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the Vice President for Business Affairs and Finance or designee. The parties shall meet to
discuss the matter within ten (10) working days of receipt of the letter. Prior to the meeting, the
University shall provide the Union with documentation it has collected regarding the issue. If
there is no satisfactory resolution within twenty (20) working days of the original submission,
unless the parties mutually agree to extend the time limits, the Union may petition the SERB for
unit clarification.

Section 5. The Union retains the right to grieve or take other appropriate action if it believes
the University is attempting to improperly erode the bargaining unit.

Section 6. Where used in this Agreement, the term “employee” includes all employees of the



There will be no reprisals of any kind, or threats thereof, taken against any employee by reason
of her/his membership or non-membership in the Union, or participation or nonparticipation in
any of its activities, or participation in the grievance procedure.

Section 6. The University and the Union agree that any claims of unlawful discrimination
under Federal and State civil rights laws and/or Fair Employment Practice Acts and any claims
of discrimination based on sexual orientation shall not be processed through the grievance
procedure set forth in this Labor Agreement except as provided herein. Such claims shall be first
discussed by the claimant with the University's Director of Affirmative Action as a means of
achieving an informal resolution of the claim. If informal resolution is not possible, the claimant
may file a formal written complaint with the University's Office of Affirmative Action. That
Office will then conduct a thorough investigation and its findings, conclusions, and proposed
action will be discussed with the claimant. A copy of the findings, conclusions, and proposed
action will be forwarded to the University President. If the claimant is not satisfied with the
resolution proposed by the Office of Affirmative Action the parties, by mutual agreement, may
submit the issue to grievance mediation (See Article VIII, Section 3). If mediation does not
resolve the matter or if the parties do not agree to mediation, relief may be sought through direct
appeal to the University President within ten (10) working days of the receipt by the claimant of
the findings, conclusions, and proposed action of the Office of Affirmative Action or following



Section 4. During the term of this Agreement, there shall be no lockout of members of the
bargaining unit by the Administration.

Section 5. Any violation of Section 3 above will be just cause for disciplinary action in
accordance with Article IX of this Agreement.

Section 6. The Union shall inform all members of the bargaining unit concerning their



Further, and only as limited under this Agreement, the University retains all rights, expressed
and reserved, to do all things appropriate and incidental to any of its rights, powers, prerogatives,
responsibilities, and authority, and in all respects to carry out the ordinary and customary
functions of the University.

ARTICLE VI

CHECKOFF AND FAIR SHARE FEES

Section 1. The University will deduct any initiation fees and dues levied in accordance with
the Constitution and Bylaws of the Union from the pay of members of the bargaining unit upon
receipt from the Union of individual signed authorization cards executed by the member for that
purpose and bearing his signature.

Section 2.



Section 8. Voluntary Payroll Deductions. Upon an employee's voluntary written assignment
filed at least three (3) weeks in advance, the University agrees to deduct from the employee’s
wages on a regular basis, amounts due and payable to COPE, United Way, Community Shares,
and other organizations currently recognized under University policy. The amounts so deducted
shall be mailed or otherwise forwarded to the designated organization in a timely fashion as
required.

It is expressly understood that the University shall assume no liability in connection with such
voluntary deductions. All disputes and adjustments shall be matters to be resolved between the
employee involved and the recognized organization.

The University shall not be held liable for any consequence of either failure to make an
authorized deduction or any mistakes in connection therewith.

The employees agree to indemnify, defend and save the University harmless against any and all
claims, demands, suits or other form of liability that shall arise out of or by reason of action
taken by the University in reliance upon the voluntary authorization described in this Section 8.

The University, on the occurrence of one of the following, shall terminate any deduction
described in this Section 8:

1) The death of the employee;
(@) The termination of the employee's employment under this Agreement;

3 Written request of the employee filed at least three (3) weeks in advance of the
effective date of termination; in which case, the University will not be required to
honor another voluntary assignment filed by the employee for a period of one (1)
year from the date of termination.

ARTICLE VII

UNION REPRESENTATION

Section 1. Grievances. Union officers/delegates who desire to process grievances or
conduct other union business during working hours shall contact their supervisor to make
arrangements for the conduct of the Union business. Upon obtaining prior approval from the
employee’s supervisor, the officer or delegate shall be permitted to investigate grievances or
conduct union business during working hours without loss of pay. If an officer/delegate abuses
any or all of the privileges of this Section 1, such privileges shall be removed by the University.

Section 2. Release Time. In order to enable the Union better to discharge its duties and
responsibilities as the exclusive bargaining agent, the University shall grant release time without
loss of wages, benefits, or other privileges to bargaining unit members with the following
conditions:




A. Requests for release time will require the prior approval of the employee's
supervisor. Such requests shall not be unreasonably denied.

B. The Union President shall be permitted to use up to eight (8) hours per month of
paid, non-cumulative release time for the conduct of Union business.

C. Employees serving on the Union's Executive Board and Delegates Committee are
allowed up to a total aggregate number of paid hours, which does not exceed forty-eight (48)
hours each contract year, for training and for meeting with employees during new employee
orientation. The Union shall notify the Vice President for Business Affairs and Finance






Section 16. New Employee Orientations. A Union representative will be afforded time with
new bargaining unit employees during the new employee orientation process for orientation to
the Union and this Agreement.

ARTICLE VIII

GRIEVANCE PROCEDURE

Section 1. It is mutually understood that the prompt presentation, adjustment, and/or
answering of grievances is desirable in the interest of sound relations between the employees and
the University. The prompt and fair disposition of grievances involves important and equal
obligations and responsibilities, both joint and independent, on the part of the representatives of
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B. Upon receipt of a notice to arbitrate, the arbitrator may be selected by mutual
consent of the University and the Union from the panel. If the parties cannot agree, they shall
choose an arbitrator by alternatively striking names from the panel until one (1) name remains as
the arbitrator. The order of striking shall be determined by a coin toss. The arbitrator shall be
notified as soon as possible of his selection and a hearing shall be held, if possible, within thirty
(30) days of the arbitrator's confirmation that he has accepted the appointment as arbitrator. The
arbitration procedure and hearing shall be governed by the American Arbitration Association's
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extensions of the time limits shall not be unreasonably denied by either party. The parties will
accept facsimiles to meet any deadline herein specified.

B. Grievances may be processed by aggrieved employees during working hours,
with no loss of pay or benefits. Hearings and meetings held under this procedure shall be
conducted at a time and place that will afford a fair and reasonable opportunity for all persons
entitled to be present to attend. Such meetings

12



supervisor and the employee shall arrange another date and time. Included with that notification
will be all documentation upon which the charges against the employee are based. For
suspensions and terminations, the Department of Human Resources Development and Labor
Relations will notify the employee, the Union President and District 1199 Union Representative
of the date and time of the meeting, and both the Vice President for Business Affairs and Finance
or designee and Union President or designee shall be involved in the meeting. The District 1199
Union Representative also shall have the option of participating in the meeting. The Vice
President for Business Affairs and Finance or designee shall preside at the meeting. Normally,
no discipline beyond the second written warning shall be imposed until after a disciplinary
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Section 3. If possible, new employees shall receive a copy of their job description upon hire.
New employees will receive training on job-related procedures and policies.

Section 4. During the probationary period, the employee shall receive at least one written
evaluation from the supervisor at least ninety (90) days before the end of the probationary period.

ARTICLE XI

PERSONNEL FILES

Section 1. All personnel files in the University are public information. The Department of
Human Resources Development and Labor Relations is responsible for the creation, maintenance
and coordination of the official University personnel files for bargaining unit employees. The
official personnel file (“Personnel File”) for each employee shall be maintained in the
Department of Human Resources Development and Labor Relations. Individual employees'
working files that are needed to carry out the day-to-day administrative functions of
departments/colleges may be kept in the offices of the employee's Department and/or the Dean of
the College. Upon written request, employees shall have access at reasonable times to their
working files.

Section 2.
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notification has been given to the employee whose file has been requested. A member of the
Human Resources office shall be present whenever any person outside of the Human Resources
office is examining a file.

Section 8. The official Personnel File for each employee will contain the following, if
available:
A. Letter of application and all materials requested or received by the University

from persons other than the applicant in connection with the employee's original employment,
including official academic transcripts;

B. Offer of appointment and initial date of employment; employee's contracts, letters
of continuation or letters of intent;

C. Job description(s);

D. Documents relating to position classification, grade, and length of time in
position;

E. Documents relating to promotions, reclassifications, or transfers;

F. Documents pertaining to salary recommendations;

G. Documents pertaining to the employee's professional activities and

accomplishments;
H. Performance evaluations and reviews;
l. Information pertaining to extended leaves;

J. Disciplinary records; and

15



Section 11.  Other files: Nothing in this policy precludes the maintenance and retention of
individual information dealing with routine matters such as payroll records, fringe benefits,
worker's compensation records, medical information, leaves of absence, 1-9, and citizenship
status records.

ARTICLE XII

LABOR/MANAGEMENT COMMITTEE

Section 1. The Labor/Management Committee shall meet to discuss matters of mutual
concern. The meetings will be held every other month for one and one half (1%2) hours unless
otherwise mutually agreed. The parties shall mutually agree upon the time, date, and place of the
meetings. At any time the parties may mutually agree that there is no need for the committee to
meet or conversely that more frequent meetings are necessary.

Section 2. The Committee shall consist of not more than three (3) representatives appointed
by the Union and three (3) representatives appointed by the University. By mutual agreement, an
additional University representative, as well as a District 1199 Union representative, may
participate in Committee meetings. Meetings shall be held during normal business hours, and all
representatives who serve on the Committee shall do so without loss of pay or benefits.

Section 3.
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evaluation by March 1, the employee will be notified in writing; but in any event the evaluation
will be completed no later than June 1; or

B. An annual evaluation shall take place prior to September 1% each year for the
previous fiscal calendar year (July 1 — June 30). If the employee’s supervisor is unable to
complete the evaluation by September 1, the employee will be notified in writing; but in any
event the evaluation will be completed no later than December 1.

Section 2. HRD will notify the employee and the employee’s supervisor one (1) month in
advance of an employee’s performance evaluation date. Pursuant to current practice, the
performance evaluation form shall be filled out by an employee's supervisor and the employee.
The supervisor and the employee shall arrange to exchange concurrently the completed
evaluation forms at least 24 hours before discussing the evaluation.

If an employee has been reassigned to a new supervisor within one month of the evaluation date,
the new supervisor should consult with the previous supervisor in completing the evaluation if
possible. If an employee receives approximately equal supervision from more than one person,
those supervisors shall complete the evaluation together.

Section 3. The completed Performance Evaluation Form will be discussed with the

17



Section 4. The Labor/Management Committee shall address Performance Evaluation issues
that may arise.

Section 5: The Union shall be provided with a copy of any bargaining unit member’s written
Performance Improvement Plan (“PIP”’) which is administered by Human Resources. Human
Resources or the supervisor shall provide the employee notice of the closing of that PIP with a
copy to the Union.

Section 6. Peer Review of Librarians in the University Library. The administrative
evaluation of librarians in the University Library shall include a peer review component as
previously established.

Section 7. Law Librarians.

18



C. If the parties disagree on the inclusion of the position in the bargaining unit within
ten (10) University working days from the commencement of discussion, either party may
invoke proceedings with SERB as the exclusive method of resolving the issue of inclusion or
exclusion of a new position to be included in the bargaining unit. Such a unit clarification
petition to SERB shall be limited to the new position only. If SERB determines the new position
to be included in the bargaining unit, the position shall then be reviewed for the appropriate
)-2(v d )-10(a)4(ppr)3(opr ()-1021f)3Tw g6 -1.15 Td -10(3.132(n t)-1e)4( -0.d(c)4(1)-2(0(e)4( e)4a)-6(r) de)4
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(14) calendar days after receipt of the revised job description, the employee shall submit in
writing to HRD his agreement with or identify any substantive disagreements about the job
description. Following receipt, HRD shall review the disputed items, if any, with the employee
and/or supervisor. Unless subject to an agreed extension or waiver of time limits, an employee’s
failure to respond within fourteen (14) calendar days shall constitute a withdrawal of the
reclassification review request in which case Section 3.F. below shall not apply.

D. HRD and the Reclassification Review Committee shall use the Point Factor
Evaluation Plan developed from the Peat Marwick Study in 1996, or a successor plan. The
criterion upon which reclassification will be based is current job content. The point of
comparison may be from the initial grading of the job or from the last reclassification. For
example, changes in job duties, increases in job responsibilities and/or the restructuring of a
position's duties shall be examined to decide if a position should be reclassified.

E. HRD will issue a written decision on the request to the employee, the Union
President and the supervisor/department head within ninety (90) calendar days of receipt of the
request. The written decision will include a written rationale for the decision and quote the
contractual time limit for an appeal. The written rationale shall include the employee’s scores
and point totals before and after the reclassification request. The affected employee, the Union
and/or the supervisor/department head may submit an appeal. A written appeal must be
submitted to the Union President and the Director of Compensation for review within ten (10)
University working days of the employee's receipt of the HRD's written decision. The Director
of Compensation will immediately forward the appeal to the Union/Management
Reclassification Review Committee (hereinafter the *“Reclassification Review Committee”)
which shall review the reclassification and make its decision within thirty (30) calendar days
after the receipt of the appeal. A written decision and rationale shall be forwarded to the
employee, the Union President, the supervisor/department head, and HRD within that time
period. Prior to convening, the members of the Reclassification Review Committee will be
provided with the employee’s scores and point totals before and after the reclassification request,
the scores of other positions HRD utilized in its analysis, if any, and a copy of the Point Factor
Position Evaluation System completed for the employee.

1. The Reclassification Review Committee shall consist of two (2) Union
and two (2) Management appointees who shall be voting members of the Committee.

2. The Reclassification Review Committee will also consist of one (1)
alternate for each side who shall participate in the place of a regular member as needed or as
described in Section 3.E.3 below.

3. If a Reclassification Review Committee member is from the same
department as the appealing employee, he will not participate in the Committee proceedings and
will be replaced on the Committee by an alternate member.

4. A majority decision of the Reclassification Review Committee shall be
final and binding upon the employee, the Union and the University. If the Reclassification
20



Review Committee is unable to reach a decision by a majority vote, the request shall be
considered denied. If the Reclassification Review Committee is deadlocked, then the employee
may submit a grievance at Step 2 of the Grievance Procedure.

F. The same position may be submitted

21
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Section 6. Lunch Break. Employees are entitled to take a lunch break during their workday
consistent with the operational needs of the department.

Section 7. Schedule Changes. In the event it becomes necessary to change a regular work
schedule, the Union will be notified at least two (2) weeks in advance of the change except in
emergencies.

ARTICLE XVI
SALARY
Section 1. Salary Pool

The total salary pool for wage increases effective October 1, 2010 is 3.0% divided between
across-the-board and merit pay base salary increases as described below.

General eligibility requirements for across-the-board and merit pay base salary increases is as
follows:
A The employee must have completed six (6) months continuous employment in a
permanent or funds available status position.
B The employee must be employed by the University at the time of disbursement of the
across-the-board and merit pay base salary increases.

Section 2. Across-The-Board Base Salary Increase

Retroactive to October 1, 2010, employees with a continuous employment date on or before June
30, 2010, shall receive a 2.0% across-the-board base salary increase.

A. Effective October 1, 2010, the salary range for each salary grade effective July 1,
2008, shall be increased upward by 2.0% as shown in Appendix C for non-technology positions
and Appendix D for technology positions, and employees whose salaries are below the new
range shall have their salaries adjusted to the minimum of the appropriate salary grade prior to
the application of any other salary increases.

B. Employees whose salaries exceed the maximum of their grade (redlined) shall receive
their 2.0% increase in the form of a lump sum payment. If a portion of their increase is above the

23



Bargaining unit employees must have completed at least six (6) months of employment in a
professional staff permanent or funds available status position to be eligible for a performance
adjustment. Since performance adjustments are directly tied to the performance evaluation
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under this Section 6 will not affect the employee’s entitlement to any other increases in
compensation that may be applicable.

B. An employee promoted to a position in a higher salary grade will receive the salary
adjustment effective on the first day in the new position. An employee who is reclassified or who
receives an in-grade promotion will receive the salary adjustment retroactive to the beginning of
the pay period following the date the reclassification request is received in HRD.

Section 7. If an employee is demoted or applies for and receives a position in a salary grade
lower than the one currently held, and if the employee’s current salary is above the maximum of
the lower position’s salary range, then the employee’s salary will be reduced to the maximum of
the lower salary grade’s range, effective on the first day in the position. Otherwise, the
employee’s salary will remain the same. The move to a lower salary grade will not affect the
employee’s entitlement to any other increases in compensation that may be applicable.

Section 8. Market Adjustments. In order to maintain market competitiveness or to aid in the
recruitment or retention of employees, it may be necessary for the University to adjust salaries.
Such adjustments will be based on survey data or other facts documenting the threat to retention
or inability to recruit at current salary levels. Both the University and the Union may propose
such adjustments in accordance with O.R.C. 8 4117. The University, at least ten (10) days prior
to initiating any action under this Section, shall provide the Union President or designee with
supporting documentation for proposed market adjustments.

Section 9. Equity Adjustments. An equity adjustment is a special salary action to correct an
inequity that cannot be corrected within the normal salary guidelines. This adjustment is used to
react to sudden shifts in the competitive market where the hiring rate of a new candidate may
cause an internal inequity. Consequently, an adjustment may be applied to individual bargaining
unit members or a specific classification affected by the inequity. The University, at least ten
(10) days prior to initiating any action under this section, shall provide the Union President or
designee with supporting documentation for proposed equity adjustments and shall satisfy its
obligations under O.R.C. § 4117.

Section 10. Additional Compensation.

A. Compensation is permitted for additional professional services that are offered or
required by the University.

B. All such services and participation shall be in addition to and exclusive of the

regularly assigned duties and responsibilities performed by the employee and as described in the
current job description of record.
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J, Procedure and Qualifications for Appointment and Promotion of Bargaining Unit Librarians in
Rank.

B. Librarians shall be assigned a salary grade based upon their librarian rank as described
in Section 11.A., above, and Appendix J, Procedure and Qualifications for Appointment and
Promotion of Bargaining Unit Librarians in Rank. The University will continue to fund librarian
promotions from “central” funds. The base salary of librarians receiving a promotion in librarian
rank will be augmented by amounts equivalent to the promotion amounts for faculty contained in
the 2003-2006 AAUP Collective Bargaining Agreement or its successor, according to the
following schedule, after the addition of any other negotiated base salary increases:

1. Assistant Librarian (salary grade 6) to Sr. Assistant Librarian (salary grade 6):
Same amount as faculty promoted to Assistant Professor

2. Sr. Assistant Librarian (salary grade 6) to Associate Librarian (salary grade 7):
Same amount as faculty promoted to Associate Professor

3. Associate Librarian (salary grade 7) to Librarian (salary grade 8):
Same amount as faculty promoted to Professor

27



and disability benefits, including health, vision, dental, and the Employee Assistance Program,
shall be maintained through June 30, 2012.

Part-time employees who regularly work at least thirty (30) but less than forty (40) hours per
week (75% to 99% full-time equivalency) with an appointment of six (6) months or longer may
enroll in the University’s group health, life and disability insurance plans, as set forth in Article
XVIIL.

Section 2.

A. Health Insurance: For the plan year extending from July 1, 2011 through and
including June 30, 2012, the University will pay the following amounts for full-time employees
enrolled in a health insurance plan: 80% of the total premium cost of the Medical Mutual
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Care Committee shall not be construed to be a waiver of the Union's right to negotiate with
respect to changes, if any, in health insurance benefits as provided for in this Agreement.

B. Should the Health Care Committee determine to recommend modification,
deletion or replacement of any of the University's health insurance benefits, such
recommendations will be subject to joint negotiations between the Unions representing
University employees (the SEIU, the AAUP, the CWA and the FOP, “the Unions”) and the
University. Any tentative agreements reached between the parties will be subject to approval by
the Union.

C. In the event that the University desires to make changes in health insurance
benefits in effect as of July 1, 2007, as recommended by the Health Care Committee, it shall
notify the Union in writing no less than 120 days prior to the effective date of the proposed
changes. Within 30 days after receipt of written notice, the Unions may jointly notify the
University of their desire to reopen negotiations on the subject of health insurance benefits. If
the Unions decline to negotiate over the recommendations of the Health Care Committee, there
will be no changes in the health insurance plans in effect at that time.
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Section 5. Life Insurance.

A. The University shall provide full-time employees and Group | part-time
employees the following life insurance coverages:

1. Effective January 1, 2008, basic group term life insurance coverage equal
to two (2) times the base annual salary, subject to a minimum coverage level of $10,000 and a
maximum coverage level of $150,000, and an equal amount of Accidental Death and
Dismemberment insurance. All benefit provisions are subject to the terms and conditions set
forth in the Plan Certificates.

2. Business Travel Accident Insurance, which contains the following
benefits:

a. Repatriation Benefit.

b. Family Transportation Benefit.

C. Business Travel Accident Benefit for an amount equal to two (2) times

base salary, subject to a maximum coverage level of $500,000.
All benefit provisions are subject to the terms and conditions set forth in the Plan Certificates.

B. The University will provide the option for employees to purchase, on an after-tax
basis, voluntary group term life insurance for themselves, for their spouses, and for their eligible
dependent children. All benefit provisions are subject to the terms and conditions set forth in the
Plan Certificates. The University shall offer benefit levels as described in Appendix J.

Section 6. Flexible Spending Accounts (FSA). The University will make available to
employees Medical Flexible Spending and Dependent Daycare Assistance Accounts at the
allowable per annum limit set by the plan document pursuant to Internal Revenue Code Section
125, which allow employees to set aside funds on a pre-tax basis to pay eligible unreimbursed
medical and dependent care expenses during the plan year.

Section 7. Long Term Disability Insurance. The University shall continue to provide a
disability insurance plan fully paid by the University. After a 90-day waiting period, the plan
pays up to 60% of an employee's base salary, up to a maximum of $5,000 per month, if the
employee is unable to work due to injury or illness. These benefits are reduced by any amount
received from PERS, STRS and Social Security. All benefit provisions are subject to the terms
and conditions set forth in the Plan Certificate.

Section 8. Employee Assistance Plan. The University shall continue to provide an
employee assistance plan fully paid by the University and shall make it available to all
employees and their household members.
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Group | part-time employees who choose to enroll in these plans will pay the full cost for
their participation.

B. Group II:  Group Il part-time employees may enroll in the following benefit
plans:

Single and Family Health Care Coverage (HMO Plan only)

Medical Flexible Spending Account

Dependent Daycare Assistance Plan

Voluntary Group Life Insurance for the employee only up to $150,000 maximum

APwnhE

Group Il part-time employees who choose to enroll in these plans will pay the full cost
for their participation.

Section 3. Employee Assistance Plan. The University shall provide an employee
assistance plan fully paid by the University and shall make it available to all Group I and Group
Il part-time employees and their household members.
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employees may elect an alternate retirement plan (ARP) in accordance with the Ohio Revised
Code.

Section 4. Purchase of Past Service Credit (PERS/STRS). Employees may request the
University to purchase eligible past service credit through payroll deduction for STRS or PERS
on either an after-tax or pre-tax basis, according to the employee's election, and subject to the
rules of STRS or PERS and the Internal Revenue Code.

ARTICLE XX

HOLIDAY OBSERVANCE

Section 1. Holidays. Employees are entitled to ten (10) paid holidays. They are:

New Year's Day Martin Luther King Day
Presidents' Day Memorial Day
Independence Day Labor Day

Columbus Day Veterans' Day
Thanksgiving Day Christmas Day

The Administration may establish alternative days of observance for the following holidays:

Martin Luther King Day Presidents' Day
Columbus Day Veterans' Day

Section 2. Payment. Holiday pay is defined as straight time payment for a holiday
whether worked or not. Holiday pay is included in calculations of active pay status. All full-
time employees shall receive eight (8) hours of holiday pay for the holidays in Section 1 above.
Pay shall be prorated for part-time employees. Part-time employees shall be paid for the number
of hours they would normally be scheduled to work on the holiday.

Section 3. Employees who are required to report to work on holidays will be paid at the rate
of one and one half (1 2) times the regular rate of pay for all hours worked in addition to the
holiday pay.

ARTICLE XXI

VACATION LEAVE

Section 1. Vacation Leave. Full-time employees earn vacation leave at the rate of 1.83
days a month or a total of twenty-two (22) workdays per year, prorated for the nine month or ten
month academic year. Employees appointed to a part-time position of one-half time or more will
earn vacation leave on a prorated basis.

33



Full-time employees on a nine month or ten month academic year who are issued a supplemental
summer contract are not required to use vacation during the summer semester.

Section 2. Scheduling. Vacation leave shall be available to employees to the extent
earned. Employees shall schedule their vacations after consultation with and approval by their
supervisor. Whenever possible, vacation shall be scheduled at the preference of the employee.

Section 3. Holidays. When a holiday occurs during vacation leave, employees receive
holiday pay in accordance with Article XX, (Holiday Observance), for the holiday; the pay is not
charged to vacation leave.

Section 4. Maximum Accumulation.  Vacation leave accumulation may not exceed 44
days at any time within a fiscal year. During the last pay period in June each year, employees
may carry over a maximum of thirty (30) days (240 hours) of accumulated vacation leave to the
next fiscal year. The Vice President for Business Affairs and Finance or designee may grant
exceptions to the vacation leave carryover limitation at his/her discretion.

Upon termination of employment, employees are entitled to pay for up to a maximum of twenty-
two (22) days.

Section 5. Notice. The University will continue to provide a statement of an employee's
accumulated vacation.

Section 6. Professional Staff Employees Who Teach. Full-time professional staff employees
who teach who are academic year employees will not be eligible to earn and accrue vacation
leave. Such employees are expected to be in attendance during the academic year to perform
teaching and appropriate academic duties in accord with established requirements of the
University.

ARTICLE XXII

PAID LEAVES

Section 1. Sick Leave. Sick leave with pay is a benefit available during absence due to
personal illness; injury; medical confinement or disability; medical, dental or optical
examinations; for the illness of or medical attention for a member of the immediate family; to
cover a period of quarantine required by exposure to a contagious disease; to cover absences for
unanticipated personal emergencies; or for the death of a member of the immediate family of the
employee. For purposes of this Article, immediate family includes mother, father, brother,
sister, spouse, daughter, son, mother-in-law, father-in-law, brother-in-law, sister-in-law,
daughter-in-law, son-in-law, grandparent, grandchild, stepparents, step children, legal guardian,
or other person who stands in place of a parent.

A. Accrual. Sick leave will accumulate at the rate of 1.25 days (ten hours) for
each month of service, without limit, and including periods of vacation and sick and other paid
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leave. Sick leave accumulation is pro-rated for nine and ten month academic year appointments.
Employees on less than full-time status shall receive sick leave credits proportionate to the
percent of time or hours worked as compared to full-time employees.

B. Notification and Certification. For planned absences, consistent with
Section 1 of this Article, the employee must notify the appropriate supervisor and gain prior
approval. For unanticipated absences consistent with Section 1 of this Article, sick leave with
pay shall be granted, provided the employee has reported the absence to the office of the
department chairperson or supervisor prior to the beginning of duty, or as soon as practicable,
except in case of an emergency. Employees failing to comply with sick leave notification
procedures or who abuse sick leave shall be subject to discipline.

The University reserves the right to require medical certification, or in the case of a non-medical
unanticipated emergency, other appropriate documentation, in cases of planned or unanticipated
absence and prolonged or repeated absence. The University ordinarily will not require such a
certificate or other documentation in the case of absence of less than three (3) days' duration.
The University may also require medical certification as evidence of the employee's fitness to
return to work.

C. Transfers/Other Public Service.
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I Recordkeeping. The University shall be responsible for establishing and
maintaining procedures for recording the use of sick leave.

Section 2. Sick Leave Bank (SLB). A sick leave bank (SLB) shall be provided for
employees. The purpose of the SLB is to provide additional sick leave to members of the SLB
who have exhausted accumulated sick leave and otherwise qualify for it. The Administration
shall maintain the SLB for employees who elect to join.

A A full-time employee who elects to join the SLB must have accumulated at least
eighty (80.0) hours of sick leave. A part-time employee must have accumulated an amount
proportionate to the percent of time or hours worked in a two-week period as compared to a full-
time employee. A full-time employee joins the SLB by directing, in writing, the contribution of
ten (10.0) hours of the member's accumulated sick leave into the SLB. A part-time employee
joins the SLB by directing, in writing, the contribution of an amount proportionate to the percent
of time or hours worked as compared to a full-time employee. Membership in the SLB
continues until the employee leaves the university or until there is a call for SLB donations and
the employee does not properly respond to the call. Sick leave time donated to the SLB is not
refundable.

B. All employees shall be notified by HRD at the annual enrollment period each
September of the existence of the SLB and shall be provided the opportunity to become members
after becoming qualified for membership, as described in Section 2.A, above.

C. Qualified employees may enroll into the Sick Leave Bank during September of
any calendar year.

D. When the time available in the SLB becomes less than five (5) hours times the
number of SLB members, a donation of an additional five (5.0) hours of sick leave shall be
called for from all SLB members who have at least eighty (80.0) hours of accumulated sick leave
(prorated for part-time employees). SLB members who have fewer than eighty (80.0) hours of
accumulated sick leave (prorated for part-time employees) shall be exempt from this call for
donations. A member who has at least eighty (80.0) hours of accumulated sick leave (prorated
for part-time employees) and who does not make a called-for donation shall cease membership in
the SLB.

E. Any member who has fewer than eighty (80.0) hours of accumulated sick leave
(prorated for part-time employees) and who anticipates the need for more sick leave than he/she
has available may submit a request to the SLB committee for the transfer of sick leave time from
the SLB to the member. The request shall be reviewed by the SLB committee and the
committee's decision, by majority vote, shall be binding. Decisions by the SLB committee may
not be grieved.

F. The SLB committee shall consist of three (3) representatives appointed by the
Union and one representative each from the Office of the Provost and Senior Vice President and
the Department of Human Resources Development and Labor Relations.
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G. The maximum length of time available to any member from the SLB in response
to an application is one hundred and sixty (160) hours (prorated for part-time employees).
Additional extensions may be made if the sick leave time transferred in response to an
application proves to be insufficient up to a total of three hundred and twenty (320) hours
(prorated for part-time employees) in a twelve (12) month period. At no time may the SLB
committee transfer more sick leave time from the SLB than is available in the bank.

H. Time from the SLB may be granted because of absence due to non-chronic
conditions, catastrophic accident or illness, and primary caretaking for a member of the
immediate family. Conditions caused by incidents covered by workers' compensation are not
eligible for SLB time.

. Employees applying for time from the SLB must also apply for disability benefits,
if eligible.

Section 3. Annual Military Reserve Duty. Employees who participate in military
reserve programs are entitled to leaves of absence without loss of pay for a period or periods not
to exceed thirty-one (31) days per calendar year.

Section4.  Judicial Leave. Leave with pay is granted when an employee is called for

jury duty or is subpoenaed to testify as a witness before any court or governmental hearing body.
Service as an expert witness shall be considered to be in the same category as outside
employment and shall be subject to the limitations specified in Article XXXIV (Consulting and
Extramural Employment).

ARTICLE XXI1l

UNPAID LEAVES

Section 1. Special Leave. Employees may apply for and may be granted a leave of absence
without pay for such reasons as study, research, professional employment, vacation, or other
personal or professional reasons not specifically covered by the Agreement. The employee shall
continue to accrue seniority while on a special leave of absence.

Section 2.

A. Medical Leave. An employee who is injured, physically incapacitated, or
unable to work for other reasons of a medical nature may apply for and shall be granted an
unpaid medical leave of absence. The duration of such leave shall be a maximum of six (6)
months after an employee has exhausted all her/his accumulated paid sick leave. Any FMLA
leave that an employee is granted shall run concurrently with a medical leave of absence.
Additional medical leave may be granted at the discretion of the University. The University
may require proof of illness or injury. The employee shall continue to accrue seniority while on
medical leave.
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B. Disability Leave. An employee who has exhausted her/his accumulated sick
leave, may, if physically incapacitated for the duties of her/his position, request a disability leave
for a period not exceeding three (3) years, provided the employee meets the medical standards
for disability as defined by PERS, STRS and/or Social Security. The University may require
medical verification of the disability. The employee shall continue to accrue seniority while on
disability leave.

C. Physician Examination. When requested, the employee must submit a
satisfactory physician's statement prior to being granted a medical or disability leave, except in
cases of emergency. The University may also require medical certification as evidence of fitness
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Employees are entitled to twelve (12) workweeks of Leave (60 working days), part-time Eligible
Employees are entitled to a prorated number of days equal to their part-time schedule, e.g., an
Eligible Employee who works three (3) days/week is entitled to thirty-six (36) Leave days.
Unused Leave cannot be carried over from year to year.

The 12-month period of FMLA Leave is considered a “rolling year” in
which the effective date of the Leave triggers the beginning of the 12-month period. For
instance, if an Eligible Employee takes twelve (12) weeks of Leave beginning on March 1, more
Leave would be available beginning the following March 1.

2. Take the Leave all at once or, if medically necessary, intermittently or on
a reduced schedule. Leaves described below in Sections C.3.a and C.3.b shall not be taken by an
Eligible Employee intermittently or on a reduced Leave schedule without the written consent of
the Department Head or Dean, the Department of Human Resources Development and Labor
Relations, and the appropriate Vice President or Provost.

3. Leave due to the following:

a.
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advance notice as possible. No more than one (1) employee from the same department may be
on such leave at any one (1) time.

Section 7. General Provisions for Unpaid Leaves.

A. All leaves without pay are granted at the discretion of the Vice President for
Business Affairs and Finance or designee. Applications for such leaves must be submitted to and
approved by the employee's supervisor, unit head, and Vice President or Provost prior to being
submitted to the Department of Human Resources Development and Labor Relations. Except as
otherwise specified in this Article, requests for non-emergency leave should be submitted at least
one (1) month prior to the beginning of the leave date.

B. An unpaid leave of absence is not considered a break in seniority, and additional
seniority shall continue to accrue. During an approved unpaid leave of absence, the employee
will not accumulate vacation leave, sick leave, or holiday time. An employee may request an
extensio
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University who are scheduled to work will receive their regular compensation for any straight-
time hours they are not permitted to work due to such closing.

Section 2.
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Section 5. Among those with the same length of continuous service, seniority shall be based
on the date of hire. If the date of hire is the same, the flip of a coin shall be used to determine
seniority.

Section 6. Following ratification of this Agreement, time spent in non-bargaining unit
supervisory/administrator positions shall not be credited for seniority purposes. Any employee
who leaves the bargaining unit for such a position and who subsequently returns to a bargaining
unit position shall have his or her previous bargaining unit seniority reinstated.

Section 7. The President, Vice President, Secretary, and the Chief Steward/Grievance Chair
of the Union shall be deemed the most senior employees in the bargaining unit during their terms
of office.

ARTICLE XXVI

POSITION CHANGES AND POSTING

Section 1. Subject to the provisions of Article XXVII, when a bargaining unit position
vacancy occurs or a new bargaining unit position is created and the University decides to fill that
position, the University shall post a notice of the opening. The notice shall be posted for a
minimum of ten (10) working days on the Department of Human Resources Development and
Labor Relations' (HRD) website located at url:
http://www.csuohio.edu/offices/hrd/employment.html and as a regular reminder in the “Campus
Mailbag”.

Section 2. The University shall send email notification of all postings of bargaining unit
positions to the Union President. All website postings will be dated. The website posting shall
specify the position's title, the department or work unit where the position is assigned, the pay
grade assigned, the salary range, the minimum and preferred qualifications for the position, the
hours of work (full-time or part-time) the source of funding, designation as an SEIU position,
and a brief description of the job duties. Employees may obtain a position description by calling
HRD.

Section 3. All completed application material timely filed will be reviewed by the
University.

Section 4. Bargaining unit position vacancies and new positions shall be awarded on the
basis of qualifications. “Qualified” shall be defined as meeting all the necessary qualifications
for the position to perform the required work. In determining whether an applicant is qualified,
the University shall give consideration to ability, aptitude, skill, experience, qualifications as
stated on the position vacancy notice, and such other criteria as it usually considers in filling any
vacancy. The determination of qualifications is the responsibility of the University.

Insofar as it is consistent with the process described in the University's Affirmative Action
Policy, the following procedure shall be adhered to.
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A. When a bargaining unit vacancy occurs or a new bargaining unit position is
created, the affected department shall adhere to Search Committee guidelines as established by
HRD and in the University's Affirmative Action Policy. The make-up of the Search Committees
is subject to approval by either the Affirmative Action Office or HRD.

B. Bargaining unit employees shall be represented on Search Committees.
Employees shall inform the department head of their interest in serving on a Search Committee.
At least one (1) bargaining unit employee who is knowledgeable regarding the duties and
responsibilities of the vacant position (“eligible bargaining unit employee”) shall be appointed to
the Search Committee. It is the intent of the parties that reasonable efforts be made not to
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qualifications shall be conclusive in the absence of a showing that such determinations were
arbitrary or capricious.

F. The appropriate administrator shall assume responsibility for obtaining approvals
from the Director of Compensation regarding an appropriate grade and salary.

G. HRD shall notify qualified bargaining unit applicants electronically that they have
not been offered the position within thirty (30) calendar days of the date on which the candidate
offered the position has verbally accepted the position. The start of the grievance timeline for an
employee who wishes to file a grievance based on the selection of the candidate shall be ten (10)
calendar days after the date of electronic notification informing the employee that he or she was
not awarded the position. If a bargaining unit applicant is not notified, the grievance timeline
will commence when the applicant becomes aware that a candidate accepted a position, but no
later than sixty (60) days after a candidate has accepted the position.

H. An employee who is a not selected may meet with a designated member of the
HRD to discuss the reasons for not being offered the position. At the request of the employee, a
representative of the Union may be present at the meeting.

I An employee awarded a position through the bidding and posting procedures shall
be transferred to that position within twenty-one (21) calendar days of the date the employee is
notified of the awarding of the position unless the department heads otherwise agree to a shorter
period.

J. An employee awarded a position under these provisions shall be allowed a trial
period of thirty (30) calendar days, beginning with the first day in the new position. If during the
trial period it is determined that an employee is not satisfactorily performing the work, the
employee shall be reassigned to her/his former position. In addition, an employee may elect to
return to her/his former position within such trial period. An employee who is reassigned or
elects to return to her/his former position will be paid at her/his former regular rate of pay plus
any regular wage increases that would have been received by such employee in the former
position, during the time the employee was in the new position.

Section 5. Employees who are within an original probationary period or trial period are
ineligible for inclusion in a pool of candidates to fill a vacancy.

Section 6. Nothing in this article shall be construed to require the University to declare that a
position vacancy exists; to create a position vacancy; or to create a new position.
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ARTICLE XXVII

LAYOFF, BUMPING, RECALL

Section 1. Layoff. When the University determines that a reduction in force becomes
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lay off probationary employees with the same job classification and within the affected
department(s).

2. If further reductions are required, employees in the affected job
classification(s) shall be laid off in the inverse order of seniority, provided that the remaining
employees are immediately qualified to perform the required work. For purposes of layoff,
bumping, and recall, qualified shall include ability, aptitude, skill, experience, and qualifications
as stated in the job description as evidenced by recent performance in the position or in a
position having the same or similar essential job duties or the employee’s demonstration of other
relevant qualifications. Part-time employees shall be laid off before full-time employees, and
part-time employees cannot bump full-time employees. Similarly, temporary employees cannot
bump regular or funds available employees, regardless of seniority.

3. Student employees shall not be used to perform significant components of
the position of a laid off employee.

4. The University shall make available to laid-off employees, prior to their
layo
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B. Full and part-time positions which are dependent for funding from grants,
contracts, and sales of educational services are designated as “funds available” positions. An
employee scheduled to be laid off from his/her present job in a funds available position with
eight (8) or more years of seniority is eligible to bump. An employee scheduled to be laid off
from his/her present job in a funds available position with less than eight (8) years of seniority is
ineligible to bump and shall be laid off.

C. An employee who bumps into a funds available position shall be limited to
placement within a salary range permitted by the funding source(s).

D. Placement of an employee into a vacancy in the same classification or in a
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the initial layoff, transfer, bump, or reduction in hours, provided they are immediately qualified
to perform the required work.

B. Whenever, in the judgment of the University, it is necessary to increase the work
force in a department following a layoff, employees will be recalled in order of seniority, i.e., the
most senior employee will be recalled first, provided that the recalled employee is immediately
qualified to perform the required work.

1. University-authorized new or vacant positions shall first be offered, in
seniority order, to the most senior pre-layoff classification incumbent who, as a result of layoff,
had exercised his/her seniority to bump laterally within a salary grade or into a position in a
lower salary grade. Recall or reinstatement will continue in order of seniority.

2. Subject to the eligibility provisions in Section 2.A.2. above, if a vacancy
occurs in a lower grade level, it is the employee's option to accept that position if the employee is
immediately qualified. If the employee chooses to accept the lower level position, the employee
will be removed from the recall list.

3. Employees may choose to remain on the recall list rather than accept recall
to a non-comparable position (i.e., in terms of hours, grade, salary, and benefits). An employee
who is offered a position in her/his former job classification and who refuses the offer shall not
be entitled to further recall rights.

C. An employee has five (5) workdays from receipt by certified mail of a notice of
recall to return to work. However, if an employee requests additional time during this five (5)
day period, the employee will have up to ten (10) workdays to report.

D. Seniority will continue to accrue up to eighteen (18) months during time spent on
layoff, and the employee shall retain all seniority accumulated prior to layoff.

E. The University shall not hire new employees in bargaining unit positions as long
as there are still eligible employees on the recall list who are immediately qualified to perform
the work in the affected job classification and are willing to be recalled to said classification.

F. An employee who is recalled to his/her classification shall be compensated at
his/her former salary plus any additional increase provided during the layoff period. An
employee who is recalled to his/her former salary grade shall be compensated at his/her former
salary plus any additional increase provided during the layoff period. An employee recalled to a
lower salary grade classification shall be paid at his/her former salary plus any additional
increase provided during the layoff period, unless it is higher than the maximum of the lower
salary grade range, in which event the maximum salary at the lower salary grade range will
apply. If and when the provisions of this paragraph are implemented, the placement of an
employee in a classification different from his or her previous classification will not establish a
basis for any future salary inequity issues.
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Section 5.

54



55



56



Section 3. Any instruction and/or services offered off-campus