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PREAMBLE 

This Contract entered into between the County of Cuyahoga (hereinafter referred to as 
"the County" or "the Employer") and Teamsters Local 407 (hereinafter referred to as 
"the Union") has as its purpose the following: 

Section 1: To achieve and maintain a satisfactory and stabilized employer/ employee 
relationship and to provide improved work performance. 

Section 2: To provide the peaceful and equitable adjustment of differences which may 
arise, and to maintain the efficiency of the department. 

Section 3: To assure the effectiveness of service by providing an opportunity for union 
officers, on behalf of bargaining unit employees, to meet with the employer to exchange 
views and opinions on policies and procedures affecting the conditions of their 
employment, subject to the applicable provisions of Ohio Revised Code Chapter 4117, 
Federal Laws, and the Constitutions of the State of Ohio and the United States of 
America. 

Section 4: To ensure the right of every employee to fair and impartial treatment. 

Section 5: To provide an opportunity for the Union and the County to negotiate as to 
wages, benefits, terms, and conditions of employment. This Contract pertains to all 
employees within the bargaining unit as defined hereunder. 

Section 6: To provide for orderly, harmonious, and cooperative employee relations in 
the interest, not only of the parties, but of the citizens of Cuyahoga County. 

ARTICLE 1 
RECOGNITION 

Section 1: The Employer recognizes the Union as the sole and exclusive representative 
for all full-time and part-time Investigators and Investigation Assistants at the Division of 
Employment and Family Services of the Department of Health and Human Services but 
excluding all other employees and all statutory exclusions. 

Section 2: The Union's exclusive bargaining unit includes the job classifications listed in 
Section 1. The County will not recognize any other union or organization as 
representatives for any employee within such classifications. 

ARTICLE 2 
MANAGEMENT RIGHTS 

Section 1: Unless the Employer agrees otherwise in this Contract, nothing in Chapter 
4117 of the Revised Code impairs the right and responsibility of the Employer to 
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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 public employer, 
standards of services, budget, utilization of technology, organizational structure; to 
direct, supervise, evaluate, or hire employees; to maintain and improve the efficiency 
and effectiveness of governmental operations; to determine the overall methods, 
process, means, or personnel by which governmental operations are to be conducted; 
to subcontract bargaining unit work; to suspend, discipline, demote or discharge for just 
cause, layoff, transfer, classify, assign, schedule, promote, or retain employees; to 
determine the adequacy of the workforce; to determine the overall mission of the 
Employer as a unit of government; to effectively manage the workforce; and take 
actions to carry out the mission of the Employer as a governmental unit including the 
right to make and enforce reasonable conduct and safety rules. Further, this Article 
does not limit the rights of the County under Ohio Revised Code Section 4117 .08. 

Section 2: Prior to any subcontracting or transfer of bargaining unit work, the Employer 
will give the Union two (2) weeks' notice so the parties may negotiate over the effects of 
the decision on the bargaining unit. The County may use supervisors and other non­
bargaining personnel to perform work that can be or is currently performed by 
bargaining unit employees as long as the use of supervisors and other non-bargaining 
personnel does not reduce the normal work hours or cause a layoff of bargaining unit 
employees. The County may also use part-time employees as stated in Article 35. 

Section 3: The Employer is not required to bargain on subjects not covered by the 
terms of this Agreement except as it affects wages, hours, and terms and conditions of 
employment. Unless otherwise modified by this contract, the parties shall be subject to 
all rights, protections, and obligations of the Cuyahoga County Department of Human 
Resources Employee Handbook, as revised from time to time by the County. 

ARTICLE 3 
NO STRIKE/NO LOCKOUT 

Section 1: The Union shall not, directly or indirectly, call, sanction, encourage, finance, 
and/or assist in any way, nor shall any employee instigate or participate, directly or 
indirectly, in any strike, walk-out, work stoppage, slow down, or any other interruption of 
operations at the County for the duration of this Contract. 

Section 2: When the Employer notifies the Union by fax or written notice that any of its 
members are engaged in any such strike activity as outlined, the Union shall 
immediately, conspicuously post notice over the signature of an authorized 
representative of the Union to the effect that a violation is in progress and such notice 
shall instruct employees to immediately return to work. 

Section 3: The Employer agrees that neither it nor its officers, agents, or 
representatives, individually or collectively, will authorize, instigate, cause, aid or 
condone any lockout of members of the Union unless those members have violated 
Section 1 of this Article. 
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ARTICLE 4 
PLEDGE AGAINST DISCRIMINATION 

Section 1: The provisions of this Contract shall be applied equally to all applicants for 
employment as well as to all employees in the bargaining unit, ensuring that bargaining 
unit members will be employed in the public service without discrimination on the basis 
of race, color, religion, sex, national origin, sexual orientation, gender identity, disability, 
age, ancestry, marital status or political opinions or affiliation. The Union shall share 
equally with the County the responsibility for applying this provision of the Contract. 

Section 2: The County agrees not to interfere with the rights of eligible employees to 
become members of the Union, and there shall be no interference, restraint, coercion, 
or reprisal by the County or its representatives against any legal employee activity or 
employees acting legally in an official capacity on behalf of the Union. The County shall 
not illegally discriminate against any employee because of union membership or 
activities. 

Section 3: The Union agrees not to interfere with the rights of the employees not to 
become members of the Union, and there shall be no discrimination, interference, 
restraint, coercion or reprisal by the Union or its representatives against any employee 
exercising the right to abstain from membership in the Union. 

ARTICLE 5 
GRIEVANCE PROCEDURE 

Section 1 : Process 

A. A grievance is defined as an allegation that there has been a 
misinterpretation, misapplication or violation of the labor agreement. 

B. Grievances may be processed by the Union on behalf of an employee or 
on behalf of a group of employees or itself setting forth the name(s) or 
group(s) of the employee(s). Either party may have the grievant (or one 
grievant representing a group grievance) present at any step of the 
grievance procedure and the employee is entitled to Union representation 
at every step of the grievance procedure. Only one employee Union 
representative is permitted to be present at each step of the grievance and 
arbitration procedure. An employee or the Local Union shall be entitled to 
withdraw a grievance at any step of the grievance procedure. 

C. The word "day" as used in this article means calendar day and days shall 
be counted by excluding the first and including the last day. When the last 
day falls on a Saturday, Sunday or holiday, the last day shall be the next 
day which is not a Saturday, Sunday or holiday. 

D. Grievances shall be presented on forms mutually agreed to by the Union 
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and the Employer. 

E. It is the goal of the parties to resolve grievances at the earliest possible 
time and lowest level of the grievance procedure. 

F. A grievance of any suspensions or discharges automatically commence at 
Step 3 of the grievance procedure and shall be filed within ten (10) 
workdays of the grievant's notification of such action. Additionally, any 
class or group grievances (grievances involving more than one employee) 
will automatically commence at Step 2 of the grievance procedure. 

Section 2: When a grievance arises, the following procedure shall be observed: 

STEP I A - ORAL STEP: 

An employee who has a grievance shall take it up orally with their immediate 
supervisor within ten (10) workdays after the events upon which the grievance is based. 
The supervisor shall give an answer to the employee within ten workdays and shall 
verify the date, time, and result of the oral step meeting. 

STEP I B - IMMEDIATE SUPERVISOR: 

The employee and the Union representative shall sign and submit a written 
grievance to the Investigations Manager within ten (10) workdays from the date of the 
supervisor's answer to the oral step meeting. The Investigations Manager shall render 
a written response to the grievant within ten (10) workdays after the grievance is 
presented in writing. 

STEP 2- DIVISION ADMINISTRATOR/DESIGNEE: 

If the grievance is not resolved at Step 1, it shall be presented by the Union to the 
Division Administrator or designee within ten (10) workdays after receipt of the Step 1 
response. Within fifteen (15) workdays after the written response of dissatisfaction with 
the Step I response, the Administrator or designee shall meet with the employee, union 
business representative, and steward as needed in an attempt to resolve the grievance 
unless the parties mutually agree otherwise. 

The Step 2 grievance response will be issued by the Administrator or designee and will 
be provided to the grievant and the Union within fifteen (15) workdays of the Step 2 
meeting. 

STEP 3- DEPARTMENT OF HUMAN RESOURCES: 

If the grievance is not satisfactorily settled at Step 2, it must be appealed by the Union 
to the County's Department of Human Resources, Division of Employee and Labor 
Relations, within ten ( 10) workdays after receipt of the Step 2 answer. A Step 3 
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meeting shall then be scheduled and conducted. Within twenty (20) workdays after the 
Step 3 meeting, the designee of the Division of Employee and Labor Relations shall 
give a written answer to the Union representative or designee and the Department 
Director. A copy of the answer shall also be provided to the employee. 

STEP 4 - ARBITRATION: 

If the Union is not satisfied with the answer at Step 3, it may submit the grievance to 
arbitration by giving written notice of its desire to do so, presented to the County's 
Director of Law in writing within thirty (30) workdays after receipt of the decision in Step 
3. 

A. ARBITRATION PANEL 

Within thirty (30) days from the date the Union's written arbitration request is received 
by the County's Director of Law, the Union shall notify the Federal Mediation and 
Conciliation Service (FMCS) and request a list of arbitrators (fees and expenses to be 
shared by the parties). The arbitrators shall be residents of Ohio and be selected by 
obtaining a list of seven (7) arbitrators from the FCMS sub-region for Northern Ohio. 
The Union and the Director of Law or designee shall have the right to alternately strike 
names from the list. The first to select shall be determined by the flip of a coin. The 
remaining name shall be the arbitrator and shall serve for the specified grievance being 
considered. This procedure shall be utilized for each arbitration case. 

B. WITNESSES 

The Employer agrees to allow up to two (2) witnesses time off with pay to attend the 
hearing, solely for the period during which the employee will be testifying at the hearing 
and a reasonable time for travel to and from the hearing. However, if the witnesses' 
attendance at the hearing extends beyond the witnesses' scheduled working time, the 
witness will not be paid for that time, and that time will not apply toward overtime 
calculation. Furthermore, the Employer will not pay witnesses whose testimony is 
redundant and duplicative, unless testimony is necessary to establish credibility of the 
grievant's testimony or another witness critical to the grievant's case. 

C. EXPENSES 

All fees and expenses of the arbitrator shall be shared equally by the parties. If one 
party desires a transcription of the proceedings the total cost for such transcription shall 
be paid by the party desiring the transcription. If both parties desire a copy, then the 
total cost for such transcription shall be shared equally by both parties. All other costs 
incurred by the parties will be paid by the party incurring the costs. 
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D. ARBITRATION DECISIONS 

The arbitrator's decision shall be final and binding upon the Employer, the Union and 
the employee(s) involved. The arbitrator shall have no power to add to, subtract from or 
modify any of the terms of this Agreement, nor shall the arbitrator impose on either party 
a limitation or obligation not specifically required by the language of this Agreement. 
The arbitrator shall not rule in such a way as to require the Employer or the Union to 
violate the County Charter, or Ohio or federal law. 

E. EXPEDITED ARBITRATION 

If the parties both agree, any grievance may be arbitrated on an expedited basis. The 
parties shall meet to draft rules that are consistent with the rules of the American 
Arbitration Association. The fees and expenses of such proceeding, including those of 
the arbitrator, shall be borne equally by the Union and County. 

F. TITLE VII 

If a grievance is appealed to Step 4 of the Grievance Procedure and the employee has 
filed a private suit or a complaint with the Ohio Civil Rights Commission (OCRC) and/or 
the Equal Employment Opportunity Commission (EEOC), and said suit or complaint 
includes the issue being appealed to arbitration, it is agreed that the arbitrator shall not 
have jurisdiction over the grievance. 

Section 3: Time Limits: 

A. Grievances may be withdrawn at any step of the grievance procedure. 
Grievances not appealed within the designated time limits will be treated as 
withdrawn grievances. Moreover, an employee or Local Union shall be entitled 
to withdraw the grievance at any step. 

B. The time limits at any step may be extended in writing by mutual agreement of 
the parties involved at the particular step. 

Section 4: Relevant Information: 

The Union and the Employer may request the production of specific documents, books, 
or papers reasonably available from the Union or the Employer and relevant to the 
grievance under consideration. Such request shall not be unreasonably denied. In the 
event of a dispute over relevancy of a request the matter shall be referred to the 
arbitrator for resolution. 

Section 5: It is agreed that the SPBR and the Personnel Review Commission ("PRC") 
shall not have jurisdiction concerning bargaining unit employees. 
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ARTICLE 6 
TERMINATION 

An employee's employment will be terminated when the employee: 

A. Retires, quits or resigns; 

B. Is discharged for cause; 

C. Is laid off for a period of more than twelve (12) consecutive months; 

D. Is absent without calling off for three (3) or more consecutive workdays 
unless proper excuse is given for both the absence and the failure to give 
notice; 

E. Fails to report to work when recalled from layoff within fourteen ( 14) 
calendar days from the date on which the Employer sends the employee 
notice by registered mail (to the employee's last known address as shown 
on the Employer's records) unless satisfactory excuse is shown. 

F. Fails to make application for reinstatement within thirty (30) calendar days 
from the date that PERS determines that a disability benefit recipient is no 
longer incapable of resuming the service from which the recipient was 
found disabled and no appeals are still pending. 

ARTICLE I 
SENIORITY 

Seniority shall be defined as a bargaining unit employee's uninterrupted length of 
continuous service within the bargaining unit. An employee shall have no seniority 
during their probationary period; however, seniority shall become retroactive to the date 
of hire once the probationary period is completed. 

ARTICLE 8 
HOURS OF WORK 

Section 1: Forty (40) hours shall be the normal workweek for full-time employees. 
Employees shall be allowed a one (1) hour paid lunch each day. To qualify for the paid 
lunch period, employees must be at work a minimum of five and one-half (5-1/2) hours 
inclusive of the lunch period and the lunch period cannot be used to make up tardiness 
or leave work early. If the County adopts a policy requiring non-bargaining employees 
to be in attendance at work a minimum period of time prior to and following the lunch 
period, it shall also be observed by the bargaining unit employees effective at the time it 
is implemented for non-bargaining employees. 

Section 2: The Employer shall have the right to establish and change starting times and 
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daily and weekly work schedules. Notice of any such change will be provided to affected 
employees not less than ten (10) workdays before the effective date of the change. 

Section 3: All bargaining unit employees shall receive time and one-half (1 1/2) their 
normal hourly rate for all hours worked in excess of forty (40) in one week. 

Section 4: The Employer shall have the right to offer compensatory time off in lieu of 
pay for overtime when such overtime is offered to employees. When the Employer has 
authorized the use of compensatory time, requests for use of compensatory time will be 
given in writing at least two (2) days in advance. Approval for the use of compensatory 
time will be based on the needs of the department. The employee shall be notified 
fifteen (15) workdays in advance of any compensatory time being converted into cash 
payment. Compensatory time will be at time and one half (11/2) the employee's worked 
overtime hours and must be taken within one hundred eighty (180) calendar days from 
the date the hours were worked. The use of compensatory time is voluntary. 

Section 5: In accordance with the County's Flexible Work Schedule policy and the 
Department of Health and Human Services' Internal Flex-Time policy, an employee may 
request, subject to approval by the employee's supervisor and the Department Director, 
an alternative start/end time, to start work earlier or later than the designated start time 
and then work an eight (8) hour workday. An employee may request a compressed 
work week schedule in accordance with the Cuyahoga County Department of Human 
Resources Employee Handbook. 

An employee who experiences unforeseen circumstances that cause a delay in arriving 
to work may be permitted to stay late to make up the time lost to the delay, in 
accordance with the Department's Internal Flex-Time policy. 

Section 6: For the purposes of computing overtime pay, holidays, vacation and any 
other time in active pay status, except sick leave, shall be counted as hours and days 
worked. 

ARTICLE 9 
ADDRESS NOTIFICATION 

It is the obligation of each employee to keep the Employer advised of their current 
street/home address and telephone number for the purposes of this contract and the 
Employer shall rely on the last address and telephone number supplied by an 
employee. An employee may also provide the Employer with a mailing address in 
addition to this home/street address. Within thirty (30) days after signing this contract, 
the Employer shall give to the Union the names of all employees who are members of 
the bargaining unit and covered by this contract, together with their addresses as they 
appear on the records of the Employer. 
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ARTICLE 10 
PERSONNEL RECORD 

Section 1: An employee shall have the right to inspect their personnel record provided 
ample notification is given to the Department of Human Resources. 

ARTICLE 11 
DISCIPLINE 

Section 1: The Employer reserves the right to discipline any employee for just cause. 
Discipline shall be progressive, taking into account the nature of the violation and the 
totality of the circumstances (including, but not limited to, the employee's record). 
Forms of discipline may include oral reprimand (reduced to writing for documentation 
purposes), written reprimand, suspension and discharge. Depending on the severity of 
the situation, the Employer reserves the right to skip one or more of these disciplinary 
forms when determining the appropriate level of discipline to impose. 

Section 2: An employee shall be given a copy of all disciplinary action within five (5) 
working days of the effective date of discipline. Further, the Local Union shall be given a 
copy of any suspension and/or discharge notice within five (5) working days of the 
effective date of discipline. 

Section 3: Discipline that results in a suspension or removal may be reviewed through 
the Grievance Procedure beginning at Step 3. No employee shall be suspended or 
removed without first having an opportunity to participate in a Pre-Disciplinary 
Conference, except that an employee may be relieved of duty without pay pending a 
disciplinary investigation on a case by case basis. Employees shall be afforded Union 
representation at pre-disciplinary conferences. The Employer shall notify the union and 
the employee of the time and place of the conference. An employee may elect in 
writing to waive the opportunity for a pre-disciplinary conference. If the Union Business 
representative is not available to attend at the time that the conference is originally 
scheduled by the Employer, the Employer shall accommodate the situation by 
rescheduling the conference to a reasonable alternative without undue delay. A 
conference that is rescheduled to an alternative date shall not be rescheduled again 
unless the Employer determines that it is necessary. 

Section 4: Any employee may appeal any disciplinary action through the grievance 
arbitration process. 

Section 5: No verbal reprimand, written reprimand or suspension in an employee's 
personnel file will be considered, for purposes of subsequent disciplinary action, twenty­
four (24) months after the date of discipline, as long as the employee does not receive 
any other disciplinary action for a like or related offense during the twenty-four (24) 
month period. If a like or related disciplinary action is administered, the new twenty-four 
(24) month period will commence on the date the subsequent disciplinary action is 
administered. For attendance infractions, no occurrences under the attendance policy 
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set forth in the Cuyahoga County Department of Human Resources Employee 
Handbook will be considered, for purposes of subsequent disciplinary action, twelve 
(12) months after the date of the occurrence. 

Section 6: In the event an employee is required to meet with supervision under 
circumstances which reasonably lead the employee to believe that disciplinary action 
may result from the meeting, the employee, upon making a request for Union 
representation, will have the right to have a Steward present at the meeting. 

ARTICLE 12 
SICK LEAVE ACCUMULATION AND USE: WORKERS' COMPENSATION/WAGE 

CONTINUATION 

Section 1: Employees shall earn and accumulate paid sick leave at the rate of 4.6 
hours for each eighty (80) hours of service in active pay status, including vacation sick 
leave, paid holidays and overtime, but not for time on leave of absence or layoff. 

Section 2: Sick leave shall be granted for absences due to the following reasons: 

A. Illness, injury or pregnancy-related condition of the employee. 

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

C. Examination of the employee, including medical, psychological, dental or optical 
examination by an appropriate practitioner. 

D. Illness, injury or pregnancy-related condition of a member of the employee's 
immediate family where the employee's presence is reasonably necessary for the 
health and welfare of the family member. 

E. Examination, including medical, psychological, dental or optical examination of a 
member of the employee's immediate family by an appropriate practitioner where the 
employee's presence is reasonably necessary. 

In the event the employee has no sick, vacation or compensatory time, the employee 
must request an Administrative Leave. 

Section 3: An employee who is absent on paid sick leave shall sign a statement on a 
form provided by the Employer to justify the use of sick leave. If medical attention is 
required, a certificate from the employee's licensed physician as to the employee's 
fitness to perform their required duties shall be a prerequisite to their return to work after 
being off for three (3) consecutive workdays. Also, this certificate shall indicate that the 
employee was under the physician's care and was advised by the physician to remain 
home from work. A medical certificate will be required if an employee is suspected of 
abusing sick leave as outlined in the current Cuyahoga County Department of Human 
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Resources Employee Handbook. If management requires a second opinion from a 
physician of its choosing, the cost of such examination shall be paid by the County. 
Employees recognize that the use of Sick Leave for any purpose other than specified in 
the County Personnel Policy and Procedures Manual will be appropriate cause for 
discipline. 

Section 4: When the use of sick leave becomes necessary, the employee shall notify 
their immediate supervisor or section chief by telephone not later than one-half (1/2) 
hour before the employee's normal starting time. Unless notification is given, no sick 
leave will be approved except for unusual circumstances beyond the employee's 
control. Management may substitute an automated answering system to receive the 
notification of sick leave usage. 

Section 5: Immediate family for purposes of sick leave usage is defined as 
grandparents, brother, sister, brother-in-law, sister-in-law, father, father-in-law, 
daughter-in-law, son-in-law, mother, mother-in-law, aunt, uncle, spouse, child, stepchild, 
person to whom the employee stands in loco parentis, grandchild or guardian. 

Section 6: An employee who is injured at work, may utilize the Wage Continuation 
Program pursuant to the Wage Continuation Policy of the County, if any. This program 
provides for the continuation of regular wages while an employee is recovering from the 
injury which may continue for up to sixty (60) calendar days or until the employee has 
either returned to full duty or alternative work, whichever comes first. The employee 
must follow all requirements of the program, including use of a physician from a panel 
selected by the County for this purpose and completion of all forms. The program is 
entirely voluntary, and the employee may opt out of the program. In the event that the 
County revises or discontinues the Wage Continuation Policy, the revisions or 
discontinuation shall also apply to the employees covered by this Agreement. 

Section 7: All other forms of leave not specifically covered by the CBA shall be 
provided in accordance with the Cuyahoga County Department of Human Resources 
Employee Handbook. Any change to the Handbook regarding such leave shall be 
applicable to bargaining unit employees. 

ARTICLE 13 
BEREAVEMENT LEAVE 

Bereavement leave shall be provided in accordance with the Cuyahoga County 
Department of Human Resources Employee Handbook. Any change to the Handbook 
regarding bereavement leave shall be applicable to bargaining unit employees. 
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ARTICLE 14 
PARENTAL LEAVE 

Section 1: Parental leave shall be provided in accordance with the County's Employee 
Handbook. Any changes to the Handbook regarding parental leave shall be applicable 
to bargaining unit employees. 

ARTICLE 15 
MILITARY LEAVE 

All employees shall be granted a leave of absence for military duty in accordance with 
federal and state law. 

ARTICLE 16 
LEAVE PROVIDED PURSUANT TO THE 

FAMILY AND MEDICAL LEAVE ACT ("FMLA") 

The Employer shall have the right to administer FMLA leave to the full extent permitted 
by federal law, including, but not limited to, its coordination with any other leaves and 
other benefits. The County shall allow employees to use FMLA leave in the smallest 
increment of time that the County allows for the use of other forms of leave. 

ARTICLE 17 

HOLIDAY PAY 

Section 1: All regular full-time employees shall be entitled to the following holidays: 
New Year's Day, Martin Luther King, Jr. Day, Presidents' Day, Memorial Day, 
Juneteenth, Independence Day, Labor Day, Columbus Day, Veterans Day, 
Thanksgiving Day, Day after Thanksgiving and Christmas Day. 

Section 2: Temporary employees are not entitled to holiday pay. Regular part-time 
employees are entitled to holiday pay on a pro-rata basis based upon the hours worked 
per week compared to a forty (40) hour week. Example: If a part-time employee 
regularly works thirty (30) hours per week, their holiday pay would be three-fourths of a 
full eight (8) hour holiday, which is six (6) hours of holiday pay. 

Section 3: Should any of the recognized holidays fall on a Sunday, the following 
Monday shall be observed as the holiday. Should any of the recognized holidays fall on 
a Saturday, the preceding Friday shall be observed as the holiday. 

Section 4: To be entitled to holiday pay, an employee must be in active pay status and 
must work the scheduled workday before and the scheduled workday after the holiday. 
For the purpose of this paragraph approved vacation time, verified funeral leave, 
verified accident or injury which requires inpatient hospitalization or out-patient 
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treatment, bona fide illness, and any other written approved paid leaves of absence will 
be considered as hours worked. 

ARTICLE 18 
VACATIONS 

Section 1: All regular full-time employees shall earn pro-rated vacation leave each pay 
period at their regular hourly pay rate based upon their length of service with the 
County, State of Ohio, or any other political subdivision of the State of Ohio: 

Length of Ohio Public 
Service Completed 

Accrual Rate 
(hours 
earned per 
80 hours in 
active status) 

Annual Amount (hours 
earned per 2080 hours in 
active pay status) 

Maximum 
Accrual 
Balance 
(total 
hours) 

Less than 1 year 3.1 80 hours N/A 

1 year - less than 5 vears 3.1 80 240 
5 years - less than 15 
years 4.6 120 360 
15 years - less than 25 
years 6.2 160 480 

25 years or more 7.7 200 600 

For purposes of this article, "active pay status" includes conditions under which an 
employee is eligible to receive pay such as vacation leave, sick leave with pay, regular 
hours worked (overtime hours are not included), holidays, personal leave with pay, and 
compensatory time. 

Section 2: If an employee is terminated (voluntarily or involuntarily) prior to taking their 
vacation, the employee shall receive the pro-rated portion of any fully earned but 
unused vacation leave which they accrued under this Article. In case of death of an 
employee, the unused vacation leave shall be paid to the employee's estate or in 
accordance with Ohio Revised Code 2113.04. 

Section 3: If a recognized holiday for which the employee is eligible falls within an 
employee's vacation leave, the employee shall receive holiday pay for that day rather 
than vacation pay. 

Section 4: Employees may carry their vacation leave from year to year, up to a 
maximum of three (3) years accrual. Once an employee's vacation balance reaches the 
maximum accrual allowance, no further vacation leave will accrue until the balance 
drops below the maximum amount. 
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ARTICLE 19 
SUBSTANCE AND ALCOHOL TESTING 

Section 1: Where there is reasonable suspicion to believe that an individual employee 
is using, soliciting, or is under the influence of drugs or alcohol at work, such employee 
will be directed to report to an Employer designated physician or medical clinic for a 
fitness for duty examination. 

Section 2: The exam will be performed on Employer time and at Employer expense and 
will involve appropriate testing, including possible urine or blood tests or breathalyzer 
exam as determined by appropriate medical personnel. 

Section 3: An employee may be referred for such substance and alcohol testing if at 
least one supervisor has a reasonable suspicion that the employee is then under the 
influence of drugs or alcohol at work. Reasonable suspicion is defined as employee's 
observable action, appearance or conduct that reasonably indicates the need for 
substance and alcohol testing. 

Section 4: When a supervisor determines that they have reasonable suspicion, the 
supervisor will complete a form which will be presented to the Department of Human 
Resources the same day. If the Department of Human Resources, determines that 
there is reasonable suspicion, it shall arrange for a fitness for duty exam and notify the 
Union prior to testing. 

Section 5: An employee may also be referred for mandatory urine, blood or 
breathalyzer tests to determine substance abuse under the following circumstances: 

A. As part of a disciplinary probation for employees who have violated the 
Employer's drug and alcohol rules; or 

B. An employee involved in a motor vehicle accident while in the course and 
scope of employment shall be subject to a test if the Employer has reason 
to suspect alcohol or illegal drug use. 

Section 6: An employee shall be entitled to speak to a Union representative before 
testing is administered unless none is available. 

Section 7: Where the Employer determines there is reasonable suspicion, a refusal to 
be tested shall be treated as a positive test result and a cause for removal. If an 
employee's first test is positive for drugs or alcohol, the employee shall be given the 
opportunity to voluntarily submit to substance abuse treatment. If an employee refuses 
to submit to treatment, said employee shall be subject to the disciplinary procedure. 
However, this section shall not absolve an employee from discipline for a work rule 
infraction. 

Section 8: As concerns urine samples for drug testing, subject employees will undergo 
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an initial screen (EMIT) test. For any positive results, a confirmatory test employing the 
gas chromatography/mass spectrometry (GC/MS) test will be used. The Employer will 
ensure that there is a continuous chain of custody of any sample taken from an 
employee. Specimen collection will occur in a medical setting, and every precaution 
shall be taken to ensure that the procedures shall not demean, embarrass, or cause 
physical discomfort to the employee. 

Section 9: The results of any drug and alcohol screening test will be kept strictly 
confidential. An employee who tests positive for drug and/or alcohol will have the 
opportunity to review the test results and, if desired, a reasonable opportunity to rebut 
the results. Copies of any such evaluation shall be provided to the Employer and to the 
individual tested. Where urine or blood samples have been taken, the samples will be 
preserved for a reasonable period of time and such employee will have an opportunity 
to have these samples sent to a National Institute of Drug Abuse (NIDA) certified 
laboratory of the employee's choosing for re-testing. If the retest result is negative, the 
expense shall be paid by the Employer. 

Section 1O: Employees who may be drug or alcohol dependent are encouraged to 
voluntarily seek professional assistance through a reputable treatment program. The 
Employer's Employee Assistance Program (EAP) can provide counseling and referral. 
All records of an employee seeking medical rehabilitation for drug or alcohol 
dependency, either through the EAP or otherwise, will be kept strictly confidential. 
Voluntary assistance should be sought before dependency affects job performance so 
as not to endanger fellow employees, clients, the public or otherwise adversely impact 
the employee's ability to perform their job duties. 

Section 11: The EAP program does not supplant or alter the normal discipline and 
grievance procedure. An employee subjected to disciplinary charges which include 
substance abuse on the job will be given access to the drug or alcohol screening 
results, the ability to have privately tested the blood or urine sample at an independent 
laboratory, and the opportunity to rebut the allegation of substance abuse on the job. 
The Employer shall list the basis upon which it was determined that there was 
reasonable cause to believe the employee was using drugs or alcohol or was under the 
influence of drugs or alcohol at work. 

Section 12: Any employee found to have positive screens for drugs and/or alcohol must 
be given medical clearance by a qualified physician acceptable to the Employer before 
returning to work. 

ARTICLE 20 
REST PERIOD 

There shall be one fifteen ( 15) minute rest period for each four ( 4) hours worked. The 
time represents actual time away from the employee's regular duties. The rest period 
will be scheduled during the middle two (2) hours of each half shift to the extent 
practicable, but it may not be scheduled immediately before or after the meal period or 
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at the start or end of a shift. When employees work beyond their regular quitting time, 
the Employer shall provide each employee with additional rest periods as provided 
above. 

ARTICLE 21 
PROVISION CONTRARY TO LAW 

If a tribunal of competent jurisdiction should find any provision of this Agreement not to 
be in conformity with the laws of the State of Ohio or the United States of America, the 
parties will meet to attempt to negotiate any necessary change in the Agreement 
relative to the affected provision only, and the remainder of this Agreement shall 
continue in full force and effect. 

ARTICLE 22 
LABOR MANAGEMENT COMMITTEE 

Section 1: In the interest of promoting sound management relations, the Employer and 
the Union agree to hold semi-annual labor management meetings. Labor-Management 
meetings are intended to provide an opportunity to present and discuss work related 
issues. The meetings will be attended by the Department Director and/or designees and 
the Union President or his designee and an equal number of management and Union 
members, not to exceed three (3) members per side. 

Section 2: Labor management meetings will be scheduled at least five (5) workdays in 
advance at a time and location mutually agreeable to the parties. 

Section 3: Meeting agendas shall be prepared by the Union and the Employer and 
distributed prior to the meeting. The Union shall also supply the Employer with the 
names of those Union representatives who will be in attendance. 

Section 4: Labor management meetings are not intended to nor shall they result in an 
alteration or modification of the labor agreement. However, any recommendations 
and/or agreements consistent with the labor agreement reached by the parties shall be 
reduced to writing, dated and signed by both parties. 

ARTICLE 23 
UNION REPRESENTATION 

Section 1: Employees selected by the Union to act as Union representatives for the 
purpose of processing grievances under the grievance procedure, shall be known as 
Stewards. Each Steward may have an alternate Steward to act as Steward only in the 
absence of the regular Steward. 

Section 2: The Employer recognizes the right of the Local Union to designate a 
reasonable number of Stewards and alternates from the Employer's seniority list. The 
Employer shall make a lockable room available for the Union to use as needed and 
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provide the Union with a key. The space may be a room that is also used by the 
Employer for other purposes. 

Section 3: Each Steward or, in their absence, the Alternate Steward, shall be permitted 
reasonable time off, with pay, not to exceed two and one-half (2.5) hours per week on a 
monthly average, to conduct appropriate representation activities. Stewards or, in their 
absence, the Alternate Steward, shall be paid for time spent representing an employee 
at any step of the grievance procedure at a formal pre-disciplinary hearing or a labor 
management meeting. 

Section 4: Stewards shall adhere to the following procedure in processing grievances: 

A. An employee having a grievance as defined herein shall notify their 
Steward who will notify the employee's immediate supervisor to arrange 
for the release of the employee to meet with the Steward. 

B. Before leaving their job, the Steward shall record the start time of their 
Union work in lnfor's MyTime, designated as Union Time. 

C. When it is necessary for a Steward to enter a department (or section of a 
department) supervised by a supervisor other than the employee's own, 
the Steward shall first contact the supervisor and report first to the 
supervisor in charge and advise of the purpose of being there. 

D. Upon returning to their job, the Steward shall first report to their own 
supervisor before resuming work if the supervisor is available (or if the 
supervisor is unavailable, as soon as possible after resuming work), and 
shall record the time of their return to work in the County's timekeeping 
system, currently MyTime. 

E. Stewards shall process grievances with proper regard for the Employer's 
operational needs and shall cooperate in good faith with the Employer in 
keeping to a minimum the time lost from work due to representation 
activities. 

ARTICLE 24 
UNION VISITATION 

Reasonable access to the Employer's premises shall be permitted to Union officers and 
Representatives for the purpose of administering the contract. The Union agrees to 
notify the Director or designee in advance when visiting the Employer's premises. Union 
visitation shall not interfere with the work of any employee or the normal operations of 
any unit of the County. 
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ARTICLE 25 
JOB DESCRIPTION 

Section 1: Each job description shall list the major or central duties of the particular job. 

Section 2: The Employer agrees to provide a job description to every employee when 
hired, transferred, promoted or demoted into a classification. 

Section 3: The Employer shall make available to the Union the current job descriptions 
for all jobs in all job classifications in the bargaining unit. The Employer reserves the 
right to modify, change, or amend the content of a job description. Whenever a change 
occurs in the description of any such job, the Employer agrees to provide the Union with 
a copy of the new job description before the job description is put into effect. The 
employee whose job description has been changed shall also be provided a copy of the 
new job description before it is put into effect. The Employer will allow the Union ten 
(10) calendar days to respond to the proposed change before implementing the change. 

Section 4: If substantial changes in the method of operation, tools or equipment occur, 
the Employer shall meet with the Union. If the Union believes any such change is 
arbitrary, unreasonable, or discriminatory, it may contest the change through the 
grievance procedure. 

Section 5: In the event it becomes necessary to change the structure or realign 
employees to different supervisory units, the Employer agrees to meet with the Union 
Steward and discuss such changes prior to implementation. 

ARTICLE 26 
JOB VACANCIES 

Section 1: Whenever the Employer determines to fill a position within the bargaining 
unit and such a position is not filled through recall from a layoff list, a notice of such 
vacancy shall be posted for a period of seven (7) calendar days not including the date of 
posting. During the posting period, anyone wishing to apply for the vacant position shall 
do so by submitting a written application on forms supplied by the Employer. The 
Employer shall not be obliged to consider applications submitted after the seven (7) 
calendar day period for posting has expired or to consider applicants who do not meet 
the minimum job related qualifications for the job. Postings shall contain the 
classification title, rate of pay minimum, education and experience qualifications 
required for the vacant position, department area of vacancy, shift and a brief summary 
of the job duties. A copy of the application form shall be retained by the employee. 

Section 2: All applications timely filed will be reviewed by the Employer and the job will 
be awarded to a qualified applicant for the position based upon skill, experience, 
education, attendance, work and disciplinary record, past job performance, and 
seniority. In the event that two (2) or more employees have substantially equal 
qualifications, the applicant with more seniority will be selected. 
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Section 3: If an Investigation Assistant is selected through this process to fill an 
Investigator's position, the Investigation Assistant will be required to complete the 
Investigator training process, and will be allowed a one hundred eighty (180) day period 
to demonstrate that they are qualified for the position. Should the employee fail to 
qualify during this one hundred eighty (180) day period, the employee shall be returned 
to the Investigation Assistant classification. 

ARTICLE 27 
LA YO FF-RECALL 

Section 1: When the Employer determines that layoffs are necessary, employees will 
be laid off from the affected classification in inverse order of seniority within the 
employees' classification. An employee who is laid off from their classification may 
displace a less senior employee in any prior classification in the bargaining unit held by 
the employee, provided the employee is qualified to perform the work in question. 

Section 2: Employees who are laid off shall be placed on a recall list for a period of 
twelve (12) months. If there is a recall, employees who are still on the recall list shall be 
recalled, in the inverse order of their layoff based on seniority. 

Section 3: Employees who are eligible for recall shall be given fourteen ( 14) calendar 
days prior notice. The notice shall be sent to the employee by certified or registered mail 
to the employee's last known mailing address according to County records. 

Section 4: The employee must notify the County of their intention to return within five 
(5) calendar days after receiving notice of recall or within ten (10) calendar days of 
mailing the notice, whichever is sooner. 

Section 5: If the employee fails to comply with the notification requirement set forth 
herein, their seniority shall be terminated effective immediately. The Employer shall be 
deemed to have fulfilled its obligations by mailing the recall notice by certified or 
registered mail, to the mailing address provided by the employee, it being the obligation 
and responsibility of the employee to provide the agency head with their latest mailing 
address. 

Section 6: When it becomes necessary to implement a layoff, employees shall be 
notified at least fourteen (14) days prior to layoff. 
Upon receipt of such notice, the Employer shall certify the names of those to be laid off, 
based on seniority, but in the following order: 

1. Probationary employees. 
2. Part-time employees. 
3. Full-time employees. 
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ARTICLE 28 
REPORT-IN PAY 

An employee who reports to work on a regularly scheduled work day without previous 
notice not to report shall receive a minimum of four hours' work or four hours pay in lieu 
thereof at the applicable hourly rate. 

ARTICLE 29 
UNION LEAVE 

Upon the written request of the Union President or his designee, a leave of absence 
without pay not to exceed fifteen (15) workdays may be granted once each calendar 
year to not more than two (2) employees agency-wide to perform official Union business 
or to attend a Union convention, provided that five (5) workdays advance notice 
specifying the reason for the leave is given to the Employer. 

ARTICLE 30 
UNION BULLETIN BOARD 

Section 1: The Employer will provide one bulletin board at each location. 

Section 2: The Union will utilize the bulletin boards for the posting of newsletters, 
bulletins, or other announcements of interest to its members. The Employer may make 
a copy of any such postings. 

Section 3: The Union agrees that no material of a political, personal, defamatory or 
otherwise objectionable nature shall be posted on the bulletin boards. 

Section 4: It is agreed that the postings will be limited to the aforementioned bulletin 
boards. 

ARTICLE 31 
INCLEMENT WEATHER 

Whenever the County Executive or designee declares a closing of County offices due to 
inclement weather, the following rules shall apply: 

Section 1: WHOLE DAY CLOSING: If the Employer's offices are closed for an entire 
day, all employees who were scheduled to work shall be paid their regular straight time 
rate for the regular hours they were scheduled to work. Employees not scheduled to 
work on an inclement weather day due to vacation, sick leave, compensatory time, etc., 
shall be charged for the leave as though no inclement weather day was declared. For 
the purpose of this section, Article 28 (Report in Pay) shall not be applicable. 

20 



Section 2: PARTIAL (EARLY) DAY CLOSING: If the Employer's offices are closed after 
the start of a regular workday, Directors or designees shall have the discretion to 
designate "essential staff," who shall be required to remain at work as though no 
inclement weather day was declared. All employees not designated as "essential staff' 
who report for work and are present when the office closing is announced shall be paid 
their regular straight time rate for the remainder of their normal workday as though they 
were at work. Essential staff shall remain at work. However, such employees shall 
receive "early closing time" on an hour for hour basis. The early closing time must be 
exhausted within ninety (90) calendar days from the date of accumulation. 

Section 3: SEVERE WEATHER ABSENCE: When an employee is tardy or unable to 
report to work due to severe weather conditions on days that are not declared inclement 
by the County Executive or designee, the employee must contact their supervisor no 
later than one ( 1 ) hour after the start of their shift. The supervisor may authorize the 
use of available vacation, comp time, or early closing time, upon the employee's 
request, or leave without pay. An employee who fails to contact their supervisor will be 
charged with unexcused absence for the time absent from work unless circumstances 
beyond the employee's control prevent such timely contact. 

ARTICLE 32 
PRINTING 

The County shall post the contract online, and bargaining unit employees desiring one 
shall be given an opportunity to print a hard-copy. 

ARTICLE 33 
WAGES 

Section 1: The wage rates for 2024 are retroactive to the first day of the first full pay 
period of July 2024 and are inclusive of a two percent (2%) General Wage Increase 
("GWI") as set forth in the chart below. Only those employees who are in active status in 
this bargaining unit as of the date this Agreement is ratified by County Council shall be 
eligible to receive the retroactive payment provided herein. 

The wage rates for 2025 are effective on the first day of the first full pay period of July 
2025 and are inclusive of a two percent (2%) GWI as set forth in the chart below. 

The wage rates for 2026 are effective on the first day of the first full pay period of July 
2026 and are inclusive of a two percent (2%) GWI as set forth in the chart below: 
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Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 
Investigator Year 

2024 
$26.40 $27.60 $28.20 $28.80 $29.40 $30.00 

Year 
2025 

$26.93 $28.15 $28.76 $29.38 $29.99 $30.60 

Year 
2026 

$27.47 $28.71 $29.34 $29.97 $30.59 $31.21 

Investigation 
Assistants 

Year 
2024 

$22.14 $22.59 $23.05 $23.52 $24.00 $24.48 

Year 
2025 

$22.58 $23.04 $23.51 $23.99 $24.48 $24.97 

Year 
2026 

$23.03 $23.50 $23.98 $24.47 $24.97 $25.47 

Section 2: The County shall have discretion to place a newly-hired Investigator or 
Investigator Assistant at an advanced step of the wage schedule based on prior 
documented experience that is directly related to the position. Placement of newly­
hired employees shall be at the County's sole discretion and shall not be subject to 
Article 5 (Grievance Procedure) or Article 48 (Job Audits) of the parties' collective 
bargaining agreement. 

Section 3: For the period July 1, 2024, through January 11, 2025, both dates inclusive, 
an employee shall advance to the next step in their respective pay range effective on 
the first date of the pay period within which their twelve ( 12) month anniversary falls and 
so on at annual intervals until the employee reaches the maximum rate of pay for their 
classification. 

Effective January 12, 2025, employees will not receive step increases based on their 
anniversary date. Instead, on January 12, 2025, each employee shall advance to the 
next step in their respective pay range, except for employees who are at the highest 
step in the range for their classification. Moving forward, step advancement will occur 
annually at a date certain (i.e. the first date of the first full pay period in January of each 
year) until the employee reaches the highest step in the range for their classification. 

Section 4: An Investigator who is demoted to Investigator Assistant shall be placed at 
that step of the appropriate pay range that constitutes not less than a five percent (5%) 
decrease to the employee's rate. 

Section 5: In the event that an employee receives an overpayment, the parties agree 
that the County has the right to recoup the overpayment. Prior to recouping the 
overpayment, the County shall meet and discuss the terms of repayment with the 
employee and the employee's Union representative. 
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ARTICLE 34 
HEAL TH INSURANCE 

Section 1: An eligible employee is defined as a full time employee covered by this 
Agreement. The Flex Count Plan (the plan) is defined as the section 125 or cafeteria 
plan, which is provided by the Employer for health insurance, benefits for County 
employees. The Employer shall be responsible for providing eligible employees with the 
opportunity to enroll in the plan once during each plan year at its annual open 
enrollment period. The plan year commences on January 1, and ends on December 31 
of the calendar year, but is subject to change. 

Section 2: Bi-weekly employee contributions for medical and prescription drug benefits 
shall be determined as follows: 

a) METROHEAL TH PLAN 

1) For all three years of the Agreement, the County shall offer an HSA 
plan through the MetroHealth System with no bi-weekly contribution 
from bargaining unit employees. 

2) The bi-weekly contribution for a non-HSA plan offered through 
MetroHealth shall be as follows: 

a. 2024: 93% Employer, 7% Employee 
b. 2025: 93% Employer, 7% Employee 
c. 2026: 93% Employer, 7% Employee 

b) OTHER BENEFIT PLANS 

Bi-weekly health insurance contribution rates for all other plans shall be as follows: 

1) 2024: 86% Employer, 14% Employee 
2) 2025: 86% Employer, 14% Employee 
3) 2026: 86% Employer, 14% Employee 

Section 3: The costs of the medical and prescription drug plans will be determined 
through an actuarially certified process that is verified through an outside party and that 
includes reserves necessary to sustain the plans. In successive plan years, the 
Employer may add to or delete plans/providers offered and employees may be offered 
additional plans with reduced or increased benefit levels. 

Section 4: For all three (3) years of this Agreement, the Employer will contribute 86% of 
the costs for the ancillary benefit plans (i.e., vision and dental) and the employees will 
contribute 14% of the costs for the ancillary benefit plans. 

23 



Section 5: The Employer shall be entitled to increase the cost containment features of 
the Flex Count Plan, which may include, but not limited to, deductibles, co-insurance, 
and spousal exclusion provisions. 

Section 6: The Employer may implement or discontinue incentives for employees to 
participate in Employer sponsored wellness programs, including but not limited to, the 
right to offer the opportunity to reduce employee contributions through participation in 
wellness programs as determined by the Employer. 

Section 7: The Employer may offer incentives to encourage use of low-cost 
providers/plans (including HSA plans) which may be discontinued or modified by the 
Employer in future plans years with notification to the Union. 

Section 8: A waiting period of no more than 120 calendar days may be required before 
new employees are eligible to receive health and/or other insurance benefits. During 
the waiting period, the Employer may require employees who desire coverage to 
purchase it through a third party vendor instead of participating in the County plans that 
are offered to regular full-time employees. New employees shall be eligible to 
participate in the County plans on the first date of the first month following completion of 
the waiting period. 

ARTICLE 35 
TRANSPORTATION 

Section 1: All employees required to use their automobile in the performance of their 
duties shall be reimbursed such actual mileage at the IRS rate. 

Section 2: Investigators and Investigator Assistants who are asked to transport 
individuals including co-workers in their own vehicles as part of their regular job duties 
will be reimbursed up to one hundred dollars ($100.00) annually toward the cost of 
purchasing an appropriate automobile liability policy/rider. A receipt and copy of the 
policy/rider must be attached to the expense report which claims the reimbursement. 

ARTICLE 36 
SANITARY CONDITIONS 

The County shall take all reasonable steps to keep work, meal and washroom areas 
clean and neat, and all employees shall conduct themselves in an appropriate manner 
in these areas. 

ARTICLE 37 
PART-TIME EMPLOYEES 

At no time will the number of part-time employees exceed 6.5% of the total number of 
bargaining unit employees. 
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ARTICLE 38 
TEMPORARY TRANSFERS 

Section 1: The County may temporarily transfer employees from one job classification 
to another job classification. Such temporary transfer shall not exceed ninety (90) 
calendar days except: 

A. To fill a vacancy caused by an employee being on sick or other approved 
leave of absence, or 

B. To provide vacation relief scheduling, or 

C. To fill an opening temporarily pending filling of such opening. 

Section 2: In the event of a bona fide emergency, an employee may be transferred to a 
non-bargaining unit position within the County for the duration of the emergency but not 
to exceed, in any event, five (5) working days. 

Section 3: If the County temporarily transfers an employee to another job classification 
position, the employee shall receive the rate of pay of the other classification if the rate 
of pay for such other classification is higher than the temporarily transferred employee's 
regular rate. If the rate of pay for the other job classification is lower, the employee shall 
retain their regular rate of pay. 

Section 4: In the event it becomes necessary to extend the ninety (90) day limitation on 
transfers, the County and the Union shall meet to discuss the matter. 

Section 5: The County shall give the affected employee forty-eight (48) hours prior 
notice, if possible, before initiating any temporary transfer. 

ARTICLE 39 
JOB CLASSIFICATION 

Section 1: The Employer agrees to continue to utilize the current job classifications in 
effect on the date of the signing of this Agreement. The Employer reserves the right to 
make changes in job classifications. Said changes shall not be made for arbitrary or 
capricious reasons. 

Section 2: The Employer shall meet with the Union at least ten (10) working days prior 
to making changes in job classifications for the purpose of discussing such changes. 

Section 3: If a new job is established which has not been previously classified, the 
Employer shall meet with the Union for the purpose of placing the job in an existing 
classification or establishing a new classification. 

Section 4: The assignment of specialized job duties shall be done at the 
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Employer's discretion. The expressed desires of employees to perform specialized 
assignments will be considered. 

ARTICLE 40 
PROBATIONARY PERIOD 

The probationary period shall begin on the employee's first date of hire. The Employer 
shall have sole discretion to discipline or discharge such probationary employees, and 
such actions during this period cannot be reviewed through the Grievance Procedure, 
provided, however, the Employer will not discharge a probationary employee because 
of union membership or union activity. 

Employees hired into the classifications of Investigation Assistant and Investigator shall 
be considered to be on probation for a period of one hundred eighty (180) calendar 
days. 

ARTICLE 41 
SECURITY 

The County shall provide security at each of its locations. 

Upon the date of hire, all bargaining unit employees shall be provided with a clip-on 
card, identifying them as an employee of the County and bearing a color photograph of 
the employee. Except as stated below, the County shall bear the cost of one (1) 
identification card only. This identification card shall be made available for inspection by 
the employee whenever asked for by the administration of the County. It shall be 
mandatory that each employee display their ID card during the course of their hours of 
work for security purposes. The ID card is not required to be worn in transit from the 
agency, and shall be presented upon arrival at any destination. 

When the County determines that an identification card is worn out, through no fault of 
the employee, it shall be replaced at no cost. 

At an employee's request, the County shall provide an updated ID card after the 
employee's seventh anniversary date of hire and thereafter after the passage of seven 
years from receipt of the updated card. Nothing in this article is intended to limit the 
County's right to require that an ID card be updated whenever the County deems it 
appropriate. 

ARTICLE 42 
CREDIT UNION 

The Employer shall, during the life of this Agreement, make deductions from the 
employee's pay when properly authorized to do so by the employee, and remit same to 
the Teamster's Credit Union. 
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ARTICLE 43 
AIR CONDITIONING 

The County shall attempt to provide air conditioning at all its locations. 
At those primary work locations of employees covered by this Agreement which are 
presently air-conditioned the County shall take all reasonable steps to see that the 
equipment shall be adequately maintained by the building owner so as to be operable at 
all times. 

ARTICLE 44 
FAIR SHARE FEE 

Section 1: The parties acknowledge that current law prohibits the enforcement of 
Sections 1 and 2 of this Article. The Union and the Employer agree that, if during the 
term of this Agreement the status of the law regarding fair share fees and/or the Union's 
representation requirements changes, the parties will reopen negotiations as to this 
Article only. 

Section 2: All bargaining unit employees who are not members of the Union must pay 
to the Union a fair share fee as their contribution toward the administration of this 
contract. This provision shall not require any employee to become a member of the 
Union. 

Section 3: The fair share fee amount shall not exceed the monthly Union dues and 
shall be certified to the Employer by the Secretary-Treasurer of the Local Union. The 
Employer shall deduct the fair share fee from any earnings of the bargaining unit 
employee. Payment to the Union of the fair share fee shall be made in accordance with 
the regular dues deduction as provided in Article 45 of this contract. No written 
employee authorization is necessary for the deduction of a fair share fee. 

ARTICLE 45 
CHECK-OFF 

Section 1: The Employer will honor dues deductions (check-off authorizations) from any 
employee in the bargaining unit covered by this contract who is a member of the Union 
on the date the contract is signed and all other employees in such bargaining unit who 
are or become members of the Union at any time in the future. 

Section 2: The Employer will deduct regular initiation fees, assessments, and monthly 
dues from the pay of employees covered by this contract upon receipt from the Union of 
individual written authorization cards voluntarily executed by those employees for that 
purpose and bearing their signatures. Any employee shall have the right to revoke such 
authorization by providing written notice to the Union and the Employer any time during 
the fifteen (15) calendar days prior to the anniversary date of each year of the contract 
to the extent permitted by law. The Employer's obligations to make deductions for a 
unit employee shall terminate automatically upon the timely receipt of a proper 
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revocation of authorization, or upon termination of the employee's employment, or upon 
the employee's transfer to a job classification outside the bargaining unit. 

Section 3: The Employer will make monthly deductions from the pay of all employees 
who are members of the Union for whom it possesses the written authorization. In the 
event an employee's pay is insufficient for the deduction to be taken from it, the 
Employer will deduct the amount from the employee's next month's regular pay when 
the amount earned is sufficient for the deduction to be made. 

Section 4: The Employer shall transmit to the Union all deductions, together with an 
alphabetical list of names of all employees whose fees and/or dues have been 
deducted, no later than the fifteenth (15th) day following the pay date on which the 
deductions were made, and upon receipt, the Union shall assume responsibility for the 
disposition of all funds deducted and shall hold the Employer harmless. The parties 
agree that the Employer assumes no obligation, financial or otherwise, arising out of 
provisions of this Article. 

Section 5: The Employer shall place back on check-off those employees who return to 
the active payroll from a leave of absence, layoff, or suspension. 

Section 6: The Employer will notify the Union of all new hires within ten (10) days after 
their hiring. The Union shall be furnished with each new employee's name, mailing 
address, initial employment date, and the position for which they were hired. 

Section 7: The County will deduct voluntary contributions to the Democrat Republican 
Independent Voter Education ("DRIVE") fund from the pay of the employees covered by 
this Contract upon receipt from the Union of individual written authorization cards 
voluntarily executed by an employee provided that: 

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

(B) The County obligation to make deductions shall terminate automatically upon 
receipt of revocation of authorization or upon termination of employment or 
transfer to a job classification outside the bargaining unit. 

(C)The contribution amount shall be certified to the County by the Union. The 
Union shall provide the County with thirty (30) days advance notification of 
any change in the contribution amount along with the written authorization 
card voluntarily executed by the employee. Contributions shall be transmitted 
to the Union in accordance with the provisions of this Article of the Contract. 
This transmittal shall be accompanied by an alphabetical list of all employees 
for whom deductions have been made and the names of employees for 
whom deductions have been terminated and the reason for termination. 
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(D) All DRIVE contributions shall be made as a deduction separate from the fair 
share fee and dues deductions. 

(E) The International Brotherhood of Teamsters ("IBT") shall reimburse the 
County annually for the County's actual cost for the expenses incurred in 
administering the deductions pursuant to this Section. 

ARTICLE 46 
PERSONAL DAYS 

Section 1: Employees shall be entitled to one (1) personal day per calendar year that 
shall not be deducted from accumulated sick leave. To be eligible to take this personal 
day the employee must provide the Employer with one (1) week advance notice. 

ARTICLE 47 
PARKING 

Section 1: Employees must be advised at least one (1) workday in advance of 
any required trips into the field during their workday. If not so notified, the County will 
be required to pay for the employee's parking at the office only. 

Section 2: Consistent with the current practice of the parties, employees shall be 
reimbursed for reasonable parking expenditures when they are away from the office on 
official agency work assignments. Receipts for such expenditures must be presented. 

ARTICLE 48 
JOB AUDITS 

Employees will be entitled to job audits in accordance with the Cuyahoga County 
Department of Human Resources Employee Handbook to the extent that it is 
applicable. 
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ARTICLE49 
DURATION 

This Agreement shall be in effect as of July 1, 2024, and shall c;.ontinue in full force and 
effect through June 30, 2027. 

THE COUNTY OF CUYAHOGA: TRUCK DRIVERS UNION LOCAL 407: 

(_~/,/vt 
ChrisRona~ Oate 
County Executive President 
By: Katherine A. Gallagher, Deputy 
Deputy Chief of Staff For Operations 
And Community Innovation Pursuant 
To Executive Order EO2023-003 

Approved as to legal form: _ ·_yt:..J.!..! (., ~ ZJ./,j~~::..____'11.::.:. _ 

Date 

Nora L. Hurley 
Cuyahoga County 
Department of Law 

Dennis Roberts 
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APPENDIX A 
SIDE LETTER OF AGREEMENT 

REGARDING 2026 GENERAL WAGE INCREASE 

Cuyahoga County (the "Employer") and Teamsters Local 407 (the "Union) are 
parties to a Collective Bargaining Agreement ("CBA") for the period of July 1, 2024, 
through June 30, 2027. 

Pursuant to Article 33 of the CBA, Wages, the parties negotiated a two percent 
(2%) General Wage Increase ("GWI") for 2026. The Parties now agree that if Cuyahoga 
County Council approves an across-the-board GWI that exceeds two Percent (2%) for 
non-bargaining County Executive employees for 2026, the 2026 across-the-board GWI 
in this agreement shall be increased to equal the across-the-board GWI for non­
bargaining County Executive employees. 

According to Article 33 of the CBA, the effective date for the 2% general wage 
increase is the first day of the first full pay period in July 2026. If Cuyahoga County 
Council approves an across-the-board increase for 2026 greater than 2% for non­
bargaining County Executive employees before the first day of the first full pay period in 
July 2026, then the effective date for the across-the-board increase in Article 33 will 
remain the first day of the first full pay period in July 2026. If Cuyahoga County Council 
approves an across-the-board increase for 2026 greater than 2% for non-bargaining 
County Executive employees after the first day of the first full pay period in July 2026, 
then the effective date for the across-the-board increase shall be the same effective 
date as given for non-bargaining County Executive employees. 

This side letter does not apply to any other compensation and/or wage increases 
provided to other non-bargaining County Executive employees, nor for any non­
Executive County employees, and shall expire on December 31, 2026. 

THE COUNTY OF CUYAHOGA: TRUCK DRIVERS UNION LOCAL 407: 

Chris onae, 
~ 

Dae Dennis Roberts 7 ate 
County Executive 
By: Katherine A. Gallagher, Deputy 
Deputy Chief of Staff for Operations 
And Community Innovation Pursuant Paul Wojnar Date 
To Executive Order EO2023-0003, 
Dated July 6, 2023 
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	Figure
	PREAMBLE 
	This Contract entered into between the County of Cuyahoga (hereinafter referred to as "the County" or "the Employer") and Teamsters Local 407 (hereinafter referred to as "the Union") has as its purpose the following: 
	Section 1: To achieve and maintain a satisfactory and stabilized employer/ employee relationship and to provide improved work performance. 
	Section 2: To provide the peaceful and equitable adjustment of differences which may arise, and to maintain the efficiency of the department. 
	Section 3: To assure the effectiveness of service by providing an opportunity for union officers, on behalf of bargaining unit employees, to meet with the employer to exchange views and opinions on policies and procedures affecting the conditions of their employment, subject to the applicable provisions of Ohio Revised Code Chapter 4117, Federal Laws, and the Constitutions of the State of Ohio and the United States of America. 
	Section 4: To ensure the right of every employee to fair and impartial treatment. 
	Section 5: To provide an opportunity for the Union and the County to negotiate as to wages, benefits, terms, and conditions of employment. This Contract pertains to all 
	employees within the bargaining unit as defined hereunder. 
	Section 6: To provide for orderly, harmonious, and cooperative employee relations in 
	the interest, not only of the parties, but of the citizens of Cuyahoga County. 
	ARTICLE 1 RECOGNITION 
	Section 1: The Employer recognizes the Union as the sole and exclusive representative for all full-time and part-time Investigators and Investigation Assistants at the Division of Employment and Family Services of the Department of Health and Human Services but excluding all other employees and all statutory exclusions. 
	Section 2: The Union's exclusive bargaining unit includes the job classifications listed in Section 1. The County will not recognize any other union or organization as representatives for any employee within such classifications. 
	ARTICLE 2 MANAGEMENT RIGHTS 
	Section 1: Unless the Employer agrees otherwise in this Contract, nothing in Chapter 4117 of the Revised Code impairs the right and responsibility of the Employer to 
	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 public employer, standards of services, budget, utilization of technology, organizational structure; to direct, supervise, evaluate, or hire employees; to maintain and improve the efficiency and effectiveness of governmental operations; to determine the overall methods, process, means, or personnel by which governmental operations are to be conducted;
	Section 2: Prior to any subcontracting or transfer of bargaining unit work, the Employer will give the Union two (2) weeks' notice so the parties may negotiate over the effects of the decision on the bargaining unit. The County may use supervisors and other non­bargaining personnel to perform work that can be or is currently performed by bargaining unit employees as long as the use of supervisors and other non-bargaining personnel does not reduce the normal work hours or cause a layoff of bargaining unit em
	Section 3: The Employer is not required to bargain on subjects not covered by the 
	terms of this Agreement except as it affects wages, hours, and terms and conditions of 
	employment. Unless otherwise modified by this contract, the parties shall be subject to 
	all rights, protections, and obligations of the Cuyahoga County Department of Human 
	Resources Employee Handbook, as revised from time to time by the County. 
	ARTICLE 3 NO STRIKE/NO LOCKOUT 
	Section 1: The Union shall not, directly or indirectly, call, sanction, encourage, finance, and/or assist in any way, nor shall any employee instigate or participate, directly or indirectly, in any strike, walk-out, work stoppage, slow down, or any other interruption of operations at the County for the duration of this Contract. 
	Section 2: When the Employer notifies the Union by fax or written notice that any of its 
	members are engaged in any such strike activity as outlined, the Union shall 
	immediately, conspicuously post notice over the signature of an authorized 
	representative of the Union to the effect that a violation is in progress and such notice 
	shall instruct employees to immediately return to work. 
	Section 3: The Employer agrees that neither it nor its officers, agents, or 
	representatives, individually or collectively, will authorize, instigate, cause, aid or 
	condone any lockout of members of the Union unless those members have violated 
	Section 1 of this Article. 
	ARTICLE 4 PLEDGE AGAINST DISCRIMINATION 
	Section 1: The provisions of this Contract shall be applied equally to all applicants for employment as well as to all employees in the bargaining unit, ensuring that bargaining unit members will be employed in the public service without discrimination on the basis of race, color, religion, sex, national origin, sexual orientation, gender identity, disability, age, ancestry, marital status or political opinions or affiliation. The Union shall share equally with the County the responsibility for applying thi
	Section 2: The County agrees not to interfere with the rights of eligible employees to become members of the Union, and there shall be no interference, restraint, coercion, or reprisal by the County or its representatives against any legal employee activity or employees acting legally in an official capacity on behalf of the Union. The County shall not illegally discriminate against any employee because of union membership or activities. 
	Section 3: The Union agrees not to interfere with the rights of the employees not to 
	become members of the Union, and there shall be no discrimination, interference, 
	restraint, coercion or reprisal by the Union or its representatives against any employee 
	exercising the right to abstain from membership in the Union. 
	ARTICLE 5 GRIEVANCE PROCEDURE 
	Section 1 : Process 
	A. A grievance is defined as an allegation that there has been a misinterpretation, misapplication or violation of the labor agreement. 
	B. Grievances may be processed by the Union on behalf of an employee or on behalf of a group of employees or itself setting forth the name(s) or group(s) of the employee(s). Either party may have the grievant (or one grievant representing a group grievance) present at any step of the grievance procedure and the employee is entitled to Union representation at every step of the grievance procedure. Only one employee Union representative is permitted to be present at each step of the grievance and arbitration 
	C. The word "day" as used in this article means calendar day and days shall be counted by excluding the first and including the last day. When the last day falls on a Saturday, Sunday or holiday, the last day shall be the next day which is not a Saturday, Sunday or holiday. 
	D. Grievances shall be presented on forms mutually agreed to by the Union 
	D. Grievances shall be presented on forms mutually agreed to by the Union 
	and the Employer. 

	E. It is the goal of the parties to resolve grievances at the earliest possible time and lowest level of the grievance procedure. 
	F. A grievance of any suspensions or discharges automatically commence at Step 3 of the grievance procedure and shall be filed within ten (10) workdays of the grievant's notification of such action. Additionally, any class or group grievances (grievances involving more than one employee) will automatically commence at Step 2 of the grievance procedure. 
	Section 2: When a grievance arises, the following procedure shall be observed: 
	STEP I A -ORAL STEP: 
	An employee who has a grievance shall take it up orally with their immediate supervisor within ten (10) workdays after the events upon which the grievance is based. The supervisor shall give an answer to the employee within ten workdays and shall verify the date, time, and result of the oral step meeting. 
	STEP I B -IMMEDIATE SUPERVISOR: 
	The employee and the Union representative shall sign and submit a written grievance to the Investigations Manager within ten (10) workdays from the date of the supervisor's answer to the oral step meeting. The Investigations Manager shall render a written response to the grievant within ten (10) workdays after the grievance is presented in writing. 
	STEP 2-DIVISION ADMINISTRATOR/DESIGNEE: 
	If the grievance is not resolved at Step 1, it shall be presented by the Union to the Division Administrator or designee within ten (10) workdays after receipt of the Step 1 response. Within fifteen (15) workdays after the written response of dissatisfaction with the Step I response, the Administrator or designee shall meet with the employee, union business representative, and steward as needed in an attempt to resolve the grievance unless the parties mutually agree otherwise. 
	The Step 2 grievance response will be issued by the Administrator or designee and will be provided to the grievant and the Union within fifteen (15) workdays of the Step 2 meeting. 
	STEP 3-DEPARTMENT OF HUMAN RESOURCES: 
	If the grievance is not satisfactorily settled at Step 2, it must be appealed by the Union 
	to the County's Department of Human Resources, Division of Employee and Labor 
	Relations, within ten ( 10) workdays after receipt of the Step 2 answer. A Step 3 
	4 
	meeting shall then be scheduled and conducted. Within twenty (20) workdays after the Step 3 meeting, the designee of the Division of Employee and Labor Relations shall give a written answer to the Union representative or designee and the Department Director. A copy of the answer shall also be provided to the employee. 
	STEP 4 -ARBITRATION: 
	STEP 4 -ARBITRATION: 
	If the Union is not satisfied with the answer at Step 3, it may submit the grievance to arbitration by giving written notice of its desire to do so, presented to the County's Director of Law in writing within thirty (30) workdays after receipt of the decision in Step 3. 
	A. ARBITRATION PANEL 
	Within thirty (30) days from the date the Union's written arbitration request is received by the County's Director of Law, the Union shall notify the Federal Mediation and Conciliation Service (FMCS) and request a list of arbitrators (fees and expenses to be shared by the parties). The arbitrators shall be residents of Ohio and be selected by obtaining a list of seven (7) arbitrators from the FCMS sub-region for Northern Ohio. The Union and the Director of Law or designee shall have the right to alternately
	B. WITNESSES 
	The Employer agrees to allow up to two (2) witnesses time off with pay to attend the hearing, solely for the period during which the employee will be testifying at the hearing and a reasonable time for travel to and from the hearing. However, if the witnesses' attendance at the hearing extends beyond the witnesses' scheduled working time, the witness will not be paid for that time, and that time will not apply toward overtime calculation. Furthermore, the Employer will not pay witnesses whose testimony is r
	C. EXPENSES 
	All fees and expenses of the arbitrator shall be shared equally by the parties. If one party desires a transcription of the proceedings the total cost for such transcription shall be paid by the party desiring the transcription. If both parties desire a copy, then the total cost for such transcription shall be shared equally by both parties. All other costs incurred by the parties will be paid by the party incurring the costs. 
	5 
	D. ARBITRATION DECISIONS 
	The arbitrator's decision shall be final and binding upon the Employer, the Union and the employee(s) involved. The arbitrator shall have no power to add to, subtract from or modify any of the terms of this Agreement, nor shall the arbitrator impose on either party a limitation or obligation not specifically required by the language of this Agreement. The arbitrator shall not rule in such a way as to require the Employer or the Union to violate the County Charter, or Ohio or federal law. 
	E. EXPEDITED ARBITRATION 
	If the parties both agree, any grievance may be arbitrated on an expedited basis. The parties shall meet to draft rules that are consistent with the rules of the American Arbitration Association. The fees and expenses of such proceeding, including those of the arbitrator, shall be borne equally by the Union and County. 
	F. TITLE VII 
	If a grievance is appealed to Step 4 of the Grievance Procedure and the employee has filed a private suit or a complaint with the Ohio Civil Rights Commission (OCRC) and/or the Equal Employment Opportunity Commission (EEOC), and said suit or complaint 
	includes the issue being appealed to arbitration, it is agreed that the arbitrator shall not 
	have jurisdiction over the grievance. 
	Section 3: Time Limits: 
	A. Grievances may be withdrawn at any step of the grievance procedure. Grievances not appealed within the designated time limits will be treated as withdrawn grievances. Moreover, an employee or Local Union shall be entitled to withdraw the grievance at any step. 
	B. The time limits at any step may be extended in writing by mutual agreement of the parties involved at the particular step. 
	Section 4: Relevant Information: 
	The Union and the Employer may request the production of specific documents, books, 
	or papers reasonably available from the Union or the Employer and relevant to the 
	grievance under consideration. Such request shall not be unreasonably denied. In the 
	event of a dispute over relevancy of a request the matter shall be referred to the 
	arbitrator for resolution. 
	Section 5: It is agreed that the SPBR and the Personnel Review Commission ("PRC") shall not have jurisdiction concerning bargaining unit employees. 
	6 
	ARTICLE 6 

	TERMINATION 
	TERMINATION 
	An employee's employment will be terminated when the employee: 
	A. Retires, quits or resigns; 
	B. Is discharged for cause; 
	C. Is laid off for a period of more than twelve (12) consecutive months; 
	D. Is absent without calling off for three (3) or more consecutive workdays unless proper excuse is given for both the absence and the failure to give notice; 
	E. Fails to report to work when recalled from layoff within fourteen ( 14) calendar days from the date on which the Employer sends the employee notice by registered mail (to the employee's last known address as shown on the Employer's records) unless satisfactory excuse is shown. 
	F. Fails to make application for reinstatement within thirty (30) calendar days from the date that PERS determines that a disability benefit recipient is no longer incapable of resuming the service from which the recipient was found disabled and no appeals are still pending. 
	ARTICLE I 

	SENIORITY 
	SENIORITY 
	Seniority shall be defined as a bargaining unit employee's uninterrupted length of continuous service within the bargaining unit. An employee shall have no seniority during their probationary period; however, seniority shall become retroactive to the date of hire once the probationary period is completed. 
	ARTICLE 8 HOURS OF WORK 
	Section 1: Forty (40) hours shall be the normal workweek for full-time employees. Employees shall be allowed a one (1) hour paid lunch each day. To qualify for the paid lunch period, employees must be at work a minimum of five and one-half (5-1/2) hours inclusive of the lunch period and the lunch period cannot be used to make up tardiness or leave work early. If the County adopts a policy requiring non-bargaining employees to be in attendance at work a minimum period of time prior to and following the lunch
	Section 2: The Employer shall have the right to establish and change starting times and 
	daily and weekly work schedules. Notice of any such change will be provided to affected employees not less than ten (10) workdays before the effective date of the change. 
	Section 3: All bargaining unit employees shall receive time and one-half (1 1/2) their normal hourly rate for all hours worked in excess of forty (40) in one week. 
	Section 4: The Employer shall have the right to offer compensatory time off in lieu of pay for overtime when such overtime is offered to employees. When the Employer has authorized the use of compensatory time, requests for use of compensatory time will be given in writing at least two (2) days in advance. Approval for the use of compensatory time will be based on the needs of the department. The employee shall be notified fifteen (15) workdays in advance of any compensatory time being converted into cash p
	Section 5: In accordance with the County's Flexible Work Schedule policy and the Department of Health and Human Services' Internal Flex-Time policy, an employee may request, subject to approval by the employee's supervisor and the Department Director, an alternative start/end time, to start work earlier or later than the designated start time and then work an eight (8) hour workday. An employee may request a compressed work week schedule in accordance with the Cuyahoga County Department of Human Resources E
	An employee who experiences unforeseen circumstances that cause a delay in arriving 
	to work may be permitted to stay late to make up the time lost to the delay, in 
	accordance with the Department's Internal Flex-Time policy. 
	Section 6: For the purposes of computing overtime pay, holidays, vacation and any 
	other time in active pay status, except sick leave, shall be counted as hours and days 
	worked. 
	ARTICLE 9 ADDRESS NOTIFICATION 
	It is the obligation of each employee to keep the Employer advised of their current 
	street/home address and telephone number for the purposes of this contract and the 
	Employer shall rely on the last address and telephone number supplied by an 
	employee. An employee may also provide the Employer with a mailing address in 
	addition to this home/street address. Within thirty (30) days after signing this contract, 
	the Employer shall give to the Union the names of all employees who are members of 
	the bargaining unit and covered by this contract, together with their addresses as they 
	appear on the records of the Employer. 
	ARTICLE 10 PERSONNEL RECORD 
	Section 1: An employee shall have the right to inspect their personnel record provided ample notification is given to the Department of Human Resources. 
	ARTICLE 11 DISCIPLINE 
	Section 1: The Employer reserves the right to discipline any employee for just cause. Discipline shall be progressive, taking into account the nature of the violation and the totality of the circumstances (including, but not limited to, the employee's record). Forms of discipline may include oral reprimand (reduced to writing for documentation purposes), written reprimand, suspension and discharge. Depending on the severity of the situation, the Employer reserves the right to skip one or more of these disci
	Section 2: An employee shall be given a copy of all disciplinary action within five (5) working days of the effective date of discipline. Further, the Local Union shall be given a copy of any suspension and/or discharge notice within five (5) working days of the effective date of discipline. 
	Section 3: Discipline that results in a suspension or removal may be reviewed through the Grievance Procedure beginning at Step 3. No employee shall be suspended or 
	removed without first having an opportunity to participate in a Pre-Disciplinary 
	Conference, except that an employee may be relieved of duty without pay pending a 
	disciplinary investigation on a case by case basis. Employees shall be afforded Union 
	representation at pre-disciplinary conferences. The Employer shall notify the union and 
	the employee of the time and place of the conference. An employee may elect in 
	writing to waive the opportunity for a pre-disciplinary conference. If the Union Business 
	representative is not available to attend at the time that the conference is originally 
	scheduled by the Employer, the Employer shall accommodate the situation by 
	rescheduling the conference to a reasonable alternative without undue delay. A 
	conference that is rescheduled to an alternative date shall not be rescheduled again 
	unless the Employer determines that it is necessary. 
	Section 4: Any employee may appeal any disciplinary action through the grievance 
	arbitration process. 
	Section 5: No verbal reprimand, written reprimand or suspension in an employee's personnel file will be considered, for purposes of subsequent disciplinary action, twenty­four (24) months after the date of discipline, as long as the employee does not receive any other disciplinary action for a like or related offense during the twenty-four (24) month period. If a like or related disciplinary action is administered, the new twenty-four 
	(24) month period will commence on the date the subsequent disciplinary action is administered. For attendance infractions, no occurrences under the attendance policy 
	set forth in the Cuyahoga County Department of Human Resources Employee Handbook will be considered, for purposes of subsequent disciplinary action, twelve 
	(12) months after the date of the occurrence. 
	Section 6: In the event an employee is required to meet with supervision under circumstances which reasonably lead the employee to believe that disciplinary action may result from the meeting, the employee, upon making a request for Union representation, will have the right to have a Steward present at the meeting. 
	ARTICLE 12 SICK LEAVE ACCUMULATION AND USE: WORKERS' COMPENSATION/WAGE CONTINUATION 
	ARTICLE 12 SICK LEAVE ACCUMULATION AND USE: WORKERS' COMPENSATION/WAGE CONTINUATION 
	Section 1: Employees shall earn and accumulate paid sick leave at the rate of 4.6 hours for each eighty (80) hours of service in active pay status, including vacation sick leave, paid holidays and overtime, but not for time on leave of absence or layoff. 
	Section 2: Sick leave shall be granted for absences due to the following reasons: 
	A. Illness, injury or pregnancy-related condition of the employee. 
	8. Exposure of an employee to a contagious disease which could be communicated to and jeopardize the health of other employees. 
	C. Examination of the employee, including medical, psychological, dental or optical examination by an appropriate practitioner. 
	D. Illness, injury or pregnancy-related condition of a member of the employee's immediate family where the employee's presence is reasonably necessary for the health and welfare of the family member. 
	E. Examination, including medical, psychological, dental or optical examination of a member of the employee's immediate family by an appropriate practitioner where the employee's presence is reasonably necessary. 
	In the event the employee has no sick, vacation or compensatory time, the employee 
	must request an Administrative Leave. 
	Section 3: An employee who is absent on paid sick leave shall sign a statement on a form provided by the Employer to justify the use of sick leave. If medical attention is required, a certificate from the employee's licensed physician as to the employee's fitness to perform their required duties shall be a prerequisite to their return to work after being off for three (3) consecutive workdays. Also, this certificate shall indicate that the employee was under the physician's care and was advised by the physi
	Section 3: An employee who is absent on paid sick leave shall sign a statement on a form provided by the Employer to justify the use of sick leave. If medical attention is required, a certificate from the employee's licensed physician as to the employee's fitness to perform their required duties shall be a prerequisite to their return to work after being off for three (3) consecutive workdays. Also, this certificate shall indicate that the employee was under the physician's care and was advised by the physi
	Resources Employee Handbook. If management requires a second opinion from a physician of its choosing, the cost of such examination shall be paid by the County. Employees recognize that the use of Sick Leave for any purpose other than specified in the County Personnel Policy and Procedures Manual will be appropriate cause for discipline. 

	Section 4: When the use of sick leave becomes necessary, the employee shall notify their immediate supervisor or section chief by telephone not later than one-half (1/2) hour before the employee's normal starting time. Unless notification is given, no sick leave will be approved except for unusual circumstances beyond the employee's control. Management may substitute an automated answering system to receive the notification of sick leave usage. 
	Section 5: Immediate family for purposes of sick leave usage is defined as grandparents, brother, sister, brother-in-law, sister-in-law, father, father-in-law, daughter-in-law, son-in-law, mother, mother-in-law, aunt, uncle, spouse, child, stepchild, person to whom the employee stands in loco parentis, grandchild or guardian. 
	Section 6: An employee who is injured at work, may utilize the Wage Continuation 
	Program pursuant to the Wage Continuation Policy of the County, if any. This program 
	provides for the continuation of regular wages while an employee is recovering from the 
	injury which may continue for up to sixty (60) calendar days or until the employee has 
	either returned to full duty or alternative work, whichever comes first. The employee 
	must follow all requirements of the program, including use of a physician from a panel 
	selected by the County for this purpose and completion of all forms. The program is 
	entirely voluntary, and the employee may opt out of the program. In the event that the 
	County revises or discontinues the Wage Continuation Policy, the revisions or 
	discontinuation shall also apply to the employees covered by this Agreement. 
	Section 7: All other forms of leave not specifically covered by the CBA shall be 
	provided in accordance with the Cuyahoga County Department of Human Resources 
	Employee Handbook. Any change to the Handbook regarding such leave shall be 
	applicable to bargaining unit employees. 
	ARTICLE 13 BEREAVEMENT LEAVE 
	Bereavement leave shall be provided in accordance with the Cuyahoga County Department of Human Resources Employee Handbook. Any change to the Handbook regarding bereavement leave shall be applicable to bargaining unit employees. 
	ARTICLE 14 PARENTAL LEAVE 
	Section 1: Parental leave shall be provided in accordance with the County's Employee Handbook. Any changes to the Handbook regarding parental leave shall be applicable to bargaining unit employees. 
	ARTICLE 15 MILITARY LEAVE 
	All employees shall be granted a leave of absence for military duty in accordance with federal and state law. 
	ARTICLE 16 LEAVE PROVIDED PURSUANT TO THE FAMILY AND MEDICAL LEAVE ACT ("FMLA") 
	The Employer shall have the right to administer FMLA leave to the full extent permitted by federal law, including, but not limited to, its coordination with any other leaves and other benefits. The County shall allow employees to use FMLA leave in the smallest increment of time that the County allows for the use of other forms of leave. 
	ARTICLE 17 HOLIDAY PAY 
	Section 1: All regular full-time employees shall be entitled to the following holidays: 
	New Year's Day, Martin Luther King, Jr. Day, Presidents' Day, Memorial Day, 
	Juneteenth, Independence Day, Labor Day, Columbus Day, Veterans Day, 
	Thanksgiving Day, Day after Thanksgiving and Christmas Day. 
	Section 2: Temporary employees are not entitled to holiday pay. Regular part-time 
	employees are entitled to holiday pay on a pro-rata basis based upon the hours worked 
	per week compared to a forty (40) hour week. Example: If a part-time employee 
	regularly works thirty (30) hours per week, their holiday pay would be three-fourths of a 
	full eight (8) hour holiday, which is six (6) hours of holiday pay. 
	Section 3: Should any of the recognized holidays fall on a Sunday, the following Monday shall be observed as the holiday. Should any of the recognized holidays fall on a Saturday, the preceding Friday shall be observed as the holiday. 
	Section 4: To be entitled to holiday pay, an employee must be in active pay status and 
	must work the scheduled workday before and the scheduled workday after the holiday. 
	For the purpose of this paragraph approved vacation time, verified funeral leave, 
	verified accident or injury which requires inpatient hospitalization or out-patient 
	verified accident or injury which requires inpatient hospitalization or out-patient 
	treatment, bona fide illness, and any other written approved paid leaves of absence will be considered as hours worked. 

	ARTICLE 18 VACATIONS 
	Section 1: All regular full-time employees shall earn pro-rated vacation leave each pay period at their regular hourly pay rate based upon their length of service with the County, State of Ohio, or any other political subdivision of the State of Ohio: 
	Length of Ohio Public Service Completed 
	Length of Ohio Public Service Completed 
	Length of Ohio Public Service Completed 
	Accrual Rate (hours earned per 80 hours in active status) 
	Annual Amount (hours earned per 2080 hours in active pay status) 
	Maximum Accrual Balance (total hours) 

	Less than 1 year 
	Less than 1 year 
	3.1 
	80 hours 
	N/A 

	1 year -less than 5 vears 
	1 year -less than 5 vears 
	3.1 
	80 
	240 

	5 years -less than 15 years 
	5 years -less than 15 years 
	4.6 
	120 
	360 

	15 years -less than 25 years 
	15 years -less than 25 years 
	6.2 
	160 
	480 

	25 years or more 
	25 years or more 
	7.7 
	200 
	600 


	For purposes of this article, "active pay status" includes conditions under which an employee is eligible to receive pay such as vacation leave, sick leave with pay, regular hours worked (overtime hours are not included), holidays, personal leave with pay, and compensatory time. 
	Section 2: If an employee is terminated (voluntarily or involuntarily) prior to taking their vacation, the employee shall receive the pro-rated portion of any fully earned but unused vacation leave which they accrued under this Article. In case of death of an employee, the unused vacation leave shall be paid to the employee's estate or in accordance with Ohio Revised Code 2113.04. 
	Section 3: If a recognized holiday for which the employee is eligible falls within an employee's vacation leave, the employee shall receive holiday pay for that day rather than vacation pay. 
	Section 4: Employees may carry their vacation leave from year to year, up to a maximum of three (3) years accrual. Once an employee's vacation balance reaches the maximum accrual allowance, no further vacation leave will accrue until the balance drops below the maximum amount. 
	ARTICLE 19 SUBSTANCE AND ALCOHOL TESTING 
	Section 1: Where there is reasonable suspicion to believe that an individual employee is using, soliciting, or is under the influence of drugs or alcohol at work, such employee will be directed to report to an Employer designated physician or medical clinic for a fitness for duty examination. 
	Section 2: The exam will be performed on Employer time and at Employer expense and will involve appropriate testing, including possible urine or blood tests or breathalyzer exam as determined by appropriate medical personnel. 
	Section 3: An employee may be referred for such substance and alcohol testing if at least one supervisor has a reasonable suspicion that the employee is then under the influence of drugs or alcohol at work. Reasonable suspicion is defined as employee's observable action, appearance or conduct that reasonably indicates the need for substance and alcohol testing. 
	Section 4: When a supervisor determines that they have reasonable suspicion, the supervisor will complete a form which will be presented to the Department of Human 
	Resources the same day. If the Department of Human Resources, determines that there is reasonable suspicion, it shall arrange for a fitness for duty exam and notify the 
	Union prior to testing. 
	Section 5: An employee may also be referred for mandatory urine, blood or 
	breathalyzer tests to determine substance abuse under the following circumstances: 
	A. As part of a disciplinary probation for employees who have violated the Employer's drug and alcohol rules; or 
	B. An employee involved in a motor vehicle accident while in the course and scope of employment shall be subject to a test if the Employer has reason to suspect alcohol or illegal drug use. 
	Section 6: An employee shall be entitled to speak to a Union representative before 
	testing is administered unless none is available. 
	Section 7: Where the Employer determines there is reasonable suspicion, a refusal to 
	be tested shall be treated as a positive test result and a cause for removal. If an 
	employee's first test is positive for drugs or alcohol, the employee shall be given the 
	opportunity to voluntarily submit to substance abuse treatment. If an employee refuses 
	to submit to treatment, said employee shall be subject to the disciplinary procedure. 
	However, this section shall not absolve an employee from discipline for a work rule 
	infraction. 
	Section 8: As concerns urine samples for drug testing, subject employees will undergo 
	an initial screen (EMIT) test. For any positive results, a confirmatory test employing the gas chromatography/mass spectrometry (GC/MS) test will be used. The Employer will ensure that there is a continuous chain of custody of any sample taken from an employee. Specimen collection will occur in a medical setting, and every precaution shall be taken to ensure that the procedures shall not demean, embarrass, or cause physical discomfort to the employee. 
	Section 9: The results of any drug and alcohol screening test will be kept strictly confidential. An employee who tests positive for drug and/or alcohol will have the opportunity to review the test results and, if desired, a reasonable opportunity to rebut the results. Copies of any such evaluation shall be provided to the Employer and to the individual tested. Where urine or blood samples have been taken, the samples will be preserved for a reasonable period of time and such employee will have an opportuni
	Section 1O: Employees who may be drug or alcohol dependent are encouraged to voluntarily seek professional assistance through a reputable treatment program. The 
	Employer's Employee Assistance Program (EAP) can provide counseling and referral. All records of an employee seeking medical rehabilitation for drug or alcohol 
	dependency, either through the EAP or otherwise, will be kept strictly confidential. 
	Voluntary assistance should be sought before dependency affects job performance so 
	as not to endanger fellow employees, clients, the public or otherwise adversely impact 
	the employee's ability to perform their job duties. 
	Section 11: The EAP program does not supplant or alter the normal discipline and grievance procedure. An employee subjected to disciplinary charges which include substance abuse on the job will be given access to the drug or alcohol screening results, the ability to have privately tested the blood or urine sample at an independent laboratory, and the opportunity to rebut the allegation of substance abuse on the job. The Employer shall list the basis upon which it was determined that there was reasonable cau
	Section 12: Any employee found to have positive screens for drugs and/or alcohol must be given medical clearance by a qualified physician acceptable to the Employer before returning to work. 
	ARTICLE 20 REST PERIOD 
	There shall be one fifteen ( 15) minute rest period for each four ( 4) hours worked. The 
	time represents actual time away from the employee's regular duties. The rest period 
	will be scheduled during the middle two (2) hours of each half shift to the extent 
	practicable, but it may not be scheduled immediately before or after the meal period or 
	practicable, but it may not be scheduled immediately before or after the meal period or 
	at the start or end of a shift. When employees work beyond their regular quitting time, the Employer shall provide each employee with additional rest periods as provided above. 

	ARTICLE 21 PROVISION CONTRARY TO LAW 
	If a tribunal of competent jurisdiction should find any provision of this Agreement not to be in conformity with the laws of the State of Ohio or the United States of America, the parties will meet to attempt to negotiate any necessary change in the Agreement relative to the affected provision only, and the remainder of this Agreement shall continue in full force and effect. 
	ARTICLE 22 LABOR MANAGEMENT COMMITTEE 
	Section 1: In the interest of promoting sound management relations, the Employer and the Union agree to hold semi-annual labor management meetings. Labor-Management meetings are intended to provide an opportunity to present and discuss work related issues. The meetings will be attended by the Department Director and/or designees and the Union President or his designee and an equal number of management and Union members, not to exceed three (3) members per side. 
	Section 2: Labor management meetings will be scheduled at least five (5) workdays in 
	advance at a time and location mutually agreeable to the parties. 
	Section 3: Meeting agendas shall be prepared by the Union and the Employer and 
	distributed prior to the meeting. The Union shall also supply the Employer with the 
	names of those Union representatives who will be in attendance. 
	Section 4: Labor management meetings are not intended to nor shall they result in an 
	alteration or modification of the labor agreement. However, any recommendations 
	and/or agreements consistent with the labor agreement reached by the parties shall be 
	reduced to writing, dated and signed by both parties. 
	ARTICLE 23 UNION REPRESENTATION 
	Section 1: Employees selected by the Union to act as Union representatives for the 
	purpose of processing grievances under the grievance procedure, shall be known as 
	Stewards. Each Steward may have an alternate Steward to act as Steward only in the 
	absence of the regular Steward. 
	Section 2: The Employer recognizes the right of the Local Union to designate a 
	reasonable number of Stewards and alternates from the Employer's seniority list. The 
	Employer shall make a lockable room available for the Union to use as needed and 
	Employer shall make a lockable room available for the Union to use as needed and 
	provide the Union with a key. The space may be a room that is also used by the Employer for other purposes. 

	Section 3: Each Steward or, in their absence, the Alternate Steward, shall be permitted reasonable time off, with pay, not to exceed two and one-half (2.5) hours per week on a monthly average, to conduct appropriate representation activities. Stewards or, in their absence, the Alternate Steward, shall be paid for time spent representing an employee at any step of the grievance procedure at a formal pre-disciplinary hearing or a labor management meeting. 
	Section 4: Stewards shall adhere to the following procedure in processing grievances: 
	A. An employee having a grievance as defined herein shall notify their Steward who will notify the employee's immediate supervisor to arrange for the release of the employee to meet with the Steward. 
	B. Before leaving their job, the Steward shall record the start time of their Union work in lnfor's MyTime, designated as Union Time. 
	C. When it is necessary for a Steward to enter a department (or section of a department) supervised by a supervisor other than the employee's own, the Steward shall first contact the supervisor and report first to the supervisor in charge and advise of the purpose of being there. 
	D. Upon returning to their job, the Steward shall first report to their own supervisor before resuming work if the supervisor is available (or if the supervisor is unavailable, as soon as possible after resuming work), and shall record the time of their return to work in the County's timekeeping system, currently MyTime. 
	E. Stewards shall process grievances with proper regard for the Employer's operational needs and shall cooperate in good faith with the Employer in keeping to a minimum the time lost from work due to representation activities. 


	ARTICLE 24 UNION VISITATION 
	ARTICLE 24 UNION VISITATION 
	Reasonable access to the Employer's premises shall be permitted to Union officers and Representatives for the purpose of administering the contract. The Union agrees to notify the Director or designee in advance when visiting the Employer's premises. Union visitation shall not interfere with the work of any employee or the normal operations of any unit of the County. 
	ARTICLE 25 JOB DESCRIPTION 
	Section 1: Each job description shall list the major or central duties of the particular job. 
	Section 2: The Employer agrees to provide a job description to every employee when hired, transferred, promoted or demoted into a classification. 
	Section 3: The Employer shall make available to the Union the current job descriptions for all jobs in all job classifications in the bargaining unit. The Employer reserves the right to modify, change, or amend the content of a job description. Whenever a change occurs in the description of any such job, the Employer agrees to provide the Union with a copy of the new job description before the job description is put into effect. The employee whose job description has been changed shall also be provided a co
	(10) calendar days to respond to the proposed change before implementing the change. 
	Section 4: If substantial changes in the method of operation, tools or equipment occur, the Employer shall meet with the Union. If the Union believes any such change is arbitrary, unreasonable, or discriminatory, it may contest the change through the grievance procedure. 
	Section 5: In the event it becomes necessary to change the structure or realign employees to different supervisory units, the Employer agrees to meet with the Union Steward and discuss such changes prior to implementation. 
	ARTICLE 26 JOB VACANCIES 
	ARTICLE 26 JOB VACANCIES 
	Section 1: Whenever the Employer determines to fill a position within the bargaining unit and such a position is not filled through recall from a layoff list, a notice of such vacancy shall be posted for a period of seven (7) calendar days not including the date of posting. During the posting period, anyone wishing to apply for the vacant position shall do so by submitting a written application on forms supplied by the Employer. The Employer shall not be obliged to consider applications submitted after the 
	Section 2: All applications timely filed will be reviewed by the Employer and the job will 
	be awarded to a qualified applicant for the position based upon skill, experience, 
	education, attendance, work and disciplinary record, past job performance, and 
	seniority. In the event that two (2) or more employees have substantially equal 
	qualifications, the applicant with more seniority will be selected. 
	Section 3: If an Investigation Assistant is selected through this process to fill an Investigator's position, the Investigation Assistant will be required to complete the Investigator training process, and will be allowed a one hundred eighty (180) day period to demonstrate that they are qualified for the position. Should the employee fail to qualify during this one hundred eighty (180) day period, the employee shall be returned to the Investigation Assistant classification. 
	ARTICLE 27 LA YO FF-RECALL 
	Section 1: When the Employer determines that layoffs are necessary, employees will be laid off from the affected classification in inverse order of seniority within the employees' classification. An employee who is laid off from their classification may displace a less senior employee in any prior classification in the bargaining unit held by the employee, provided the employee is qualified to perform the work in question. 
	Section 2: Employees who are laid off shall be placed on a recall list for a period of twelve (12) months. If there is a recall, employees who are still on the recall list shall be recalled, in the inverse order of their layoff based on seniority. 
	Section 3: Employees who are eligible for recall shall be given fourteen ( 14) calendar days prior notice. The notice shall be sent to the employee by certified or registered mail to the employee's last known mailing address according to County records. 
	Section 4: The employee must notify the County of their intention to return within five 
	(5) calendar days after receiving notice of recall or within ten (10) calendar days of mailing the notice, whichever is sooner. 
	Section 5: If the employee fails to comply with the notification requirement set forth 
	herein, their seniority shall be terminated effective immediately. The Employer shall be 
	deemed to have fulfilled its obligations by mailing the recall notice by certified or 
	registered mail, to the mailing address provided by the employee, it being the obligation 
	and responsibility of the employee to provide the agency head with their latest mailing 
	address. 
	Section 6: When it becomes necessary to implement a layoff, employees shall be 
	notified at least fourteen (14) days prior to layoff. 
	Upon receipt of such notice, the Employer shall certify the names of those to be laid off, 
	based on seniority, but in the following order: 
	1. 
	1. 
	1. 
	Probationary employees. 

	2. 
	2. 
	Part-time employees. 

	3. 
	3. 
	Full-time employees. 


	ARTICLE 28 REPORT-IN PAY 
	An employee who reports to work on a regularly scheduled work day without previous notice not to report shall receive a minimum of four hours' work or four hours pay in lieu thereof at the applicable hourly rate. 
	ARTICLE 29 UNION LEAVE 
	Upon the written request of the Union President or his designee, a leave of absence without pay not to exceed fifteen (15) workdays may be granted once each calendar year to not more than two (2) employees agency-wide to perform official Union business or to attend a Union convention, provided that five (5) workdays advance notice specifying the reason for the leave is given to the Employer. 
	ARTICLE 30 UNION BULLETIN BOARD 
	Section 1: The Employer will provide one bulletin board at each location. 
	Section 2: The Union will utilize the bulletin boards for the posting of newsletters, 
	bulletins, or other announcements of interest to its members. The Employer may make 
	a copy of any such postings. 
	Section 3: The Union agrees that no material of a political, personal, defamatory or 
	otherwise objectionable nature shall be posted on the bulletin boards. 
	Section 4: It is agreed that the postings will be limited to the aforementioned bulletin 
	boards. 
	ARTICLE 31 INCLEMENT WEATHER 
	Whenever the County Executive or designee declares a closing of County offices due to inclement weather, the following rules shall apply: 
	Section 1: WHOLE DAY CLOSING: If the Employer's offices are closed for an entire 
	day, all employees who were scheduled to work shall be paid their regular straight time 
	rate for the regular hours they were scheduled to work. Employees not scheduled to 
	work on an inclement weather day due to vacation, sick leave, compensatory time, etc., 
	shall be charged for the leave as though no inclement weather day was declared. For 
	the purpose of this section, Article 28 (Report in Pay) shall not be applicable. 
	Section 2: PARTIAL (EARLY) DAY CLOSING: If the Employer's offices are closed after the start of a regular workday, Directors or designees shall have the discretion to designate "essential staff," who shall be required to remain at work as though no inclement weather day was declared. All employees not designated as "essential staff' who report for work and are present when the office closing is announced shall be paid their regular straight time rate for the remainder of their normal workday as though they 
	Section 3: SEVERE WEATHER ABSENCE: When an employee is tardy or unable to report to work due to severe weather conditions on days that are not declared inclement by the County Executive or designee, the employee must contact their supervisor no later than one ( 1 ) hour after the start of their shift. The supervisor may authorize the use of available vacation, comp time, or early closing time, upon the employee's request, or leave without pay. An employee who fails to contact their supervisor will be charge

	ARTICLE 32 PRINTING 
	ARTICLE 32 PRINTING 
	The County shall post the contract online, and bargaining unit employees desiring one 
	shall be given an opportunity to print a hard-copy. 
	ARTICLE 33 WAGES 
	Section 1: The wage rates for 2024 are retroactive to the first day of the first full pay period of July 2024 and are inclusive of a two percent (2%) General Wage Increase ("GWI") as set forth in the chart below. Only those employees who are in active status in this bargaining unit as of the date this Agreement is ratified by County Council shall be eligible to receive the retroactive payment provided herein. 
	The wage rates for 2025 are effective on the first day of the first full pay period of July 
	2025 and are inclusive of a two percent (2%) GWI as set forth in the chart below. 
	The wage rates for 2026 are effective on the first day of the first full pay period of July 2026 and are inclusive of a two percent (2%) GWI as set forth in the chart below: 
	Table
	TR
	Step 1 
	Step 2 
	Step 3 
	Step 4 
	Step 5 
	Step 6 

	Investigator 
	Investigator 
	Year 2024 
	$26.40 
	$27.60 
	$28.20 
	$28.80 
	$29.40 
	$30.00 

	TR
	Year 2025 
	$26.93 
	$28.15 
	$28.76 
	$29.38 
	$29.99 
	$30.60 

	TR
	Year 2026 
	$27.47 
	$28.71 
	$29.34 
	$29.97 
	$30.59 
	$31.21 

	Investigation Assistants 
	Investigation Assistants 
	Year 2024 
	$22.14 
	$22.59 
	$23.05 
	$23.52 
	$24.00 
	$24.48 

	TR
	Year 2025 
	$22.58 
	$23.04 
	$23.51 
	$23.99 
	$24.48 
	$24.97 

	TR
	Year 2026 
	$23.03 
	$23.50 
	$23.98 
	$24.47 
	$24.97 
	$25.47 


	Section 2: The County shall have discretion to place a newly-hired Investigator or Investigator Assistant at an advanced step of the wage schedule based on prior documented experience that is directly related to the position. Placement of newly­hired employees shall be at the County's sole discretion and shall not be subject to Article 5 (Grievance Procedure) or Article 48 (Job Audits) of the parties' collective bargaining agreement. 
	Section 3: For the period July 1, 2024, through January 11, 2025, both dates inclusive, an employee shall advance to the next step in their respective pay range effective on the first date of the pay period within which their twelve ( 12) month anniversary falls and so on at annual intervals until the employee reaches the maximum rate of pay for their classification. 
	Effective January 12, 2025, employees will not receive step increases based on their anniversary date. Instead, on January 12, 2025, each employee shall advance to the next step in their respective pay range, except for employees who are at the highest 
	step in the range for their classification. Moving forward, step advancement will occur 
	annually at a date certain (i.e. the first date of the first full pay period in January of each 
	year) until the employee reaches the highest step in the range for their classification. 
	Section 4: An Investigator who is demoted to Investigator Assistant shall be placed at 
	that step of the appropriate pay range that constitutes not less than a five percent (5%) 
	decrease to the employee's rate. 
	Section 5: In the event that an employee receives an overpayment, the parties agree 
	that the County has the right to recoup the overpayment. Prior to recouping the 
	overpayment, the County shall meet and discuss the terms of repayment with the 
	employee and the employee's Union representative. 
	ARTICLE 34 HEAL TH INSURANCE 
	Section 1: An eligible employee is defined as a full time employee covered by this Agreement. The Flex Count Plan (the plan) is defined as the section 125 or cafeteria plan, which is provided by the Employer for health insurance, benefits for County employees. The Employer shall be responsible for providing eligible employees with the opportunity to enroll in the plan once during each plan year at its annual open enrollment period. The plan year commences on January 1, and ends on December 31 of the calenda
	Section 2: Bi-weekly employee contributions for medical and prescription drug benefits shall be determined as follows: 
	a) METROHEAL TH PLAN 
	1) For all three years of the Agreement, the County shall offer an HSA plan through the MetroHealth System with no bi-weekly contribution from bargaining unit employees. 
	2) The bi-weekly contribution for a non-HSA plan offered through MetroHealth shall be as follows: 
	a. 2024: 93% Employer, 7% Employee b. 2025: 93% Employer, 7% Employee c. 2026: 93% Employer, 7% Employee 
	b) OTHER BENEFIT PLANS 
	Bi-weekly health insurance contribution rates for all other plans shall be as follows: 
	1) 2024: 86% Employer, 14% Employee 2) 2025: 86% Employer, 14% Employee 3) 2026: 86% Employer, 14% Employee 
	Section 3: The costs of the medical and prescription drug plans will be determined through an actuarially certified process that is verified through an outside party and that includes reserves necessary to sustain the plans. In successive plan years, the Employer may add to or delete plans/providers offered and employees may be offered additional plans with reduced or increased benefit levels. 
	Section 4: For all three (3) years of this Agreement, the Employer will contribute 86% of the costs for the ancillary benefit plans (i.e., vision and dental) and the employees will contribute 14% of the costs for the ancillary benefit plans. 
	Section 5: The Employer shall be entitled to increase the cost containment features of the Flex Count Plan, which may include, but not limited to, deductibles, co-insurance, and spousal exclusion provisions. 
	Section 6: The Employer may implement or discontinue incentives for employees to participate in Employer sponsored wellness programs, including but not limited to, the right to offer the opportunity to reduce employee contributions through participation in wellness programs as determined by the Employer. 
	Section 7: The Employer may offer incentives to encourage use of low-cost providers/plans (including HSA plans) which may be discontinued or modified by the Employer in future plans years with notification to the Union. 
	Section 8: A waiting period of no more than 120 calendar days may be required before new employees are eligible to receive health and/or other insurance benefits. During the waiting period, the Employer may require employees who desire coverage to purchase it through a third party vendor instead of participating in the County plans that are offered to regular full-time employees. New employees shall be eligible to participate in the County plans on the first date of the first month following completion of t
	ARTICLE 35 


	TRANSPORTATION 
	TRANSPORTATION 
	Section 1: All employees required to use their automobile in the performance of their 
	duties shall be reimbursed such actual mileage at the IRS rate. 
	Section 2: Investigators and Investigator Assistants who are asked to transport 
	individuals including co-workers in their own vehicles as part of their regular job duties 
	will be reimbursed up to one hundred dollars ($100.00) annually toward the cost of 
	purchasing an appropriate automobile liability policy/rider. A receipt and copy of the 
	policy/rider must be attached to the expense report which claims the reimbursement. 
	ARTICLE 36 SANITARY CONDITIONS 
	The County shall take all reasonable steps to keep work, meal and washroom areas 
	clean and neat, and all employees shall conduct themselves in an appropriate manner 
	in these areas. 
	ARTICLE 37 PART-TIME EMPLOYEES 
	At no time will the number of part-time employees exceed 6.5% of the total number of bargaining unit employees. 
	ARTICLE 38 
	TEMPORARY TRANSFERS 
	TEMPORARY TRANSFERS 
	Section 1: The County may temporarily transfer employees from one job classification to another job classification. Such temporary transfer shall not exceed ninety (90) calendar days except: 
	A. To fill a vacancy caused by an employee being on sick or other approved leave of absence, or 
	B. To provide vacation relief scheduling, or 
	C. To fill an opening temporarily pending filling of such opening. 
	Section 2: In the event of a bona fide emergency, an employee may be transferred to a non-bargaining unit position within the County for the duration of the emergency but not to exceed, in any event, five (5) working days. 
	Section 3: If the County temporarily transfers an employee to another job classification position, the employee shall receive the rate of pay of the other classification if the rate of pay for such other classification is higher than the temporarily transferred employee's regular rate. If the rate of pay for the other job classification is lower, the employee shall retain their regular rate of pay. 
	Section 4: In the event it becomes necessary to extend the ninety (90) day limitation on transfers, the County and the Union shall meet to discuss the matter. 
	Section 5: The County shall give the affected employee forty-eight (48) hours prior 
	notice, if possible, before initiating any temporary transfer. 
	ARTICLE 39 

	JOB CLASSIFICATION 
	JOB CLASSIFICATION 
	Section 1: The Employer agrees to continue to utilize the current job classifications in 
	effect on the date of the signing of this Agreement. The Employer reserves the right to 
	make changes in job classifications. Said changes shall not be made for arbitrary or 
	capricious reasons. 
	Section 2: The Employer shall meet with the Union at least ten (10) working days prior 
	to making changes in job classifications for the purpose of discussing such changes. 
	Section 3: If a new job is established which has not been previously classified, the 
	Employer shall meet with the Union for the purpose of placing the job in an existing 
	classification or establishing a new classification. 
	Section 4: The assignment of specialized job duties shall be done at the 
	Employer's discretion. The expressed desires of employees to perform specialized assignments will be considered. 
	ARTICLE 40 PROBATIONARY PERIOD 
	The probationary period shall begin on the employee's first date of hire. The Employer shall have sole discretion to discipline or discharge such probationary employees, and such actions during this period cannot be reviewed through the Grievance Procedure, provided, however, the Employer will not discharge a probationary employee because of union membership or union activity. 
	Employees hired into the classifications of Investigation Assistant and Investigator shall be considered to be on probation for a period of one hundred eighty (180) calendar days. 
	ARTICLE 41 SECURITY 
	The County shall provide security at each of its locations. 
	Upon the date of hire, all bargaining unit employees shall be provided with a clip-on card, identifying them as an employee of the County and bearing a color photograph of the employee. Except as stated below, the County shall bear the cost of one (1) identification card only. This identification card shall be made available for inspection by the employee whenever asked for by the administration of the County. It shall be mandatory that each employee display their ID card during the course of their hours of
	When the County determines that an identification card is worn out, through no fault of 
	the employee, it shall be replaced at no cost. 
	At an employee's request, the County shall provide an updated ID card after the 
	employee's seventh anniversary date of hire and thereafter after the passage of seven 
	years from receipt of the updated card. Nothing in this article is intended to limit the 
	County's right to require that an ID card be updated whenever the County deems it 
	appropriate. 
	ARTICLE 42 CREDIT UNION 
	The Employer shall, during the life of this Agreement, make deductions from the 
	employee's pay when properly authorized to do so by the employee, and remit same to 
	the Teamster's Credit Union. 
	ARTICLE 43 


	AIR CONDITIONING 
	AIR CONDITIONING 
	The County shall attempt to provide air conditioning at all its locations. At those primary work locations of employees covered by this Agreement which are presently air-conditioned the County shall take all reasonable steps to see that the equipment shall be adequately maintained by the building owner so as to be operable at all times. 
	ARTICLE 44 FAIR SHARE FEE 
	Section 1: The parties acknowledge that current law prohibits the enforcement of Sections 1 and 2 of this Article. The Union and the Employer agree that, if during the term of this Agreement the status of the law regarding fair share fees and/or the Union's representation requirements changes, the parties will reopen negotiations as to this Article only. 
	Section 2: All bargaining unit employees who are not members of the Union must pay to the Union a fair share fee as their contribution toward the administration of this 
	contract. This provision shall not require any employee to become a member of the 
	Union. 
	Section 3: The fair share fee amount shall not exceed the monthly Union dues and shall be certified to the Employer by the Secretary-Treasurer of the Local Union. The Employer shall deduct the fair share fee from any earnings of the bargaining unit employee. Payment to the Union of the fair share fee shall be made in accordance with the regular dues deduction as provided in Article 45 of this contract. No written employee authorization is necessary for the deduction of a fair share fee. 
	ARTICLE 45 
	CHECK-OFF 
	Section 1: The Employer will honor dues deductions (check-off authorizations) from any employee in the bargaining unit covered by this contract who is a member of the Union on the date the contract is signed and all other employees in such bargaining unit who are or become members of the Union at any time in the future. 
	Section 2: The Employer will deduct regular initiation fees, assessments, and monthly dues from the pay of employees covered by this contract upon receipt from the Union of individual written authorization cards voluntarily executed by those employees for that purpose and bearing their signatures. Any employee shall have the right to revoke such authorization by providing written notice to the Union and the Employer any time during the fifteen (15) calendar days prior to the anniversary date of each year of
	Section 2: The Employer will deduct regular initiation fees, assessments, and monthly dues from the pay of employees covered by this contract upon receipt from the Union of individual written authorization cards voluntarily executed by those employees for that purpose and bearing their signatures. Any employee shall have the right to revoke such authorization by providing written notice to the Union and the Employer any time during the fifteen (15) calendar days prior to the anniversary date of each year of
	revocation of authorization, or upon termination of the employee's employment, or upon the employee's transfer to a job classification outside the bargaining unit. 

	Section 3: The Employer will make monthly deductions from the pay of all employees who are members of the Union for whom it possesses the written authorization. In the event an employee's pay is insufficient for the deduction to be taken from it, the Employer will deduct the amount from the employee's next month's regular pay when the amount earned is sufficient for the deduction to be made. 
	Section 4: The Employer shall transmit to the Union all deductions, together with an alphabetical list of names of all employees whose fees and/or dues have been deducted, no later than the fifteenth (15th) day following the pay date on which the deductions were made, and upon receipt, the Union shall assume responsibility for the disposition of all funds deducted and shall hold the Employer harmless. The parties agree that the Employer assumes no obligation, financial or otherwise, arising out of provision
	Section 5: The Employer shall place back on check-off those employees who return to the active payroll from a leave of absence, layoff, or suspension. 
	Section 6: The Employer will notify the Union of all new hires within ten (10) days after their hiring. The Union shall be furnished with each new employee's name, mailing 
	address, initial employment date, and the position for which they were hired. 
	Section 7: The County will deduct voluntary contributions to the Democrat Republican Independent Voter Education ("DRIVE") fund from the pay of the employees covered by this Contract upon receipt from the Union of individual written authorization cards voluntarily executed by an employee provided that: 
	(A) 
	(A) 
	(A) 
	An employee shall have the right to revoke such authorization by giving written notice to the County and the Union at any time and the authorization card shall state clearly on its face the right of an employee to revoke. 

	(B) 
	(B) 
	The County obligation to make deductions shall terminate automatically upon receipt of revocation of authorization or upon termination of employment or transfer to a job classification outside the bargaining unit. 


	(C)The contribution amount shall be certified to the County by the Union. The 
	Union shall provide the County with thirty (30) days advance notification of 
	any change in the contribution amount along with the written authorization 
	card voluntarily executed by the employee. Contributions shall be transmitted 
	to the Union in accordance with the provisions of this Article of the Contract. 
	This transmittal shall be accompanied by an alphabetical list of all employees 
	for whom deductions have been made and the names of employees for 
	whom deductions have been terminated and the reason for termination. 
	(D) 
	(D) 
	(D) 
	All DRIVE contributions shall be made as a deduction separate from the fair share fee and dues deductions. 

	(E) 
	(E) 
	The International Brotherhood of Teamsters ("IBT") shall reimburse the County annually for the County's actual cost for the expenses incurred in administering the deductions pursuant to this Section. 


	ARTICLE 46 PERSONAL DAYS 
	Section 1: Employees shall be entitled to one (1) personal day per calendar year that shall not be deducted from accumulated sick leave. To be eligible to take this personal day the employee must provide the Employer with one (1) week advance notice. 
	ARTICLE 47 PARKING 
	Section 1: Employees must be advised at least one (1) workday in advance of any required trips into the field during their workday. If not so notified, the County will be required to pay for the employee's parking at the office only. 
	Section 2: Consistent with the current practice of the parties, employees shall be reimbursed for reasonable parking expenditures when they are away from the office on official agency work assignments. Receipts for such expenditures must be presented. 
	ARTICLE 48 JOB AUDITS 
	Employees will be entitled to job audits in accordance with the Cuyahoga County Department of Human Resources Employee Handbook to the extent that it is applicable. 
	ARTICLE49 DURATION 
	This Agreement shall be in effect as of July 1, 2024, and shall c;.ontinue in full force and effect through June 30, 2027. 
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	APPENDIX A SIDE LETTER OF AGREEMENT REGARDING 2026 GENERAL WAGE INCREASE 
	APPENDIX A SIDE LETTER OF AGREEMENT REGARDING 2026 GENERAL WAGE INCREASE 
	Cuyahoga County (the "Employer") and Teamsters Local 407 (the "Union) are parties to a Collective Bargaining Agreement ("CBA") for the period of July 1, 2024, through June 30, 2027. 
	Pursuant to Article 33 of the CBA, Wages, the parties negotiated a two percent (2%) General Wage Increase ("GWI") for 2026. The Parties now agree that if Cuyahoga County Council approves an across-the-board GWI that exceeds two Percent (2%) for non-bargaining County Executive employees for 2026, the 2026 across-the-board GWI in this agreement shall be increased to equal the across-the-board GWI for non­bargaining County Executive employees. 
	According to Article 33 of the CBA, the effective date for the 2% general wage increase is the first day of the first full pay period in July 2026. If Cuyahoga County Council approves an across-the-board increase for 2026 greater than 2% for non­bargaining County Executive employees before the first day of the first full pay period in July 2026, then the effective date for the across-the-board increase in Article 33 will remain the first day of the first full pay period in July 2026. If Cuyahoga County Coun
	This side letter does not apply to any other compensation and/or wage increases provided to other non-bargaining County Executive employees, nor for any non­Executive County employees, and shall expire on December 31, 2026. 
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