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PREAMBLE 

This contract ;s entered into by and between the County of Cuyahoga, (hereinafter 
referred to as ~·county" or "Employer"), and the Laborer's International Union of North 
America Local :No. 860 (hereinafter referred to as "Union" or "LIUNA").

r, 

ARTICLE 1: RECOGNITION 

Section 1: T!1e Union is recognized as sole and exclusive representative for all 
permanent employees of the County Fiscal Office, County Treasurer and Board of 
Revision in thei job classifications of the bargaining units for the purpose of establishing 
rates of pay, ,:vages, hours and other conditions of employment, but excluding such 
classifications ~s are listed in Appendix A herein. 

' 
Section 2. Th,e Union's exclusive bargaining units includes the job classifications listed 
in Appendix A\ The Employer will not recognize any other union or organization as 
representative :·for any employee within such classifications. 

,; 

·' 
ARTICLE 2: MANAGEMENT RIGHTS 

The Employer retains the right and the authority to administer the business of the County 
and in addition to other functions and responsibilities which are not specifically modified 
by this Agreerr_,ent, the Union shall recognize that the Employer has and will retain the full 
right and responsibility to direct the operations, to promulgate reasonable rules and 
regulations, a1Jd to otherwise exercise the prerogatives of management, and more 
particularly, including but not limited, the following: 

:/
A. To rr,1anage and direct its employees including the right to select, hire, promote, 

tram;fer, assign, evaluate, demote, layoff, recall, reprimand, suspend, 
discharge, or discipline for just cause, and to maintain discipline among 
empioyees; 

B. To manage and determine the location, type and number of physical facilities, 
equi:?ment, programs and the work to be performed; 

C. To d~3termine goals, objectives, programs and services, and to utilize personnel 
in a ~anner designed to effectively and efficiently meet these purposes; 

' 
D. To determine the size and composition of the work force, including the right to 

layoff employees from duty due to lack of work or lack of funds; 

E. To ,1etermine the hours of work, work schedules, and to establish the 
neceissary work rules for all employees; 
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F. To determine the adequacy of the work force, the duties to be included in all 
job classifications, and the standards of quality and performance to be 
maintained; 

'i 

G. To determine the necessity to schedule overtime and the amount required 
thereof;

f 

H. To determine the County's budget and uses therefore; 

I. To niaintain the security of records and other pertinent information; 

J. To determine and implement actions in emergency situations. 

The prerogative of the Employer to retain and exercise the management rights contained 
in this Article :shall be restricted only to the extent this Agreement specifically and 
expressly prov1des. 

ARTICLE 3: NO STRIKE/NO LOCKOUT 

Section 1. ThQ Union shall not, directly nor indirectly call, sanction, encourage, finance, 
and/or assist in any way, nor shall any employee instigate or participate, directly or 
indirectly, in at1y strike, walk-out, work stoppage, or slow down, at any operation or 
operations of the County for the duration of this Contract. 

Section 2. Wh,en the County notifies the Union by certified mail that any of its members 
are engaged Jn 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 ,3ffect that a violation is in progress and such notice shall instruct all 
employees to i111mediately return to work. 

Section 3. Th;e County agrees that neither it, its officers, agents or representatives, 
individually or ~ollectively, will authorize, instigate, cause, aid or condone any lockout of 
members of th~ Union, unless those members have violated Section 1 of this Article. 

ARTICLE: 4 CHECK-OFF 
I 

Section 1. AILbargaining unit employees who are members of the Union on the date this 
Agreement is :signed and all other employees in the bargaining unit who become 
members of th~ Union at any time in the future are required to pay dues, initiation fees 
and other fees~required by the Union, its Constitution or Bylaws to maintain membership 
in good standi,jg. 

I 

Section 2. All bargaining unit employees who do not become or elect not to become 
members of tlJe Union may voluntarily consent to pay to the Union through payroll 
deduction, a fa)r share fee as a contribution toward the administration of this Agreement. 
An employee i~ not required to pay fair share fees unless he or she voluntarily consents 
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to do so. Shot:.1ld a bargaining unit employee not voluntarily consent to pay a fair share 
to the Union and later requests the Union to represent him or her, the Union shall charge 
the employee for representation services if permitted by law . .; 

Section 3. The County will deduct fair share fees or regular monthly dues, initiation fees, 
readmission fees and other authorized fees from the pay of bargaining unit employees 
upon receipt from the Union of individual written authorization cards voluntarily executed 
by an employee for that purpose and bearing employee's signature, provided that any 
employee shaH. have the right to revoke such authorization by giving written notice to the 
Union at any time during the fifteen (15) calendar days prior to the termination of this 
contract, the date described in the employee's signed authorization card, if any, or 
transfer outside of the bargaining unit, whichever is earlier. The Union agrees to hold the 
County harmle.~s. financial or otherwise, in regards to authorization of fair share fees. 

Section 4. Deductions will be made from the pay of all employees bi-weekly. In the event 
an employee's pay is insufficient for the deduction to be taken, the County will deduct the 
amount from tt;e employee's next regular pay where the amount earned is sufficient. 

Section 5. All·. deductions under this Article, together with an alphabetical list of names 
of all employee:s whose fees and/or dues have been deducted, shall be transmitted to the 
Union no later .~han the tenth (10th) day following the end of the pay period in which the 
deduction is m...ide. Upon receipt, the Union shall assume responsibility for the disposition 
of all funds deducted. 

Section 6. The County shall place back on Check-off those employees who return to the 
active payroll from a leave of absence, layoff, suspension, or who are transferred back 
into the bargail,1ing unit. 

Section 7. W~en the Employer deducts the incorrect amount of dues or fees from an 
Employee's pc~ycheck, the Employer shall, upon receipt of written notification of the 
mistake, correct the error as soon as reasonably practicable, but no later than the next 
payroll period. i 
Section 8. Th~ Employer shall provide the Union with a monthly list of employees who 
enter or exit th~~ bargaining unit. 

Section 9. Ttte 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. 

ARTICLE 5: UNION VISITATION 

Non-employee, representatives of the Union may enter the premises of any operation of 
the Fiscal Office, County Treasurer or Board of Revision between the hours of 8:30 a.m. 
and 4:30 p.m:'., Monday through Friday, upon request of the Fiscal Officer, County 

·i 

; 

i 
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Treasurer or Aµministrator of Board of Revision or their designee, for the purpose only of 
ascertaining Jhether or not this Contract is being observed and attending Step 3 
meetings of th'? Grievance Procedure. Such visit(s) shall be made by appointment with 
the Fiscal Offiqer, County Treasurer or the Administrator for the Board of Revision and/or 
their designee 1and shall not interfere with the work of any employee or the operations of 
the Fiscal Office, County Treasurer or Board of Revision. If a need to enter the premises 
of any operatii.;m of the Fiscal Office, County Treasurer or Board of Revision occurs 
between the hqurs 'of 4:30 p.m. and 8:30 a.m., Monday through Friday, or on Saturday or 
Sunday, said :representative of the Union shall contact the Fiscal Officer, County 
Treasurer or the Administrator for the Board of Revision and/or their designee for 
permission to ~nter the premises of any operation of the Fiscal Office, County Treasurer 
or Board of Rei,ision. Whenever a meeting is appropriately scheduled the Employer shall 
refrain from unpecessary interruptions to the extent possible. 

ARTICLE 6: BULLETIN BOARDS 

The County st1all provide the Union with locked bulletin boards where bargaining unit 
employees are,assigned as their primary reporting location. Keys to such bulletin boards 
shall be provided to the Union stewards. All bulletin board notices of the Union shall bear 
the signature 0:f an official of the Union. A copy of all posted notices shall be given to the 
designated employee of the County prior to posting. No postings shall contain derogatory 
or abusive statements or depictions of the County or its employees. These restrictions 
on postings shall not restrict the posting of materials that are considered protected 
concerted activity under R.C. 4117.01 et seq. Failure to follow the condition set forth 
above will be grounds for the County to remove any posting without recourse from the 
Union. 1 

ARTICLE 7: UNION REPRESENTATION 

Section 1. Employees selected by the Union to act as Union representatives for the 
purpose of prC:'.,cessing grievances under the Grievance Procedure shall be known as 
"stewards". Each steward shall have an alternate who shall act as steward when the 
regular steward is absent from work, or is unavailable due to job duties. 

;. 

Section 2. The County shall recognize up to twelve {12) stewards. The Union shall notify 
the County r£~garding the actual assignments of the stewards by location and/or 
classification. 0 

Section 3. Stewards shall be permitted to investigate, process grievances, represent 
employees in · pre-discipline conferences, investigatory interviews and handle other 
related union business during normal work hours without loss of pay. 

Section 4. {,tewards are expected to perform their job duties and to meet the 
performance e,~pectations of their jobs. 
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Section 5. The Union shall furnish the County a written list of names of stewards and 
alternate stewerds, including locations to which each is assigned. Further, the Union shall 
promptly notify]the County in writing of any changes therein. 

Section 6. Stewards shall adhere to the following procedure in processing grievances 
and carrying out all other functions of their offices: 

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 
employe,e to meet with the Steward. This shall be done in accordance with the 
provisio~s in Section 8 of this Article. 

B. Before l_eaving their job, the steward shall record on a special Steward Activity 
Sheet, the time steward starts their union work. (Upon request, a copy of this 
record \ii/ill be furnished to the Union.) The steward must receive the consent of 
their immediate supervisor prior to leaving their work station to conduct such union 
business, such supervisor consent will not be unreasonably withheld. 

C. When it is necessary for a steward to enter a department (or section of a 
department) supervised by a supervisor other than their own, steward shall report 
first to t~e supervisor in charge and advise supervisor of the purpose of the steward 
being tt-'fere. When it is necessary for a steward to speak with a bargaining unit 
employe.ie regarding Union business during times that the employee is expected to 
be working, the steward shall report to the employee's immediate superior to obtain 
consent, which consent will not be unreasonably withheld. 

·, 

D. Upon re-._turning to their job, the steward shall first report to their own supervisor 
before resuming work if the supervisor is available (or if supervisor is unavailable, 
as soon.; as possible after resuming work). 

Section 7. A ~teward having an individual grievance in connection with their own work 
may ask a Uni9n officer to assist in adjusting the grievance with their supervisor. 

,; 

Section 8. Ai needed, the County will permit Union officers and/or stewards access to 
an available cc{nference room provided that such use does not interfere with the County's 
operations. A ;file drawer or cabinet shall be made available to the Union at the County 
Administration;_.Building. 

ARTICLE 8: PERSONNEL RECORD 
' 

Section 1. It is recognized by the parties that the County must prescribe regulations for 
the custody, use and preservation of the records, papers, books, documents, and 
property perta·?ning to the County. To the extent that any records, papers or other 
documents co1-rering bargaining unit employees are legitimately considered available to 
review by suc~h employees, every employee shall be allowed to review his or her 
personnel file at any reasonable time upon request. If any bargaining unit employee is 
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involved in a gfievance regarding a matter in which materials in his personnel file may be 
relevant, the ilffected employees' Union representative will be granted access to the 
employees' personnel file at reasonable times where such access is authorized, in 
advance, by thte bargaining unit employee. 

Section 2. A b$rgaining unit employee will be provided a copy of any disciplinary material 
placed in his p~rsonnel file after the effective date of this Agreement. 

Section 3. If an employee, upon examining his personnel folder, has reason to believe 
that there are ·:;naccuracies in those documents to which he has access, the employee 
may write a dorrespondence explaining the alleged inaccuracy to the Department of 
Human Resoui·ces. If, upon investigation, the County sustains such allegations: 

(a) Th;e employee's written correspondence may be attached to the 
materi~I in question, and filed with it and the County shall note thereon its 
concurrence; or 

(b) Th_e Director of the Department of Human Resources may remove the 
inaccurate material from the personnel folder if the Director determines 
that inaccuracies warrant such removal; or 

(c) Tht; 
,. 

Director of the Department of Human Resources may remove and 
destroy the material if the County's Director of Law determines that this is 
permitted under Ohio Public Records Law and the Public Records Policy 
of the County and that no liability may result. 

~~ 

ARTICLE 9: DISCIPLINE 

Section 1. Documented counseling and/or coaching is encouraged and shall not be 
considered dis;tipline. When advised that a documented counseling and/or coaching is 
taking place, a:n employee shall not refuse. 

Section 2. For the purpose of determining the severity of discipline being imposed on a 
current charge\ the County shall not take into account any prior disciplinary action that 
occurred more1than two (2) years prior to the date that the offense occurred. Except in 
emergency sit~Jations, the County shall issue discipline within sixty (60) working days of 
the date of the~Pre-Disciplinary Conference. 

Section 3. An employee shall be given a copy of any warning, reprimand, or other 
disciplinary ac-tion entered into employee's personnel record as maintained by the 
Department ofHuman Resources within five (5) working days of the action taken. Further, 
the employee ~nd the Union will receive a copy of any suspension and/or discharge notice 
within three (3} working days of the action taken. 
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Section 4. Any employee who has been disciplined by suspension or discharge will be 
given a written ;statement describing in detail the reason or reasons for which he has been 
suspended or: discharged. In case of discipline the employee shall be advised of 
employee's right to have a Steward present. Further, if the employee so requests, 
employee shal! be granted a private interview with their Steward before the employee is 
required to leave the premises. 

Section 5. Any suspension shall be for a specific number of consecutive days on which 
the employee ~hall be regularly scheduled to work. Holidays occurring during a period of 
suspension sh~II be counted as work days for the purpose of suspension only. 

' 
Section 6. It is important that employee complaints regarding unjust or discriminatory 
suspensions ~nd/or discharge be handled promptly. Therefore, all such disciplinary 
action may be reviewed through the Grievance Procedure, beginning at Step 3. 

Section 7. Di~cipline must be applied in an objective, equitable and reasonable manner, 
and shall be progressive and corrective and never punitive. It is expected that discipline 
will be imposed in a reasonably timely fashion under the facts and circumstances of a 
particular case. However, depending on the severity of the situation, the County may skip 
or repeat one or more of the steps in the disciplinary process. No employee shall be 
reduced in pay or position, suspended, discharged, or removed except for just cause. 

Section 8. Ne- employee shall be suspended or terminated without first be given the 
opportunity to., participate in a Pre-Disciplinary Conference (PDC) conducted by a 
designee of th,e Department of Human Resources. At said conference, the employee 
may show cause why the disciplinary action should not be imposed. The employee and 
Union shall receive notification in writing at least three (3) working days prior to the 
conference. S,uch notice shall include a copy of the request for Investigation submitted 
by the Supervt~or and documents submitted with the Request for Investigation, date of 
the conferencE1, time and location of the conference, nature of the offense and the right 
to Union representation. If a Union representative (i.e., a Union staff representative, an 
officer, a steward or alternate steward) cannot be available to attend at the time the PDC 
is originally sctJeduled by the County, the Union shall immediately notify the Department 
of Human Resources and shall concurrently notify the Department of Human Resources 
with a minimum of three (3) different alternative dates and times to reschedule the PDC 
within the five .(5) calendar day period following the original date. The County shall re­
schedule the !=)DC to take place when a union representative is available within the five 
(5) calendar dfJY period. It shall remain the Union's responsibility to ensure that a Union 
representative is available and present at the PDC. A PDC that is re-scheduled shall not 
be re-schedul~d again and the PDC shall go forward unless the County determines it 
necessary to a·gain re-schedule. 

Section 9. A'ny disciplinary action entered into an employee's personnel record as 
maintained byJhe Department of Human Resources shall be subject to the Grievance 
Procedure. 
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ARTICLE 10: GRIEVANCE PROCEDURE 

Section 1. Th~ term "grievance" shall mean an allegation by a bargaining unit employee 
or the Union ttiat there had been a breach, misinterpretation or improper application of 
this Contract. :it is not intended that the Grievance Procedure be used to effect changes 
in the Articles e>f this Contract nor those matters not covered by this Contract. 

An employee wishing to submit a formal grievance shall reduce the grievance to writing 
and submit it to employee's supervisor. 

A) Probat_ionary employees shall not have access to, or rights under, the grievance 
and arbitration procedure. An employee and/or the Union shall be entitled to 
withdraw a grievance at any step of the grievance procedure. 

B) The wor,d "day" as used in this article means work day and days shall be counted 
by excluding the first and including the last day. Work days shall not include 
Saturdays, Sundays or holidays (as designated by this Agreement). 

C) Grievances shall be presented on forms provided by the Union. The form should 
contain::, 

a. The aggrieved employee's name and signature; 
b. The aggrieved employee's classification, division and unit assignment; 
c. The date of event(s) leading to the grievance; 
d. A description of the incident giving rise to the grievance and the article(s) of 

the contract alleged to have been violated; 
e. Qate that the grievance was filed at each step; and, 
f. O.esired remedy to resolve the grievance. 

D) Grievances concerning suspension or discharge shall automatically commence at 
Step 3 of the grievance procedure. 

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

Step 1. lmme•;liate Supervisor 

An employee ~ho has a grievance shall provide a copy of the written grievance to their 
immediate supervisor within ten work days after the events upon which the grievance is 
based. For tht;; following issues: time balances or bi-weekly pay, an employee who has 
a grievance shall provide a copy of written grievance to their supervisor within ten (10) 
days of either the date of the event or the date the employee reasonably should have 
known of the a~leged violation, whichever is later, but within thirty (30) day of the event. 
The supervisqr and/or his designee shall conduct a meeting with the grievant 
accompanied by a steward within five (5) work days of receipt of the written grievance, 
their unless mLitually agreed otherwise. The supervisor shall give a written answer to the 

8 



employee and steward within five (5) work days of the meeting and shall verify the date, 
time, and result of such meeting. 

Step 2. Direct9r/Administrator/Designee 

If the grievance is not satisfactorily settled at Step 1, it must be received in writing by the 
Administrator c•r designee of the appropriate unit from the Union within seven (7) working 
days after the r.eceipt of the Step 1 answer. Within ten (10) working days thereafter, the 
Director/Administrator and/or their designee(s) shall meet with the designee(s) of the 
Union in an a~iempt to resolve the grievance. No more than two Union representatives 
may attend dis·cussion of each grievance unless agreed to by the Employer. The County 
shall not unreasonably withhold agreement to additional Union representatives. The 
Grievant may also attend if mutually agreed to by the parties. Within ten (10) working 
days after the $tep 2 meeting, the Administrator and/or their designee shall give a written 
answer to the Union. Designees of the appropriate administrator shall possess the same 
authority to handle grievances. 

A policy grieva,nce may initially be filed by the Union in writing at Step 2 no later than 15 
work days after the events upon which the grievance is based. A meeting shall be 
conducted and a written step 2 answer given following the same timelines listed in 
Paragraph A -~bove. A policy grievance is defined as one that affects a group or 
classification c,f employees similarly arising from the same event or set of facts. The 
Union will capU_on each policy grievance as "policy grievance" and shall state the specific 
division(s) of t~e County where the grievance arose. 

Step 3. Depa~ment of Human Resources 

If the grievanc~ is not satisfactorily settled at Step 2, it must be received by the Deputy 
Director of Hun~an Resources for Employment and Labor Relations or their designee from 
the Union withi_r, seven (7) working days after receipt of the Step 2 answer. The designee 
of the Department of Human Resources shall consider the grievance at the Step 3 
Grievance me~ting to be held no later than 30 working days from receipt of the grievance. 
Multiple grieva,nces may be heard at a Step 3 meeting with mutual agreement of the 
parties. A Unipn representative may join the meeting. Within twenty (20) working days 
after the Step :~ meeting, the County's Step 3 designee shall give a written answer to the 
Union. · 

Step 4. Arbitr~tion 

Arbitration. l(the grievance is not satisfactorily settled at Step 3, the Union may, within 
thirty (30) calendar days after the receipt of the Step 3 answer, submit the issue to 
arbitration. The Union shall notify the Department of Law in writing of its intent to arbitrate. 
In lieu of selecting from an FMCS panel, the Union and the County's Director of Law or 
their designee ~may jointly agree to appoint an Arbitrator. In the event the parties do not 
agree on an A,rbitrator, the Union must notify the FMCS and the Department of Law In 
writing within 4,5 calendar days from the date of the Union's original written submission to 

' 
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arbitration that. the Union is requesting FMCS to supply a list of seven (7) impartial 
persons qualified to act as an Arbitrator. The requested panel shall be limited to the 
FMCS sub-region for Northern Ohio who are members of the National Academy of 
Arbitrators. If cl panel is requested, the parties shall use the striking method to select an 
Arbitrator within thirty (30) calendar days of receipt of the panel from FMCS. Prior to 
striking, either party shall have the right to reject the initial panel in its entirety and request 
that a second panel be obtained from FMCS. Upon selection of the arbitrator, the parties 
shall promptly· notify the arbitrator and schedule a date for hearing. The fees and 
expenses of a,rbitration shall be borne equally by the parties. If there is no mutual 
agreement on-: an arbitrator and no written request for a FMCS panel within the 45 
calendar day Umeframe following the Union's original written submission, the grievance 
shall be deemed fully and finally resolved on the basis of the last written response of the 
Employer. · 

Expedited Arl::/itration. The parties agree grievances that involve a removal, suspension 
of five (5) days or more, or a policy grievance that arises from more than one division as 
defined at Section 2 of this Article, may be arbitrated on an expedited basis by agreement 
of the parties. ; 

Section 3. All decisions of the Arbitrators and all pre-arbitration grievance settlements 
reached by the Union and the County shall be final, conclusive, and binding on the 
County, the Union, and the employee(s). However, a grievance may be withdrawn by the 
Union at any time and withdrawal of any grievance shall not be prejudicial to the positions 
taken by the parties as they relate to that _grievance or any other grievance, unless 
othen,yise agreed to in writing. 

Section 4. The time limits set forth in the grievance procedure may only be extended by 
written mutual ·agreement of the appropriate County representative for each step of the 
grievance proc;edure and the Union. Working days as used herein shall not include 
Saturdays, Su?days, or holidays. 

Section 5. Employee evaluations, job evaluations and job descriptions and/or job 
classifications,;. promotional probationary failure resulting from promotions by the 
upgrading by ~eniority, job bidding procedure, and probationary failure under the Layoff 
Article of this; Agreement, shall not be subject to the provisions of the grievance 
procedure; ex$ept that any claim of personal prejudice or Union discrimination which 
results in a pro.motional probationary failure may be taken up as a grievance. Provided, 
however, that ,he County recognizes the right of the employee to appeal to the grievance 
procedure any;; disciplinary action based upon failure to meet the required standards of 
job performan¢e, including the fairness of the standard. 

ARTICLE 11: PROBATIONARY PERIOD 

Section 1. N~w employees shall be considered to be on probation for a period of 180 
calendar days.:. The probationary period shall begin on the first day of active pay status. 
The County S:hall have sole discretion to discipline or discharge such probationary 
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employees, and such actions during this period cannot be reviewed through the 
Grievance Procedure or otherwise affected by this contract, provided however, the 
County will not discharge a probationary employee because of Union membership or 
Union activity. '.The probationary period shall be tolled for the duration of any absence of 
five (5) or more consecutive workdays. 

Section 2. Each new employee shall receive an evaluation by their immediate supervisor 
as soon as possible after the completion of the first half of their probationary period (ie. 
Ninety (90) days.) Each new employee shall receive a final probationary evaluation by 
their immediatn supervisor before the end of their probationary period. 

'!. 

Section 3. If an employee whose employment has terminated for any reason 
whatsoever, is

1 
rehired, he shall be considered a new employee and subject to the 

provisions of S.ection 1 of this Article. 

ARTICLE 12: SENIORITY 

Section 1. Seniority shall be defined as an employee's uninterrupted length of 
continuous service with the County. Although an employee shall have no seniority during 
the probationaJy period, upon completion of the probationary period, seniority shall be 
retroactive to tt,e date of hire. In the event that two employees have the same date of 
hire, seniority ,;viii be determined by alphabetical listing of their last names with "a" being 
the highest and "z" the lowest in seniority. If two (2) or more employees have last names 
that begin with the same letter, the last four digits of the employee's social security 
number shall break the tie, with 9999 being the highest and 0000 being the lowest in 
seniority. 

Section 2. Within thirty (30) days after the signing of the contract and every six (6) months 
thereafter the County shall provide the Union with a copy of a current seniority list. The 
Union shall be :given an opportunity to meet with the County to review the seniority list if 
necessary to C4?rrect any errors. 

,. 
Section 3. Se.r,iority shall be broken and employment separated when an employee: 

A. Quits o(resigns; 

' 
B. Is disch~rged for just and proper cause; 

C. Is laid off for a period of more than twenty-four ( 24) consecutive months; 

D. Is absent without leave for three (3) or more workdays unless proper excuse for 
the abs~nce is shown or if no notice was given, a satisfactory excuse for the failure 
to give rfotice; 
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E. Fails to report to work when recalled from layoff within fourteen (14) calendar days 
from the,i date on which the County sends the employee notice by registered mail 
(to the e·mployee's last known address as shown on the records of the Department 
of Human Resources) unless satisfactory excuse is shown; 

F. The employee fails to make application within thirty {30) calendar days for 
immediate reinstatement following the cessation of PERS disability retirement 
benefits. 

Section 4. Bargaining unit seniority shall be defined as the length of time an employee 
is employed by a Division (including elected officials that existed prior to the change in 
the form of Co~mty government) that is now included within the Cuyahoga County Fiscal 
Office including Fiscal, Board of Revision, Recorder, Treasurer, Auditor and Auto Title 
(formerly with Clerk of Courts). 

Section 5. Classification seniority is the length of time an employee has been 
continuously employed in a particular classification covered by this Agreement. 

Section 6. A bargaining unit employee promoted to a supervisory position and who is 
subsequently returned to the bargaining unit during the probationary period related to that 
promotion sha:11 not forfeit any of the employee's seniority. The employee shall be 
returned to their original position if it has not been filled, or if the employer determines 
there is a vacency. If the position has been filled, the employer will use best efforts to 
return the emp~oyee to a similar position. However, return of employee to the bargaining 
unit does not gµarantee return to the employee's original position if the position has been 
filled. 

ARTICLE 13: HOURS OF WORK AND OVERTIME 

Section 1. Employees shall be scheduled, as needed, to meet the operational needs of 
the County. The County reserves the right, as operational needs and conditions require, 
to establish and change the hours of work, starting and/or ending times of any shift, and/ 
or schedules o:f hours. In the event it is necessary to reduce the regular work week below 
forty (40) hours, the County will, before implementing such decision, first meet with the 
Union to obtain its input. The Employer shall not implement any permanent change in 
hours of work; a shift or a schedule without first providing the Union and affected 
employees with thirty (30) days prior written notice. Except as noted below, employees 
with the most Departmental Seniority within the affected classification shall have the right 
of first refusal to any new shift or schedule. In the event that a sufficient number of 
employees do ··not volunteer to work the new shift or schedule, then employees with the 
least amount o! seniority in the affected classification shall work the new shift or schedule. 
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Section 2. The County shall be the sole judge of the need for overtime work. Bargaining 
unit employee$ shall be compensated at time and one-half (1.5) their regular hourly rates 
for all hours worked in excess of forty (40) in one week. In lieu of overtime pay, employees 
may elect to re'ceive 1.5 hours of compensatory time for every hour the employee would 
have received overtime pay. The computation of the Overtime rate under this Agreement 
shall be based' upon one and one-half times the hourly rate in effect when the overtime 
work is performed. 

Section 3. Approval of compensatory time off shall be at times that are mutually agreed 
to by the emp!oyee and the employee's supervisor and shall be based on operational 
needs. The request shall not be unreasonably denied. If a request is made Monday 
through Thursday, employees must provide at least 24 hours advance notice in writing of 
their compens~tory time off requests, or less if a supervisor accepts shorter notice to be 
eligible to usE{ compensatory time. If a request is made on Friday through Sunday, 
employees must provide at least 72 hours advance notice in writing of their compensatory 
time off requests, or less if supervisor accepts shorter notice to be eligible to use 
compensatory ;ume. 

Section 4. Compensatory time off must be taken within 180 calendar days of its accrual 
or it will be converted into cash payment. Employees may request one (1) extension, up 
to six months, 10 use compensatory time beyond 180 calendar days of its accrual or it will 
be converted lnto cash payment. The employee may request conversion to a cash 
payment after ninety (90) days. 

Section 5. Fc:_i:r purposes of computing overtime pay, holidays, vacation leave and any 
other time in cictive pay status, except sick leave, shall be counted as hours and days 
worked. 

Section 6. LEAD TITLE CLERK 2 & LEAD EXAMINER. 

A. LEAD TITLE CLERK 2: When operational needs of an Auto Title Office require a 
Title Clerk 2 may be assigned, in the absence of supervision, as a lead worker to 
lead oth\er bargaining unit employees and shall be paid a lead worker premium of 
One Dd,llar Seventy-Five cents ($1.75) per hour additional to his/her applicable 
rate of pay for such time so assigned. 

B. LEAD EXAMINER. When operational needs of the Treasurer's Office require an 
Examiner may be assigned, in the absence of supervision, as a lead worker to lead 
other bargaining unit employees and shall be paid a lead worker premium of On.e 
Dollar Seventy-Five cents ($1.75) per hour additional to his/her applicable rate of 
pay for such time so assigned. 

C. Lead Wf?rker assignments shall not be for less than one (1) full workday. 

D. Selectid:n for lead worker will be made on the basis of skill, ability, and 
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experience as determined by the County. If the individuals considered for the 
lead worker are substantially equal, seniority shall govern. 

Section 7. Employees shall be allowed a one (1) hour paid lunch period, which may be 
delayed or int~rrupted based on operational needs. If an employee is working a four 
day, ten hour schedule, then he or she shall be allowed a one hour and fifteen minute 
paid lunch period. The Employer will make a good faith effort not to delay or interrupt 
an employee's: lunch break. In addition, County employees may receive two paid rest 
breaks of fifteen (15) minutes in duration. All rest breaks and lunch periods are to be 
scheduled by t:,e employee's immediate supervisor based on the operational needs of 
the employees.- unit in accordance with the following provisions: 

a) .There ~hall be one (1) fifteen (15) minute rest period for each four (4) hours 
worked. 

b) One rest break may be taken in the first half of the work day and one may be taken 
in the second half of the work day; 

' 
c) Rest brE)aks shall not abut the end or beginning of the lunch period; 

d) Rest breaks and lunch periods cannot be used to make-up tardiness or quitting 
early. For example, an employee who is scheduled to end his or her day at 4:30 
may no\ leave for the day at 3:30 p.m. and take his or her lunch from 3:30 to 4:30 
p.m. 

e) An employee must return to work after a lunch period for that period to be 
considered a lunch period. For example, an employee may not take his or her 
lunch p~riod from 12 p.m. to 1 p.m. and then take sick leave from 1 p.m. until the 
end of the day. The employee will be required to use his or her own leave time to 
cover t'1e period from 12 p.m. to 1 p.m. If, however, the employee only used sick 
leave fn;lm 1 p.m. until 2 p.m. and returned to work for the remainder of the day, 
the 12 p.m. to 1 p.m. period would be considered a proper lunch period. 

f) When employees work beyond their regular quitting time the County shall provide 
each en:,ployee with additional rest periods as provided above. An employee may 
take a bathroom break when the need arises. These breaks are for use of 
bathroom facilities and many not be extended for other purposes . 

., 
Section 8. Overtime shall be offered to employees by classification seniority on a 
rotational basi~. Overtime may be offered for a project and/or on an individual workload 
basis. Overtime offered and refused shall be counted as overtime worked. (Approved 
absence does ;iot equal refusal.) The Employer shall have the ability to assign mandatory 
overtime startil}g with the least senior employee, on a rotational basis. Overtime accepted 
and not work will be considered AWOL and subject to discipline pursuant to the County's 
Attendance C9ntrol policy, unless the employee's absence is excused by management. 
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Overtime accepted and not worked may subject an employee to removal from the project 
unless absence is excused by management. 

Section 9. For Auto-Title employees: When Auto Title employees are scheduled to work 
more than eight and a half (8-1/2) hours in a day, the Employer shall make a good faith 
effort to schedt1le lunch hours at 12:30 p.m. and 1 :30 p.m. 

Section 10. F.or Fiscal Transfer and Recording employees, the Employer shall make a 
good faith effort to establish a 4:00 p.m. cut-off for the public. 

ARTICLE 14: REGULAR PART-TIME EMPLOYEES 
I 

The County ha~ the right to hire part-time employees. The following are the terms: 

A. A regular part-time employee is defined as an employee who is regularly 
scheduled to work less than thirty (30) hours in a defined work week. 

B. Regular· part-time employees will be selected by the posting procedure in 
accordance with Article 36, Section 4. Selections resulting from this posting 
procedure will not be subject to the grievance procedure. 

C. County will meet and discuss with the Union prior to implementing any need to 
further expand the use of part-time staff. 

, 

D. It is no(the County's intention to exercise its right to hire part-time employees for 
the purpose of replacing full-time employees with part-time employees . 

., 
Regular part-tit;ne employees are entitled to the following benefits exclusively: 

A. Pro-rated vacation in accordance with Article 22 

B. Pro-rated sick time accrual in accordance with Article 23. 

C. Pro-rated holiday pay in accordance with Article 21, Section 3. 

ARTICLE 15: UNEXCUSED ABSENCE 

Following the submission of a timesheet by an employee, the County shall notify any 
employee chaj-ged with unexcused absence time initiated by a supervisor that the 
timesheet has been amended. 

Section 1. Th~ County's Attendance Policy, as set forth in Section 7.04 (Attendance) of 
the County's P;ersonnel Policies and Procedures Manual (Employee Handbook), or any 
successor Attendance Policy in the Personnel Policies and Procedures Manual, is 
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applicable to all employees subject to this collective bargaining agreement, except as 
otherwise set forth below. 

Section 2. Tardies 

e) Tardies will be considered active for discipline purposes each quarter during the 
calenda.r year (January-March, April-June, July-September, October-December). 
An employee is subject to the following progressive discipline for tardies during the 
quarter: 

a. 5 tardies-Verbal reprimand 
b. 6 tard_ies-Written reprimand 
c. 7 tardJes-1 day unpaid suspension 
d. 8 tarqies-3 day unpaid suspension 
e. 9 tardies-5 day unpaid suspension 
f. 10 tardies-Termination 

The employee may be advanced to the level of discipline called for above, even if the 
employee has no prior discipline. This may occur due to delay concerning time 
reporting updates. 

For purposes of clarity, an employee must accrue at lease five (5) tardies in each 
quarter bef9re discipline is issued. Discipline shall be issued in accordance with this 
Section ang is separate from the discipline issued under Section 3. 

Discipline fpr tardies as outlined above shall remain active for progressive discipline 
purposes for one (1) year from the date the discipline was issued, unless another 
discipline o.ccurs within the one (1) year period, in which case a new one (1) year 
period begins starting with the date that the subsequent discipline was administered. 
If discipline_: is active, subsequent tardies shall result in progressive discipline above 
the last active discipline issued by the County. 

b) A tardy is an absence from work which is less than one (1) hour. 
,. 

c} If an employee is tardy, the employee may use paid time off to cover the time 
missed, in ~he following order: compensatory time, then vacation leave ("eligible paid 
leave"). Paid sick leave is not available for this purpose. To receive eligible paid leave, 
employees·1who are going to be late thirty (30) minutes or more must notify the County 
by calling tre Fiscal Office call-in line. Auto Title employees working on a Saturday 
must call their supervisor, or if unavailable, a designated management representative. 
For clarification, an employee's use of eligible paid leave does not excuse the tardy. 

d) In the e'{ent of an emergency, the Employer shall exercise its discretion in a non­
discriminatory manner in determining whether to excuse a tardy. 
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Section 3. Un~pproved Absences and Missed Clock Punch-In/Outs 

a) Occurrences for unapproved absences (i.e., an absence of more than one (1) hour 
that is not covered by an approved leave) and missed clock punch-in/outs are set forth 
in the County's Personnel Policies and Procedures Manual and will be considered 
active for discipline purposes using a rolling twelve (12) month period. An employee 
is subject to the following progressive discipline: 

a. 2 occurrences-Verbal reprimand 
b. 3 occurrences-Written reprimand 
c. 5 occurrences-1 day unpaid suspension 
d. 7 occurrences-3 day unpaid suspension 
e. 9 ocqµrrences-5 day unpaid suspension 
f. 11 occurrences-Termination 

The employee may be advanced to the level of discipline called for above, even if the 
employee has no prior discipline. This may occur due to delay concerning time 
reporting updates. 

b) Discipline for unapproved absences and missed clock punch-in/outs shall remain 
active for progressive discipline purposes for two (2) years, as set forth in Article 9, 
Section 2 o1 this agreement. If discipline is active, subsequent occurrences shall result 
in progressive discipline above the last active discipline issued by the County. 

c) Disciplin~~ 
" 

shall be issued in accordance with this Section and is separate from the 
discipline iS:sued under Section 2. 

Section 4. No.; call/No show and AWOL shall be administered in accordance with the 
County's Persc;>nnel Policies and Procedures Manual. 

ARTICLE 16: LABOR MANAGEMENT COMMITTEE 

Section 1. In ;the interest of promoting sound labor-management relations, the County 
and the Union·iagree to hold quarterly labor management meetings unless both parties 
desire to cancel the meeting. 

Section 2. Latior-management meetings shall be scheduled at least five (5) work days in 
advance at a time mutually agreeable to the parties. 

,, 

Section 3. A ~,eeting agenda shall be prepared and distributed to the parties within 48 
hours prior to the meeting. The Union shall also supply with the names of those Union 
representatives who will be in attendance. 
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Section 4. Lat?or-management meetings are not intended to, nor shall they result in, an 
alteration or modification of the labor agreement. Minutes shall be taken and reviewed at 
the end of the ,;neeting. 

ARTICLE 17: REPORT-IN PAY 

An employee who reports to work on a regularly scheduled workday without previous 
notice not to r~port shall receive a minimum of four (4) hours work or four (4) hours pay 
in lieu thereof ~t the applicable hourly rate. 

ARTICLE 18: CALL-IN PAY 

An employee who is called into work at a time he is not regularly scheduled to report for 
work shall receive a minimum of four (4) hours work or four (4) hours pay in lieu thereof 
at the applicable overtime premium. 

ARTICLE 19: SHIFT PREMIUM 

If four or more .of an employee's regularly scheduled work hours fall between the hours of 
7:00 p.m. and ?:00 a.m., the employee will be paid a shift premium of fifty cents ($0.50). 

ARTICLE 20: INCLEMENT WEATHER 

Whenever the ;_County Executive declares a closing of County offices due to inclement 
weather, the f~Jlowing rules shall apply: 

Section 1. WHOLE DAY CLOSING: If the County offices are closed for an entire day, all 
employees who were scheduled to work on that day shall be paid their regular straight 
time rate for any 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., 

j 

shall be chargE'.}d for the leave as though no inclement weather day was declared. For the 
purpose of this section, Article 19 (Report In-Pay) shall not be applicable. 

Section 2. PARTIAL (EARLY) DAY CLOSING: If the County offices are closed after the 
start of a regul;u work day, directors or their designee shall have discretion to designate 
essential staff who shall be required to remain at work as though no inclement weather 
day was decla'red. All employees not designated as "essential staff' who reported 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 work day as though they were at work. 
Essential staff,shall remain at work. However, such employee shall receive "early closing 
time" leave on, an hour for ho~r basis. The early closing leave time must be exhausted 
within ninety (~O) calendar days from the date of accumulation. 
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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, the employee must contact their supervisor no later than one 
hour after their starting time. The supervisor may authorize the use of accumulated 
vacation, comp time, "early closing time" leave or leave without pay. Said authorization 
shall not be un·reasonably denied. An employee who fails to contact their supervisor by 
one hour after .their start time will be considered absent without leave for the time absent 
from work unl~ss circumstances beyond the employee's control prevent such timely 
contact. · 

ARTICLE 21: HOLiDAVS 

Section 1. All Jegular full-time employees shall be entitled to the following holidays: New 
Year's Day, Martin Luther King, Jr. Day, President's Day, Memorial Day, Juneteenth, 
lndependence _:Day, Labor Day, Columbus Day, Veteran's Day, Thanksgiving Day, Day 
after Thanksgiving and Christmas Day . 

.. 
Section 2. Should any ofthe 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 3. To'be entitled to holiday pay, an employee must be on the active payroll (i.e., 
actually receives pay) during the week in which the holiday falls. Further, to be entitled to 
holiday pay, employees must actually work the scheduled workdays before and after the 
holiday. For the purposes of this paragraph, prior approved vacation, verified funeral 
leave, verified accident or injury which requires hospitalization as in-patient or out-patient, 
bona-fide illne$S with physician statement, and any other written prior approved paid 
leaves of absepce will be considered as hours worked. 

Section 4. An :.employee who does not work on a recognized holiday shall receive eight 
(8) hours straight time pay at employee's regular hourly rate. If an employee's work 
schedule is ot!,er than Monday through Friday, employee shall receive eight (8) hours 
straight time pay at employee's regular rate for the holiday observed on employee's day 
off or at the option of the employee, eight (8) hours straight compensatory time at the 
regular rate. The eight (8) hour compensatory time also may be used as an alternate day 
off in the weekJhat the actual holiday occurs. 

l 

Section 5. All ?mployees who work on a recognized holiday shall receive eight (8) hours 
holiday pay in ~ddition to time and one-half (1-1/2) their regular rate of pay for all hours 
worked on the ;holiday. If an employee is regularly scheduled to work more than eight (8) 
hours on a day upon which a holiday is recognized, he or she shall receive holiday pay 
for the amount. of hours he or she is regularly scheduled to work, in addition to time and 
one-half (1-1/2) their regular rate of pay for all hours worked on the holiday. ,. 
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Section 6. All regular full-time employees shall be entitled to one (1) personal day in 
each calendan year. The personal day may be used contingent upon the operational 
needs of the Employer. A written request for use of a personal day must be submitted at 
least twenty-four (24) hours in advance, except in the case of an emergency. In the event 
numerous req~Iests are made for a certain day, seniority shall govern. A personal day 
must be used in a full eight (8) hour increment. Probationary employees (new hires) are 
ineligible to use a personal day. A personal day cannot be accrued from one calendar 
year to another. 

Section 7. The following is for Auto-Title only. If a holiday occurs and the bargaining unit 
member assigned to the Auto-Title department is scheduled for more than an eight (8) 
hour day, then holiday pay will be for eight (8) hours and any time in excess of the eight 
(8) hours which was scheduled for that day will be considered paid administrative leave. 

ARTICLE 22: VACATIONS 

Section 1. Eaih pay period, all regular full-time employees shall earn pro-rated vacation 
leave at their rf!gular hourly pay rate based upon their length of County service as follows: 

. 
' 

Less than 5 yeprs 80 working hours per year (3.1 hours 
per 80 hours in active pay status) 

5 years but les.s than 15 years 120 working hours per year (4.6 hours 
per 80 hours in active pay status) 

15 years but le.ss than 25 years 160 working hours per year (6.2 hours 
per 80 hours in active pay status) 

25 years or more 200 working hours per year (7 .7 hours 
per 80 hours in active pay status) 

Section 2. AQ employee becomes eligible to accrue vacation leave on the first day of 
employment with the County. 

Section 3. T!)e County shall permit an employee to accumulate and carry over 
employee's vacation leave to the following year, but in no case shall vacation leave be 
carried over more than three (3) years. The maximum accumulation amounts shall be as 
follows: 

Less than 5 years 240 working hours 

5 years but les~~ than 15 years 360 working hours 

15 years but I~:ss than 25 years 480 working hours 
I 

25 years or more 600 working hours 
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Once an empl6yee's vacation leave balance reaches the maximum accrual allowance, 
no further vacation leave will accrue until the balance drops below the maximum amount. 

Section 4. An employee's unused vacation leave accumulated while they were employed 
by a governmental subdivision other than the County cannot be transferred to the Fiscal 
Office, County Treasurer or Board of Revision. This does not affect an employee's 
service credit. The transferred employee's rate of accrual shall be determined based on 
the employee's total service credit (including credit earned at other governmental 
subdivisions of the State of Ohio). 

Section 5. If an employee is terminated (voluntarily or involuntarily) prior to taking their 
vacation, employee shall be paid the pro-rated portion of any fully earned but unused 
vacation leave':which he has accrued under Section 2 of this Article. In case of death of 
an employee, :.the unused vacation leave shall be paid to employee's estate or in 
accordance with Revised Code 2113.04. 

Section 6. With submission of appropriate evidence, an employee who experiences 
illness, injury or death in the family while on vacation leave shall be granted sick leave 
instead, upon request. 

Section 7. If a recognized holiday falls within an employee's vacation leave, the 
employee shall receive an additional paid vacation day in lieu of the holiday. 

Section 8. Vacation leave may only be taken with prior approval of management. 
Employees may take their vacations during the calendar year. During the period from 
September 1st through December 1st of the preceding year, employees will be given an 
opportunity to \indicate their vacation leave preference through the County's electronic 
time system (c;urrently MyHR). By January first (1st) of each year, a written vacation 
schedule (by operational unit} will be prepared by the County and posted (and individual 
written confirmation given to each employee) with priority given to employees according 
to their bargaining unit seniority. Once the vacation schedule is determined it shall not be 
changed without the consent of the involved employee. Decisions to approve vacation 
requests for ~ny employee who fails to make their vacation application during the 
appropriate p~riod will be mc1de without regard to seniority based upon when the 
application wa$ made except when two (2) employees request vacation on the same day 
for the same future time period, seniority will govern. The Employee will receive a 
response to th~ unscheduled vacation request no later than two (2) work days of receipt 
of the request by their respective team leader or immediate supervisor. Unscheduled 
vacation shall .. be posted once it has been approved. The duration of an employee's 
vacation shall ~e limited only by operational needs and the employee's time accrued. 

Vacation leav~ requests shall not be unreasonably denied. (Note: Fifteen minute 
increments m~·y be granted consistent with past practice.) 
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Board of Revision: If operational needs and statutory obligations are met, the Board of 
Revision shalFopen the period from April 8th to April 30th for employees to schedule 
vacations. 

ARTICLE 23: SICK LEAVE 

Section 1. An employee shall earn and accumulate paid sick leave as follows: 

Paid sick leave will be earned and accumulated at the rate of 4.6 hours for each eighty 
(80) hours of service in active pay status, including paid holidays, vacations, overtime and 
sick leave. 

If and when accumulated sick leave is used, then the employee will accumulate sick leave 
at the rate previously specified. 

Pay for sick leave shall be at the employee•s regular straight time hourly rate (or portion 
thereof if absent for less than a full day). 

Section 2. An <employee who is rehired by the County within the applicable period under 
the law (currently 10 years under O.R.C. 124.38) shall be credited with the amount of 
unused, accurr:ulated paid sick leave they possessed on the date of their termination. An 
employee's unused sick leave accumulated while they were employed by any 
governmental sub-division of the State of Ohio other than the County within the applicable 
period under ttle law (currently 10 years under O.R.C. 124.38) shall be credited to the 
employee upo.n the presentation of acceptable documentation from the other public 
employer. 

Section 3. Th.~ County will furnish each employee with a written statement through the 
County's electronic time system (currently My Time) showing the amount of employee's 
accumulated paid sick leave each pay period. 

Section 4. Arr employee shall be granted sick leave with pay for illness or injury of the 
employee or a1member of employee's immediate family, for medical, dental, or optical 
examination, o.'r treatment of an employee or a member of employee's immediate family; 
or when through exposure to a contagious disease, as verified by a doctor's statement 
which shall be submitted upon the employee's return to work, the presence of the 
employee at er;nployee's job would jeopardize the health of others. A pregnant employee 
shall also be g:ranted sick leave for pregnancy provided the employee has accumulated 
earned paid sick leave. For purposes of this paragraph, an employee's immediate family, 
is defined as employee's spouse, mother, father, children, mother-in-law, father-in-law, 
brother or sister, brother-in-law, sister-in-law, son-in-law, daughter-in-law, grandparents, 
grandchildren, ·. a legal guardian or other person who stands in place of a parent (loco 
parentis), or any other relative residing with the employee. 
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Section 5. The following call-in procedures shall be utilized to be eligible for sick leave 
with pay: (a) for Board of Revision employees on all days and Auto Title employees on 
the weekends,: an employee must call their supervisor or, if unavailable, a designated 
management r·epresentative, no later than one-half (1/2) hour before their scheduled 
starting time except for unusual circumstances beyond employee's control to be eligible 
for sick leave; (b) for all other employees and Auto Title employees on Monday through 
Friday, an employee must call the call-in line and leave a voice mail message or speak 
to the call-in line representative no later than one-half (1/2) hour before employee's 
scheduled starting time except for unusual circumstances beyond employee's control to 
be eligible for sick leave with pay. When calling in for either procedure, the employee is 
only required tt> state he or she is sick. The employee is not required to identify the cause 
of the illness, injury or condition. If an employee is using non-intermittent approved FMLA 
leave, the employee is not required to call in to be eligible for sick leave. 

Section 6. An' employee who is absent on paid sick leave shall sign a statement on a 
form provided -by the County or make an entry into the electronic timekeeping system 
(currently My "time) to justify the use of sick leave. If medical attention is required, a 
certificate from the employee's licensed physician as to employee's fitness to perform 
employee's required duties shall be a prerequisite to employee's return to work. Also, 
this certificate ;shall indicate that the employee was under a physician's care and was 
advised by the)physician to remain home from work. 

Section 7. Any employee who has been on sick leave with pay for five (5) or more 
consecutive wmkdays may be required, at the discretion of the County, to provide a 
physician's sts,tement before being permitted to return to work. In the case of an 
employee's inj\Jry or illness, the certificate shall indicate that the employee was under a 
physician's care, was advised by the physician to remain home from work, and that the 
employee is fit to return and to perform employee's duties. In the case of injury or illness 
of an immediate family member, the certificate shall indicate that the family member was 
under a physician's care and that the employee's presence was reasonably necessary 
for the health c:1nd welfare of the family member. An employee may also be required to 
provide such ~ physician's statement if the County determines that the employee has 
engaged in a pattern of abuse of sick leave and notifies the employee of an obligation to 
provide a physjcian's statement for any future sick leave absences. Such obligation shall 
continue for si~ (6) months or until the County determines that the employee is no longer 
engaging in a f:>attern of abuse, whichever is longer. 

,;, 

Section 8. An :employee who is hurt on the job shall have the option of using employee's 
sick leave, workers' compensation benefits, or employee's vacation, whichever the 
employee prefers. 

l; ,· 
Section 9. Einployees may donate accrued sick leave or vacation leave to a fellow 
County employee who has a serious health condition as defined under the FMLA and are 
in critical need'.of time off due to the condition. Employees receiving leave must be on a 
continuous absence of fifteen (15) or more days. Intermittent use of donated leave is not 
permitted. 
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To be eligible fo donate sick or vacation leave, a bargaining unit employee: 
! 

1. Must voluntarily elect to donate leave to a designated recipient who has qualified 
for the donation program and does so with the understanding that donated leave 
which is used by the recipient will not be returned; 

2. Possess a sick leave balance of at least one-hundred twenty (120) hours after their 
donation; 

3. Is in active pay status at the time their sick time is to be used. 

Bargaining unit employees may donate sick or vacation leave in eight (8) hour increments. 
Such situations will only be allowable when the receiving employee has exhausted all 
available paid !eaves. The total length of time than an employee may be eligible to use 
donated sick or vacation leave for any single illness and/or injury arising from the same 
set of facts (e.g., a single auto accident) shall be limited to twelve (12) weeks in duration 
unless extended in the discretion of the Employer. The Employer shall not unreasonably 
deny an emplc-yee's second request for donation. 

Section 10. Once a donating employee has designated the total amount of sick or 
vacation leave·to be donated to a specified employee, the donation is irrevocable if it has 
been used by the recipient. The donated leave shall not be deducted from the donating 
employee until -utilized by the ill/injured employee. Donated leave will be drawn from the 
first employee~ to donate to the specified employee until the donated leave hours are 
exhausted. L~ave will then be drawn from other donating employees in chronological 
order based upon the date their donations were submitted to HR. Donations of leave will 
be deducted from the donating employees balance during the pay period the leave is 
actually utilize~. 

Section 11. Atelemedicine or "Teladoc" session shall qualify as a physician statement. 
A telemedicine: or "Teladoc" session may be demonstrated through a screenshot, email, 
or facsimile fr,pm the consulting physician or nurse practitioner. The employee is 
responsible for forwarding this information to Human Resources. Proof of a telemedicine 
session shall r..ot qualify for a physician statement for the bona-fide illness exception for 
holiday pay in Article 21, Section 3; however, it will still qualify as a physician statement 
for sick pay. t 

·, 
ARTICLE 24: EXTENDED UNPAID SICK/MEDICAL LEAVE 

Section 1. An:. employee shall be granted medical leave of absence without pay for a 
period of not )ess than five consecutive workdays but not to exceed six (6) months 
because of personal illness or injury that prevents the employee from performing the 
essential funcUons of employee's job (including medical conditions related to pregnancy 
or childbirth) or an illness/injury of an employee's child (including a child for whom the 
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employee is the legal guardian), spouse, or parent, but not including the employee's 
parents in-law:, supported by medical evidence satisfactory to the Employer if the 
employee has reported such illness or injury to the Department of Human Resources by 
not later than u,e second day of absence or as such circumstances would allow. 

Section 2. To be eligible for leave pursuant to this section, the employee must (1) 
demonstrate that the probable length of absence will not exceed six months and (2) the 
employee must present the Department of Human Resources at the time that the request 
is made with sufficient medical documentation acceptable to the Employer demonstrating 
that the employee is unable to perform the essential functions of employee's position and 
containing the\'probable period for which the employee will be unable to perform the 
essential functions of employee's position. If the need for leave is for the employee's 
covered family-;member under this Article, the documentation must also demonstrate that 
the employee rs needed to care for the covered family member. 

Section 3. lftbe illness/injury, or disability, of the employee or employee's covered family 
member under this Article continues beyond six (6) months, the employee shall be placed 
on a disability ;termination, employee would continue to accumulate seniority and have 
the right to be reinstated for up to six (6) months. If an employee attempts to return to 
work but fails to perform the essential job duties for six (6) consecutive months from the 
date of return_ to employment, the employee's effective date of separation does not 
change. · 

' Section 4. Any employee who has been on extended unpaid sick/medical leave without 
pay under this ;article may be required at the discretion of the Employer to submit to and 
satisfactorily pi/iss a physical examination before being permitted to return to work. In 
the event of a difference of opinion as to the employee's physical status between the 
employee's physician and the Employer's physician, the employee shall be referred to a 
mutually agreed upon physician whose opinion shall be binding on the parties. Said 
physician shall:be paid for equally by the Employer and the Union. 

ARTICLE 25: 
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. ; 

ARTICLE 26: BEREAVEMENT LEAVE 
.. 

Section 1. An employee shall be granted five (5) days leave of absence with pay in the 
event of the death of a member of employee's immediate family. If additional time is 
needed, the Director may grant additional time off without pay. 

' 
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Section 2. For:the purposes of bereavement leave, an employee's immediate family shall 
include employee's spouse, mother, father, children, brother, sister, sister-in-law, brother­
in- law, mother-in-law, father-in-law, son-in-law, daughter-in-law, grandparents, 
grandchildren, step-parents, step-children, a legal guardian or other person who stands 
in place of a parent (loco parentis), or any other relative residing with the employee. 

Section 3. Full-time employees are entitled to up to three (3) days of paid leave for the 
loss of an uncle, aunt, first cousin, niece or nephew. 

Section 4. In the event of the death of a relative not listed in Section 2 or 3, an employee 
may be granted a leave of absence for one (1) day to attend this funeral if within the State 
of Ohio or two {2) days when the funeral is outside the State of Ohio. The employee shall 
have the option of using vacation or taking the leave as an authorized unpaid leave of 
absence. 

Section 5. To .be eligible for bereavement leave or the leave referenced in section 4, the 
employee must provide appropriate documentation supporting the request for leave {e.g., 
obituary, funeral/memorial service program, death certificate, etc.) Bereavement leave 
must be used within six months of loss. Bereavement leave may be taken as a continuous 
period or an intermittent basis. If an employee needs additional time away from work, the 
employee may use accrued vacation leave, sick leave, compensatory and/or exchange 
time with sup~rvisor's approval. If paid leave is exhausted, employee may request an 
unpaid person~I leave of absence. This benefit shall be paid retroactively to January 1, 
2022. 

ARTICLE 27: JURY AND WITNESS DUTY 

Section 1. An employee called for jury duty or subpoenaed as a witness shall be granted 
a leave of absence for the period of jury service or witness service, and will be 
compensated for the difference between employee's regular pay and jury duty pay or 
witness pay fo5 work absences necessarily caused by the jury duty or witness duty. 

Section 2. To,be eligible for jury duty pay or witness pay, an employee may either present 
to the County ·!=I jury pay voucher or a witness pay voucher showing the period of jury 
service or witntass service and the amount of jury pay or witness pay received, or present 
the jury warraqt or witness warrant to the County. 

' 
Section 3. An _employee who is a party to a lawsuit that is brought by or against a third-
party other them the County shall be granted time off, without pay, to attend the Court 
proceedings. An employee may be permitted to use paid vacation leave, compensatory 
time, or exchange time in lieu of time off without pay for legal proceedings. The employee 
will furnish pro.of by showing the Department Head or designee the Court notification of 
the scheduled i.hearing. If an employee is a party to a lawsuit related to on-duty conduct 
that is properly within the scope of employee's employment, the County shall grant the 
employee a le~ve of absence with pay at his or her regular rate of pay to attend Court 
proceedings. 
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Section 4. If c\lnY employee is required to appear for jury duty or as a witness or attend 
a court proceeding, he should notify his supervisor by providing them with a copy of the 
jury summons or hearing notice as soon as reasonably practicable prior to the scheduled 
Court proceedtng. 

Section 5. If any employee is required to appear for jury duty or as a witness or attend a 
court proceedir:,g, the employee shall not be required to report to their shift. 

ARTICLE 28: MILITARY LEAVE 

Section 1. AH employees shall be granted a leave of absence for military duty in 
accordance with federal and state law. 

ARTICLE 29: PARENTAL LEAVE 

Section 1. The County may grant parental leave upon the birth of a child as well as leave 
for adoptive paients not to exceed a total of three (3) months in a twelve (12) month period 
of paid and unpaid leave combined. The three (3) months may be a combination of paid 
or unpaid leave consisting of sick leave and/or vacation and/or unpaid leave. 

Section 2. An' employee whose spouse gives birth shall be granted a five (5) day leave 
of absence wh~ch shall be charged against the employee's accumulated paid sick leave 
or vacation leave or as an unpaid leave, at the employee's option. The County may 
require verification of said birth. 

Section 3. If ~ligible for FMLA, the employee shall be entitled to two (2) weeks of paid 
parental leave; Paid parental leave is in addition to any other paid leave. This benefit 
shall be paid nHroactive to January 1, 2022. 

ARTICLE 30: UNION LEAVE 

Section 1. Upon the written request of the Union Business Manager, a leave of absence 
without pay no.t to exceed thirty (30) calendar days may be granted to no more than one 
(1) employee agency wide to perform any function on behalf of the Union provided that 
seventy-two (7;2) hours advance notice is received. 

Section 2. The County shall pay employees for attendance at collective bargaining 
negotiations w,ith the Employer. The County shall pay employees on the negotiating 
committee for two (2) four-hour preparatory sessions . 

.. 
Section 3. Union stewards shall be granted one eight (8) hour day of paid leave per 
year to attend ~ Local 860 stewards' class. The Union shall provide a minimum of thirty 
(30) days-notice of the scheduled date of such class, a copy of the course curriculum, 
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and a list of attendees. Stewards who are assigned after the date of the training will 
attend the nexf: year's training. There will be one class per calendar year. 

ARTICLE 31: EDUCATIONAL LEAVE 

An employee ,:nay be granted a leave of absence without pay for educational purposes 
relating to the operations of the County. 

ARTICLE 32: PERSONAL LEAVE 

For those employees who have completed their probationary periods, personal leaves 
of absence ma;y be granted without pay for cause shown for a period not to exceed six 
(6) months. S'1ch leaves of absence may be extended by the County but in no case will 
any employee be permitted to exceed six (6) months continuous leave under this 
paragraph in any one (1) calendar year except in serious or unusual circumstances. 

ARTICLE 33: APPLICATION FOR LEA VE OF ABSENCE 

All leaves of absence without pay, under Articles 31 and 32 herein, and any extension 
thereof may be applied for in writing to the Department of Human Resources, on forms 
supplied by the County, at least fifteen (15) working days prior to the proposed 
commencement of the leave except in serious and unusual circumstances. Notification 
of the approvai, or denial of their requested leave shall be given to the employee in writing 
within ten (10) working days after the submission of the request. Any denial of a 
requested lea~~ of absence will include the reason for the denial. 

ARTICLE 34: OTHER PROVISIONS REGARDING LEAVE OF ABSENCE 

Section 1. An .employee may, upon request, return to work prior to the expiration of any 
leave of absence if such early return is agreed to by the County. 

Section 2. An _employee who is on an approved leave of absence as provided herein 
shall accumulate seniority during the entire period and upon returning to work shall be 
assigned to employee's same or similar position within employee's classification. 

Section 3. If it ,is found that a leave of absence is not actually being used for the 
purpose for wnich it was granted, the County may cancel the leave and direct the 
employee to return to work. 

Section 4. An employee who fails to return to work at the expiration or cancellation of a 
leave of absen~e or who fails to secure an extension thereof prior to the date that they 
are scheduled 'to return shall be deemed to be absent without leave, except in serious 
or unusual circ

1
umstances. 
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ARTICLE 35: TEMPORARY TRANSFERS 

Section 1. The County may temporarily transfer employees from one job classification 
to another job classification. Temporary transfers shall not be for less than one (1) full 
workday. A temporary transfer shall not exceed 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. If the County temporarily transfers an employee to a higher rated job 
classification in the bargaining unit, he shall be placed at the lowest step in the pay 
range for the classification which provides a minimum of a five percent (5%) increase. If 
the rate of pay:for the other job classification is lower, the employee shall retain 
employee's regular rate of pay. 

Section 3. In the event it becomes necessary to extend the 90 day limitation on 
transfers, the County and the Union shall meet prior to the transfer. 

Section 4. The County shall give the Union and affected employee forty-eight (48) 
hours prior notice if possible before initiating any temporary transfer. 

Section 5. Thi3 County shall not transfer employees outside the bargaining unit unless 
the employee and the Union consents. If the County temporarily transfers an employee 
to a position that is outside of the bargaining unit, the County shall discontinue dues 
deduction and the employee shall be treated as a non-bargaining employee in all 
respects. The ~mployee shall not be represented by the Union during the temporary 
transfer out of the bargaining unit. Subject to operational needs and at the discretion of 
the County, any employee who accepts such a transfer may be permitted to return to 
the bargaining_unit upon written request. 

I 

Section 6. If the County transfers employees from within the Fiscal Office for dog tags 
or the land sale forfeiture, then the County shall request volunteers on the basis of 
seniority, provided employees are qualified. If a sufficient number of employees do not 
volunteer, then the County may force employees in the order of inverse seniority. 

ARTICLE 36: .JOB BIDDING PROCEDURE 

Section 1. No ·_employee shall be eligible for job bidding under these provisions who has 
not satisfactor\ly completed the required probationary period. The employee must be 
qualified according to existing State and/or County standards, if applicable, must have 
occupied his her current classification for a minimum of six (6) months, must have not 
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requested a voluntary demotion within the six (6) months immediately preceding the date 
of the posting; and must not have experienced a probationary failure or have been 
suspended for: reason of inefficiency, incompetence; or absenteeism within the twelve 
(12) months immediately preceding the date of posting. However, an employee who has 
been suspended for these reasons may apply, and the County may promote the 
employee. 

Section 2. For the purpose of these provisions, a "vacancy" is defined as a job opening 
created by aP increase in the number of regular jobs available in a particular job 
classification, or as an opening occurring in an existing job as a result of promotion, 
transfer, resigr;,ation, discharge or other termination of employment. The County shall 
determine where there is a need to fill such a vacancy. 

Section 3. Al! bargaining unit positions shall be posted physically and electronically in 
such a manne:· to ensure bargaining unit employees receive notification of the vacancy. 
Selection for these positions will be made on the basis of skill, ability, and experience as 
determined by, the County. If applicants are substantially equal, seniority shall govern. 
The County shall employ the following posting procedure. . The County shall first post 
the position to employees in all bargaining units covered by this Agreement. If no 
individuals apply for the position, or none are qualified for the position, then the Employer 
may seek external candidates. The County will also repost the position to employees in 
all bargaining , units covered by this Agreement at the same time it seeks external 
candidates. 

Section 4. Whenever the County determines to fill a permanent vacancy within the 
bargaining unit and such a position is not filled through recall from a layoff list, or a list 
established by,:the PRC, a notice of such vacancy shall be posted on the County's bulletin 
boards for a p~riod of seven (7) calendar days, not including the date of posting. During 
the posting pt;1riod, anyone wishing to apply for the vacant position shall do so by 
submitting a written application, on forms supplied by the County. The County shall not 
be obliged to c:onsider 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 fpr the job. Postings shall contain the classification title, minimum rate of 
pay, education, and experience qualifications required for the vacant position, 
department, ar:ea of vacancy, shift, and a brief summary of the job duties. A copy of the 
application forr:n shall be retained by the employee. 

Section 5. Th~ County shall have the right to hire any qualified external applicant for 
entry-level poshions after exhausting the process contained in sections 3 and 4. 

I 
Section 6. A :notice shall be posted showing the name of the applicant selected or 
indicating tha( no one was selected. Notice shall be posted at all locations. If no 
application is ieceived, or if none of the applicants are qualified for the job, the County 
may fill the job;;hiring a qualified new employee. 

f. 
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Section 7. Th~ selected applicant shall be notified in writing by the County of the effective 
date of the jog bidding assignment as well as the location of the new assignment. If the 
employee's wqrkload is not current as determined by the County, the job bidding 
assignment wiil be deferred a maximum of thirty (30) days to provide an orderly transition. 
No new assignments will be given to the employee during this period. The employee's 
failure to make the workload current will result in cancellation of appointment. A current 
workload is de.fined as that which is consistent with other members of the supervisory 
unit. Mitigating circumstances will be considered by the County. 

Section 8. An employee's decision to formally accept a job bidding assignment to a 
posted position shall be binding. 

Section 9. Em.ployees who are promoted to a higher position within the bargaining unit 
shall be place~ at that the lowest step in the appropriate pay range which provides a 
minimum of a five percent (5%) increase. Employees who are voluntarily or involuntarily 
demoted shall :be placed at that step in the appropriate pay range which constitutes not 
less than a fiv~ percent (5%) decrease. 

Section 10. An employee selected shall be considered to have qualified for the position 
when he satisfactorily performs the required duties with no more supervision than is 
required by other qualified employees in the same or similar positions and standards 
established by the County, and when he has completed the 180 day probationary period. 
The first evaluation will occur during the period between the 60th and 90th days of the 
probationary p~riod. The second evaluation will occur between 160 and 180 days into the 
probationary period. The probationary period shall start on the first day the employee 
permanently is_ assigned the duties of the new position. 

Section 11. The County will make every effort to provide an appropriate orientation 
course for an employee awarded a job under these provisions prior to work assignments. 
The probationary period shall be extended for a period equal to the amount of any leave 
of absence of five (5) or more consecutive work days which occurs during the 
probationary period. Further, the employee shall be given reasonable help and 
supervision during the time provided in Section 10. If, before the expiration of the 
probationary period the employee, in the opinion of the County, cannot qualify, the matter 
shall be discussed with the employee and employee's Steward. The employee may 
contact employee's Steward. Said discussion shall take place as soon as the County is 
of the opinion that a probationary failure may be considered. Following this discussion, 
the employee shall be given a reasonable period of time, not to exceed the term of the 
probationary period, to qualify. 

Section 12. Should an employee fail to qualify during employee's probationary period for 
a position acquired through job posting, or voluntarily requests, he shall be returned to 
employee's former classification and to employee's former position; if such position is 
vacant, or a similar position within the same classification. 
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Section 13. All applicants for the job bidding I vacancies shall be notified in writing of the 
outcome of their applications. 

Section 14. \Nhen a vacancy in a bargaining unit classification arises that the County 
determines to fill at an Auto Title location, employees shall be given the opportunity to 
lateral transfer:: based on seniority. Lateral transfer rights shall be limited to transfers 
between offic~s at different geographical locations. The County reserves the right to 
implement administrative transfers without regard to seniority to meet operational needs, 
or to restructure or reorganize operations, or to insure compliance with non-discrimination 
policies or other legitimate reason. If practicable, prior to implementing administrative 
transfers, the County shall seek volunteers. The County shall not implement 
administrative transfers for the purpose of undermining the lateral transfers rights 
established herein. A newly hired employee must have been in classification for six (6) 
months before being eligible for a lateral transfer. An employee who is laterally 
transferred shall not be eligible for another lateral transfer for a period of six (6) months. 

ARTICLE 37: CIVIL SERVICE LAWS 

No Section of the Civil Service Laws contained in Ohio Revised Code Chapter 124 shall 
apply to emplqyees in the bargaining unit and it is expressly understood that the Ohio 
Department of Administrative Services, the State Personnel Board of Review and the 
Cuyahoga County Personnel Review Commission shall have no authority or jurisdiction 
as it relates to employees in the bargaining unit. Nothing in this Article is intended to limit 
the County's right to enact or amend reasonable Human Resources policies and 
procedures applicable to bargaining unit employees that may contain provisions similar 
to those conta.ined in Chapter 124, as long as they do not conflict with the terms of this 
Agreement, in.eluding, but not limited to, the County's ethics policies limiting partisan 
political activiti~s that are analogous to R.C. 124.57. 

ARTICLE 38: LAYOFFS 
t 

Section 1. W!Jenever it is necessary because of lack of work or funds or whenever it is 
advisable in the interest of economy or efficiency to reduce the working force, employees 
shall be laid off based on inverse order of bargaining unit seniority provided that there are 
senior employ~es who, in the opinion of the County, are qualified to meet operational 
needs. 

Section 2. Ari employee shall have the right on the basis of bargaining unit seniority to 
bump another ..employee within their own or lower rated job classification provided that 
the bumping employee is qualified to perform the functions of the job. An employee who 
bumps into an9ther classification or a position in the same classification but in a different 
operational un!t shall be required to serve a one-hundred twenty (120) day probationary 
period. An employee who fails such probationary period shall be laid off and placed on a 
recall list. ~ 
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Section 3. If a vacancy exists in a lower rated classification, and the Employer has 
decided to fill it, the Employer shall offer the position to the senior employee to be laid off, 
provided the employee is qualified to perform the functions of the job, and there are no 
more senior qLialified employees from the same or higher rated classification (rate of pay 
determines wh.ether a classification is the "same or higher rated") as the vacancy on a 
recall list. 

Section 4. Before any bargaining unit employee is notified of employee's layoff or a facility 
is closed, the County shall make a good faith effort to give the Union thirty (30) days 
written advance notice of the impending layoff or closure and provide it with the 
opportunity to !jiscuss the matter and provide input 

Section 5. Aff~cted employees shall be given a minimum of fourteen (14) calendar days 
advanced written notice of layoff. 

Section 6. In, the event an employee is laid off, employee shall receive payment for 
earned but unused vacation and for any unpaid compensatory time off as soon as 
reasonably practicable, but no later than thirty (30) calendar days after the effective date 
of layoff. 

Section 7. Recall lists shall be created for each classification for which there is an 
employee who-was laid off. The most senior employee on the list for a given classification 
will be recalled when a vacancy that the County determines to fill in that classification 
arises provided that the employee is qualified to perform the work. 

Section 8. An: employee on layoff will be given fourteen (14) calendar days' notice of 
recall from the date on which the County sends the recall notice to the employee by 
certified mail to employee's their last known address as shown on the County's official 
personnel recq_rds. 

Section 9. It is the obligation of the employee to keep the County advised in writing of 
employee's cu_rrent address which shall be the location that any notice (including notice 
of recall) is serit. 

Section 10. l(an employee fails to report back to work when recalled within the fourteen 
(14) calendar :day period stated above, employee's employment shall be separated, 
unless satisfa~tory excuse is shown. 

Section 11. lrf the event that two or more employees have the same date of entry into 
the bargaining,:unit, the employees shall be laid off alphabetically by their last names with 
"A" being the lr.~ast senior and "Z" being the most senior (i.e., Employee with a last name 
beginning with:an A, would be laid off before employee whose last name that begins with 
8). 

Section 12. A1\ employee who is laid off or who was displaced into a lower rated position 
shall be place,'.:J on a recall list for a period of twenty-four (24) months. The qualified 
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employee with. the most bargaining unit seniority shall be recalled if a vacancy that the 
employer determines to fill becomes available in the same or lower rated classification 
from which the;· employee was laid off or displaced. 

Section 13. If f,he bargaining unit employees are laid off and are on a recall list, they shall 
be offered the. opportunity to work prior to the Employer utilizing non-bargaining unit 
employees wh~n the work subcontracted would be sufficient for a full time bargaining unit 
member. Compensation shall be at the contractual rate. 

' 
Section 14. For purposes of this Article only, the position titled "Scanning Reviewer'' will 
be considered ·within the "Clerk" classification. 

i 

AflTICLE 39: JOB DESCRIPTIONS AND CLASSIFICATIONS 

Section 1. Each job description lists the major or central duties of the particular job and 
shall include aptomatically all functionally related duties, whether listed or otherwise. 

Section 2. The County agrees to provide a job description to every employee when hired, 
transferred, af(er an annual evaluation, promoted, or demoted into a classification. 

Section 3. The County shall make available to the Union the current job description for 
all jobs in all jqb classifications in the bargaining unit. Whenever a change occurs in the 
description of :3ny such job, the County agrees to provide the Union with a copy of the 
new job descri~tion before the job description is put into effect. The employee whose job 
description ha~ been changed shall also be provided a copy or the new job description 
before it is put into effect. Within thirty (30) days following the signing of this Contract the 
County shall fllrnish to the Union one (1} model job description for each job assignment 
within a classification. 

Section 4. If sµbstantial changes in the method of operation, tools or equipment, or a job 
occurs, or if a i:1ew job is established which has not been previously classified, the County 
shall meet with the Union for the purpose of placing the job in an existing classification or 
establishing a new classification. In the event the County and the Union are unable to 
reach agreemE=Jnt on placing the job into an existing classification, the job description shall 
be submitted t6 Step 2 of the Grievance Procedure as provided in Article 10. . ' 

ARTICLE 40: JOB AUDITS 

Section 1. ,L~n employee may have their position audited for reclassification upon 
requests to tt·;e Department of Human Resources. The employee shall provide all 
necessary information to the Department Office of Human Resources regarding the job 
audit. ,

\
· 
' 
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Section 2. Wi:hin thirty (30) working days of receipt of the information the Department of 
Human Resou'tces shall determine if the employee should be reclassified. An employee 
shall be reclas:Sified when an employee is performing the essential functions of a different 
classification a$ listed in the classification specification covered by this Agreement at least 
50% of the employee's time for a minimum of one hundred twenty (120) calendar days. 
Any changes to the percentages or time limitations in the County Code will supersede 
those listed in this Agreement. In the event of reassignment to a classification in a higher 
pay range, the employee shall be reassigned to the lowest step of the new pay range 
which provide~ at least a five percent (5%) increase. In the event of reassignment to a 
classification ~,aving the same pay range as the employee's current classification, no 
increase will be received. 

Section 3. If it is determined that an employee should be reclassified to a lower rated 
classification, the employee shall be placed in that rate in the applicable pay range which 
is closest to bvt less than their current rate. The position shall be reclassified to the lower 
rated classific~tion. 

Section 4. Audit determinations shall be based upon the County job classification 
specifications. i. The Union shall be informed of the determination of all job audits at the 
time such determination is made. Employee may grieve a job audit in accordance with 
Article 10 and fllay file directly to Step 3. 

ARTICLE 41: ORIENTATION AND TRAINING 

Section 1. Th~ County shall provide new hire orientation. The County shall provide the 
Union with theJ,opportunity to speak to all new bargaining unit employees within ten (10) 
working days <>f their starting date of hire. The Union shall contact the Department of 
Human Resources to coordinate scheduling. 

j 

Section 2. The County will provide training when it determines such training is necessary 
to enhance thE? ability of bargaining unit employees to perform their jobs. Bargaining unit 
employees m~y submit written requests with written supporting documentation, to the 
Employer for a~ditional training that the employee believes is necessary to perform their 
jobs. The County shall not deprive an employee training opportunities for unreasonable, 
arbitrary or capricious reasons. 

ARTICLE 42: EMPLOYEE EVALUATIONS 

Section 1. E~ch employee shall be evaluated by employee's immediate supervisor at 
least once ann;ually. 

Section 2. Th~ employee shall be given an opportunity to examine their evaluation and 
to discuss thei findings with employee's supervisor and to sign the evaluation form to 
indicate that i,e has done so. The employee's signature shall be viewed as a 
representation:, that the employee reviewed the evaluation and does not indicate the 
employee's C0\1Currence with the information contained therein. In the event an employee 
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refused to sign:an evaluation form, it shall be so noted on the form by the supervisor. The 
employee may submit a written statement containing comments or objections. The 
employee's statement will be attached to the form and filed in the employee's personnel 
record. Empl~yees will receive a copy of employee's performance evaluation form and 
any attached sJatement. 

Section 3. An employee may request a review of their evaluation within 30 calendar days 
from the date t¾mployee signed the evaluation. The Department head or their designee 
will conduct th~ review in the presence of the employee. It may result in a higher score, 
a lower score, /or the same score. 

Section 4. U;nless mutually agreed otherwise, an employee's qualified performance 
evaluation ratings shall not be used for layoffs, recall or wages. 

ARTICLE 43: ADDRESS NOTIFICATION 

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

j. 

~«\RTICLE 44: EMERGENCY EVACUATION PROCEDURE 

The County shall, in consultation with the appropriate safety authorities, establish properly 
planned emergency evacuation routes and procedures at all of its locations. The County 
shall ensure t~.at its EEP is appropriate for all employees, including, but not limited to, its 
disabled empl9yees. 

ARTICLE 45: SAFETY, SECURITY AND HEALTH 

Section 1. Th·e County shall provide a safe and healthy workplace environment. The 
County shall r.ontinue to make reasonable provisions for the safety and health of its 
employees. A;safe environment and efficient work operation are of mutual concern to the 
County and the Union. The Parties mutually recognize the need for a work environment 
where all phas·es of work can be achieved safely, a better understanding and acceptance 
of safety principals is promoted, and the safety of employees and the general public is 
increased. Adequate security shall be pn;>Vided at each primary work location of 
bargaining unii employees. The County shall make a good faith effort to provide armed 
security staff a_~ each Auto Title location. 

Section 2. A.J I employees shall comply with work rules, regulations, and procedures 
concerning sai;~ty and health. 

,, 
·' 
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Section 3. Th~ County shall make a good faith effort to provide armed security staff at 
each Auto Title location. 

ARTICLE 46: AIR CONDITIONING/HVAC 

The County shall attempt to provide air conditioning at all of its locations where bargaining 
unit employees are stationed as soon as current leases allow or at the time new leases 
are negotiated, whichever is sooner. At those locations which are presently air 
conditioned, the County will make a good faith effort to provide that equipment is 
adequately ma;intained so as to be operable at all times. 

Heating shall '.be provided at all locations where all bargaining unit employees are 
permanently s;tationed. The Employer shall make a good faith effort to provide that 
equipment is c(dequately maintained so as to be operable at all times. 

If air condition(og malfunctions for at least 2.5 hours and the temperature increases to 80 
degrees, emplpyees, based upon operational needs, may use accumulated vacation or 
compensatory 'time for the balance of the work day. 

ARTICLE 47: DIRECT DEPOSIT OF PAY CHECKS 

Section 1. Thei County shall have the right to pay employees solely through direct deposit 
unless an employee can document that they made good faith efforts to obtain an account 
(e.g., savings or checking) and was unable to obtain one. 

,; 

Section 2. The County shall make a good faith effort to correct pay shortage if employees 
have not received pay for their regular or overtime work hours. Where possible (e.g., if 
all action is iri control of the County), such corrections shall be made as soon as 
reasonably pr~cticable and not later than the next pay following receipt of the written 
notification by the employees to the Manager of the Division of Payroll. 

Section 3. Where payroll mistakes result in employee overpayments, employees shall 
be required to t·:epay such funds. The County and Union will meet and discuss reasonable 
repayment terms. 

ARTICLE 48: LOUNGES/LUNCH ROOM 

When the Em'ployer establishes new locations where bargaining unit employees are 
regularly assigned, it shall provide an area which is usable as a lunchroom for the 
employees. The Employer agrees to provide an area which is usable as a lunchroom for 
the employees• at current locations. 
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ARTICLE 49: AFTER-HOURS CALLS 

Whenever an employee is called after hours and is required to perform employee's work 
for fifteen minu·tes or more, employee shall be compensated for the time of the call. 

ARTICLE 50: FIRST AID 

At each Emplo'yer location where employees are permanently stationed, a Red Cross 
type first aid kit will be maintained and made available by security personnel or, where 
there is no on-site security, by a designated supervisor. 

ARTICLE 51: USE OF NON-BARGAINING UNIT EMPLOYEES 

In the interest of efficient and/or effective operations, the County may use supervisors 
and other non-_bargaining employees to perform work that can be or has been performed 
by bargaining unit employees provided that such assignment does not reduce the working 
hours or result in a layoff of current employees. The County will not transfer work out of 
the bargaining :unit for arbitrary or capricious reasons, or for the purpose of eroding the 
bargaining unit. 

ARTICLE 52: MILEAGE 

Effective upon ratification of the Agreement by both parties, all employees required to use 
their automob!le in the performance of their duties shall be reimbursed such actual 
mileage at the:_ IRS rate upon submission of a request for reimbursement pursuant to 
County policies and procedures. If the IRS rate changes, the rate change will be 
implemented within 30 calendar days from the date that the IRS rate goes into effect and 
shall be retroactive to the effective date of the change by the IRS. Employees must 
submit reimbursement requests by the end of the month following the month in which the 
mileage was recorded. 

ARTICLE 53: PARKING 

If any employe~ must pay for parking while away from employee's office on official agency 
business, he will be reimbursed the actual amount that was paid for parking. Receipts for 
this expenditure must be presented. 

ARTICLE 54: LONG DISTANCE TRAVEL EXPENSE 
-; 

Section 1. Eri=Jployees whose work requires them to travel out of Cuyahoga County shall 
be reimbursed-for overnight lodging for actual expense not to exceed the lowest available 
single room rate. Employees must request a government rate, if available, when 
reservations are made. Receipts from lodging and meals must be furnished to the 
employer. 
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Section 2. Employees whose work requires them to travel out of Cuyahoga County shall 
be reimbursed, up to a maximum of twenty-five dollars ($25.00) for meals for each full day 
of travel. Employees will be reimbursed for the cost of a luncheon meal provided it is not 
within Cuyahoga County or within thirty (30) miles of the traveler's residence. 

ARTICLE 55: IDENTIFICATION CARD 

All bargaining unit employees upon the date of hire, shall be provided with a clip-on card, 
identifying him/her as an employee of the County and bearing a color photograph of the 
employee and employee's signature. 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 administration of the County. It shall 
be mandatory that each employee display their ID card during the course of the 
employee's ho.urs 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 employ~e•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 56: INSURANCE 

Section 1. Ari 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 care benefits for County employees. The 
Employer shall provide eligible employees the opportunity to enroll in the plan once during 
each plan yec;r 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. Effective no sooner than 30 days following the first day of the first month 
following full e~ecution of this Agreement, bi-weekly employee contributions for medical, 
prescription drug, and ancillary (dental and vision) benefits shall be determined as 
follows for 2022 and 2023: 

A) METROHEALTH PLAN 

1. For t_he duration of the Agreement, the County shall offer an HSA plan through 
the MetroHealth System with no biweekly cost to employees. 

·.· 

2. For the duration of the Agreement, the bi-weekly contribution for a non-HSA 
plan;offered through MetroHealth shall be 93% Employer; 7% Employee. 
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B) OTf1ER BENEFIT PLANS The Employer shall pay 86% of plan costs and the 
emp·loyees shall pay 14% of plan costs. 

C) DENTAL AND VISION The Employer shall pay 86% of plan costs and the 
emp.loyees shall pay 14% of plan costs. 

Section 2A. Eor 2024, there will be a reopener for percentage of cost allocation. 

Section 3. The costs of the medical and prescription drug plans will be determined 
through an acfuarially 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 and/or providers offered. Employees may be offered additional 
plans with reduced or increased benefit levels. 

Section 4. The Employer shall be entitled to increase the cost containment features of 
the Flex Count plans which may include, but are not limited to deductibles and co­
insurance. 

Section 5. Th~ Employer may implement or discontinue incentives for employees to 
participate in Employer sponsored wellness programs, including, but not limited to, the 
right to offer t~e opportunity to reduce employee contributions through participation in 
wellness progr;ams as determined by the Employer. 

Section 6. T:he Employer may offer incentives to encourage use of low cost 
providers/plarn, (including HSA plans) which may be discontinued or modified by the 
Employer in future plans years with notification to the Union. 

Section 7. A waiting period of no more than 120 calendar days may be required before 
new employee;s 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-Jime employees. New employees shall be eligible to participate in the 
County plans q,n the first date of the first month following completion of the waiting period. 

ARTICLE 57: SICK LEAVE CONVERSION 

An employee may elect, at the time of formal retirement from active service with the 
County and W\th ten (10) or more years of prior service with the State or any political 
subdivisions, to be paid in cash for twenty-five percent (25%) of employee's total unused 
accumulated ~iaid sick leave. Such payment for sick leave on this basis shall be based 
on the employ~e's rate of pay at the time of retirement. Payment for sick leave on this 
basis shall be considered to eliminate all sick leave credit accrued by the employee at 
that time. Su!th payment shall be made only once to any employee. The maximum 
payment shall not exceed thirty (30) days. 
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ARTICLE 58: WAGES 

Section 1. Wage Increases 
f, 

a. , For 2022, retroactive to the first full pay period in January 2022, 
bargaining unit employees shall be paid a two percent (2%) COLA increase. See 
Appendix B. fhe retroactive payment shall be applicable to those bargaining unit 
employees in active status as of the date of County Council ratification of this Agreement. 

b. For 2023, bargaining unit employees shall be paid a two percent (2%) i. 

COLA increas~ effective the first full pay period in January 2023. 
,. 

c. For 2024, Reopener for COLA. 

Section 2. ~ ge Grades: 

a. The wage grades contained in Appendix B are incorporated herein. 

b. On the first day in October 2022, 2023 and 2024, all employees shall 
a·utomatically proceed to the next step in the wage grades set forth in 
~.ppendix "B." 

ARTICLE 59: SAFETY COMMITTEE 

The Union may designate one (1) representative to sit on any Safety Committee relevant 
to bargaining unit employees or their operations within the Agency which is established 
by the County.=. 

ARTICLE 60: SAVINGS CLAUSE 

It is the intent qf the County and the Union that this Contract comply in every respect with 
applicable law:3, legal statutes and administrative regulations adopted pursuant to these 
applicable legal statutes. If any Article paragraph or part thereof is determined not to 
supersede statutory law, is declared invalid, or in conflict, the Article or part thereof shall 
be null and vo.id, and not affect the validity of the remaining Sections or Articles of the 
Contract. Union shall indemnify and save harmless the County. Further, the paragraph 
or part thereof .shall be null and void, and shall not affect the validity of the remaining parts 
or paragraphs. of this Contract. In the event any Article paragraph or part thereof is 

· declared invalid or in conflict, the County and the Union shall meet within ten (10) calendar 
days for the purpose of negotiating a lawful alternate provision. 

ARTICLE 61: MODIFICATION 

Amendments ~and modifications of this Contract may be made by mutual written 
agreement of {he parties of this Contract. 
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ARTICLE 62: PRINTING 

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

ARTICLE 63: WAGE CONTINUATION 

An employee who is injured at work may utilize the Wage Continuation Program pursuant 
to the Wage Continuation Policy of the County. 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 tlJe Wage Continuation Policy, the revisions or discontinuation shall also 
apply to the en,ployees covered by this Agreement. 

ART~CLE 64: PRE-TAX DEDUCTION OF PERS CONTRIBUTIONS 

To the extent -permitted by law, employee contributions to the Ohio Public Employees 
Retirement System (PERS} shall continue to be excluded from the employees' income 
for the purpose of federal income tax withholding. 

ARTICLE 65: DRESS CODE 

The Employer,:may establish a dress code for bargaining unit employees. Employees 
shall wear attire appropriate for the function they are performing and the location they are 
performing them. Employees who do not interact with the public in an office setting shall 
not be required to wear ties, suits, sport coats or other formal attire. 

ARTICLE 66: TRAVEL TIME 
; 

Employees who are required to travel within their daily work schedule shall receive travel 
time. 

ARTICLE 67: POWER OUTAGE 

' 
The Employerwill release affected employees from work with pay when the power is out 
at the location where the employee is working for a consecutive period of 2.5 hours during 
regular work hours, provided however, that the Employer reserves the right to move 
employees to ~n alternate location if available without releasing them. 

42 



ARTICLE 68: WORKING OVER REGULARLY SCHEDULED QUITTING TIME 

The County will compensate employees for all hours worked, including, but not limited to, 
hours worked after an employees' regularly scheduled quitting time. 

ARTICLE 69: License Acquisition/Renewal 

A. The Employer reserves the right to determine, in its sole discretion, whether an 
employee shall be required to possess licenses or specific training or 
coursev,ork. The Employer shall reimburse employees for the tuition cost of 
courses and/or training that are required by the Employer. If employees are 
requirecl to possess and maintain a license to perform his/her job duties, the 
Employ~r shall pay for the annual renewal fee and for pre-approved continuing 
education courses. The Employer shall also pay for other pre-approved 
continuing education courses not related to the maintenance of a license, but 
related to the duties and functions the employee performs on behalf of the 
Employer. 

B. This paragraph and its subsections are limited to the specific job classification 
titles of Appraiser and Data Collector whose job duties include valuation of 
property for local property tax purposes. The County wishes to support 
employt:.ies in these job titles with obtaining a Residential, Certified Residential, 
General or Commercial Appraiser license issued by the State of Ohio 
Department of Commerce. 
1.This paragraph is only intended to provide support to an employee who wants 

to voluntarily seek the Ohio appraiser licenses noted in paragraph B, but does not 
include the,:Ohio Registered Appraiser Assistant certificate. 

2 .Preapproval from the Appraisal Project Manager is required to permit 
allocation of funds. 

3,The li~ensure application process as well as the resolution of any issues with 
the State of Ohio, and all classwork will be completed by the employee on their own 
time and work time may not be used. 

4.Upon the employee's obtaining one of the licenses listed in paragraph B from 
the State of Ohio, 

~- The employee is eligible to receive up to One Thousand Dollars 
($1,000.00) as reimbursement for the cost of classwork and books actua'lly 
spefit toward successfully obtaining the license. The eligible reimbursement 
is th~ lower amount of either actual costs or $1,000.00. 

b,. The employee will be given a step increase the first full pay period 
follo~'lfing provision of copies of the license issued by the State of Ohio by the 
empJoyee to the Appraisal Project Manager. 
5. If .~n employee can qualify for and desires to obtain a Certified Residential 

Apprais_er license from the Ohio Department of Commerce, as an alternative to 
the Resjdential Appraiser license, then the same preapproval are required. 
Howeve;r, college or similar courses are required to obtain a Certified Residential 
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Apprais~r license and those college or similar courses will not be reimbursed 
under tllis or any other Article of this CBA. 

6. Tl.)e completion of the licensure if expected within 30 months following 
approval, but prior to the conclusion of this CBA, December 31, 2024. The 
parties can agree to extend timeframes. 

7. Ery1ployees are eligible for reimbursement and a step increase one time 
under ttlis Article. 

ARTICLE 70: FLEX TIME 

For the FiscaI:·office and County Treasurer: The County may permit employees, at its 
discretion, to work a regularly scheduled shift with start times as early as 7:30 am and no 
later than 9:0olam. Requests for start times must be made in writing and shall be subject 
to approval by the employee's supervisor. Approval shall be based on the County's 
determination :of operational needs and shall not be unreasonably denied. Appraisers 
shall be allowed to flex their work schedule based upon requests for appraisals and 
operational needs, provided the employee provides the supervisor at least three (3) work 
days' notice, ot less if the supervisor accepts shorter notice. This Article shall not apply 
to Auto Title employees. 

For Board of R1evision: The County may permit up to three (3) employees, at its discretion 
to work a regularly scheduled shift with start times as early as 7:30 am and no later than 
8:30 am. Flex time opportunities shall be provided on a rotational basis. The County may 
permit flex erhployees to switch lunch times with non-flex employees based upon 
operational needs. The County shall not require employees to take lunch prior to 11 :30 
am. 

ARTICLE 71: ESSENTIAL/NON-ESSENTIAL 

If the Employer exercises its right to staff a skeletal crew and releases some employees 
at a County location, then the employees required to stay shall receive one hour of 
compensatory-time for each hour of release time. In determining the skeletal crew the 
Employer shall first request volunteers. If a sufficient number of employees volunteer 
then the emplo_yees with the most seniority may work. If a sufficient number of employees 
do not volunteer, then the Employer may force in order of inverse seniority. At Auto Title 
locations, the Employer shall offer employees with the most seniority the right of first 
refusal, if a sufficient number of senior employees do not exercise their right to stay, then 
the Employer ,,shall request volunteers. If a sufficient number of employees do not 
volunteer, ther,. the Employer may force in order of inverse seniority. At Board of Revision, 
opportunities to leave and/or remain shall be offered on a rotational basis. 

ARTIC.LE 72: UNIFORMS AND TOOLS (WEIGHTS AND MEASURES) 

Section 1. Ttie County shall provide the following uniforms for Weights and Measures 
employees: 
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a. Five;(5) short sleeve (polo) shirts; 
b. Five.;(5) long sleeve shirts; 
c. Five:'.(5) pair of pants 

The County sh.all supply two (2) additional items during the term of the Agreement. 

Section 2. Effective January 1, 2020, every year of the Agreement, the County will 
reimburse tho~e employees that wear ASTM compliant steel toe or ASTM compliant 
composite toe 'work boots or a high visibility work jacket conforming to ANSI/ISEA 107-
2015 Type R, ;class 2 or higher specifications, up to one hundred ($100.00) dollars per 
year. Work boots and work jackets must be approved by the County. To be eligible for 
reimbursement, employees must provide original receipts for the purchase of work boots 
or work jackets. All original receipts will be retained by the County. All requests for 
reimbursemen~ and receipts shall be submitted by January 31 of the appropriate year. 

:· 

Section 3. The County shall provide employees the tools and equipment (which may 
include laptops, cell phones and printers) it determines are necessary for the employees 
to complete their job assignments. Tools and equipment provided by the County shall 
remain County, property. 

Section 4. The County shall make a good faith effort to ensure it provides employees 
with County ve;hicles to perform County functions. 

ARTICLE 73: DURATION 

This Labor Co·ntract represents the complete understanding between the parties on all 
issues and shaH become effective on the date of ratification by County Council and remain 
in full force and effect until 11 :59 p.m., December 31, 2024 and, thereafter, from year to 
year unless at least ninety (90) calendar days prior to said expiration, or anniversary 
thereof, either,.. party gives timely notice to the other of an interest to terminate the 
Contract. Within ten (10) calendar days after receipt of said notice a conference will be 
arranged to negotiate any proposals. 
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ARTICLE 7 4: EXECUTION 

IN WITNESS WHEREOF, the parties hereto have caused this Agreement to be duly 
executed. 

FOR THE UNION: FOR THE COUNTY: 

~~~I??~ 
Armond Budish, County Executive 

B usinessYM anager/Secretary-Treasurer 
Ant ony ·h'iberatore, J . 

lg - 2·3_ 22. : 
Date 

I Form: 
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APPENDIX A 

It is understood and agreed that the following positions assigned to the Cuyahoga County 
Fiscal Office are included in the Bargaining Unit- SERB Case No. 2014-REP-05-0067: 

Included: All fulltime and part-time employees of the Office of the County Fiscal Officer in the 
following classifications: Account Clerk, Account Technician, Accountant 2, 
Administrative Assistant 1, Administrative Assistant 2, Administrative Clerk, 
Appraiser (commercial/industrial), Appraiser (residential/agricultural), Clerk, 
Commercial Data Collector, Lead Commercial Appraiser, Lead Residential 
Appraiser, Data Collector, Data Processor, Examiner, Inspector, Microfilm 
Technician, Purchasing Agent, Scanning Reviewer, Secretary, Senior Account 
Clerk, Senior Appraiser (commercial/industrial), Senior Appraiser 
(residential/agricultural), Senior Clerk, Senior Data Processor, Senior Payroll 
Officer, Title Accountant 1, Title Clerk 1, Title Clerk 2 and Title File Clerk. 

Excluded: Pdl other employees; all management employees, supervisors, and confidential 
employees as defined by Ohio Revised Code Chapter 4117; and seasonal and 
casual employees as defined by SERB. 

It Is understoo1~ and agreed that the following positions assigned to the Cuyahoga County 
Board of Revis•jon are included in the Bargaining Unit-SERB Case No. 2014-REP-09-0106: 

Included: $enior Clerks, Clerks, Administrative Assistant 1-Schedulers, Administrative 
Assistant 2 - Schedulers, Commercial and Industrial Appraisers (Analysts), 
Residential Appraiser Analysts. 

Excluded: All other employees, including management employees, supervisors and 
c,onfidential employees as defined by the Ohio Revised Code Chapter 4117, and 
S(=lasonal and casual employees as defined by SERB. 

It is understoo~ and agreed that the following positions assigned to the Cuyahoga County 
Treasurer are ihcluded in the Bargaining Unit -SERB Case No. 2015-REP-03-0034: 

Included: fill fulltime and part-time employees of the County Treasurer in the following 
dassifications: Account Clerk, Accountant 2, Administrative Assistant 1, 
Administrative Secretary, Cashier Fiscal Office, Examiner,Examiner Fiscal Office, 
Fiscal Office Inquiry Assistant, Public Inquiries Assistant, Senior Account Clerk 
and Senior Data Processor. 

Excluded: PJI other employees; all management employees, supervisors, and 
c:onfidential employees as defined by Ohio Revised Code Chapter 4117; and 
seasonal and casual employees as defined by SERB. 
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APPENDIX C 

The following represents understandings as to the 2022-25 CSA: 

1. After County Council ratification of the 2022-2025 CBA, the Auto Title Clerk 2 
and Cashier will advance from Grade 3 to Grade 4. This will be reflected in 
Appendix B attached to the Side Letter. The impacted employees will retain the 
same step in the new wage grade as occupied in Grade 3. 

2. After County Council ratification of the 2022-2025 CBA, two positions covered by 
this Agreement can be added. The titles of the positions are Support Specialist 
and Senior Support Specialist. The affected employees will remain the same 
step anrJ pay grade. In anticipation of the creation of these positions, the job 
titles will be reflected in Appendix B attached to the Side Letter. 
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Side Letter of Agreement - Vacation Accrual Beyond Maximum Allowable 
Amounts 

Notwithstanding Article 22, Section 3, employees shall accrue vacation beyond the 
maximum allowable amounts when vacations are discouraged or denied during the 
sexennial reappraisal. 
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SIDE LETTER OF AGREEMENT 
REGARDING 2022 and 2023 COLA 

FOR LIUNA LOCAL 860 (FISCAL OFFICE) 

For 2022 or 2023, if Cuyahoga County Council approves an across-the-board 
cost-of-living adjustment (COLA) for non-bargaining County Executive 
employees that exceeds two percent (2%), the 2022 or 2023 rates set forth in the 
Wage .A.rticle of this Agreement shall be increased to equal the across-the-board 
percentage increase to the COLA approved for non-bargaining employees, with 
the same effective date. 

This Side Letter does not apply to any other compensation and/or wage 
increases provided to other County employees. Rather, this Side Letter is only 
triggered if all non-bargaining employees under the County Executive's 
jurisdiction receive a COLA for 2022 or 2023 that exceeds two percent (2%). 

An updated wage table is attached applying Cuyahoga Council Resolution No. 
R2022-0120. 

This Sicle Letter shall expire December 31, 2023. 

Anth 
1 

~ 
y Liberator( 

t- FOR CUYAHOGA COUNTY: 

~ IJ/141{{_
Armond Budish 

Busin ss Manager/Secretary-Treasurer Cuyahoga County Executive 
LIUNA Local 860 

\ u· 2.~·22.. I, - IJ-3 ·z2-. 
Date Date 

~~!

gal Form: 

Steven . Ritz 
Assistant Director of Law 
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