification. 

2 . Notice. Employees who are subj ect to layoff or job abo lishment shall be 

g iven notice of the acti on, w ith the effective date of the action and reference to the reca ll 

and grievance procedures of this Agreement, in one of the fo llowing manners: 

(a) The Employer shall send the notice by certified o r registered mail 

at least thi rty (30) days prior to the effective date of the action to 

the Employee' s last known address; or 

(b) The Employer shall hand-deliver the notice at least twenty-six (26) 

calendar days prior to the effecti ve date of this action. 

3 . Disp lacement Ri 2:hts. An Employee laid off may displace (bump) the 

Employee w ith the least seniority of a lower rank; provided that the Employee must have 
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more seni ority than the Employee displaced and must meet the minimum qualifications 

for that position. The order of ranks for layoff purposes shall be as follows: Lieutenant, 

Sergeant, Detectives, Corporal, Deputy Sheriff, and Deputy Sheriff/Court Security . If 

there are no Employees of the ir rank w ith less seniority, the displaced Employees may 

then displace the least senior Employee remaining in a lower rank, provided the 

Employee has more seniority than the Employee displaced and he or she meets the 

minimum qualifications for that position. This procedure shall continue until the last 

Employee in the lowest rank has been reached and, if necessary, laid off. For purposes of 

displacement to the Detective rank, an employee ' s seniority shall be calculated based on 

his date of appointment as a Detective. For purposes of displacement to the Corporal 

rank, an employee' s seniority shall be calcu lated based o n h is date of appointment as a 

Corpora l. 

4. Reassignment fo llowing Reduction in Force. The parties agree that a 

reduction in the work force within a rank may result in the reassignment of Employees to 

different j ob ass ignments within their respecti ve rank, inc luding other sections or 

divis ion, and reassignment of hours and days of work, subj ect to the provisions of Article 

XIII of the Agreement (Hours of Work and Overtime). 

5. Reca ll. An Employee who is la id off (including through job abolishment) 

shall be p laced on a recall li st for a period of twenty-fo ur (24) months. If there is a recall , 

Employees on the recall list shall be recalled to employment in the same rank, in the 

inverse orde r of their layoff, provided they continue to meet the minimum qualifications 

for that position. Employees who are eli gible for recall shall be given five (5) calendar 
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days ' notice of recal l, and notice of recall sha ll be sent to the Employee by certified mail, 

telegram, or hand-delivered notice with a copy to the Union, provided that the Employee 

must notify the Employer of hi s or her intention to return within five (5) ca lendar days 

after receiv ing notice of recall. The Employee shall repott to work within twenty-one 

(21) calendar days of the receipt of the notice of recall, or his or her recall rights are 

waived. The Employer shall be deemed to have fulfilled its obl igations by mailing the 

recall notice by certified mail , return receipt requested, to the mailing address prov ided 

by the Employee, it being the ob ligation and responsibility of the Employee to provide 

the Employer w ith his or her latest mailing address. 

6. In the event of a tie among two or more Employees with respect to the 

order of layoff or recall , the affected Employee shall draw lots, accord ing to a mutually 

agreed procedure, to determine the order of layoff or recall. 

7. An Employee or the Uni on may pursue through the gnevance and 

arbitration procedure of this Agreement the application of or an alleged vio lation of this 

Artic le w ith regard to a particular layoff or job aboli shment. In any such arbitration 

proceeding, the Arbitrator' s jurisdiction shall be limited to determining whether the 

Employer has complied with the prov isions of this Agreement governing layoffs and j ob 

abo lishments and whether the grounds existed for layoffs or job aboli shments. The 

arbitrator sha ll not have the power to determine the reasonableness or appropriateness of 

the Employer's decision to layoff or abo lish posit ions other than as set forth above. 

8. The Employer shall prov ide the Union w ith a li st of bargaining-unit 

Employees by rank and date of appointment. 
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9. The provisions of this At1ic le sha ll be the so le exclusive authority for the 

layoff, job abolishment, or recall of Employees subj ect to this Agreement, 

notwithstanding any contrary provision of the Rev ised Code or rules of the Director of 

Administrati ve Services. 

ARTICLE XV 
Unpaid Leave 

Employees shall be e ligible for unpaid leave in accordance w ith the following: 

I . Pregnancy-Related Leave 

(a) An Employee may take accrued sick leave with pay for pregnancy, 

ch ildbirth, and re lated medical conditions. In addition, the 

Employee may use any accrued vacation leave. Following 

exhaustion of accrued sick leave, the Employee may request s ick 

leave without pay for pregnancy-related purposes (" pregnancy-

related leave"). Sick leave with pay and pregnancy-re lated leave 

shall be used onl y for that period in which the Employee is unable 

to perform the substantial and materia l duties of her position 

because of her pregnancy, recovery from childbirth, or related 

med ical conditions, inc luding reasonable pre-delivery, delivery, 

and recovery time, as cet1ified by a licensed physic ian. Within 

thirty (30) days of the termination of pregnancy, the Employee 

shall provide a statement by her attending physic ian stating the 

period for whi ch the Employee is unable to work and the projected 

date on which she will be able to return to work. 
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(b) Upon exhaustion of accrued s ick leave, the Employee may be 

permitted to use accrued vacation leave or compensatory time. If 

the Employee presents a phys ician ' s statement that the inabi I ity to 

petform the substantia l and material duties of her pos ition because 

of her pregnancy, recovery from childbirth, or related medical 

conditions, includ ing reasonable pre-de livery, delivery and 

recovery time, is not likely to exceed s ix (6) months, pregnancy

re lated leave w itho ut pay or benefits up to a period of six (6) 

months shall be granted to the Employee. The Employer may, at 

hi s d iscretion, extend such leave to twelve ( 12) months. If the 

Employee is unable to return to work within twelve ( 12) months, 

the Employee sha ll be given a disabili ty separation pursuant to 

Section 5. Pregnancy-re lated leave without pay shall not inc lude 

time requested fo r purposes of child care fo llowing the Employee ' s 

recovery from childbirth or other term ination of the pregnancy. 

(c) Any additional leave w ithout pay for parental or child care 

purposes must be requested under the provisions of Section 3 

be low. 
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2. M il itary Leave. Leaves of absence, for the performance of duty with the 

United States A1med Forces or with a Reserve component thereof, shall be granted in 

accordance w ith applicable law. 

3. Other Leaves. Leaves of absence without pay or benefits for other reasons 

may be granted at the di scretion of the Employer. The Employer shall grant any request 

for unpaid perso nal leave where required pursuant to the Fami ly and Medical Leave Act 

of 1993 and implementing regulations issued by the U nited States Department of Labor, 

as provided in the Employer' s Family and Medical Leave Act policy attached hereto as 

Appendix A. 

4. When an Employee returns to work following a leave of absence, he or 

she sha ll be returned to the Employee's former c lass ification w ithout loss of seniority and 

with a ll across the board wage increases, unless otherwise prov ided in this Agreement. 

5. Exhaustion of Sick Leave and Disability Separation. 

(a) Upon exhaustion of accrued sick leave, the Employee may be 

permitted to use accrued vacation leave or compensatory time. If 

the Employee presents a physician 's statement that the disability is 

not like ly to exceed s ix (6) months, s ick leave w ithout pay or 

benefits up to a period of s ix (6) months sha ll be granted when the 

Employee is sick or injured and is w ithout any accumulated sick 

leave. The Employer may, at hi s discretion, extend such leave to 

twelve ( 12) months. 
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(b) If the Employee 's physician cannot certify likely recovery within 

twelve (12) months, or if the Employee remains unable to return to 

work after the expiration of the twelve month leave, the Employee 

shall be placed on disability separation. The Employee may 

request reinstatement to his or her prior classifi cation or any lower 

classification in the same classification seri es within a period of 

two (2) years from the date the Employee was placed on di sability 

separation or unpaid sick leave, whichever is earlier. 

(c) An Employee requesting the reinstatement from a disability 

separation may be required to submit to an examination by a 

physician selected by the Employer. The examination must show 

that the Employee has recovered from the disability and is able to 

perform all of the material duties of the position to which 

reinstatement is sought. The Employee shall pay the cost of the 

examination. In the event the Employee ' s and Employer's 

findings are in conflict, the Employer and the Union shall select a 

third physician, whose evaluation shall be final. The Employer 

and the Union shall share equally the expense of this evaluation. 

(d) In the event there is no vacancy in the Employee's prior 

classifi cation or lower classification in the same classification 

series, the Employee may displace only an Employee with less 

seniority. If no Employee has less seniori ty, the Employee 
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requesting reinstatement shall be laid off. Any Employee 

d isplaced by an Employee return ing from disability separation 

shall be subject to the layoff and recall provisions of Article XIV, 

here in . 

6. Benefits and insurance w ill not accrue during any period of unpaid leave 

except that during such leave of absence, upon the Employee's request, the Employer 

shall continue group health insurance coverage at the expense of the Employee to the 

extent required by federa l law. FUither, the Employer, may, at the sole d iscretion of the 

Board of County Commissioners, continue health insurance coverage for a period, 

generally not to exceed the first ninety (90) days of an unpaid leave at the Employer's 

cost. The decision of the Board of County Commissioners whether or not to continue 

coverage at the Employer's cost shall not be subject to the grievance and a rbitration 

procedures of this Agreement. 

7. Abuse of Leave. If the Employer becomes aware at any t ime during a 

leave of absence that the leave is not being used for the purposes for which it was 

granted, the Employer may terminate the leave, order the Employee to return to work, 

and take such d isciplinary action as it may deem appropriate. 

ARTICLE XVI 
Paid Leave 

I. All Employees who have completed their probationary period and who are 

called (not vo lunteered) to serve as jurors, will receive their regular pay less their pay as a 

juror for one (1) day. 

2 . 
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(a) Employees, after completing their probationary period, shall be 

entitled to six (6) ho urs of personal leave for perfect attendance for 

each calendar quarter in which no paid or unpaid s ick leave is 

used, w ith exceptio n of funeral leave, provided that al l personal 

leave must be utilized by December 3 1 of the calendar year 

following the year in which the hours were awarded. Calendar 

quarters w ill be defined as January through March, April through 

June, July through September, and October through December. 

The Employee may cash out one-half (Y2) of the value of any 

unused personal leave by providing written notice to the Employer 

no later than December 15, and the Employer shall pay one-half 

(Y:z) of the value of the days at of the Employee's regular rate of 

pay no later than the last pay of January. 

(b) Unused good attendance or personal leave shall be paid to an 

Employee who has res igned having given two (2) weeks' notice or 

to an Employee with four (4) o r more years of seniori ty who has 

been terminated for reasons other than insubordination, fa ls ifying 

Employer records, theft, or mistreatment of prisoners, members of 

the public, or other employees of the Employer. 

(c) In order to qualify for " perfect attendance; · the Employee must 

have used no paid or unpaid s ick leave, inc luding unscheduled 

vacation leave or compensatory t ime off for purposes of sick leave, 
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and must not have any unpaid absences of a ll or part of a day by 

reason of disciplinary action or tardiness. Use of paid sick leave or 

other paid leave for purposes of funeral leave does not disqualify 

an Employee for personal days under this Section, provided the 

Employee submits verification if requested by the Employer. 

(d) In the event that any cou11 or agency with jurisdiction over Butler 

County issues a determination that days of absence covered by the 

Fami ly and Medical Leave Act (FMLA) may not be counted for 

purposes of determining " perfect attendance'" as set forth in thi s 

Agreement, then upon notice to the Union, the prov isions of 

Section 2 of this Artic le shall be void, and no fUither personal 

leave shall be awarded based on perfect attendance. It shall be 

suffic ient to invoke the provisions of this subsection 2(d) that a 

coUit or agency with geographi ca l jurisdiction over Butler County 

has determined that FM LA-covered absences may not be counted 

under any perfect-attendance policy and an Employee of the 

Sheriff has made a c la im under the FMLA based on that 

controlling authority. Employees shal l be permitted to use any 

personal leave that has been credited prior to that date , however. 

3. Specia l Injury Leave 

(a) An Employee who suffers an on-the-job injury from an identifi able 

inc ident that occurred in the course of the performance of his or 
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her official duties w ithin the scope of his or her employment with 

the Employer, and where such injury directly results from a hazard 

particular to police work, and which is not characteristic of other 

occupations, and who is off work due to said injury for a 

continuous period ofthitty (30) days, w ill be compensated at hi s or 

her regular rate of pay at the time of the injury less the Employee's 

income from di sabi lity benefits from Workers' Compensation or 

any other state source, for a period of time not to exceed six (6) 

months from the date of injury. After the Employee has been off 

work for a period of thirty (30) continuous days, the Employee 

shall receive hi s or her regular pay retroactive to the s ixth (61h) 

work day of the period of continuous absence. Five (5) work days 

of this period shall be charged against the Employee's s ick- leave 

balance, and the remaining work days for which special injury 

leave is due sha ll be re-credited to the Employee ' s sick leave 

account. 

(b) An Employee c laiming the right to receive or who IS rece iving 

specia l injury leave compensation, may be required by the 

Employer, from time to time, to submit to a med ical examination 

by a physic ian selected by the Employer, and at the Employer' s 

expense, for the purpose of determining any questions regarding 

e li gibility fo r and the duration of special injury leave. 
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(c) Notwithstanding any other provisions of this Agreement, an 

Employee on special injury leave or sick leave, whether paid or 

unpaid, and who is unable to perform his or her regularly assigned 

duties may, at the discretion of the Employer, be assigned other, 

transitional duties not requiring great physical exertion in lieu of 

special injury leave compensation or paid or unpaid sick leave, 

provided such work is available and the Employer's phys ician 

releases the Employee to return to work under such conditions. 

4. The Employer shall have the right to demand proof of all items listed 

above regarding paid leave. Falsification of any information with respect to any paid 

leave, including paid sick leave, shall be grounds for di sciplinary action up to and 

including discharge. 

ARTICLE XVII 
Sick Leave 

I. Employees wi ll earn sick leave at the rate of four and six-tenths ( 4.6) 

hours for each biweekly pay period in active pay status with the Employer, subject to 

Section 2 of this Article. 

2. Sick leave may only be used by the Employee for the fo llowing reasons, 

which are subject to verification by the Employer as provided in this Article: 

(a) Illness or injury ofthe Employee; 

(b) Exposure of an Employee to a contagious disease if, by reason of 

such exposure, the Employee 's presence at work wou ld pose a 

substantial risk of contagion and serious illness to co-workers; 
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(c) Pregnancy, childbirth. and related medical conditions. but only to 

the extent that the Employee is rendered unable to work by reason 

of such condition; 

(d) Medical, dental, or optical examinations that cannot be scheduled 

outs ide normal working hours; 

(e) Serious illness or inj ury of immediate family members. pursuant to 

Section 4; 

(t) Death of a member of the Employee's fa mily, pursuant to Section 

7 and 8. 

3 . Pay for any s ick leave shall be at the Employee' s regul ar rate of pay. An 

Employee may not use vacation leave, holiday leave, compensatory time o ff, or other 

paid leave for absences due to illness or injury except in cases of extended illness or 

injury. as provided in Artic le XV. Section S(a). 

4. Up to five days of sick leave may be granted when an immediate family 

member, defined as the spouse. child. brother, sister, parent or legal guardi an. legal ward, 

and grandparent (if the grandparent normally resides in the Employee ' s home), suffers a 

serious injury or illness, prov ided that the Employee' s presence is reasonabl y necessary 

for the care of the afflic ted family member. The Sheriff may, in hi s di scretion, grant 

more s ick leave in cases of a covered family member's life-threatening or di sabling 

il lness or inj ury. Step-children. step-parents. and step-siblings shall be covered under thi s 

Section if the relation dates back to the Employee· s childhood. such as a step-parent who 

he lped raise the Employee. a step-child who grew up in the Employee' s home. or step-
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siblings who lived in the same home as minors. The Employer may require sati sfactory 

proof of the family member's illness and necess ity for the Employee' s presence prior to 

approving the payment of s ick leave under this A11icle. In addition, an Employee may 

use up to fi ve days of sick leave fo llowing the birth of the Employee' s child to care fo r 

the Employee' s spouse and newborn child. 

5. At the so le discretion of the Employer, s ick leave w ithout pay or benefits 

up to pe riod of twelve ( 12) mo nths may be granted when an Employee is s ick or injured 

and is without any accumulated sick time. Further, an Employee may voluntarily transfer 

accrued but unused vacation leave to another Employee p rov ided that the transferee has 

exhausted a ll of hi s or her accrued sick leave, is medically unable to return to work upon 

the exhaustion of the s ick leave, and otherwise meets the requirements of e lig ibility for 

sick leave. The transferor must provide written notice to the Employer of the transfer of 

the vacation leave at least seven (7) ca lendar days in advance of its use by the transferee, 

and such notice sha ll include a signed statement that the transferring Employee is forever 

waiving hi s or her c laim to such leave time. 

6. 

(a) Upon retirement from the Butle r County Sheriffs Department 

under the Ohio Public Employees Retirement System, payment 

sha ll be made for one-half (Y2) of an Employee's accumulated 

unused sick leave not to exceed three hundred t\.venty (320) hours' 

pay. 
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7. 

(b) Upon the death of an Employee who would have been otherw ise 

e li gible to retire under the Ohio Public Employees Retirement 

System, the Employee's s ick leave sha ll be paid out, as provided in 

Section 6(a) of this Article, in the following order: 

(1) The surviv ing spouse or other benefi c iary designated in a 

written form on fil e with the Employer; 

(2) Any one or more of the Employee's children e ighteen ( 18) 

years of age or older, in equal shares; 

(3) The father and mother of the Employee, in equal shares, or 

the surv ivor of them; or 

(4) The estate of the Employee. 

(c) If an Employee is ki lled in the line of duty as a result of adversarial 

action, all of the Employee' s balance of sick leave sha ll be 

converted to cash and paid out in the order spec ified in Section 

6(b) of thi s Artic le , irrespective of whether the Employee would 

qualify for retirement. 

(a) An Employee sha ll be paid s ick leave for up to fi ve working days' 

absence in the event of the death of the Employee's spouse, chi ld, 

brother, sister, parents or legal guardian, or legal ward. An 

Employee sha ll be paid s ick leave for up to three working days' 

absence for the death of a grandparent, grandchild, brother-in-law, 
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sister-in-law, mother-in-law, or father-in-law. The days of funeral 

leave must coincide w ith the day of death or day of funeral. Step

children, step-parents, and step-siblings shall be covered under this 

Section if the relation dates back to the Employee ' s childhood, 

such as a step-parent who helped ra ise the Employee, a step-child 

who grew up in the Employee' s home, or step-siblings who li ved 

in the same home as minors. 

(b) In the event of a death of a relative other than those relatives listed 

above, the department head may, at his or her di scretion, grant o ne 

( 1) day of sick leave in order that the Employee may attend the 

funeral. 

(c) An Employee' s use of sick leave for funera l purposes shall not be 

counted as a separated absence for purposes of this Artic le, or as 

an absence fo r purposes of the perfect attendance standard of 

Artic le XVI, Section 2(a) . 

8. In c ircumstances of unusual distances of travel or extreme weather 

conditions the Sheriff may, at his so le discretion, grant up to an add ition two (2) days of 

sick leave-funeral leave for the Employee to travel to the funeral of a relative as 

described in Section 7 above. 

9. An Employee who exhausts pa id and unpaid s ick leave and who remains 

unable to return to work shall be placed on di sab ility separation in accordance w ith 

Arti c le XV (U npaid Leave). 
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10. 

(a) Upon request of the Employer, an Employee must furni sh 

satisfactory proof of hi s or her illness, s ickness, or disability, or 

that of the immediate famil y member before a day of sick leave is 

pa id . In the case of an illness or injury resulting in absence fo r 

more than three (3) consecutive days, or an absence the day before 

or day after a holiday, an Employee may not return for duty or be 

pa id s ick leave w ithout a statement from the Employee' s physic ian 

verifying that the Employee was unab le to work. Further, if the 

Employee has used sick leave for fi ve (5) or more separated 

absences in the year preceding the Employee's anni versary date of 

employment, upon notice to the Employee, the Employee sha ll 

prov ide a physic ian' s statement for any use of sick leave during the 

subsequent twelve ( 12) month period at the time that the Employee 

returns to work. For purposes of this Artic le, "anniversary year" 

shall be defined as the twelve- (1 2-) month period fo llowing the 

anniversary date of an Employee' s initia l appointment, or 

fo llowing any promotion to a higher c lassification, the twelve- (1 2-

) mo nth period fo llowing the anniversary date of the promotion. 

"Separated absence' · shall be defined as a continuous peri od of 

absence of four ( 4) hours or more. with the excepti on of use of sick 

leave by an Employee for recovery from childbirth or by a father to 
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care for the Employee's fam ily immediately fo llowing the birth of 

a child . At the time of notification that the Employee has five (5) 

or more separated absences, the Employee's superv isor and the 

Chief Deputy shall be notified as well , and the Sheriff or his 

designated representative shall meet with the Employee to discuss 

the Employee's use of sick leave. Fai lure to provide a physician' s 

statement required pursuant to this Section shall be grounds for 

denying the Employee sick leave for the period covered, and shall 

further be grounds for disciplinary action for insubordination, up to 

and including di scharge. 

(b) Employees are prohibited from engaging 111 any activity 

inconsistent with the claimed inability to work or need to care fo r a 

member of the immediate fam ily while on a paid or unpaid sick 

leave, including a leave of absence for the Employee's serious 

health condition or the serious health condition of an immediate 

family member covered by the Family and Medical Leave Act. If 

an Employee proposes to engage in paid employment of any kind 

for any other employer, including special duty details or se lf

employment for compensation or payment of any kind, during a 

paid or unpaid sick leave, the Employee must notify the Employer 

of the planned employment and it must otherwise meet the 

standards of the subsection I O(b ). 
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11. S ick leave shall be charged in minimum units of one-quarter (Y4) hour. An 

Employee requesting s ick leave shall personally inform his or her immediate supervisor 

or other designated on-duty supervisor (or Captain, if the Employee has been so directed) 

of the request and the reason therefore no later than one ( I) hour before his or her 

scheduled starting time. Failure to do so for each day of the Employee ' s absence may 

result in denial of sick leave for the period of absence and/or disciplinary action, unless 

the Employee is hospitalized or has provided a phys ician 's statement confirming a 

specific, expected date of return. 

12 . The Employer may requtre the Employee to submit to a med ical 

examination to verify the proper use of sick leave or the Employee's physical or menta l 

capacity to substantially perform the duties of hi s or her position. The Employer sha ll 

select the physician and pay for the examination. 

13. If an Employee transfers to the serv ice of the Employer from another 

County office or department or Ohio public agency, the Employer sha ll cred it the 

Employee, upon written request and verification , with the s ick leave balance held by the 

Employee with that office or department or Ohio publ ic agency; provided, however, that 

an Employee who has converted to cash a ll or a pottion of hi s or her s ick leave with the 

prior employer upon retirement or other separation shall not be entitled to transfer any 

s ick leave under this Section. It is the Employee's sole obligat ion to prov ide verification 

of such prior service and sick leave balance within the Employee's init ial probationary 

period, or such prior sick leave balance is forever lost. 
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14 . An Employee who has used sick leave for fi ve (5) o r more separated 

absences within an anniversary year, as defined in Section 10, shall not be eli gible, for a 

period of twelve (12) months thereafter, for vacation leave, holi day leave (taken on 

another date), compensatory t ime off, or other pa id leave unless said time is requested 

and approved at least fi ve (5) calendar days in advance. 

15. No Employee shall receive an annual step increase if, in the preceding 

ann iversary year, the Employee used paid or unpaid sick leave for s ix (6) or more 

separated absences, or whose absences on paid or unpaid s ick leave exceeded three 

hundred twenty (320) hours. This Section sha ll not apply to any absence for which the 

Employee qualified fo r spec ial injury leave under Artic le XVI, Section 3, or leave under 

the Fami ly and Medical Leave Act Po licy attached hereto as Appendix A. 

1. 

ARTICLE XVIII 
Holidays 

(a) Employees sha ll be enti t led to observe and be paid at the ir regular 

day's pay for the fo llowing holidays as observed by the Employer: 

( I ) New Year' s Day 

(2) Ma1tin Luther King 's Birthday 

(3) Presidents' Day 

(4) Memori al Day 

(5) Independence Day 

(6) Labor Day 

(7) Veterans' Day 
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(8) Thanksgiving Day 

(9) Day after Thanksgiving 

( I 0) Christmas Eve Day 

(J I ) Chri stmas Day 

(12) New Year's Eve Day 

The Butler County Sheriff s Office shall specify the date upon which holidays 

shall be observed by Employees assigned to three-shift, seven-day-per-week 

operations, and for Employees assigned to standard business hours on a Monday

Friday basis. 

2. 

(b) Christmas Eve Day and New Year's Eve Day sha ll be observed on 

the business day preceding the day on which the Christmas and 

New Year' s Day holidays are observed, respecti vely, or for 

Employees who work in round-the-clock operations, on the day 

before the actual Christmas or New Year' s Day ho liday. 

(a) In addit ion to holiday pay as provided in Section 1, Employees 

covered by this Agreement who are scheduled and requ ired to 

work on a ho liday specified in Section I as scheduled by the 

Employer wil l be compensated in cash at one and one-half (J !12) 

times the ir regular rate of pay as provided in Section 2(c) below, 

or, at the option of the Employee, compensatory time at the time 

and one-half rate to be taken at a later date in accordance with the 
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compensatory time provisions of this Agreement. Each employee 

must e lect to receive holiday cash payments or compensatory time 

off in the succeeding calendar year by December 151
h, and may not 

thereafter request a different form of compensation for ho liday 

pay. 

(b) An Employee who is required to work on a holiday may receive 

the additiona l compensation for work on the actual holiday, or the 

day observed as such, but not both. ln the case of holidays 

observed upon a fi xed date, such as New Year' s Day, 

Independence Day, and Christmas Day, Employees who work 

other than a Monday to Friday schedule shall received thi s 

additional compensation only for work on the actual holiday, 

irrespective of the date of observance as fi xed by the Board of 

County Commissioners. For Employees who work in the three

shift operations, an Employee w ill be considered to work the 

holiday only when a majority of the Employee's work hours fall on 

the actual hours of the holiday. For example, an Employee who 

commences work at 11:00 p.m. on Christmas Eve and works seven 

(7) more hours on Christmas Day will be considered to have 

worked on Christmas. An Employee who commences work at 

11 :00 p.m. on Christmas Day and works seven (7) more hours on 
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December 26 w ill not be considered to have worked on the 

holiday. 

(c) An employee who elects to be compensated in cash for holiday pay 

shall not be pa id at the time of such work, but such accumulated 

ho liday pay shall be retained by the employer and paid in two lump 

sums for the entire ba lance of holiday pay to that date. The two 

annual payments sha ll occur by the last pay date in June and the 

last pay date in December, respectively. 

3. If a holiday fall s on an Employee' s pass day, or during an Employee's 

vacation, the Employee sha ll rece ive a day of pay at his or her regular rate or, at the 

Employee's option, a day off in conjunction with h is or her vacation, equivalent to the 

number of hours of the employee's ass igned shift. 

4. An Employee in order to receive ho liday pay as set forth above, if 

scheduled, must work the day before, the day after, and the day of the holiday unless 

absence from work is due to illness or injury, in which event a doctor' s certificate sha ll 

be required . In add it ion to the doctor's cert ificate, in order for an Employee to receive 

ho liday pay or compensatory time or other overtime compensati on, who has been 

prevented from meeting the e lig ibili ty requirements because of illness or injury, such 

Employee must have worked at least one scheduled work day in the five (5) calendar 

days immediately preced ing the ho liday. Notwithstanding the provisions of this Section, 

and Employee who is off work in conjuncti on with a holi day because of prior vacation 

leave or compensatory t ime off approved by management at least five (5) ca lendar days 
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before the ho liday shall remain e ligible for ho liday leave or pay as otherwise provided 

under thi s Article. 

5. E mployees who work a Monday-Friday fixed day shift must take off on all 

holidays. Such Employees may only work on observed ho lidays if approved by the 

Sheriff or his designee. 

ARTICLE XIX 
Vacations 

1. Employees, after completion of the ir probationary period, sha ll be entitled 

to vacation time each year as foll ows: 

After completion of one (1) year of serv ice w ith the Employer, the State of 
Ohio, or any political subdivision of the State - two (2) weeks 

After completion of five (5) years' service w ith the Employer, the State of 
Ohio, or any political subdiv ision of the State- three (3) weeks 

After completion of ten ( I 0) years ' service w ith the Employer, the State of 
Ohio, or any po litical subdivision of the State - four (4) weeks 

After completion of twenty (20) years ' serv ice with the Employer, the 
State of Ohio, or any political subdivision of the State - five (5) weeks 

2. Notwithstanding the prov isions of Section I above, an Employee who has 

initiall y employed by the Sheriff on or after July 5, 1987, shall have his or her prio r 

serv ice w ith the State of Ohio or any other service with a political subdivision of the State 

to a maximum of e ight (8) years' serv ice c redit, counted for purposes of vacation 

e li gibility and rate of accrual ; provided that any prior service with Butle r County shall be 

counted without limit. No Employee shall receive cred it fo r vacati on hours accrued w ith 

a prior Employer, however. Further, it is the so le responsibility of the Employee to 

prov ide verifi cation of such prior serv ice during the period of the Employee's initial 
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probationary period, or such pnor service is forever lost, and in no event shall an 

Employee be entitled to claim a higher rate of vacation accrual for the period prior to the 

date such verification is prov ided. 

3. 

(a) Fo llowing completion of the first year of employment, Employees 

shall accrue vacation leave in each biweekly pay period in which 

they are in active pay status at the foll owing rate: 

Annual Rate Biweekly Rate 

Two Weeks ..................................... ........................... 3. 1 hours 

Three Weeks ............... .............. ........... ...................... 4.6 hours 

Four Weeks ....................... ..... .............. .......... ... .. ....... 6.2 hours 

Five Weeks ........... .............. ........................................ 7.7 hours 

(b) In any biweekly period in which a full-time Employee is not in 

active pay status for eighty (80) hours, he or she sha ll accrue 

vacation at a prorated rate. 

4. Vacation is in addit ion to any recognized ho lidays as set forth in Article 

XV III wh ich may fall w ithin an Employee's vacation period . If a ho liday fa lls within an 

Employee's vacation period, he or she sha ll receive an additional day off in conjunction 

with the vacatio n period or e ight hours of compensatory time off. 

5. Vacation schedules sha ll be estab lished in accordance w ith the Employer's 

rules and regu lations, general orders, and procedures. 
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6. Vacation pay shall be based upon the Employee·s regular pay in effect 

when the Employee starts his or her vacation. 

7. Vacation may be carried over after the year of accrual to a maximum of 

two (2) years ' worth of vacation carry-over. 

8. An Employee, in order to receive vacation pay, must be in the actual 

employ of the Employer at the time he or she takes the vacation, except as fol lows: 

(a) An Employee, who has res igned with two weeks' notice and who 

has not received the vacation pay to which he or she is entitled 

shall receive such vacation pay at the next regular pay period. 

(b) An Employee with four ( 4) or more years of seniority and who has 

been terminated by the Employer for reasons other than 

insubordination, fa lsifying Employer's records, theft, or 

mistreatment of pn soners, members of the publi c, or other 

Employees of the Employer, and who has not received the vacation 

pay to which he or she is entitled, sha ll receive the vacation pay at 

the next regular pay period. 

ARTICLE XX 
Wages 

I . The wage rates and step rates sha ll be increased by two percent (2.0%) in 

2016, as set forth in Schedule l. This increase will be effective the first full pay period in 

February, 2016. 
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2. The wage rates and step rates shall be increased by two percent (2.0%) in 

201 7, as set forth in Schedule 2 . Th is increase will be effective the first full pay period in 

February, 2017. 

3 . The wage rates and step rates shall be increased by two percent (2.0%) in 

2018, as set forth in Schedule 3. This increase w ill be effective the first full pay period in 

February, 2018. 

ARTICLE XXI 
Life and Health Insurance 

I. The Employer will continue to provide to fu ll-time Employees the same 

life and health insurance coverage provided by the Butler County Board of 

Commissioners to its other County employees during the term of this Agreement; 

prov ided that the Employer w ill provide a minimum of thirty-fi ve thousand dollars 

($35,000) life insurance coverage to elig ible Employees. 

2. An Employee who is covered by health msurance prov ided by any 

retirement or pension plan, and where the Employee is not required to pay a maj ority of 

the cost of the premium, is not entitled to any health insurance coverage under this 

Article. 

3 . If the Employer increases the percentage of Employee contributions 

toward the combined premium costs for health and dental insurance (including self-

insured rates, if applicable) by more than the limits set forth below, the Union may 

reopen the provisions of th is Attic le for renegotiation by serving notice upon the 

Employer within thirty (30) days of receiving notice of the increased contributions. The 

Employee contri bution limits that woul d trigger this right to reopen are: 
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High Option 24% of combined premium 

Low Option 15% of combined premium 

HDH P Option I 0% of combined premium 

These percentage limitations are based on the combined monthl y premiums for health 

and denta l insurance at the single, single-plus-one, and famil y rate , as chosen by the 

Employee. These limitati ons do not restrict the Employer from chang ing plan designs or 

charges to the Employee when obta ining medical or denta l serv ices, from offering more 

or fewer than three (3) tiers of coverage, or from impos ing supplemental charges for 

covering family members w ith other coverage available, prov ided that such changes are 

applied uniformly to a ll County employees. In any such reopened negotiations, the 

statutory impasse resolution procedures sha ll apply. 

ARTICLE XXII 
Longevity Pav 

I . During the term of thi s Agreement, longevity w ill be paid to eligible 

Employees on the last pay day in November, according to the fo llowing schedules: 

After 5 years of serv ice w ith the Butler County Sheriff- 2.00 percent of 
annual salary. 

After I 0 years of service with the Butler County Sheriff - 2 .50 percent of 
annual salary. 

After 15 years of service with the Butler County Sheriff- 2.75 percent of 
annual salary. 

2. For purposes of longevity pay, Employees who res1gn and a re later 

re instated earn longev ity on the basis of their most recent date of hire. 
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3. An Employee not actively employed in the last week of October, when 

eligibility for longev ity is determined, will not receive longevity pay. 

4 . Employees who were first hired with the Butler County Sheriff s Office 

on or after March I , 1993, shall not be el igible for longevity pay at any point under this 

Agreement. Employees hired prior to that date and who have remained in continuous 

service since that date w ith no break of service other than an authorized leave of absence 

shal l continue to earn longev ity pay in accordance w ith thi s Article. 

ARTICLE XXIII 
Uniforms 

1. With the exception of undergarments, the Employer shall prov ide 

uniforms for Officers and Employees whose duties require them to be in uniform. The 

Employer shall prov ide uniforms for Detectives, Corporals, Deputy Sheriffs (unless 

directed to work in plain c lothes), and Deputy Sheriff (Court Security). Each employee 

in these c lass ifications only shall be permitted a uniform allowance of $700.00 for each 

year of this agreement. The Employer may specify one or more prov iders of uniform 

items, and Employees may only draw against the ir uniform a llowance on an account or 

receipt basis from the designated provider(s), selecting from a list of eligible items 

prov ided by the Sheriff' s Office. Upon the Union 's request, the Employer agrees to 

consult with the Labor-Management Committee or other Un iform Committee w ith 

Employee representatives regarding the list of e ligible items. The Employer may, in its 

di scretion, limit the availability of the uniform a llowance for a period of twelve months 

for a newly hired Employee who is issued a complete new set of uniform clothing at the 

time of his or her hire or promotion. The uniform allowance or the plain-c lothes 
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a llowance set fo rth in Section 2 inc ludes the cost of shoes to be purchased by the 

Employee, from the approved li st and the designated prov ider(s), in lieu of the prior 

practi ce of purchas ing shoes separate from the uni form or plain-c lothes allowance. 

2. Any Detective or Deputy Sheriff (excluding the Drug and Vice 

Investigations Unit), assigned to work in plain clothes by order of the Sheriff for at least 

six (6) months shall be reimbursed $ 1000.00 per year for a clothing allowance upon the 

presentation of $ 1000.00 in clothing receipts and a detailed inventory of the items 

purchased w ith such allowance. Upon request of the Employer, the Employee shall 

produce the c lothing purchased for inspection. If an Employee becomes a Detective or is 

otherwise assigned to work in plain c lothes during the course of the year, the amount of 

the unifo rm allowance that had been spent to date sha ll be off-set against the amount of 

plain-clothes allowance due to that Employee for the remainder of the calendar year. 

Employees assigned to work in the Drug and Vice Investi gati ons Unit fo r at least s ix (6) 

months shall be re imbursed $700.00 per year for a clothing a llowance upon the 

presentation of $700.00 in clothing receipts and a detailed inventory of the items 

purchased w ith such a llowance, subject to the other ri ghts and restrictions set forth in thi s 

Secti on. 

3 . When an Employee is assigned to Canine, SWAT, Bicycle Patrol, 

Motorcycle Patrol, Bomb Squad, or Marine Patro l, whi ch require specia l clothing in 

addition to the standard uni form, and the Employee does not have adequate funds 

remaining in that year's clothing a ll owance, the Employer sha ll pay the remaining cost of 

the init ia l set of specia lty clothing. After the fi rst year of that assignment, an Employee 
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who must maintain both the specialty cloth ing and the standard uniform sha ll receive an 

additional $200.00 per year in clothing allowance for the duration of the ass ignment. 

4. The Employer shall provide to all Employees who receive uniforms 

pursuant to Section I and to plain-clothes peace officers dry-cleaning service for uniform 

items at the rate of three hundred sixty (360) items per year per eligible Employee. Each 

shirt. jacket. pair of trousers, or tie shall be considered one (l ) item. The Employer shall, 

in its sole discretion, determine the provider for this serv ice and the terms. conditions. 

and procedures by which such service shall be provided. Dress fo r non-uniformed 

Employees shall be appropriate for a business, office environment, and shall be subject to 

regulations and standards issued in the so le di scretion of the Sheriff. 

ARTICLE XXIV 
Modification and Separability 

I. The Employer and the Union. for the term of this Agreement. each agree 

that. notwithstanding the provisions of Section 4 11 7.08 of the Ohio Rev ised Code. the 

other shall not be obligated to bargain collectively with respect to any subject matter 

referred to or governed by this Agreement unless the Employer and the Union mutuall y 

agree to alter, amend, supplement. enlarge, or modify any of its prov isions. 

2. Should any provision of thi s Agreement be found to be illegal or 

unenforceable by a court of competent j urisdiction, all other provisions of this Agreement 

shall remain in full force and effect for the duration of this Agreement. 
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ARTICLE XXV 
Labor Management Committee 

I. In the interest of furthering harmonious relations, a j oint committee of not 

more than e ight (8) members, half from Management and half from the Union, shall 

convene no less freq uentl y than quarterly, unless the parties agree otherwise, for the 

purpose of discuss ing work-related issues . The parties may agree to a larger number if 

warranted by the issues on the agenda. 

2 . An agenda of items intended for discussion w ill be submitted, in writing, 

at the time the conference is requested. 

ARTICLE XXVI 
Transfers 

I . For purposes of th is Article, the Operations Div ision sha ll be defined as a ll 

Employees not assigned to the Co!Tections Division; and the Corrections Division shall 

be defi ned as a ll Employees assigned to the Ja il. 

2 . Transfers between Divisions sha ll be subject to the following 

requirements: 

(a) The Employer may temporarily transfer Employees to or from 

Corrections or Operations for a period not to exceed ninety (90) 

days for operation needs including, but not limited to, s ickness, 

leaves of absence, vacations, or other personnel shortages. The 

determination of which Employees are to be temporaril y 

transferred from Corrections to Operations shall be based on 
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seniority and qualificat ions, as determined by the Employer; 

prov ided , however, that the Sheriff may select from among 

Employees who have vo lunteered for such transfer, irrespective of 

seniori ty . The Employer shall determine which Employees are to 

be temporaril y transferred from Operations to Correcti ons by 

inverse seniority, unless the Employer must transfer a particular 

Employee in order to comply w ith Ohio M inimum Jail Standards 

or other specific operational needs. 

(b) In the event that a position in Corrections or Operations becomes 

vacant, and the Employer, in hi s discretion, decides that such 

position shall be filled by other than an intra-divis ional transfer, 

the fo llowing requirements sha ll apply: 

( I) Notice of the pos ition shall be posted for ten (1 0) calendar 

days, and interested persons who meet the stated 

qua lifications may apply for the position as specified in the 

notice. 

(2) lf more than one (1) qua lified person expresses an interest 

in the position, the Employer shall award the position on 

basis of seniority, tra ining, experience and performance as 

a Jaw enforcement offi cer. An Employee w ith Jess than 

ninety (90) calendar days' seniority shall not be eli gible for 
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transfer pursuant to thi s section unless he or she is the sole 

applicant. 

(3) In the event no Employee volunteers for the transfer, the 

Employer shall transfer the Employee with the least 

seniority. 

(c) Notwithstanding the provisions of Section 2(a) of this Atticle, any 

temporary transfer of Employees between Corrections and the 

Drug Unit may be for periods not to exceed one ( I) year, for the 

purpose maintaining confidential identity of Employees serving in 

drug enforcement. The Sheriff may select candidates for such 

transfer based on operations needs, without regard to seniority, 

provided that the Employer shall seek qualified volunteers for such 

transfer before involuntarily assigning to any Employee. Intra

divisional Transfers remain discretionary, as prov ided in Section 3 

of th is Article. 

(d) In any case where an Employee has requested a voluntary transfer 

(whether temporary or petmanent) between Divisions and the 

Sheriff has granted this request, the Employee is not entitled to be 

considered for transfer back to his or her former Division except in 

the accordance with the normal procedures of thi s Article. 
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3. Transfers within a Di vision are not affected by the procedures of Section 

2 , above. Transfers within the Operations Div ision are at the sole discretion of the 

Sheriff. 

4. The proviSions of this Article do not apply to the assignment of 

Employees during their probationary periods, except as provided in Article V 

(Probationary Employees), Section 5. 

5. The Sheriff may determine, m hi s so le discretion, to what Div ision or 

section an entry-level Deputy Sheriff shall be assigned. 

6. An Employee who has been reassigned from a particular assignment or 

position may request a meeting with the appropriate Captain for that Division to discuss 

the reasons for the reassignment and any concerns that the Employee may have. 

ARTICLE XXVII 
Retention of Certification 

I. Employees transferred pursuant to Artic le XXV I of this Agreement or the 

predecessor Inte rim Agreement of August 26, I987, do not, by reason of said transfer, 

lose their certified status, notwithstanding Section I24.3 II of the Rev ised Code, Rule 

I23: 1-24-03 of the Administrative Code, or any other provision of the Rev ised Code or 

the administrative ru les of the Director of Administrat ive Serv ices . 

ARTICLE XXVIII 
Step Increases 

I . Employees sha ll be e ligible for step mcreases m accordance with pay 

ranges and pay steps as provided in Schedule I. The base wage rates and step rates shall 

be adjusted as provided in Artic le XX (Wages) . 
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2. Employees shall be e lig ible to be considered for step increases on the 

anni versary date of initia l employment w ith the Employer. Following the promotion of 

an Employee to a posit ion at a higher pay range, however, the Employee sha ll not be 

eli gible for consideration for a step increase until the completion of the Employee' s 

probationary period, and thereafter upon the promotional anniversary date rather than the 

anniversary date of employment. 

3 . Notwithstanding the provisions of Section 2, no Employee shall receive an 

annual step increase if the Employee has received an overa ll unsatisfactory rat ing in his 

or her most recent performance evaluation (excluding promotional probationary 

evaluations), as cett ified by the Sheriff. 

4 . The Sheriff may in his sole discretion, place a new Employee in other than 

entry-level step to reflect the Employee' s experience, educati on, skill , or ability to 

perform the position. Upon the Uni on 's request, the Employer shall provide a written 

explanation to the Union regard ing the reasons fo r p lacing a new Employee in other than 

entry-level step. 

5. Any Employee who is promoted to a higher rank shall be p laced at the pay 

step c losest to his or her current pay, but which provides at least a three percent (3%) pay 

increase over the Employee's regular rate of pay preceding the p romotion. 

ARTICLE XXIX 
Employee Alcohol and Drug Testing Program 

1. It is the po licy of the Butler County Sheriffs Offi ce that the public and 

fe llow offi cers have the absolute right to expect persons employed by the Sheriff to be 
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free from the effects of illegal or abused drugs and a lcohol. The Sheriff, as the 

Employer, has the ri ght to expect its Employees to report to work fit and able fo r duty, 

free from the influence of drugs or alcoho l, and able to set a positi ve example for the 

community. The Union j o ins in and full y supports this policy. 

2 . Prohibitions. Employees shall be prohibited from: 

(a) Consuming or possessing alcohol at any time during or just prior to 

the beg inning of the work sh ift or anywhere on any County 

premises or work sites, including County buildings, properties, 

vehicles, or the Employee' s personal vehicle while engaged m 

County business. 

(b) Using a lcohol prior to beginning work or during meal or break 

periods such that the Employee remains under the influence of 

a lcoho l during work hours. 

(c) Possessing, using, selling, purchasing, delivering, di stributing, or 

manufacturing any illega l drug at any time and at any place, 

whether on or off duty, except as may be necessary in performance 

of offic ia l duty. 

(d) Failure to report to the Employee 's superv isor the use of 

med ication or prescription drugs during work hours the effect of 

which may be to impair his or her safety or the safety of others or 

otherwise impair the Employee ' s ability to perform his or her 

duties. If the Employee reports the use of such medication, the 
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Employer may have the Employee' s ability to work w ithout 

impairment evaluated by the Employee ' s phys ician or a physician 

selected and paid fo r by the Employer. Based on the results of 

such examination(s), the Employer may place the Employee on 

sick leave for the duration of such impairment or reassign the 

Employee to duties posting no such risk. 

3. Drug and A lcoho l Testing Permitted. The Employer may requ1re 

Employees to submit to drug or alcoho l testing as provided in this Agreement. 

(a) Where the Employer has reasonable suspicion to believe that ( I) an 

Employee is be ing affected during work hours by the use of 

a lcoho l; (2) an Employee has abused prescribed medication; or (3) 

the Employee has used illegal drugs or contro lled substances, the 

Employer sha ll have the ri ght to require the Employee to submit to 

alcoho l or drug testing as hereinafter prov ided. 

(b) The Employer may require Employees in the ranks of Lieutenant, 

Sergeant, Corpora l, Detective, Deputy, Deputy Sheriff/Court 

Security, and Contro l Room Officer to submit to random alcoho l 

or drug testing, at a time selected by the Employer not to exceed 

two (2) times per calendar year, unless the Employer has 

reasonable suspicion to test an individual Employee on a more 

frequent basis. Such tests sha ll be performed during the 

Employee' s scheduled duty hours provided that a qualified testing 
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fac ility, sati sfactory to the Employer, is open during duty hours. 

The Employer may randomly test other Employees, as provided in 

th is Section, where the Employee is performing securi ty sensitive 

duties, duties in connection w ith drug-enforcement operations, or 

has access to security sensitive areas of the Butle r County Jail. 

(c) The Employer may require a ll app licants for hire, promotion, or 

transfer in the Department to submit to drug or alcohol testing as a 

condition for hire, promotion, or transfer. 

4. Order to Submit to Testing. In any case where an Employee is ordered to 

submit to drug or a lcohol testing on the basis of a reasonable suspic ion that the Employee 

has illegally used drugs at any time, or is impaired by the use of a lcoho l while on duty, 

within forty-e ight ( 48) hours of the time the Employee is ordered to testing authorized by 

this Agreement, the Employer sha ll provide the Employee w ith a written notice setting 

forth the facts and inferences which form the basis of the order to test. This requirement 

does not apply to any random drug or alcohol testing permitted by this Attic le. Refusal 

to submit to any ordered a lcohol or drug test may subject the Employee to discipline for 

insubordination. 

Nothing in this Article sha ll be deemed to limit the Employer's right to order a 

medical examination to veri fy proper use of sick leave, pursuant to Artic le XVII, Section 

12 ofthis Agreement, inc luding blood tests to determ ine intoxication or impairment. 

5. Procedures and Requirements for Testin g. In conducting the testing 

authorized by this Agreement, the Employer sha ll : 
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(a) Use only a clinical labo ratory or hospital facility ce11ified by the 

State of Ohio to perform drug and/or a lcohol testing. In the case of 

a lcoho l testing, the Employer may use in-house breathalyzer 

equipment; provided, however, that if the person performing the 

test is of a lower rank than the Employee being tested , the 

Employer sha ll test for alcohol through urine or blood testing as 

prov ided in this Agreement. 

(b) Establi sh a chain of custody procedure for both the sample 

collection and testing to ensure the integrity of each sample and 

test result. 

(c) Collect a suffic ient sample of the same bodily fluid or material 

from an Employee to a llow for in itia l screening, a confirmatory 

test, and a suffic ient amount to be set as ide and reserved for later 

testing if requested by the Employee. 

(d) Collect samples in such a manner as to preserve to the extent 

reasonabl y practicable the individual Employee's ri ght of privacy 

while insuring a high degree of security fo r the sample and its 

freedom from tampering or adulteration. Employees submitting a 

urine sample shall not be v isua lly witnessed by anyone during the 

submission unless (1 ) the laboratory or facility does not have a 

"clean room'· for submitting samples, or (2) there are reasonable 
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grounds to suspect that the Employee may attempt to compromise 

the accuracy of the testing procedure. 

(e) Confirm any sample that tests positive in initial screening for drugs 

by testing the second portion of the same sample by gas 

chromatography/mass spectrometry (GC/MS) or an equivalent or 

better scientifically accurate and accepted method that provides 

quantitative data about the detected drug or drug metabolites. 

(f) Provide the Employee tested with an opportunity to have the 

additional sample tested by a clinical laboratory or hospital fac ility 

of the Employee's choosing, at the Employee' s own expense; 

prov ided, however, that the Employee must submit a copy of the 

test results to the Employer within seventy-two (72) hours of 

receiv ing the results ofthe test. 

(g) Require that the laboratory or hospital fac ility report to the 

Employer that a blood or urine sample is positive onl y if both the 

initial screening and confirmation tests are positive for a particul ar 

drug. 

(h) Requ ire, with regard to a lcoho l testing for the purpose of 

determining whether the Employee is under the influence of 

alcohol, test results showing an a lcoho l concentration of .05 or 

more based upon the grams of a lcoho l per I 00 milliliters of blood 

be considered positive; provided, however, that the forego ing 
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standard shall not preclude the Employer from attempting to show 

that test results between .01 and .05 demonstrates that the 

Employee was under the influence of a lcohol. With regard to other 

drugs and substances for which testing may be required, the 

Employer shall designate, in conjunction with the laboratory or 

hospital facility, the minimum thresholds for a positive test result 

w ith regard to each particular drug or substance. The Employer 

shall prov ide to the Uni on a copy of the testing protocol to be used 

by the testing fac ility, including the agreed minimum threshold for 

a pos itive test result from each substance being tested for. Upon 

the Union 's request, the Employer will meet and confer w ith the 

Union regarding any concerns or objections regarding the 

designated thresholds. 

(i) Provide each Employee tested with a copy of all information and 

repmts received by the Employer in connection with the testing 

and the results thereof. 

6 . Right to Contest. The Employee or the Uni on may contest any alleged 

v iolation of this procedure, or discipline based on the results of drug or alcoho l testing, as 

otherw ise provided in thi s Agreement. Any such grievance shall commence at Step 2 of 

the grievance procedure. No applicant not currently employed by the Department is 

entitled to use thi s grievance procedure for any purpose, including claims of vio lations of 

this Article. With regard to any Employee, the grievance and arbitrat ion procedures of 
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this Agreement are the sole and exclusive remedy for any claim that the Employer has 

violated the requirements of thi s Article or taken improper d isciplinary action aga inst the 

Employee. 

7. Vo luntary Request for Assistance. An Employee may voluntarily come 

forward to request ass istance for treatment, counseling, or other assistance, through an 

Employee Assistance Program or otherw ise, for an alcohol or drug-related problem, and 

the Employer sha ll not take disciplinary action against the Employee solely based on this 

request for assistance, other than reassigning the Employee, placing the Employee on 

accrued leave, or placing the Employee on leave without pay if unfi t for duty in his or her 

current assignment. The forego ing is expressly conditioned upon: 

(a) The Employee agreemg to enter and complete appropriate 

treatment as determined by the physic ian or treatment fac ility 

invo lved; 

(b) The Employee 's complete d iscontinuation of the use of illegal 

drugs or the abuse of a lcohol or prescribed med ications; 

(c) The Employee completes the course of treatment prescribed, 

including any recommended "after-care" group, for a period of up 

to twelve (12) months; and 

(d) The Employee agrees to submit to random drug and a lcohol testing 

during hours of work during the period of "after-care,' · and the 

number of such random tests shall not be limited by the provisions 

of Section 3(b) ofthis Article. 
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Any Employee who does not agree to or act in accordance w ith the foregoing 

shall be subject to d iscipline, up to and inc luding discharge. This Article shall not be 

construed as an obligation on the part of the Employer to retain an Employee on active 

status throughout the period of rehabilitation if it is dete rmined that the ri sk of the 

Employee's use of drugs or alcohol may prevent the Employee from performing the 

duties of his or her pos itio n or whose continuance in active status would pose a threat to 

the property and safety of others. In such cases, the Employee shall be affo rded the 

opportunity, on request and subject to appropriate verifications, to use accumulated paid 

leave or to take an unpaid leave of absence pending treatment, as prov ided in this 

Agreement. 

ARTICLE XXX 
Emplovee Assistance Program 

Effect ive no later than October 1, 1993, the Employer shall establish an Employee 

Assistance Program to provide serv ices to the Employee and eligible fa mily members. 

The Employer shall, in its discretion, select the provider and determine the cost of the 

program. 

ARTICLE XXXI 
Tuition Reimbursement 

I . The Employer shall offer a program of tuition re imbursement fo r full -time 

Employees w ith two (2) or more years of serv ice with the Employer who qualify 

therefore in accordance with the prov isions of this Article. 

2 . Amount. 
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(a) Upon the prior approval of the Employer under the Standards of 

Section 3, the Employee is entitled to be reimbursed for tuition 

reimbursement in an amount not to exceed $750 per semester or 

quarter, or $ 1,500 for the academic year, per Employee. The term 

"academic year" shall be defined according to the schedule of the 

institution attended. An Employee may not apply for 

reimbursement for more than seventy-fi ve percent (75%) of the 

tuition cost in any quarter or semester. The seventy-five percent 

(75%) limitation shall be applied after deducting the amount of any 

funds received by third-party sources, such as grants and 

scholarships, but not loans that must be repaid. 

(b) The aggregate total of tuiti on re imbursement for all Employees in 

the Butler County Sheriffs Offi ce sha ll not exceed $ 10,000 in any 

one calendar year. If the total funds available are insufficient to 

meet the amounts requested , the Employer may determine who 

shall partic ipate based on the standards of Section 3. 

(c) Reimbursement under this Article is available only for tuition and 

instructional fees for programs in an accredited two- or four-year 

college or university, based on fee statements submitted by the 

college or university, and not for any other costs of transp011ation, 

parking, activity fees, books or materials, or other costs of any 
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kind. Tuition reimbursement is not avai lable for correspondence 

courses. 

(d) An Employee shall be re imbursed only upon satisfactory proof of 

the successful completion of the course with a grade of "C" or 

higher, or a grade of "pass" in a system that offers only " pass/fail " 

grades. 

(e) Nothing in this Article shall require the Employer to grant release 

time, with or w ithout pay, to attend courses for which the 

Employee is receiving tuition re imbursement pursuant to thi s 

Article. Any request for the use of flex ible work schedules shall 

be cons idered in the sole d iscretion of the Employer, and the 

approval or den ial of a request for such a schedu le is not subj ect to 

the grievance and arbitration procedure. 

3. Appli cation and Qualification . 

(a) Prior to beg inning the course for which re imbursement is being 

requested, the Employee must submit to the Office of Personnel a 

Request for Tuition Reimbursement. Th is request must be 

approved by the Admini strative Ass istant, the Chief Deputy, and 

the Sheriff. The discretion to grant or deny fina l approval lies 

solely with the Sheriff. 

(b) The Employer shall consider the request under the fo llowing 

criteria: 
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( 1) The relevance of the course content to the Employee's j ob 

duties or those of a position w ithin the Butler County 

Sheriff s Office that the Employee may reasonably hope to 

attain; provided that the Employer may, in the Employer' s 

sole discretion, approve tuition reimbursement for core 

courses in a basic education requirement for a degree 

program that does meet this relevance standard ; 

(2) The Employee' s performance, inc luding performance 

evaluations, disciplinary action, timeliness and up-to-date 

status of work, and commendations received; 

(3) Whether the Employee has regular and consistent 

attendance; 

(4) The Employer ' s specia l need for additional education or 

training among particular c lass ifications, positions, or 

employees. 

(5) The availability of funds w ithin the budget account for 

training approved by the Board of County Commiss ioners, 

and other pending requests for tuition reimbursement 

w ithin the available funds. 

4 . An Employee who has applied for tuition reimbursement pursuant to thi s 

Arti cle must, as a condition for such re imbursement, enter into a written agreement with 

the Employer to continue employment w ith the Butler County Sheriffs Office for a 
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mtmmum of s ix (6) pay periods for each quarter or semester for which any 

re imbursement has been received. The Employee' s work commitment w ill begin to be 

discharged after the completion of the quatter or semester, and the work commitment for 

any other quarter or semester must be served consecutively and not concurrently. Onl y if 

an Employee works for six (6) consecutive pay periods without receiving any tuition 

reimbursement under thi s Article shall the Employee be deemed to have discharged the 

work ob ligation for one ( 1) quarter or semeste r of re imbursement. An Employee who 

does not complete the work commitment prior to terminating employment, whether 

through resignation, retirement, or discharge, is required to return funds rece ived under 

this Tuition Reimbursement Program to the Employer. The amount of the funds to be 

returned sha ll be pro-rated to reflect the portion of the work obi igation that the Employee 

has discharged prior to termination of employment, and such funds may be w ithhe ld from 

remaining paychecks or other funds due the Employee. 

5. The granting or denial of tuition re imbursement is a prerogative of 

management, and may be subject to the grievance and arbitrat ion procedures; provided, 

however, that the arbitrator' s jurisdiction in any such proceeding is limited to 

determining whether the Employer v iolated the express requirements of thi s Article. The 

arbitrator sha ll have no jurisdiction to substitute his or her judgment for the Employer's 

determination on whether a particular Employee 's request is appropriate under the 

criteria of Section 3(b) of this Artic le, and determinations of indiv idua l eli gibility under 

Section 3(b) are not subject to the grievance and arbitration procedure. The Employer 

may, upon notice to the Union, reduce the individual and/or aggregated limits on tuition 
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re imbursement, limit the number of credit hours for which reimbursement may be sought, 

or limit the program to those Employees or classifications where the learning needs are 

most critical to the Employer. 

ARTICLE XXXII 
Deputy Sheriffs/Court Services 

I. The classification of Deputy Sheriff/Court Services is separate and distinct 

from the c lassification of Deputy Sheriff, and the duties of the position shall be limited to 

providing protective and security services for courts and agencies of Butler County, as 

assigned by the Sheriff. The pay range for the classification is set forth in the wage rates 

appended to this Agreement. Notwithstanding thi s Section, however, the Sheriff may 

reassign Employees in the classification of Deputy Sheriff to perform duties in Court 

Services, on a temporary or on-going basis, in order to accommodate the Employee's 

physical limitations or restrictions or based on other operational needs. During the period 

of such a reassignment, the Deputy Sheriff wi ll remain in hi s or her prior classification, 

w ithout change in the pay, status, or benefits of a Deputy Sheriff. 

2 . The classification of Deputy Sheriff/Court Serv ices shall be placed in the 

same c lassification series as Deputy Sheriff just below the Deputy Sheriff c lass ification 

for purposes of Article XIV of thi s Agreement. 

3. Any Deputy Sheriff/Court Services who is duly qualified may apply for 

vacant positions as a Deputy Sheriff on a promotional basis. Nothing in this Agreement 

sha ll be construed, however, to require that an applicant serve as a Deputy Sheriff/Court 

Services prior to appointment as a Deputy Sheriff, nor is the Employer required to offer 

preferentia l consideration to a Deputy Sheriff/Court Services over outside appli cants. 
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4. On February 16, 2008, an add itional pay step with a 3% increment shall be 

added to the pay scale for this classification, and existing Step I shall be e liminated, w ith 

Step 2 becoming the new Step I. On February 14, 2009, a second, additi onal step of 3% 

above the previous top step shall be added , and the then-current Step I sha ll be deleted 

from the pay range, with then-Step 2 becoming the new Step I . Any Employee in Step 1 

at the time that step is de leted under thi s provision shall be automatically advanced to the 

new Step I. Employees at the top pay step shall be e ligible to progress to the added pay 

step on the ir next anni versary date, prov ided that the Employee qualifies for a step 

increase under the requirements of Artic le XXV III (Step Increases). 

ARTICLE XXXIII 
Residency Requirement 

1. Effective upon the rati fication of this Agreement, all newly hired 

Employees who reside outside of Butler County are required to estab lish and thereafter 

maintain the ir primary residence within Butler County or a county directly bordering 

Butler County in Ohio or Indiana. The Employee must complete any such move or to 

within one hundred twenty ( 120) days of employment, prov ide, however, that the Sheriff 

may grant or deny a requested extension within his sole discretion depending on the 

Employee's personal c ircumstances. 

2. Current Employees who reside outside of the limits set forth in Section 1 

of this Article, w ith the permission of the Sheriff, may continue to do so provided that 

they continue to reside at the same address. If the Employee changes residences in the 

future, the Employee must relocate and maintain his or her primary residence to w ithin 
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the limits set forth in Section I of this Artic le, and must immediately so notify the Sheriff 

w ith a copy to the Personnel Office of the Sheriffs Office. 

3. A ll Employees must complete and return a res idency affidavit prepared by 

the Personnel Office. 

4. A ll newly hired Employees must complete an applicant ' s affidavit 

confirming the ir intention to establish and mainta in residency w ithin the limits set forth 

in Section I of this Article as provided in this Article prior to hire. 

5. The Sheriff may grant exceptions to this policy m cases where the 

Employee and hi s or her spouse are subj ect to conflicting residency requirements 

imposed by the ir respective employers. 

6. It is the intent of the parties that the ratificatio n of this Agreement by the 

Board of County Commissioners constitutes the establishment of a policy requ iring 

residency within the County or any adjo ining counties. 

ARTICLE XXXIV 
Purchase of Equipment on Retirement 

An Employee who is otherwise certified and qualified to carry a firearm may 

upon retirement with at least fifteen ( 15) years of continuous serv ice be afforded the 

opportunity to purchase his or her serv ice weapon and badge for a cost of o ne dollar 

($ 1.00). The Sheriff may, in his discretion, deny this privilege to any Employee who 

res igns in response to a disciplinary or criminal investigation, who has resigned with less 

than two (2) weeks ' notice, or who has been found to have used excessive force or to 

have committed threats or acts of violence in any adm inistrative, c iv il, or criminal 

proceeding. 
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ARTICLE XXXV 
Promotions 

1. All vacancies 1n positions in the c lass ifications of Corporal, Detective, 

Sergeant, or Lieutenant shall be filled by promotion from among persons ho lding 

positions in the rank immediate ly below the posit ion to be fi lled, unless the parties agree 

otherw ise; prov ided, however, that Employees in the c lassification of Deputy Sheriff may 

take the examination for promotion to Sergeant. Any Deputy Sheriff must have four (4) 

years' seniority in the rank of Deputy to take the Sergeant's examination, three (3) years 

of rank seniority to take the Detective examinati on, and three (3) years of rank seniority 

to take the Corpora l examination. The Sheriff shall determine, in his so le d iscretion, 

whether a vacancy exists requiring a promotion, as prov ided in the collective bargaining 

agreements; prov ided, however, that the Sheriff sha ll not delay fi lling a vacancy for the 

purpose of evading a valid, current promotional e ligible list. The rank of Corpora l shall 

not be a prerequisite fo r a promotion to the rank of Detective or Sergeant, nor shall prior 

serv ice in the rank of Corporal be an evaluated cri terion in the promotion process to the 

rank of Detective or Sergeant. No person shall be deemed eligible for testing or 

promotion who has not satisfactorily completed the required probationary period for the 

position from which he o r she is seeking promotion prior to posting for the promotional 

test. 

This restriction shall be waived for an Employee who has been promoted to the rank of 

Corpora l or Detecti ve whi le s imultaneo usly appearing on the eligible list for Sergeant and 

thereafter becomes eli g ible for possible promotion to Sergeant. 

82 



2. Whenever a vacancy occurs in the classifications of Corporal, Detective, 

Sergeant, and Lieutenant, as determined by the Sheriff, and there is no eligibility list for 

such rank, the Sheriffs Office shall, within s ix (6) months of the vacancy or within a 

reasonable time, hold a competitive examination; provided, however, that no examination 

sha ll be scheduled sooner than three months from the date of the examination 

announcement. The Employer shall also make available a list of study materials at least 

three months prior to the date of the examination. 

3. Examination for promotion shall consist of written tests, combined w ith 

the use of an assessment center evaluation, in the Sheriffs discretion, together with 

ratings for seniority and efficiency. All competitive written tests and assessment centers, 

if used, sha ll be adm inistered, graded and certified, by a qualified provider of testin g 

serv ices selected by the Sheriff s Office, ranking those individual names, from highest 

score to lowest score in an e ligible list presented to the Sheriff. The maximum score that 

can be obtained is I 00 points, determined by calculating the weighted average of the 

written test with the score from the assessment center, if used, with 70% of the score 

allocated to the written examination and 30% to the assessment center. 

4. In promotional examinations, credit for seniority in service and points for 

college degrees shall be added to the examination grade, provided that the cand idate has 

achieved at least a passing grade without the application of such credit. 

5. Cred it for seniority sha ll equal, for the first four years of serv ice, one 

percent of the total grade attainable in the promotion examination. up to a maximum of 

four points, and, for each of the fifth through fourteenth years of serv ice, six-tenths 
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percent of the total grade, up to a maximum of s ix points. The total maximum seniority 

credit shall be ten points. 

6. Employees shall receive additional points for military serv ice, degrees 

from an accredited, degree-granting college or university in the fo llowing amounts: one 

point for a two-year associate' s degree, one point for active military experience or 

honorable discharge, and two points for a four-year bachelor' s degree. An Employee wi ll 

on ly receive a maximum of two points, based on military service and the hi ghest degree 

earned, and not for more than one degree. For example, an Employee could receive a 

total of two points for a bachelor's degree, even if that Employee may a lso have an 

associate' s degree or more than one bachelor 's deg ree. 

7. The fi nal grade in a promotional examination shall be determined by 

calculating the weighted average of the passing score obtained on the written examination 

and the score obtained on the assessment evaluati on (if used), as prov ided in Section 3 of 

this Aiti c le, then adding the additional points for seniori ty and for college degrees. No 

credit for seniority, effici ency, or any other reason sha ll be added to an examination grade 

unless the app licant achieves at least the minimum passing score on the written 

examination w ithout counting such extra credit. The maximum total points on the written 

examination plus other credits shall be 11 2. A cand idate must achieve a score on the 

written examination of at least seventy percent w ithout other cred its, in order to receive 

the passing score required in order to proceed to the assessment evaluation, if the Sheriff 

determines that an assessment evaluation w ill be part of the test ing process, un less 
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otherw ise posted in the notice of examination. The notice of the examination shall 

specify whether an assessment center evaluation will be pa11 of the examination process. 

8. When a vacancy exists and the examination for promotion has been 

completed, and the results certified to the Sheriff, with addition of applicable seni ority 

and efficiency credit and the assignment of a final score, or when a prev io us ly established 

e ligibility list remains, the Sheriff sha ll appoint one of the three persons certified as 

standing highest on the eligibility list within fifteen ( 15) days, or as soon as practicable 

thereafter. If fourteen ( 14) or more persons are placed on the ori ginal eli gible list, the 

Sheriff may appoint among the top four ( 4) candidates, and may continue to do so even if 

the number of candidates remaining on the e lig ible list fall s below fowteen (14). After 

such appointment, any acting incumbent of said position sha ll vacate the position. The 

e ligibility list shall remain effect and shall be utilized to make promotional appointments 

for a peri od of e ighteen ( 18) months from the date of certification. An e ligible I ist of 

fewer than three names is no longer vali d. 

9. All promotions shall be for a probationary period of one ( 1) year. As 

provided in the co llective bargaining agreements, the Sheriff may determine that the 

employee has not successfully completed the probationary period, in which event the 

employee shall be demoted to his or her prior pos ition at the prior rate of pay, subject to 

any across-the-board pay increases or otherw ise occurring step increases. 

10. It is the intent of both the Sheriff and the Un ion that the above procedures 

supersede the requirements and procedures of Ohio c ivil-serv ice laws and regulations fo r 

promotional testing and appointments, as set forth herein. 
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ARTICLE XXXVI 
Phvsical Fitness Incentive 

The Sheriff shall offer all Employees the oppo1tunity during scheduled work 

hours to demonstrate their ability to meet the phys ical fitness standards set for members 

of the SWAT team. Tests wi ll be conducted at multiple times in order to accommodate 

Employee work schedules, but Employees w ill not receive multiple opportunities to pass 

the test in any one year. Employees who achieve a passing score shall earn a $200.00 

cash bonus, to be paid w ith the first pay check in December. The test is stri ctl y 

vo luntary, and neither the Employee's decision to take or not take the test nor a fa iling 

score on the test w ill have any adverse effect on his or her employment. The standards 

that an Employee must pass to earn the bonus are set f01th in the form below . The run is 

one mi le, and the stomach crunches and push-ups must each be performed w ithin a one-

minute period . The Employee must achieve a total score of 12 points, and must pass each 

test w ith at least 1 point for that component. 

Male age 20-29 

Points 2 3 4 5 6 

Run 9:36 9:04 8:32 8:00 7:28 6:56 
Push Ups 27 29 31 33 35 37 
Stomach Crunches 32 36 38 40 42 45 

Male age 30-39 

Points 2 3 4 5 6 

Run 9:58 9:25 8:51 8:18 7:45 7:1 2 
Push Ups 22 23 25 27 29 31 
Stomach Crunches 29 32 34 36 38 40 
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Male age 40-49 

Points 2 '"' .) 4 5 6 

Run 10: 16 9:42 9:09 8:36 8:03 7:30 
Push Ups 17 19 20 2 1 22 23 
Stomach Crunches 25 27 29 3 1 33 35 

Male age 50-59 

Points 2 '"' .) 4 5 6 

Run 11 :36 10:58 10:20 9:42 9:04 8:26 
Push Ups 12 13 14 15 16 17 
Stomach Crunches 21 22 24 26 28 29 

Male age 60 or above 

Points 2 3 4 5 6 

Run 13:1 6 12:58 12:20 11:42 11:04 10:26 
Push Ups 10 II 12 13 14 15 
Stomach Crunches 15 16 18 20 22 23 

Female Age 20-29 

Po ints 2 '"' .) 4 5 6 

Run 11 :20 10:44 10:08 9:30 8:52 8:16 
Push Ups 15 16 17 18 19 20 
Stomach Crunches 28 30 32 35 38 40 

Female Age 30-39 

Points 2 '"' .) 4 5 6 

Run 12 : I 0 11 :29 10:48 10:05 9:22 8:4 1 
Push Ups I 1 12 13 14 15 16 
Stomach Crunches 22 23 25 27 29 31 
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Po ints 

Run 12:50 
Push Ups 10 
Stomach Crunches 18 

Po ints 

Run 14 :30 
Push Ups 8 
Stomach Crunches 14 

Points 

Run 17:00 
Push Ups 5 
Stomach Crunches 7 

Female Age 40-49 

2 3 4 5 

12:09 II :30 10:45 10:00 
11 12 13 14 
19 20 22 24 

Female Age 50-59 

2 3 4 5 

13:4 1 12:53 12:05 II : 17 
9 10 11 12 
15 16 17 18 

Female Age 60 or above 

2 3 4 5 

16: 11 15:23 14:35 13:47 
6 
8 

7 8 9 
9 10 I 1 

ARTICLE XXXVII 
Part-Time Work 

6 

9:2 1 
15 
25 

6 

10:29 
13 
19 

6 

12:59 
10 
12 

The Employer may hire and assign part-time employees to perfo rm ba rgaining 

unit duties subject to the fo llowing restrictions: 

1. Part-time employees will not work more than sixty-four (64) hours in a 

two-week pay period, except that any hours worked to fi nish active tasks at the end of a 

shift and hours worked as part of a mandatory ho ld-over due to unforeseen shortages of 

manpower sha ll not count toward the s ixty-four (64) hour limit. 

2 . The total number of part-time employees hired and ass igned to perform 

Deputy Sheriff or Detective duties sha ll not exceed twenty percent (20%) of the total 
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number of full-time employees 111 the Deputy Sheriff, Detective, and CoUlt Services 

bargaining unit. 

ARTICLE XXXVIII 
Initiative Incentive 

An Employee may earn an additional half percent (0.5) base wage increase that 

w ill become effective with the February 2016- February 201 9 agreement to be paid at the 

same time as other base wage increases (not step), if he/she meets the following criteria: 

I . Employee shall partic ipate in the annual physical fitness incentive. This 

requirement onl y requires partic ipation. An employee may provide a 

medical waiver if they are physically unable to participate due to medical 

reasons, in which case this criteria shall be met. 

2. Employee shall complete four ( 4) "non-mandatory'· assignments using 

PowerDMS or some similar program. Several "non-mandatory'· 

assignments from which an Employee can choose will be selected by the 

Employer based upon cunent needs. Assignments will be reading text or 

watching videos on job specific topics. 

3. Employee shall participate in an employer provided "we llness" program. 

The criteri a must be met in the prev ious year (e.g., 20 16) for the benefit to be received at 
the time of the base wage increases the following year (e.g ., 201 7). During the first year 
of thi s agreement (201 6 pay increase), a ll employees employed as of February 7, 2016 
shall be deemed to have met the criteria. 
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ARTICLE XXXIX 
Corporals 

1. For every fi ve (5) fil led Sergeant positions, the Employer may employ one (I) 

Corporal. 

2. There shall be no part t ime Corporal positions. 

3 . The Employer w ill not assign Detectives to perform Corporal duties, except on a 

temporary basis to cover short-term staffing shortages or through the promotion 

process set forth in Artic le XXXV, "Promotions" . The Employer will not assign 

Corporals to perfo rm Detective duties, except through the promotional process set 

forth in Article XXXV, "Promotions". 
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ARTICLE XL 
Duration 

1. This Agreement shall become effective as of February 7, 20 16 and shall 

continue until February I , 20 19. 

2. This Agreement shall remain in full force and effect from year to year 

unless either party, in writing, shall notify the other at least sixty (60) days prior to the 

expiration of the term or the extended term of this Agreement, of any intention to make 

changes in or terminate the Agreement. 

FOR THE UNION: 
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Major 

Lance Bunnell 

Vickie Jo Bar o r 
Finance Director 
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APPENDIX A 

BUTLER COUNTY SHERIFF'S OFFICE 
123 Court Street cr. Hamilton, OH 45011 

FAMILY AND MEDICAL LEAVE ACT POLICY 

EFFECTIVE DATE: February 5, 1994 

I. INTRODUCTION. On February 2, 1993, President Clinton signed into law 
the Federal Fam ily and Medical Leave Act providing unpaid leaves to 
employees for the birth, adoption or foster placement of a child, the 
employee's own serious illness, or the serious illness of a child, spouse or 
parent. 

II. WHEN EFFECTIVE. 

1993. 
A. Non-Organized Employees. The Act is generall y effective August 5, 

B. Employees Covered by a Collective Bargaining Agreement. 
For the employees covered by a collecti ve bargaining agreement the 
effective date is the earlier of the date the collecti ve bargaining 
agreement expires or February 5, 1994. 

NOTE: Any leave taken prior to the effective date of the Act may not be 
counted as leave for FMLA purposes. 

Ill. DEFINITIONS. 

A. "Son or Daughter" means a biological, adopted, or foster child, a 
stepchild, a legal ward or a child or a person stand ing in loco parentis 
(" in place of a parent") who is either less than 18 years of age, or who 
is 18 years of age or o lder and is incapable of self care because of a 
physical or mental disability. ·' Incapable of self care'· means the 
individual requires active assistance or supervision to provide dai ly self 
care in several of the activities of daily li ving, including: grooming, 
hygiene, bathing, dress ing, eating, taking publi c transportation, 
maintaining a residence, etc. 

B. "Spouse" means a husband or wife as defined or recognized under 
State law, including common-law marriages in Ohio entered into on or 
before October 9, 199 1. Domestic partners are not covered, however. 
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C. " Health Care P r ovider" means any of the fo llowing licensed or 
certified professions: a doctor of medic ine or osteopathy, podiatrists, 
denti sts, clinical psychologists, chiropractors (limited to treatment 
consisting of manual manipulation of the sp ine to correct subluxation as 
demonstrated by x-rays to exist), nurse practitioners and nurse 
midwives, and Chri stian Science practitioners listed w ith the First 
Church of Christ, Scienti st in Boston, Massachusetts. Where an 
employee relies on a Chri stian Science practi tioner the employer may 
require a second opinion from a medical doctor. 

D. "Parent" means the biological parent or a person who stood in loco 
parentis to the employee. Parents-in-law are not inc luded. 

E. Twelve-month period for determining whether 12 week entitlement 
has been exhausted means the period established by the employer. The 
Board of Butler County Commissioners establishes a uniform rolling 
twelve (12) month period measured backward from the first date of the 
FMLA leave as the method for computing this 12-month period. 

IV. COVERAGE. 

A. E mployers. 

All Butler County agencies w ill be covered by the FMLA. 

B. E mployees. 

To be elig ible fo r FMLA benefits an employee must have worked for 
the employer in the fo llowing capacity: 

I . For at least 12 months (the 12 months of employment need not be 
consecutive and the employee need not work full time. Any 
week in which an employee was on the employer' s payro ll for 
any patt of the week counts toward the required 12 months 
employment. Further, the 12 months employment need not 
immediate ly precede the leave.); and 

2 . Worked at least 1,250 hours during the 12 months immediately 
preced ing the start of the leave. 

C. H ealth Conditions Covered . 

The threshold question for the medical leaves under the Act is whether 
a ·'serious health cond it ion'· exists. 
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I. Serio us health condition means an illness, impairment, or 
physical or menta l condition that invo lves: 

a. Any period of incapacity or treatment in connection with or 
consequent to inpatient care in a hospita l, nurs ing home, or 
a hospice; or 

b. Any period of incapacity requ iring absence from work, 
schoo l or other regular daily activities, of more than three 
consecutive calendar days, that also involves continuing 
treatment by or under the supervision of a health care 
provider; or 

c. Any period of incapacity due to a chronic senous health 
condition, defined as a condition that: 

I) Requ ires periodic visits for treatment by a health 
care provider, or nurse, or physic ian 's ass istant 
under the health care provider 's supervision; 

2) Continues over an extended period of time, 
includ ing recurring episodes of a single. underl ying 
conditi on; and 

3) May cause episodic rather than a continuing period 
of incapacity, such as asthma, diabetes, epi lepsy, 
and s imilar conditions; or 

d. For prenata l care. 

Examples of ·'serious health conditions" c ited in the Senate 
record and the Department of Labor (DOL) comments 
include: heart attacks, heart bypass operations and 
procedures, " most cancers, back cond it ions requiring 
extensive therapy or surgical procedures, strokes, severe 
respiratory conditions, spina l mJunes, appendicitis, 
pneumonia, emphysema, severe arthritis, severe nervous 
disorders, injuries from serious accidents, ongo ing 
pregnancy, miscarriages, compli cations or illnesses re lated 
to pregnancy, such as severe morning s ickness, the need for 
prenatal care, childbirth and recovery from childbirth.'" An 
employee is unable to perform the duties of the job if the 
employee is unab le to work at al l or is unable to perform 
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any of the essential functions of the j ob as defined by the 
Americans w ith Disabilities Act (ADA). 

2. Continuing Treatment. The continuing treatment by a health 
care p rov ider means one or more of the fo llowing: 

a. The employee or family member is treated two or more 
times for the injury or illness by a health care prov ider or 
by a provider of health care serv ices under direction of a 
health care prov ide r; or 

b. The employee or famil y member is treated by a health care 
provider on at least one occasion and is given a regimen of 
continuing treatment under the supervis ion of the hea lth 
care prov ider; or 

c. The employee or fam ily member is under the continuing 
supervi sion of a health care prov ider for a long-term or 
chronic condition or disability which is permanent or long
term and for which treatment may not be effective. 

V. LEAVES AVAILABLE. 

adoption ; 

T he employee is entitled to up to twelve weeks of "fami ly leave" in any 12 
month period for any of the fol lowing events: 

A. Birth, Adoption , or Foster Care. 

I . An employee is entitled to unpaid leave for: 

a. Bi1th of the employee's child; 

b. Placement of child for adoption or as precondition to 

c . Placement of a child in foster care. 

2. Entit lement expires 12 months after birth, adoption, or placement. 

3. Spouses who are both employed by Butler County are only 
entitled to 12 weeks of combined, aggregate leave for the birth, 
adoption, or foster care of a child. The two employed parents 
may sp li t the time in any manner they choose, however, upon the 
employer"s approval. 
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B. Care of Child, Spouse, or Parent with Serious Health Condition. 

1. An employee is entitled to leave to care for the employee ' s chi ld, 
spouse, or parent who has a ·'serious health condition." 

2 . To "care for" includes caring for e ither physical or psychological 
needs. The employer may request verification that the employee 
is needed to provide care or that the employee' s presence will be 
beneficial to the fami ly member. 

C. Employee Personal Illness. An employee with a "serious health 
condition" that renders the employee unable to work is entitled to 
"FMLA leave." 

VI. PROCEDURAL REQUIREMENTS. 

A. Medical Certification. 

I . Requirement. When an employee requests personal medical 
leave or leave to care for a seriously ill chi ld, 
spouse, or parent, the employer may require an employee to 
provide medical certification from an appropriate health care 
provider. The information that may be required in this 
certification under FMLA includes: 

a. The identity of the medical professional and the type of 
practice; 

b. The date the serious health cond ition commenced and its 
probable duration; 

c. The certification of which part of the definiti on of "serious 
health condition,'· if any, applies to the patient's condition, 
and the medical facts which support the certification, 
including a brief description of how the medical facts meet 
the criteria of the definition; 

d. A description of the treatment, includ ing the number of 
visits, and the nature, frequency, and duration of 
treatments; 

e. An indication whether inpatient hospitalization is required; 
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f. If the requested leave is for a serious health conditi on of the 
employee, a description of the extent to which the 
employee is unable to perform hi s or her j ob duties, 
inc luding the likely durati on of the employee's incapacity; 

g . If the requested leave is to care for a seriously ill family 
member, a statement that the employee is needed to care 
for the employee's spouse, ch ild, or parent, and the amount 
of time needed to prov ide the care. 

h. If the employee is requesting partia l or intermittent leave, 
information regarding the need for and the schedule of 
treatment. 

The Certificate of Physic ian or Practiti oner Fo rm OP-93- 1 should be 
completed and attached to the Request for Leave Form. 

2. Additional Certification. For employee medical leave the 
County may, at the County's expense, require the employee to 
obtain the opinion of a second health care provider chosen by the 
employer. If the two health care providers disagree about any of 
the information in the certifi cation, the parties may mutuall y 
select a third medical prov ider at the employer's expense . The 
decision of the third prov ider shall be final and binding. 

3. Recertification. An employer may request recertifi cation at 
reasonable intervals, but not more often than every 30 days. The 
employer may request more often, however, if the employee 
requests an extension, c ircumstances change, or the validity of an 
initia l certification is questioned. 

4. Fitness for Duty. 

a. An employer may have a uniformly applied po licy or 
practice that requires a ll employees who take leaves for 
s imilar purposes to obta in ce rtificati on of fitness to return 
to work. If state or local law or the collective barga ining 
agreement governs an employee ' s return to work, those 
provisions sha ll apply. 

b. An employer may deny return to employment unt il the 
certifi cation is submitted. 
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B. Scheduling Leave. 

I. Advance Notice. 

a. Foreseeable or Planned Leave. An employee must 
prov ide the employer with at least 30 days notice of the 
need for leave for birth, adoption, foster care or planned 
medical treatment when the need for the leave is 
fo reseeable. 

b. Unforeseeable. Where circumstances make 30 days ' 
notice impossible, the notice must be given as soon as 
practicable, typica lly within one or two days of the 
employee learning of the need for the leave. 

c. Form of Notice. The employee should prov ide notice 
e ither in person, by te lephone, by te legraph , by fax or by 
other e lectronic means. Notice may be given by an 
employee representative if the employee is unavai lable to 
do so. 

2. Not Unduly Disruptive. In any case in which the need for leave 
is foreseeable based on planned treatment or supervision, the 
employee must make a reasonable effort to schedule the treatment 
so as not to unduly disrupt the employer's operati on. 

3. Partial Absences. The law provides that leave can be taken 
intermittentl y or on a reduced schedule. Thus, employees may 
take leave in non-continuous increments, e.g., every afternoon, 
two days per week, one week each month, etc. 

a. Family leave for birth, adoption or foster care can on ly be 
taken on an intermittent or reduced basis if the employer 
and employee agree. 

b. Medical leave may be scheduled as med ically necessary. 

c. An employer may temporarily transfer an employee taking 
inte tmittent or reduced schedule leave to a position more 
suitable for recurring periods of absence to better 
accommodate the leave. Employees cannot be penalized 
by the transfer. Therefore, the wages and benefits must 
remain the same. 
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C. Employer Action. 

1. An employer can deny a requested leave if the employee fai ls to 
prov ide proper advance notice, unless the employee was unable 
to comply because of the need for emergency health care. 

2. An employer may deny a requested leave if the employee does 
not provide the required medical certification within 15 calendar 
days after being requested to do so unless the employee was 
unable to comply because of the need for emergency health care. 

VII. SUBSTITUTION OF EMPLOYER-PROVIDED LEAVE FOR 
STATUTORY LEAVE. 

A. Substitution. The County will require substitution of any unused, 
accrued paid leave under the fo llowing ci rcumstances: 

1. Sick leave, vacation, or personal leave otherwise available must 
be used for any portion of statutory leave for personal or family 
illness. The County is not required, however, to provide paid sick 
leave or medical leave in any situation in which the employee 
would not be eligible for paid leave in the absence of the FMLA. 

2. For any other purpose for which the employee may be eligible for 
FMLA leave, the employee will be required to exhaust all paid 
vacation leave, personal leave, or other avai lable paid leave (other 
than compensatory time off) prior to using unpaid leave under the 
FMLA. 

B. Leave Credited. Where the employee has substituted paid leave for all 
or a portion of a FMLA leave, the paid leave used will be counted 
toward the employee 's annual allotment of 12 weeks ofFMLA leave. 

VIII. OTHER RIGHTS AND BENEFITS. 

A. Rights and Benefits During Leave. 

1. Wages or Salary. The Fami ly and Medical Leave Act provides 
only for unpaid leave; and employer is not required to pay the 
employee while on statutory fam ily or medical leave. As noted in 
Pa11 VII above, however, under some circumstances there may be 
substitution of accrued paid leaves. 
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2. Health Insurance. While an employee is on fam il y or medical 
leave the County must maintain coverage under any group hea lth 
plan for the duration of the family or medical leave at the same 
level and under the same conditions as that coverage would have 
been provided if the employee had continued in employment 
from the date the employee commenced the family or medical 
leave until the date the employee was restored to employment. 

An employer may require the employee to continue to make any 
contribution to a group health plan that the employee would have 
made if the employee had not taken famil y or medical leave. If 
an employee is unable or refuses to make the contribution to the 
group health plan, the employee shall forfeit the health plan 
benefit until the employee is restored to employment. 

a. An employee has no obligation to continue health insurance 
benefits during the leave. If the employee chooses not to 
continue, the employer must provide re-enrollment without 
additional qualifying requirements, e.g. , physical exam. 

b. The employee can be required to pay the employee's share 
of premiums if the employer requ ires the same of the other 
employees on leaves of absence and if the employer gives 
the employee written notice to make the payment in any of 
the fo llowing ways: 

1) pay employer or insurance carrier at time of regular 
payroll deductions; 

2) pay on COBRA schedule (but with no 
administrative fee); 

3) prepay at employee's option. 

c. If the insurance lapses for nonpayment of premiums, the 
employee must be allowed to re-enroll without limitations 
or qualifications. 

d. Note that the County may recover employer-paid premiums 
if the employee fa ils to return from leave except when the 
fai lure to return is because of a continuing serious health 
condition or circumstances beyond the employee's control. 
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3. Accrual of other Benefits. With the exception of group health 
coverage, an employee is not entitled to accrue any other 
employment benefit while on statutory fami ly or med ical leave. 

B. Rights and Benefits Upon Return From Leave. 

1. Return to Former Position. An employee return ing from fam ily 
or med ical leave is ent it led to the position held before the leave 
began, if the position is vacant. If, however, the former position 
is not vacant, the employee must be returned to "an equivalent 
position having equivalent employment benefits, pay, and other 
terms and conditions of employment." 

If an employee would have been terminated during statutory 
leave for legitimate business reasons, such as a layoff or other 
reduction in force, the employee has no reinstatement right. 

2. Non-forfeiture. Accrued benefits cannot be forfeited. However, 
if benefits would have been changed had the employee not taken 
leave, the change can take effect. 

IX. KEY EMPLOYEES. 

Under very limited c ircumstances an employee who is identifi ed as a ·'key" 
employee may be denied restoration to employment. 

A. Key Employee Defined. A key employee is an employee who is 
salaried, and is among the highest paid 1 0% of the employees 
employed within 75 miles of his or her work site. To determine who is 
the highest paid 10%, year-to-date earnings as of the date leave is 
requested are considered. 

B. Denial of Restoration. An employer may deny restoration to a "key 
employee" only if necessary to prevent substantial and grievous 
economic injury to the operations of the employer. 

C. Rights of Key Employees. The employer has a number of obligations 
to a key employee: 

I . The employer must notify the employee of key employer status; 

2 . The employer must inform the employee if the employer be lieves 
there is a possibility the employee w ill not be restored at the end 
of the leave; 
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3. If the key employee e lects not to return to work upon rece iving 
the employer' s notice, the employer must continue to maintain 
health benefits w ithout recovery of employee shared premiums 
during the period of the leave; 

4. The key employee may request re instatement at the end of the 
leave. If reinstatement is denied at that time, the employer must 
notify the employee, in writing, that substantial and grievous 
economic injury would result from reinstatement. 

X. PROHIBITIONS. 

A. Non-Interference. Employers are prohibited from interfering with, 
restraining, or denying the exercise by employees of any rights under 
the Act. 

B. Non-Discrimination. Employers are prohibited from discharging or 
discrim inating against persons who oppose practices that are unlawful 
under the Act. Employees have the right to: 

I. Oppose a prohibited practice; 

2. Fi le, institute, or cause charge to be instituted; 

3. Assist or intend to ass ist investigation or proceeding; and 

4. To testify. 

XI. NOTICE REQUIREMENT. 

Covered employers must post a notice describing the Act's prov isions. The 
County is a lso furnish ing additional notice and information by inc luding the 
federal family med ical leave benefits description in personnel manuals, 
employee handbooks, and other written materi als. 

XII. ENFORCEMENT. 

A. Right to Bring Action. The Secretary of Labor can enforce the Act in 
accordance with the FLSA enforcement procedures. In addition, an 
indiv idual employee can enforce the Act through civ il action in any 
Federal or State court of competent jurisdiction. 
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B. Time Limits. Acti ons for re lief must be bro ught in writing not later 
than 2 years after the date of the last event constituting an alleged 
violat ion, or w ithin 3 years of the last event if the v iolation is willful. 

C. Remedies. Available remedi es include re instatement, back pay, 
employment benefits, actual monetary losses, such as the cost of 
providing care , and attorneys ' fees. Further, if the employer acts in bad 
fa ith, doubl e damages will be awarded. Fina lly, an employer is subject 
to a fine of $1 00 per day for failure to post the appropriate noti ce. 

XIII. RECORDKEEPING. An employer must make, keep, and preserve records 
regarding compliance w ith the Famil y Medi cal Leave Act. The records need 
not be kept in any pa1ticular order or fo rm but must inc lude : 

I . Basic payroll and identify ing employee data; 

2 . Dates FMLA leave is taken, including hours of leave, if 
applicable; 

3 . Copies of all written notices; 

4. Any documents describing employee benefits or employer 
polic ies regarding paid and unpaid leaves; 

5. Premium payments of employee benefits; 

6. Records of any employer/employee disputes over the FMLA; 

Employers are not required to submit records to the government unless 
specifically requested to do so by the Department of Labor. 
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2016 2016 2016 2016 
TITLE ANNUAL BI-WEEKLY WEEKLY HOURLY 

RATE RATE RATE RATE 

Lieutenant VII $ 92,814.02 $ 3,569.77 $ 1,784.89 $ 44.62 
Lieutenant VI $ 90,993.76 $ 3,499.76 $ 1,749.88 $ 43.75 
Lieutenant V $ 88,343.58 $ 3,397.83 $ 1,698.92 $ 42.47 
Lieutenant IV $ 85,770.36 $ 3,298.86 $ 1,649.43 $ 41.24 
Lieutenant Ill $ 83,272.28 $ 3,202.78 $ 1,601.39 $ 40.03 
Lieutenant II $ 81,163.16 $ 3,121.66 $ 1,560.83 $ 39.02 
Lieutenant I $ 79,105.52 $ 3,042.52 $ 1,521 .26 $ 38.03 

Sergeant VII $ 80,707.90 $ 3,104.15 $ 1,552.08 $ 38.80 
Sergeant VI $ 79,125.28 $ 3,043.28 $ 1,521.64 $ 38.04 
Sergeant V $ 76,820.38 $ 2,954.63 $ 1,477.32 $ 36.93 
Sergeant IV $ 74,582.82 $ 2,868.57 $ 1,434.29 $ 35.86 
Sergeant Il l $ 72,41 0.78 $ 2,785.03 $ 1,392.52 $ 34.81 
Sergeant II $ 70,576.22 $ 2,714.47 $ 1,357.24 $ 33.93 
Sergeant I $ 68,787.94 $ 2,645.69 $ 1,322.85 $ 33.07 

Detective VII $ 71,936.28 $ 2,766.78 $ 1,383.39 $ 34.58 
Detective VI $ 70,525.78 $ 2,712.53 $ 1,356.27 $ 33.91 
Detective V $ 68,471.78 $ 2,633.53 $ 1,316.77 $ 32.92 
Detective IV $ 66,477.32 $ 2,556.82 $ 1,278.41 $ 31.96 
Detective Ill $ 64,541.10 $ 2,482.35 $ 1,241.18 $ 31.03 
Detective II $ 62,745.80 $ 2,413.30 $ 1,206.65 $ 30.17 
Detective I $ 61,516.26 $ 2,366.01 $ 1,183.01 $ 29.58 

Corporal $ 66,043.90 $ 2,540.15 $ 1,270.08 $ 31.75 

Deputy VIII $ 64,120.42 $ 2,466.17 $ 1,233.09 $ 30.83 
Deputy VII $ 62,863.06 $ 2,417.81 $ 1,208.91 $ 30.22 
Deputy VI $ 61,031.88 $ 2,347.38 $ 1,173.69 $ 29.34 
Deputy V $ 59,254.26 $ 2,279.01 $ 1,139.51 $ 28.49 
Deputy IV $ 57,528.12 $ 2,212.62 $ 1,106.31 $ 27.66 
Deputy Ill $ 54,271.62 $ 2,087.37 $ 1,043.69 $ 26.09 
Deputy II $ 51,047.36 $ 1,963.36 $ 981.68 $ 24.54 
Deputy I $ 48,056.58 $ 1,848.33 $ 924.17 $ 23.10 

Dep.Sheriff I Ct. Sec. VII $ 54,088.84 $ 2,080.34 $ 1,040.17 $ 26.00 
Dep.Sheriff I Ct. Sec. VI $ 53,028.30 $ 2,039.55 $ 1,019.78 $ 25.49 
Dep.Sheriff I Ct. Sec. V $ 51,483.64 $ 1,980.14 $ 990.07 $ 24.75 
Dep.Sheriff I Ct. Sec. IV $ 49,984.22 $ 1,922.47 $ 961.24 $ 24.03 
Dep.Sheriff I Ct. Sec. Ill $ 47,604.44 $ 1,830.94 $ 915.47 $ 22.89 
Dep.Sheriff I Ct. Sec. II $ 45,773 .00 $ 1,760.50 $ 880.25 $ 22.01 
Dep.Sheriff I Ct. Sec. I $ 43,948.32 $ 1,690.32 $ 845.16 $ 21.13 



2017 2017 2017 2017 
TITLE ANNUAL BI-WEEKLY WEEKLY HOURLY 

RATE RATE RATE RATE 

Lieutenant VII $ 94,206.06 $ 3,623.31 $ 1,811.66 $ 45.29 
Lieutenant VI $ 92,358.76 $ 3,552.26 $ 1,776.13 $ 44.40 
Lieutenant V $ 89,668.80 $ 3,448.80 $ 1,724.40 $ 43.11 
Lieutenant IV $ 87,056.84 $ 3,348.34 $ 1,674.17 $ 41.85 
Lieutenant Ill $ 84,521.32 $ 3,250.82 $ 1,625.41 $ 40.64 
Lieutenant II $ 82,380.74 $ 3,168.49 $ 1,584.25 $ 39.61 
Lieutenant I $ 80,292.16 $ 3,088.16 $ 1,544.08 $ 38.60 

Sergeant VII $ 81 ,918.72 $ 3,150.72 $ 1,575.36 $ 39.38 
Sergeant VI $ 80,312.18 $ 3,088.93 $ 1,544.47 $ 38.61 
Sergeant V $ 77,973.87 $ 2,999.00 $ 1,499.50 $ 37.49 
Sergeant IV $ 75,701.60 $ 2,911.60 $ 1,455.80 $ 36.40 
Sergeant Ill $ 73,496.80 $ 2,826.80 $ 1,413.40 $ 35.34 
Sergeant II $ 71,634.68 $ 2,755.18 $ 1,377.59 $ 34.44 
Sergeant I $ 69,819.62 $ 2,685.37 $ 1,342.69 $ 33.57 

Detective VII $ 73,375.12 $ 2,822.12 $ 1,411.06 $ 35.28 
Detective VI $ 71,936.28 $ 2,766.78 $ 1,383.39 $ 34.58 
Detective V $ 69,841.20 $ 2,686.20 $ 1,343.10 $ 33.58 
Detective IV $ 67,806.96 $ 2,607.96 $ 1,303.98 $ 32.60 
Detective Ill $ 65,832.00 $ 2,532.00 $ 1,266.00 $ 31.65 
Detective II $ 64,000.82 $ 2,461.57 $ 1,230.79 $ 30.77 
Detective I $ 62,746.58 $ 2,413.33 $ 1,206.67 $ 30.17 

Corporal $ 67,364.70 $ 2,590.95 $ 1,295.48 $ 32.39 

Deputy VIII $ 65,402.74 $ 2,515.49 $ 1,257.75 $ 31 .44 
Deputy VII $ 64,120.1 6 $ 2,466.16 $ 1,233.08 $ 30.83 
Deputy VI $ 62,252.32 $ 2,394.32 $ 1,197.16 $ 29.93 
Deputy V $ 60,439.34 $ 2,324.59 $ 1 '162.30 $ 29.06 
Deputy IV $ 58,678.88 $ 2,256.88 $ 1,128.44 $ 28.21 
Deputy Ill $ 55,357.12 $ 2,129.12 $ 1,064.56 $ 26.61 
Deputy II $ 52,068.12 $ 2,002.62 $ 1,001 .31 $ 25.03 
Deputy I $ 49,017.80 $ 1,885.30 $ 942.65 $ 23.57 

Dep.Sheriff I Ct. Sec. VII $ 55,170.70 $ 2,121.95 $ 1,060.98 $ 26.52 
Dep.Sheriff I Ct. Sec. VI $ 54,088.84 $ 2,080.34 $ 1,040.17 $ 26.00 
Dep.Sheriff I Ct. Sec. V $ 52,513.24 $ 2,019.74 $ 1,009.87 $ 25.25 
Dep.Sheriff I Ct. Sec. IV $ 50,983.66 $ 1,960.91 $ 980.46 $ 24.51 
Dep.Sheriff I Ct. Sec. Ill $ 48,556.56 $ 1,867.56 $ 933.78 $ 23.34 
Dep.Sheriff I Ct. Sec. II $ 46,688.46 $ 1,795.71 $ 897.86 $ 22.45 
Dep.Sheriff I Ct. Sec. I $ 44,827.38 $ 1,724.13 $ 862.07 $ 21 .55 



2018 2018 2018 2018 
TITLE ANNUAL BI-WEEKLY WEEKLY HOURLY 

RATE RATE RATE RATE 

Lieutenant VII $ 95,619.16 $ 3,677.66 $ 1,838.83 $ 45 .97 
Lieutenant VI $ 93,744.04 $ 3,605.54 $ 1,802.77 $ 45.07 
Lieutenant V $ 91,013.78 $ 3,500.53 $ 1,750.27 $ 43.76 
Lieutenant IV $ 88,362.82 $ 3,398.57 $ 1,699.29 $ 42.48 
Lieutenant Ill $ 85,789.34 $ 3,299.59 $ 1,649.80 $ 41.24 
Lieutenant II $ 83,616.52 $ 3,216.02 $ 1,608.01 $ 40.20 
Lieutenant I $ 81,496.48 $ 3,134.48 $ 1,567.24 $ 39.18 

Sergeant VII $ 83,147.48 $ 3,197.98 $ 1,598.99 $ 39.97 
Sergeant VI $ 81,517.02 $ 3,135.27 $ 1,567.64 $ 39.19 
Sergeant V $ 79,142.44 $ 3,043.94 $ 1,521.97 $ 38.05 
Sergeant IV $ 76,837.28 $ 2,955.28 $ 1,477.64 $ 36.94 
Sergeant Ill $ 74,599.46 $ 2,869.21 $ 1,434.61 $ 35.87 
Sergeant II $ 72,709.26 $ 2,796.51 $ 1,398.26 $ 34.96 
Sergeant I $ 70,866.90 $ 2,725.65 $ 1,362.83 $ 34.07 

Detective VII $ 74,842.56 $ 2,878.56 $ 1,439.28 $ 35.98 
Detective VI $ 73,374.86 $ 2,822.11 $ 1,411 .06 $ 35.28 
Detective V $ 71 ,237.92 $ 2,739.92 $ 1,369.96 $ 34.25 
Detective IV $ 69,163.12 $ 2,660.12 $ 1,330.06 $ 33.25 
Detective Ill $ 67,148.64 $ 2,582.64 $ 1,291.32 $ 32.28 
Detective II $ 65,280.80 $ 2,510.80 $ 1,255.40 $ 31.39 
Detective I $ 64,001.60 $ 2,461 .60 $ 1,230.80 $ 30.77 

Corporal $ 68,712.02 $ 2,642.77 $ 1,321 .39 $ 33.03 

Deputy VIII $ 66,710.80 $ 2,565.80 $ 1,282.90 $ 32.07 
Deputy VII $ 65,402.74 $ 2,515.49 $ 1,257.75 $ 31.44 
Deputy VI $ 63,497.46 $ 2,442.21 $ 1,221.11 $ 30.53 
Deputy V $ 61,648.08 $ 2,371.08 $ 1,185.54 $ 29.64 
Deputy IV $ 59,852.26 $ 2,302.01 $ 1 '151.01 $ 28.78 
Deputy Ill $ 56,464.20 $ 2,171.70 $ 1,085.85 $ 27.1 5 
Deputy II $ 53,109.68 $ 2,042.68 $ 1,021.34 $ 25.53 
Deputy I $ 49,998.00 $ 1,923.00 $ 961.50 $ 24.04 

Dep.Sheriff I Ct. Sec. VII $ 56,274.14 $ 2,164.39 $ 1,082.20 $ 27.05 
Dep.Sheriff I Ct. Sec. VI $ 55,170.70 $ 2,121.95 $ 1,060.98 $ 26.52 
Dep.Sheriff I Ct. Sec. V $ 53,563.38 $ 2,060.13 $ 1,030.07 $ 25 .75 
Dep.Sheriff I Ct. Sec. IV $ 52,003.38 $ 2,000.13 $ 1,000.07 $ 25.00 
Dep.Sheriff I Ct. Sec. Ill $ 49,527.66 $ 1,904.91 $ 952.46 $ 23 .81 
Dep.Sheriff I Ct. Sec. II $ 47,622.12 $ 1,831.62 $ 915.81 $ 22.90 
Dep.Sheriff I Ct. Sec. I $ 45,723.86 $ 1,758.61 $ 879.31 $ 21.98 
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Resolution No. 16-01-00241 

AJ3rol.-.ll.unKJrrll ."11/h 

Resolved By the Board of County Commissioners of Butler County, Ohio, That 

\VHEREAS. negotiations have resulted in the reaching of a tentative agreement and it is now appropriate 
to present that tentative agreement to the Commissioners for a ratification vote. 

NOW. THEREFORE. BE IT RESOLVED that the Board does ratify the collective bargaining agreement 
reached between the Butler County Sheriffs Department and Lodge 101 , Fraternal Order of Poliec (sworn 
personnel below the rank of Sergeant) effective February 7. 20 16 and February I, 2019. 
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Resolution 1\o. 16-01-00241 

Requestor :Debra Maloney 
Request Date: January 04, 2016 

Commissioner Rogers moved for the adoption of the foregoing 
resolution. 
Commissioner Dixon seconded the motion and upon call of the roll 
the vote resulted as follows: 

Commissioner 

Commissioner 

Commissioner 

Carpenter 

Rogers 

Dixon 

Yea 

Yea 

Yea 

Adopted: January 11 , 2016 

Auacluncnts/F.xhibtts: 
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