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A.

B.

ARTICLE 1
RECOGNITION

Union Recognition

Due to the SERB conducted consent election of February 8, 2005, the
Owens Community College Board of Trustees recognizes the Ohio
Federation of Teachers as the sole and exclusive bargaining agent for the
employees as defined below, for the purpose of establishing wages,
hours, and other terms and conditions of employment. The term of
recognition shall be continuous unless the Ohio Federation of Teachers is
removed or replaced in accordance with provisions of the Ohio Revised
Code 4117.

1.

Definitions

1.

Included Employees

All full-time Custodians, Receptionists/Secretaries, Maintenance
Specialists 1, Maintenance Specialists 2, Journeymen Maintenance
Specialists, Motor Pool Techs, Groundskeepers, Bus
Drivers/Custodians, Receiving Clerks, Purchasing Agents,
Cashiers, Library Clerks, Accounting Clerks, Clerks, Secretaries,
Division Secretaries, Telecommunications/l.D. System Specialists,
and Staff Accountants employed at the Employer's Toledo, Ohio
campus.

Excluded Employees

All supervisors, confidential employees, guards, security officers,
faculty employees, managerial employees, professional,
employees, employees employed at Workforce and Community
Services Division, employees employed in Human Resources,
Administrative Assistants, all full-time and part-time facilities service
and administrative support employees and specialists employed at
the Findlay, Ohio campus, all part-time facilities services and
administrative support employees and specialists employed at the
Toledo, Ohio campus, and all other employess.

College

The term, College, will refer to Owens Community College and its’
Board of Trustees.

Employee

The term, employee, will inciude all members of the bargaining unit
named above in the included section.

Union

The term, Union will refer to the Ohio Federation of Teachers.



ARTICLE 2
MANAGEMENT RIGHTS

A. College Rights

The College maintains the responsibility and sole and exclusive authority
to manage and direct its operations and activities in such manner, as the
College shall determine. The exercise of these powers, rights, authority,
responsibilities and prerogatives of management are reserved and
retained exclusively by the College. The College’s right to manage its
operations shall include, but not be limited to, its right to:

1.

SIN

o~

10.

1.

12.

13.

Determine matters of inherent managerial policy which include, but
are not limited to, areas of discretion or policy such as the functions
and programs of the College, standards of services, budget,
utilization of technology, organizational structure, facilities and
equipment, and policy determinations;

Direct, supervise, evaluate, and hire employees;

Maintain and improve the efficiency and effectiveness of College
operations;

Determine the overall methods, process, means, or personnel by
which operations are to be conducted;

Suspend, discipline, demote, or discharge for just cause, layoff,
transfer, assign, schedule, promote, or retain employees;
Determine the adequacy, size, qualifications, and composition of
the work force;

Determine the overall mission of the College;

Effectively manage the work force and maintain discipline, safety,
and order;

Take actions necessary to carry out the mission of the College as a
governmental unit;

Establish, modify and enforce reasonable rules of conduct and
standards of performance;

Initiate, determine, develop, adopt, modify, and delete degree
programs, certificate programs, credit courses, and non-credit
activities and approve and authorize the courses and programs
offered by the College;

Determine program and course curriculum content, objectives,
grading standards, and procedure; and

In general, do all things appropriate and incidental to the grant of
authority under the Ohio Revised Code.

These management rights are subject to the express terms of the
Contract.



B.

C.

Complete Contract

This Contract contains the full and complete agreement on all bargainable
issues between the parties. The term of the collective bargaining contract
cannot be modified without negotiations by the agreement of the parties
unless immediate action is required due to (1) exigent circumstances that
were unforeseen at the time of negotiations or (2) legislative action taken
by a higher-level legislative body after the contract became effective that
requires a change to conform to the statute. The College hereby reserves
the right to make, change, and enforce rules, policies, and procedures
which do not conflict with the terms of this Contract, provided, however,
that nothing contained herein shall relieve the College of the obligation to
bargain over the effects of any decisions to implement new rules, policies,
and procedures not in conflict with this Contract.

Mandatory Topic of Bargaining

If a party to this Contract wishes to bargain during the term of this Contract
on a mandatory topic of bargaining that was not addressed in the most
recent round of negotiations between the parties, it shall notify the other
party in writing and shall indicate in the written notification the full details of
the item for which negotiations are demanded. The parties shall
commence negotiations not later than thirty (30) days after the date of the
written notification and shall continue negotiations for a period not longer
than sixty (60) days thereafter. If the parties reach a tentative agreement
on the bargained issue, each party shall submit it for ratification and upon
ratification, the tentative agreement shall be incorporated as part of the
Contract.



ARTICLE 3
UNION RIGHTS

Union Privileges

The Union shall be permitted reasonable use of College facilities,
audiovisual equipment, and personal computers in an employee’s

office for purposes of transacting official Union business for the bargaining
unit provided that such use does not interfere with the normal business
hours and operation of the College or the performance of duties by any
employees.

Telephone Use

College telephones may be used to conduct toll-free calls for Union
business regarding the bargaining unit provided that such use does not
interfere with College use of the telephones or the performance of duties
by any employee. Toll calls on College telephones for any purpose other
than College business are to be charged to personal calling cards.

College Facilities

The Union shall be permitted reasonable use of one bulletin board in each
building on the Main Campus where bargaining unit members are
regularly assigned. The Union shall be permitted use of the employee'’s
mailboxes, e mail, and the intercollege mail services for communication
with employees regarding Union business.

Union Representatives

Duly authorized representatives of the Union shall have access to the
College premises for the purpose of transacting official Union business
consistent with the Contract, provided that this shall not interfere with the
normal conduct of College affairs or the performance of duties by an
employee

Public Records

The College shall make available to the Union, upon its request, those
public records, which are relevant to negotiations or the enforcement of
this Contract. Such requests shall be in accordance with and governed by
established College policy.

Contract

The College will provide to the Union ten (10) copies of this Contract.



G. Board of Trustees Agenda

The College shall supply the Union with a copy of the agenda and the date
of any regular or special meeting of the College’s Board of Trustees at the
time the agenda is normally distributed to all other potentially interested
parties. Additionally, The President of the Union, or a duly appointed
designee, shall receive copies of the Board of Trustees meeting report of
the last meeting at the same time as they are distributed to other
interested parties.

H. Participation at Board of Trustees Meetings

The President of the Union, or a duly appointed designee, shall be
accorded the privilege of speaking at Board meetings in accordance with
the rules adopted by the Board regarding participation at such meetings.

Board Policies

One copy of the College’s official policies and all-subsequent additions,
deletions, and amendments shall be tendered to the Union Secretary for
use by the Union once they have been compiled.

J. Release Time for the Union

The College shall grant release time to be used by individuals designated
by the Union. Such release time may be used for the purpose of
presenting grievances, representation at disciplinary hearings as outlined
herein, to attend meetings called by management, and other meetings that
may otherwise be defined in the Contract. Individuals shall be named by
January 315t of each year. The number of individuals named shall not
exceed eight (8).

The College shall grant up to a maximum of fifteen (15) release days total
for Union members to attend AFT, and OFT conventions, conferences, or
meetings without loss of pay. If more than fifteen days are used, the cost
of replacements will be reimbursed by the Union, if replacements are
necessary.

K. Dues Deduction

The College will deduct from the pay of the members of the Union covered
by this Contract any dues, assessments, and fees levied in accordance
with the constitution and bylaws of the Union and its affiliates. Deductions
shall be made only following receipt from the Union of individually signed
authorization cards executed by the Union members for that purpose. The
College’s obligation to make deductions will terminate automatically upon
receipt of revocation of authorization by an employee due to termination of
employment, transfer to a job classification outside the bargaining unit, or
termination of affiliation with the Union. All authorized deductions shall be
made from the pay of the bargaining unit members in equal payments
over the course of the year. Pay deductions will be transmitted to the
Union Treasurer after each pay.



The Union agrees to indemnify and hold the College and any of its agents
harmless against any and all claims, demands, suits, and other forms of
liability that may arise out of, or by reason of, action taken or not taken by
the College for the purpose of complying with this provision, or in reliance
on any notice or authorization form furnished under any provision of this
Contract, provided the College has properly executed and otherwise
fulfilled its obligation for said payroll deduction pursuant to the provisions
herein.

L. Fair Share Fee

As a condition of continued employment, on or after sixty (60) days
following beginning of employment, or the effective date of this Contract,
whichever is later, the members of the bargaining unit shall become
members of the Union or pay to the Union a fair share fee. Such fee shall
be deducted from the paychecks as provided in Ohio Revised Code
Section 4117.09 (C).

M. COPE Deductions

Owens Community College agrees to deduct and transmit to the
Treasurer of the Ohio Federation of Teachers the amount specified for
each pay period worked from the salary/wages of those employees who
voluntarily authorize such contributions on the forms provided for that
purpose by OFT/COPE. These transmittals shall occur monthly and shall
be accompanied by a list of the names of those employees for whom such
deductions have been made and the amount deducted from each such
employee. The College will provide an electronic copy of the
aforementioned transmission to the Treasurer of the OSSU within ten (10)
days of the transmission.



ARTICLE 4
LABOR MANAGEMENT COMMITTEE

A. Purpose

A Labor-Management Committee will be established. College operations,
policies, procedures, programs, forecast, plans, and individual site
problems may be discussed and recommendations presented. This
committee shall meet once every four (4) months during the year.
Additional meetings may be requested by either party as needed.

B. Members

The committee shall be composed of the following Union members,
President, Vice-President, and one other member chosen by the Union
President. The College representatives will be the Vice-President of
Human Resources and Administration and one other administrator.
Resource person(s) designated by either the Vice-President of Human
Resources and Administration or the Union President may participate in
the meeting if requested.

C. Agenda

The Union President and the College designee will mutually establish an
agenda and provide each member with a copy at least twenty-four (24)
hours prior to the scheduled meeting. Neither party may veto another’s
agenda item.



ARTICLE 5
COMMITTEE INVOLVEMENT

The OSSU and Owens College recognize the importance of a diverse membership of
committees. The Union and the College also recognize the importance of participation by
all levels of employees. Therefore, OSSU Union members will be encouraged to
participate on the College commitiees by administration, supervisors, and the Union
leadership.

Notices of College committees will be communicated through the college electronic mode
of communication. Once a member is selected or elected to participate, the member will
not be denied permission to attend meetings once the date and time has been
announced. If an emergency exists that requires the member’s immediate attention the
member shall attend to the emergency prior to attending the committee meeting.

When a member attends a meeting during non-scheduled work time, the member will
earn flex time. When a member attends a meeting that extends the shift, the member will
receive overtime pay.

Committee members can request a letter of commendation to be placed in their
personnel file from the President of the College/or designee for their participation.
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A.

ARTICLE 6
NO STRIKE AND NO LOCKOUT

Union and College Cooperation

During the term of this Contract or any extension thereof, the Union, its
agents, representatives and members shall not directly or indirectly call,
sanction, encourage, finance and/or assist in any way nor shall any
employee instigate or participate directly or indirectly in any strike,
slow-down, walk-out, call-in, sick-out, failure to report, work stoppage, mass
resignation, picketing, or other interference with any operation or operations
of the College or with any deliveries to or from the premises of the facilities
operated by the College. The Union shall cooperate with the College
throughout the term of this agreement and any extension thereof in
continuing operations of the College in a normal manner, and shall actively
discourage and endeavor to prevent or terminate any violation of this
Section.

Notification

In the event that any strike, slow-down, walk-out, work stoppage, picketing
or other interference described in section A of this Article occurs, the Union
shall promptly notify all employees that such conduct is prohibited by this
Article and is not in any way sanctioned or approved by the Union. The
Union shall also promptly order all employees to return to work at once.

Violations

Any employee who violates the above section of this Article shall be subject
to disciplinary action at the option of the College up to and including
discharge.

Lockout

The College shall not lockout any or all of the bargaining unit members
during the term of this Agreement.

Limitations

Nothing in this Article shall be construed as a limit on the Unions statutory
right to strike after the expiration, re-opener or any extension of this
Contract, upon compliance with the statutory procedures and
requirements of Ohio Revised Code 4117.

11



ARTICLE 7
GRIEVANCE PROCEDURE

A. Definition of Grievance

A grievance shall mean a dispute or difference between the College and
an employee(s) and the Union, concerning the interpretations and/or
application of the specific terms of this Contract and or alleged past
practice.

B. Grievance Steps

Step 1 - An employee who thinks that he/she has a grievance shall submit
the grievance in writing on a form mutually agreed upon between the
Union and the College to his/her immediate supervisor not later than ten
(10) working days after the employee is aware of the event giving rise to
the grievance. The employee has the right to request union representation
at this meeting if he/she so desires. The supervisor shall make
arrangements for a meeting with the employee within three (3) business
days of the employee’s request. The supervisor shall respond to the
employee within one (1) business day after the conclusion of this meeting.

Steps 2 - If the matter is not satisfactorily adjusted at step 1, the
employee(s) or Union may initiate the following procedure as the exclusive
remedy for employees and the Union concerning all grievances arising
under this Contract. The term “days” when used in this article, refers to
regular business hours when the College is open, Monday through Friday.

An employee covered by this Contract or the Union, in the case of any
Union grievance shall submit the grievance in writing to the second-line
supervisor within ten (10) working days of the date of the Step 1-decision.
The supervisor shall arrange for a meeting with the grievant and the Union
designated representative within five (5) working days of receipt of the
written grievance to fully discuss the subject matter thereof. The
supervisor shall provide a written answer to the employee within five (5)
working days after such meeting

Step 3 - If the grievance is not settled in Step 2 and the grievant or the
union in the case of a Union grievance wishes to appeal, the grievance
shall be referred by the grievant in writing, to the Vice President of Human
Resources and Administration or designee within five (5) working days
after the date of the answer in Step 2. The Vice President of Human
Resources and Administration or designee shall meet within ten (10)
working days of receipt of the appeal and shall discuss the grievance with
the grievant and the Union representative. The Vice President of Human
Resources and Administration or designee shall give a written answer to
the grievant and Union within ten (10) working days after the date of the
meeting.
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Step 4 - If the grievance is not settled in accordance with the foregoing
steps the Union may serve notice of intention to arbitrate within fifteen (15)
working days after receipt of the answer in step 3. The Union shall so
communicate that intention, in writing to the Vice President of Human
Resources and Administration by certified mail. Thereupon, the parties
shall attempt to mutually agree upon an arbitrator within five (5) working
days after receipt of the notice of intention to arbitrate. In the event the
parties are unable to agree upon an arbitrator within said five (5) working
day period, the parties shall immediately jointly request the Federal
Mediation and Conciliation Service (FMCS) to submit a panel of seven (7)
arbitrators. The parties shall alternately strike, individually, the names of
six (6) arbitrators. The first strike will be determined by the flip of a coin.
However, if the College or the Union desires to strike all the names on the
panel of arbitrators and to request a new panel, it may do so no more than
once.

D. Authority of Arbitrator

In reaching his/her decision, the arbitrator shall have no authority to add or
subtract from or modify in any way any of the provisions of the Contract,
applicable work rules or any applicable policy of the College’s Board of
Trustees. The arbitrator shall submit a decision, in writing, within thirty (30)
calendar days following the close of the hearing or the submission of briefs
by the parties, whichever is later. The arbitrator's decision shall be based
solely upon his interpretation of the meaning or application of the specific
terms of this Contract, or applicable work rules associated with the facts of
the grievance presented. The decision of the arbitrator shall be final and
binding on the parties and shall be implemented as soon thereafter as
possible.

E. Expense of Arbitration

The fees and expenses of the arbitrator shall be divided equally between
the College and the Union, provided, however, that each party shall be
responsible for compensating its own representatives or witnesses. Costs
of a written transcript shall be borne by the party requesting one. All other
expenses shall be borne by the party incurring them. Unless the parties
mutually agree otherwise, arbitration hearings shall be held on the
College’s campus.

13



F.

G.

H.

Time of Essence

The time limits provided in the Grievance Procedure may by mutual written
agreement be extended and/or waived. In the event the College fails to
answer a grievance within the established time limits at any step, the
grievance shall automatically advance to the next step of this procedure. If
the grievant and/or Union fails to appeal a grievance within the established
time limits at any step, the grievance shall be considered withdrawn.

Attendance at Grievance/Arbitration Meetings

Neither the grievant, nor any College-employed Union representative, nor
any College-employed witnesses shall suffer any loss of straight time pay
and benefits by reason of attendance at any of the meetings during their
regular working hours anticipated by this procedure. The College reserves
the right to have any on-duty withess appear “on call” however, to
minimize the impact of such attendance on the College’s operations.

No Reprisals

The fact that a grievance is raised by an employee, regardless of the
ultimate disposition, shall not be recorded in the employee’s file or in any
file utilized in the promotion process; nor shall such act be used in any
recommendation(s) for job placement and/or building assignment; nor
shall such an employee (and employees who participated in any way in
the grievance procedure) be subjected to reprisal for having processed a
grievance.

14



ARTICLE 8
PERFORMANCE EVALUATION

A. Immediate Supervisor Evaluations

An employee’s immediate supervisor on an annual basis shall complete
performance evaluations. The performance form shall be filled out by the
supervisor and, after being discussed with the employee, signed by both
the supervisor and employee. In addition, any meritorious service or award
received by the employee during his/her evaluation period shall be noted
on their performance evaluation. Conversely, any negative service action
or reprimand shall also be noted in the performance evaluation.

B. Performance Evaluation Forms

The completed performance evaluation form will be discussed with the
employee. Following a discussion with the immediate supervisor
concerning the performance evaluation, the employee will be granted the
opportunity to prepare a statement that the employee may have added to
the evaluation form. The employee will sign the evaluation, which will
indicate only that the evaluation was received by and reviewed with the
employee. A copy of the completed annual performance evaluation form
will be furnished to the employee at the time the employee signs the form.
The employee’s signature does not indicate agreement with the content of
the evaluation. However, employees have the right to make written
objections to their evaluation for inclusion in their personnel files.

C. Performance Evaluation Committee

A Performance Evaluation Committee shall be formed to review the
process and recommend improvements.

15



ARTICLE 9
DISCIPLINARY ACTION

A. Probationary Period

1. All newly hired employees shall serve a probationary period of
ninety (90) calendar days. If an employee is discharged or quits
while on probation and is later re-hired, he/she shall be considered
a new employee and subject to a second probationary period.

2. The retention of a probationary employee shall be at the sole
discretion of the college.

B. Disciplinary Notice

1. Prior to implementation of discipline, employees must be made
aware of the rule/regulation involved. An employee who violates
any rule or regulation and any policy of the college, which may
include but is not limited to theft, fighting, dishonesty,
incompetence, neglect of duty, immorality, conviction of a felony,
insubordination, or failure to satisfy a directive by a supervisor in
compliance with those rules, regulations, and policies may be
subject to disciplinary action, following due process, including
suspension with or without pay or dismissal.

2. No non-probationary employee covered by this contract shall be
suspended or discharged without written notice of the reasons for
such suspension or discharge.

C. Disciplinary Appearance

An employee shall be given written notice if he/she is required to appear
before the administration and/or supervisor for the purpose of a written
reprimand, suspension or dismissal. The employee may request the
presence of a Union representative.

D. Disciplinary Procedure

All discipline of non-probationary empioyees shall be for just cause and
shall generally be imposed in a progressive manner. However, the
sequence and severity of the disciplinary action may vary with the type of
offense and the circumstances surrounding it. In addition, the disciplinary
level may vary based upon the employee’s performance record and
disciplinary status. Disciplinary action taken for a particular incident shall
not be precedent for any conduct of a similar nature for any other
employee.

16



1. Verbal Reprimand

A meeting shall be held between the employee and his/her
supervisor to discuss the unacceptable behavior. The supervisor
shall inform the employee of his/her concerns and explain how the
problem can be corrected so that the employee is meeting
acceptable standards of performance. Verbal reprimands will be
noted in the individual's personnel file.

2. Written Reprimand

If subsequent to a verbal reprimand the employee fails to correct
his/her behavior, the supervisor shall send the employee a letter of
written reprimand stating the reasons and the manner in which the
employee is failing to meet acceptable standards of performance.
This letter shall also inform the employee that if any form of
unacceptable behavior persists, suspension or dismissal may
resulf.

3. Suspension

If the employee subsequently fails to correct his/her behavior, a
recommendation for suspension without pay for no longer than five
(5) days may be submitted to the Vice President of Human
Resources and Administration by the employee’s supervisor. The
Vice President shall hold a meeting with the supervisor, the
employee, and the employee’s Union representative within five (5)
days of the notice and prior to a suspension. The employee and
his/her Union Representative shall have the opportunity to present
the employee’s position with regard to the alleged failure to met
acceptable standards.

Following that meeting, the Vice President shall decide whether or
not to suspend the employee. If the Vice President determines a
suspension without pay is warranted, he/she shall inform the
employee in writing of:

i. the number of days and the dates the employee is
suspended;
i. the specific reasons for the suspension.

4. Dismissal

If the employee behavior continues to be unacceptable to the
College, the employee may be discharged.

E. Confrontations

Where practicable, no employee shall be confronted or disciplined before
the other employees, students, or the public in order to avoid public
embarrassment to the employee and the employer.

17



F.

Personnel File Letters

Except for related offenses, employees written reprimands shall not be
used after twenty-four (24) months to justify subsequent and more severe
disciplinary action and said reprimands shall be removed from the file.

18



ARTICLE 10
REDUCTION IN FORCE AND RECALL

A. Reduction

Whenever, in the judgment of the College, it is necessary to reduce the
work force, those non-probationary employees in the bargaining unit, by
classification(s) within departments affected, shall be laid off on the basis
of each individual’s seniority, and provided the remaining employees have
the ability to perform the services required. In reducing the work force, the
following conditions shall apply:

1. temporary employees shall be laid off first, followed by

2. seasonal employees

3. student workers (excluding Federal Work Study Students)
4. part-time probationary and part-time permanent employees
5. full-time probationary employees

all prior to the layoff of any full-time permanent employees within an
affected classification within the department, unless the temporary,
seasonal, part-time permanent or probationary (full-time and part-time)
employee is the only qualified person to fill the job he/she is holding. At the
time of the layoff announcement, the College will provide the Union with a
current seniority list for the bargaining unit in each classification.

B. Notification

Where practical, the College will give written notification of the layoff
decision to the employee(s) affected and the Union thirty (30) calendar
days in advance of the effective date with a copy forwarded to the Union
President and Vice President. In any event of this nature, the Union and
the College will meet to discuss the need and reasons for the layoff
decision prior to its implementation.

C. Recall

Whenever, in the judgment of the College, it is necessary to increase the
work-force in a job classification(s) within a department following a layoff,
employees will be recalled in order of seniority within their classification(s).

D. Current Address

A laid off employee is responsible for keeping the College informed of
his/her current address. Notices of recall will be sent to employees by
certified mail at the last address the College has on record for an
employee. The recall notice shall inform the employee of the details of the
recall assignment. Any notice returned as “Address Unknown” or
“Undeliverable” releases the College from any further responsibility of
notification.

19



E. Available Positions

An available position will be awarded to the most senior employee in the
classification(s) within the department subject to recall who indicated his/her
acceptance of recall within four (4) working days from receipt of the notice
of recall. In the event that no individual from that classification accepts the
recall offer, recall offers shall be extended to any other laid off bargaining
unit members who are qualified, as determined by the College for the open
position.

F. Recall Rights

Affected employees will have recall rights for not more than one year from
the effective date of the layoff. An employee who is issued a notice of recall,
as outlined herein, who refuses the recall assignment shall be removed from
the recall list, lose all accumulated seniority, and have his or her
employment with the College terminated as a resignation.

G. Compensation

An employee who is recalled to his/her former position shall be
compensated at his/her former rate of pay, plus any additional increases
provided during the layoff period. Following recall from layoff, an employee
shall retain all seniority accumulated prior to the layoff less time spent on
lay-off.

H. Bumping

In the event of layoff/job elimination,
1. When practical, employees may volunteer for the reduction in force

within the classification determined by the Coliege.

2. The employee may bump the least senior employee within his/her
same classification and department (if applicable), provided that the
bumping employee has more seniority and meets the qualifications
of the position.

3. If no opportunities exist within the department classification an
employee may bump into the least senior position within their class
series, as listed on the chart on the next page.

4. If no opportunities exist within the employee’s current class series,
then the employee may bump the least senior employee in the unit,
so long as the employee bumping demonstrates his/her ability to
satisfactorily perform the job in question, based on the determination
of the College. The College may use tests for this purpose.

5. A bumping employee will be paid his/her existing salary prior to the
bump if that salary falls in the pay grade for the position into which
the employee bumped, or the highest salary for the position into
which the employee bumped, whichever is less.

20



Classification in a Class

Classification Classes in Series
1 Custodians
2 Bus Driver/Custodian

Groundskeeper/Custodian

3 Receiving Clerk
Mail Clerk
4 Groundskeeper
5 Maintenance Specialist |

Maintenance Specialist II
Journeyman Maintenance Specialist

6 Motor Pool Technician
7 Telecommunications/ID System Spec.
8 Secretary

Specialist Business Operations
Specialist Athletics
Secretary — Schools



ARTICLE 11
SENIORITY

A. Seniority Start

A newly hired employee’s seniority will commence after he/she has
worked continuously in a bargaining unit position for ninety (90) days.
Once this ninety (90) day period has been completed, the employee’s
seniority will be made retroactive to the member’s first day of service in a
covered bargaining unit position. All employees who have worked in a
bargaining position for ninety (90) continuous days prior to the date of
ratification of the Contract will have their seniority counted from the first
date of hire in each classification.

B. Seniority Defined

Seniority is defined as an employee’s uninterrupted length of continuous
service since becoming an employee. If a part-time employee is hired on
as full time, their full-time seniority will start on the first day of the new
classification. Any employee entering the Union after February 2005 will
have his/her seniority based on the date he/she became a bargaining unit
member.

C. Seniority List

1. Any employee who has service time with the College in another
capacity and then becomes a member of the bargaining unit will be
placed at the bottom of the seniority roster under the most junior
employee. ;

2. Atthe request of the local President or his/her designee, January
31 each year, a seniority list shall be provided to the Local Union
President containing the seniority date, job title, and department.
The union or any employee may notify the Human Resources
Department if there are any inaccuracies regarding seniority dates.

D. Seniority Ties

If more than one employee has the same seniority date as defined above,
such ties in seniority shall be determined by the largest and last four (4)
digits of their social security number.

E. Seniority Breaks

Seniority shall be broken when an employee:

1. Quits or resigns;

2. Is discharged and no grievance is filed or a grievance is filed and
the discharge affirmed;

3. Is laid off for a period of nine (9) months.

4. Is absent without notice for three (3) consecutive workdays unless
the employee has a reason for failing to notify that is considered
acceptable to the College;
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Fails to report for work when recalled from lay-off within ten (10)
working days from the date on which the employee accepts the
recall notice, unless other arrangements are made that are
acceptable to the College.
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ARTICLE 12
VACANCIES AND JOB ASSIGNMENTS

Definition
A vacancy shall be defined as any position in the bargaining unit resulting
from a resignation, retirement, termination, transfer, death of employee, or

upon the creation of a new position.

Job Descriptions .

Job descriptions for each bargaining unit position shall be maintained in
the office of Human Resources and shall be placed online for general
access. An employee may request a review of his/her job description at
any time. Job descriptions will be assessed once during the life of this
Contract and will need mutual consent between the employee and his/her
immediate supervisor before changes become effective.

Posting for Vacancies

Announcement of vacancies in existing or newly created bargaining unit
positions at the College shall be posted online and by written notice to the
officers of the union concurrent with the position being advertised
externally.

New and Modified Positions

The College shall promptly notify the Union in writing of its intent to add

new, or change existing bargaining unit positions:

1. A “new position shall be defined as a newly created position that
has not existed in the bargaining unit, but which is substantially
similar in duties to positions that are contained in the bargaining
unit.

2, A “modified” position shall be defined as an existing covered
bargaining unit position to which the College has made a
substantive change in job duties.

3. The College will meet with the Labor Management Committee to
discuss the effects of its decision to create or modify a bargaining
unit position, as defined above. When requested in writing by the
Union, the College will meet to discuss the effects of its decision to
create or modify a bargaining unit position, as defined above.

If a new or modified bargaining unit position, as defined herein, is
implemented by the College it shall establish a temporary pay rate and
classification for the new or modified position and will notify the Union in
writing. If the Union requests a meeting to discuss the established pay
rate, as outlined above, and the parties are unable to reach agreement on
an appropriate rate, the Union may file a grievance at Step 2 of the
Grievance Procedure. If such a grievance proceeds to arbitration, the
arbitrator will have the authority to establish the new rate and such rate
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E.

F.

G.

will be made retroactive to the date the College implemented its decision
on the new or modified position. Any rate that is mutually agreed upon by
the parties shall become a part of the contract.

Automation/Re-Organization

The College shall notify the Union and the affected employee(s), in writing,
at least fifteen (15) workdays prior to a reorganization or change in unit
positions due to automation or technological change.

When changes in operation due to automation or technological changes
occur or when reorganization of bargaining unit positions or work is
proposed, the College shall give first consideration to the utilization of
affected employees in the changed operation.

Upon receipt of the fifteen (15) workday notification cited above, if the
union wishes to discuss the effects of the College’s decision regarding
automation or technological changes on bargaining unit members, it shall
so notify the College in writing and the parties shall meet at a mutually
agreeable date and time as soon thereafter as possible. Nothing in this
paragraph/section shall prevent the College from implementing the
proposed changes.

When the vacancy is filled with an employee not currently employed by
Owens Community College they will recognize placement within the hourly
wage range according to their years of verifiable experience doing the
same or similar work elsewhere. After verification of previous employment,
the employee may be awarded up to fifty percent (50%) of the wage
range.

Work Openings

When a vacancy occurs in a position because of the departure of an
employee, employees who wish to apply for the position will have ten (10)
working days from the time they receive notification to complete an Owens
Community College online application. Human Resources shall notify the
OSSU President and Vice President of the vacancy; the OSSU officers will
notify bargaining unit members of the 10 days. The most senior employee
who, in the opinion of the College meets the qualifications, and completes
the OCC application, will be awarded the vacant position. The vacancy
that results from the transfer will then be open to other employees in the
same manner. Those senior employees who apply for a vacant position
may be subject to tests, to be determined by the College, demonstrating
their ability to do the job. '

New Employees

If new employees are hired to fill positions that are included in Article | A
(1), the office of Human Resources will notify the President and Treasurer
of the Owens Support Staff Union of the names and addresses of said
employees.
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A

B.

Work Period

ARTICLE 13
HOURS OF WORK AND OVERTIME

A work period consists of seven consecutive days. The work period is from

Overtime

12:00 a.m. Sunday to 11:59 p.m. the following Saturday.

Hourly Office Support Staff

The normal work schedule for hourly office support employees is
37.5 hours per week, because they forego morning and afternoon
breaks, thus earning an additional half hour each full day on the
job. As such they are paid for forty hours per week.

Other Hourly Employees

Facilities Services Employees who take two fifteen-minute breaks
each day work forty hours per week.

Forced Flexing of Hours

Where operations require flexing of hours, bargaining unit
members’ work hours will not be changed (flexed) by a supervisor
unless a two-day notice is given (except in the case where a
shorter notice of flexing is agreed to by the member).

The College and Union agree that the needs of the College from time to
time require overtime work by the employees. The College will be the sole
judge of the necessity for overtime. The College shall provide as much
advance notice of an overtime assignment, including special events, as
possible. Such overtime shall be offered from a rotating seniority list by
employee classification, and shift. If an employee refuses an overtime
assignment or cannot be reached for an overtime offer to be made,
he/she will be passed on the rotation list and the College will note the
refusal or no-contact in its records.

1.

Forty Hour Week

For all hours worked in excess of forty (40) in a work period,
employees shall be compensated in accordance with Fair Labor
Standards Acts regulations with overtime pay at the rate of one and
one half (1-1/2) times their regular straight-time hourly rate.
Effective July 1, 2015 for the purpose of calculating an employee’s
overtime, total hours shall include those hours actually worked by
the employee and College paid holidays. Vacation hours shall not
count as time worked except where hours are worked during a
vacation week due to an emergency (and there is less than a 24-
hour notice of a need to work). Overtime shall not be paid more
than once for the same hours worked.
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Seven Day Week

Any employee that works *seven (7) days in a work period shall be
compensated at the rate of (2) times their regular straight-time
hourly rate for that seventh day.

Double-time will be paid on the seventh day for those employees
who work seven (7) consecutive work days, not necessarily seven
(7) days in a work week. As soon as the seventh consecutive day is
worked, the seven (7) day period resets.

QOvertime Breaks

Any employee on overtime shall be entitled to an unpaid thirty (30)
minute break period for four (4) consecutive hours of overtime.
Overtime shall not be paid more than once for the same hours
worked.

Call Back Pay

An employee called to work on their regular day off or called back
to work on any day after having gone home or on their regular day
off, shall receive a minimum of two (2) hours pay at the rate of one
and a half (1%%) times the employee’s regular rate.
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ARTICLE 14
WORKING CONDITIONS

A. Personnel Records

Personnel files are maintained in the Human Resources office. Changes
of home address and telephone number must be reported to the Human
Resources office immediately in order to maintain current personnel and
payroll records. Information relevant to an employee’s work experience
and responsibilities may be added by the employee to the personnel file
as appropriate, i.e., education, copies of performance evaluations
upgrading of skill, letters of recognition, etc.

1.

Access

Every employee is permitted to gain access to their records
maintained by the College’'s Human Resources office. Access will
follow Human Resources rules and/or guidelines.

Corrections

The employee may not, of his/her own discretion, mark-up, change
or in any way correct the data contained in the file. A formal request
in writing to the Vice President for Human Resources must be
submitted in order to make corrections to or remove an item in the
personnel file. If the request is granted, the Vice President for
Human Resources or his/her designee will make the changes while
the employee is present. Any derogatory material undated or not
signed will automatically be removed from the file.

Statement of Disagreement
If the request for a correction or removal is denied, the employee
can insert his/her statement of disagreement within the file.

B. Unscheduled Closing

1.

Closed During the Shift

Whenever the College experiences an unplanned closing, those
employees who are requested to report and do so shall receive
their regular eight (8) hours of straight-time pay plus double time
pay for the hours worked on the day of the College closure.

Closed Before the Shift

If an employee has not yet reported to work prior to the College’s
closing, he/she will be notified by the immediate supervisor whether
he/she will be required to report. An employee who is required to
report before his/her shift starts will be paid at the rate of two (2)
times the employee’s regular hourly rate for the hours prior to the
start of the shift. An employee who is required to report for his/her
regular shift will be paid at the rate one and a half (1%2) times the
employee’s regular hourly rate for the balance of the shift. An
employee who is directed not to report to work or is unable to
attend work due to a level three (3) in the county in which they live
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and/or Wood County, shall receive eight (8) hours of pay at the
employee’s straight time hourly rate.

C. Employee Tuition and Professional Development

1.

Tuition Waiver

All employees, their spouses, or dependent children (as defined by
the IRS) shall be allowed to enroll in credit courses at the College
with tuition paid by the College. The employee must submit a
request for a fee waiver prior to the beginning of each semester of
enrollment in credit courses. The Tuition Waiver Request form may
be obtained on-line (Forms).

Education Assistance Program and Professional Development Plan

Employees wishing to receive reimbursement under the
Educational Assistance Program and or the Professional
Development Plan, must pursue a program, work shop, conference
which is either directly related to their current position or which is
designed to improve their qualifications for transfer to other
positions at the College.

The Education Assistance Program must be part of a degree
curriculum offered through regionally accredited institutions of
higher education. “Education Assistance Applications” are available
on-line (Forms). The college will reimburse for tuition only in
accordance with the College’s Educational Assistance Program
(EAP) guidelines (See Appendix D). Persons eligible for
educational assistance under the Gl Bill or through other grants
should participate in those plans. Participation in the College’s plan
is only for that portion of the tuition those plans do not cover.

Participants utilizing the professional development plan will be
reimburse for fravel, housing, meals, and fees.

The College will budget a total of three thousand dollars ($3,000)
each fiscal year to fund the Educational Assistance Program and
the Professional Development Plan for the employees stated in the
Recognition Article 1.

Upon request, an EAP recipient report will be forwarded to the
Support Staff President.

D. Equal Employment Opportunities

1.

Discrimination
The College will conform to and comply with all applicable federal,
state, and local government laws concerning discrimination.
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2. Non-Tolerance of Harassment
The College and the Union will not condone, tolerate, or engage in
harassment of the College's employees, students, or visitors on the
basis of an individual's race, color, sex, religion, national origin, age,
or disability.

E. Pay Schedule

Fridays, every other week, are the scheduled pay dates. Direct deposit is
mandatory for all employees, and pay will be automatically deposited in an
employee’s account on payday. Employees can access their pay stub on-
line.

F. Casual Fridays

Each Friday the College will recognize an Owens Spirit Wear Day for
those employees not required to wear College issued clothing/uniforms. If
there is a special event on campus, an Owens Spirit Wear Day may be
cancelled or moved. Owens spirit wear attire must fall within generally
accepted levels of cleanliness and decency which will be at the sole
discretion of the College

G. College Required Attire

If the College requires that employees wear either uniforms or standard
clothing, said clothing shall be issued for work use. An employee whose
clothing wears out or is damaged while on duty shall immediately notify
his/her supervisor to request a replacement. Any changes in clothing
requirements must be negotiated with the Union except those items
deemed necessary as a safety precaution.

H. Alternative/Staggered Shift Times

Any request to change shift times will mean that the hours involved in the
change will be paid at one and one-half the rate for the hours that differ
from the employee’s normal work hours.

Definition of Shift Starting Times: First shift; 6:00 am - 10:00 am
Second shift: 11:00 am — 2:30 pm
Third shift: 8:00 pm and later

I Additional Duties

Additional Duties will be defined as an employee doing his/her normal
duties in addition to the duties of another as directed by a supervisor.

When a supervisor assigns additional work duties for more than one day in
any given work week the employee will be paid an additional stipend per
hour of one dollar and fifty cents ($1.50). This stipend cannot be paid for
longer than one hundred-twenty (120) days and then the work must be
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taken away. Examples of reasons for adding additional work to an
employee’s regular duties are as follows:

1. Employee absence,

2. Management restructuring causing work that may be from different
classifications,

3. Failure to replace open positions

4, Period of posting/hiring for the open position.

J. Health and Safety

1. All employees shall have the right to work in safe and healthful
conditions. No employee shall knowingly be given an assignment
that jeopardizes his/her health and safety.

2. If an employee becomes aware of unsafe or hazardous conditions
which might endanger the health, safety, or well-being of the
employee, it is the responsibility of the employee to report these
conditions to his/her immediate supervisor as soon as possible.
The employee may decline to engage in any work that he/she feels
puts them at risk for injury or death.

K. Notice of Education

Employees need not notify the College of outside education, unless being
reimbursed or where said education is anticipated to interfere with working
hours.

L. School Employee Retirement System (SERS)

The College will continue to contribute the preset SERS required
percentage with the contribution made on behalf of any other College
group of employees for whom SERS participation is mandatory.

ARTICLE 15
CONTRACTING FOR SERVICES

A. College Rights

The parties recognize that the College may contract out or subcontract work
in any department covered by this contract. The College may utilize
temporary employment (no longer than ninety (90) days), in cases where
specialized, professional or technical services are required and where present
employees do not possess the skills or sufficient numbers to perform the
required work. In unusual circumstances (i.e. high-risk pregnancy, recovery
following surgery, etc.), the time may be extended by mutual consent of the
Vice President of Human Resources and Administration or College designee
and the Executive Committee of the Owens Support Staff Union.
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C.

D.

Employee Rights

In the event of such contracting out or subcontracting, the College will insure
that no employee is laid off or takes a reduction in pay as a result thereof. In a
non-emergency situation, qualified bargaining unit member, as determined by
the College, should be offered overtime (and first right of refusal) to complete
required work prior to the work being subcontracted.

Non-Bargaining Unit Employees

If subcontracting on non-bargaining unit work results in the lay-off of non-
bargaining unit employees, those employees will have no right to replace
bargaining unit employee positions.

Custodians

The number of Third Shift Custodians will not fall below six (6) during the life of
this agreement.

Resignation, Termination, or Retirement

If due to resignation, termination, or retirement of any present bargaining unit
members the College decides to subcontract these jobs, it shall provide the
Union with reasonable notice and allow the Union to negotiate provisions that
would eliminate the need for the subcontracting. The Union may arbitrate the
College's rejection of the Union’s last proposal to avoid subcontracting.
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A. Vacation

ARTICLE 16
LEAVES

Accrual begins at the end of the first full month of service and continues
for each subsequent full month of service. Persons on unpaid leave will
not earn vacation during such absence.
Employees accrue vacation as follows:

1.

Employees will for their first five years of service receive twelve (12)
vacation days (96 hours) per year, which represents a monthly
accrual of 8 hours per month.

At the completion of the employee's fifth year of service, the
monthly accrual rate will be revised to eleven and thirty-three
hundredths (11.33) hours per month so that at the end of the sixth
year the employee will have accrued seventeen (17) days (136
hours) vacation per year.

At the completion of the employee’s tenth year of service, the
monthly accrual rate will be revised to fourteen and sixty-seven
hundredths (14.67) hours per month so that at the end of the
eleventh year the employee will have accrued twenty-two (22) days
(176 hours) vacation per year.

At the completion of the employee’s twenty-fifth year of service, the
monthly accrual rate will be revise to sixteen and sixty-six
hundredths (16.66) hours per month so that at the end of the
twenty-fifth year the employee will have accrued twenty-five (25)
days (200 hours) of vacation each year.

Vacation leave may be taken in one-half (}2) hour increments. If you take a
day off, the number of hours used will be equal to the number of hours that
you were scheduled to work on that day. Vacation time can only be used
after it has been earned. Maximum accrued vacation—which can be
carried over from one fiscal year to the next fiscal year—cannot exceed
two (2) years of vacation accrual.

B. Sick Leave

1.

Each employee is entitled to fifteen (15) days of sick leave per year
accumulated at the rate of one and one-fourth (1-1/4) days (10 hours)
for each completed month service. The maximum days accumulated
shall be two hundred sixty (260) days. A committee shall be
established to determine if employees are excessively using sick leave.
This committee will be composed of two people from Labor &
Employee Relations, chosen by the Vice President of Human
Resources and Administration and two employees chosen by the
Support Staff Union. This committee will determine if an employee is
suspected of excessively using sick leave. If it is determined by this
committee that a bargaining unit member has been excessively using
sick leave, Labor & Employee Relations will send out a notice to that
employee stating the need for change in their use of sick leave.
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This notice will indicate that any future absence for the next six months
must be accompanied by medical documentation that states the
employee is/was “unable to work.” Should the employee suffer an
absence for which they don’t or can’t obtain the medical
documentation, they will be given a letter of reprimand that states that
any absences from that date forward for the next twelve (12) months
will require the same documentation (a physician’s statement indicating
the employee was “unable to work”).

Should the employee suffer a second occurrence without proper
medical documentation, that employee will receive a three-day
suspension without pay. In addition, the employee will be advised that
any other absences from that date forward for the next eighteen (18)
months will require the same medical documentation (a physician’s
statement indicating the employee was “unable to work”).

Should the employee suffer a third occurrence without proper
documentation within this eighteen (18) month period, the employee
will be terminated.

The termination may be subject to review by the Sick Leave Committee
at the request of the terminated employee. Such review will take place
within ten days of the employee’s request. The committee may or may
not choose to review the termination. If the committee declines to
review the termination, the termination will stand without recourse to
the grievance procedure. If the committee reviews the termination and
recommends reinstatement of the terminated employee and the
College chooses not to reinstate, the College will provide a written
reason for not following the committee’s recommendation within ten
days.

Any medical documentation stating an employee is “unable to work”
may be subject to independent third-party examination.

All employees newly hired to the College shall be granted five (5)
sick leave days. These days are construed as being concurrent
with, but not in addition to, the days allowed in A. 1.

Any employee whose personal iliness extends beyond the period of
compensation provided by the accumulated leave provisions may
be granted a leave of absence without pay for no longer than 90
days.

Accrued credits shall be allowed to employees transferring their
employment from other governance boards of educational
institutions or political subdivisions in Ohio and contiguous states,
provided said credits have been computed under the minimum
requirement of the laws of the state of Ohio.

Causes for absence from employment covered by sick leave. Sick
leave may be taken in one-half (1/2) hour increments and shall be
allowed for a period not to exceed an employee’s accumulated sick
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leave account but with the limitation hereinafter stipulated and for
the following causes:

a. Personal doctor appointments and doctor appointments for
parents and/or immediate family members living in the
household where the employee’s absence is required and when
possible, an employee shall attempt to flex his/her schedule or
otherwise attempt to schedule appointments to cause the least
impact on the employee’s work day.

b. lliness including pregnancy prior to the birth of the child and the
duration of the illness. An employee who has been absent for
four (4) or more consecutive working days because of an
illness, must submit to the human resources office a physician’s
statement indicating that the employee has restrictions or no
restrictions. An employee released to work with restrictions may
only return to work in accordance with procedures adopted by
the Office of Human Resources and if the College can
reasonably accommodate such restrictions.

c. Injury and the duration of the illness.
d. Exposure to contagious disease until the quarantine is lifted.

e. Death of an aunt or uncle, niece or nephew. One day for each
death, maximum of three (3) days per year.

f. Death of a close friend, distant relative or neighbor not to
exceed 2 days per year.

g. Hospitalization/lliness/Injury in the employee’s family. Subject to
verification by the College.

Failure to report iliness or neglecting to notify the immediate
supervisor may result in forfeiture of the sick leave benefit.
Falsification of information shall be grounds for disciplinary action
up to and including dismissal.

Family and medical leave will run concurrent with sick leave usage.

An employee having ten (10) or more years of service at the
College who resigns from the College to retire directly into SERS is
eligible to be paid in cash for one-fourth (1/4) of the value of his/her
accrued, but unused sick leave upon retirement. Such payment
shall be based on the employee’s rate of pay at the time of
retirement and shall be considered to eliminate all sick leave that
has been accrued by the employee at that time. The maximum
payment, which may be made under this provision, is one-fourth
(1/4) of two hundred sixty (260) days.
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C. Holidays

1. The following days are designated as paid holidays for 12-month
employees:
Martin Luther King Day
Memorial Day
Juneteenth
Independence Day
Labor Day
Veterans Day
Wednesday before Thanksgiving Day, Thanksgiving Day and Friday
following Thanksgiving
Christmas Eve, Christmas Day, New Year’s Day and all work
days between Christmas Day and New Year's Day

2. Observance of Religious Holidays
The College recognizes that there are religious holidays that are not
currently OCC holidays. Employees who wish to observe their
religious holiday may do so by utilizing their accrued vacation time
or personal leave. In cases when vacation or personal leave is not
available a leave of absence without pay may be permitted.

D. Bereavement Leave

During a fiscal year, up to a maximum of four (4) days will be granted for
this leave for each occurrence. If under special circumstances, up to an
additional three (3) days may be granted, chargeable to sick leave. These
four (4) days will not accumulate and not be deducted from sick [eave.
These days may be used for the death of a father, mother, father-in-law,
mother-in-law, brother-in-law, sister-in-law, stepparent, spouse/domestic
partner, children, stepchildren, stepbrother, stepsister, grandparents,
grandchildren, sister, brother, and any relative who lives continuously with
the employee. Or anyone for whom the employee has power of attorney.

E. Family Medical Leave Act

Employees shall be eligible for the benefits provided for under the Federal
Family Medical Leave Act of 1993 and in accordance with the policies of
the Human Resources Office. Such leaves shall provide for twelve (12)
weeks of maintenance of medical benefits by the College, while an
employee is on a leave of absence and such absence is a result of the
birth or care of a child, the adoption or foster care of a child, the care of
spouse, child, or parent if such individual has a serious health condition, or
a serious health condition of the staff member which disables him/her from
performing the functions of his/her position. For the purposes of this
section, a year shall be defined as a fiscal year (July 1 through June 30).

F. Jury Duty

An employee who is called to jury duty will be paid his/her regular rate.
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G. Military Leave

Employees will be granted military leave and reemployment rights in
accordance with federal and Ohio law.

H. Personal Leave

A limit of sixteen (16) hours per year of personal leave will be allowed.
These hours will not accumulate. Personal leave should be requested only
for personal business that cannot be handled at times other than during
the regular work or sleeping hours. The request form, if applicable or email
request to the immediate supervisor must indicate the estimate of the
number of hours you will be off. Reason for the leave will not be required.
Unless in the case of emergency, the leave will be denied if the request is
not done in advance on the Personal Leave Form, if applicable or by email
request and submitted to the immediate supervisor. One copy of the form
will be returned to the employee noting the approval of the request. Email
requests: the supervisors will send a response email to the employee
noting approval (if appropriate) of the request. Personal leave will be
granted in one-half (’2) hour increments.

[ Leave Without Pay

An employee who requests time off without pay must file a “Leave without
Pay” form. This form will cover unpaid maternity leave, unpaid sick leave,
etc. Unpaid leave may only be requested in half-day (4 hour) or full-day (8)
hour) increments. If taken in conjunction with paid leave, it may be taken in
smaller increments. Leave without pay may only be used after accrued
vacation has been exhausted.

J. Parental Leave

A leave of absence will be provided for childbirth or the adoption of a new
child for any parent under the auspices of the Family Medical Leave Act.
Any parent who does not qualify under the F.M.L.A. will be provided up to
six (6) weeks of unpaid leave of absence following the birth of his child.
Any parent, in lieu of unpaid leave, may use any of his or her accumulated
sick leave for this specified period.

K. Catastrophic Sick Leave Program

1.

This sick leave program will be established only for the members of this
bargaining unit. When an employee who is currently absent due to their
own catastrophic long-term illness or accident (catastrophic long-term
illness/accident is defined as one in which the resulting absence has been
at least a month or more), who has exhausted all of his/her accumulated
sick leave and is not yet eligible for S.E.R.S. disability, said employee may
apply to the Sick Leave Program Committee for contributions of sick leave
from this program. This committee will be comprised of two (2) members
chosen from the Human Resources/Labor & Employee Relations, chosen
by the Vice President of Human Resources and Administration, and two
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(2) employees chosen by the Owens Support Staff Union. All Sick Leave
Program Committee decisions must be decided by a majority.
Employees may reserve up to sixteen (16) hours of leave at the time of
request.

Anyone who wishes to avail themselves of this program may be
subject to an independent third-party medical examination for
purposes of verification of the catastrophic situation.

The College reserves the right to request certification from the treating
physician as to the on-going prognosis. The employee will provide a
signed release so the College may receive information regarding the
employee (medical prognosis).

All contributions will be allocated to a specific individual.

No recipient of contributions may receive contributions greater than the
number of days that they may have accrued up to the date of applying
from the Catastrophic Sick Leave Program.

No donated leave from the Catastrophic Leave Program can be used once
the member returns to work. Any unused donated sick leave will be
returned to the donor.

Members of the bargaining unit may contribute unused sick leave to
this program for use on this application with the following
limitations:

Employee Accumulated Sick Leave Hours

Contribution Maximum (Per Employee)

Less than 600 hours (75 day)

10% (7.5 days)

600 to 1,199 hours (75 — 149.9 days)

25% (37.5 days)

1,200 hours (150 days) or more

30% (45 days)

The amount of the accumulation that is contributed by an employee
will be deducted from the employee’s sick leave balance.

Upon retirement, should the receiving individual carry a balance from the
contribution in addition to his/her earned leave accrual, the individual shall
not incur a payoff higher than the normal allocation accrual rate.

Once an individual has made an application and drawn from the program,
that person is restricted from applying and/or drawing from the program for
a period of three years from the date of their return to work, uniess,
otherwise approved by the sick leave program committee.

No individual may contribute more than is allocated in Contribution
Maximum (per employee) over a period of three (3) years beginning with
the first date of contribution, unless, otherwise approved by the sick leave
program committee.

The Sick Leave Program Committee will decide any circumstances that
are not covered by this section related to the sick leave program.
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A.

ARTICLE 17
BENEFITS

Medical Program

Bargaining Unit Members hired on/or after January 1, 2009 will be eligible
for the College’s medical benefits program effective the first of the month
following the month of employment.

The College’s medical, dental, and vision programs will follow the stipulations set
in Exhibit 1 to this agreement.

C.

Life Insurance

To remain as is throughout the life of the contract, $50,000 minimum or twice the
employee’s annual base pay.

125 Plan
Effective January 1, 2006, the College will establish a Section 125 premium only

program that will treat employee medical premium contributions pre-tax.
Employee contribution will be a mandatory deduction through this plan.

Flexible Spending Account

Effective January 1, 2006, the College will establish Flexible spending Accounts
(medical and dependent care — salary reduction plans) to affect those expenses
not covered by the medical, dental programs of the College on a pre-tax basis.
Flexible Spending Accounts (FSA) will be governed by IRS regulations and will
be voluntary programs.

Health Care Committee

The College and the OSSU agree to meet on a bi-annual basis to
discuss the evolution of health care and explore opportunities for reducing cost.
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ARTICLE 18
WAGES

A. Classifications and Ranges

The classifications and ranges will be reviewed and discussed by the
Labor-Management Committee with the objective of arriving at an
acceptable grid reflecting annual advancement for the employees.

Wage Increases

1.

Effective the first full pay period in January 2022, each employee
will receive a eight-percent (8%) increase on their present hourly
wage rate to be added to their base. The base rate increase will be
retroactive to the first full pay period in January upon Board
ratification. The minimum and maximum of the pay grades will also
be adjusted by 8%.

Effective the first full pay period in January 2023, each employee
will receive a four-percent (4%) increase on their present hourly
wage rate to be added to their base.

Effective the first full pay period in January 1, 2024, each employee
will receive a three-percent (3%) increase on their present hourly
wage rate to be added to their base.

C. Shift Differentials

1.

Second (2") shift employees will receive thirty cents ($.30) per
hour more added to their hourly wage rate. Second (2") shift
employees are those that begin work between 11:00 a.m. and 2:30
p.m.

Third (3) shift employees will receive sixty cents ($.60) per hour
more added to their hourly wage rate. Third (3) shift employees
are those that begin work at 10:00 p.m. or any time after 8:00 p.m.
but before 5:30 a.m.
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EXHIBIT 1

Medical Benefits

The College retains the right to choose the insurance carriers, or to change carriers,
and to alter the design of its benefits plan, including introducing multiple tiers of
premiums, including changes to benefit levels and/or cost to the employee, instituting
cost containment programs such as spousal waivers or surcharges, provided that,
during the term of this Agreement, the cost share shall not exceed the percentages set
forth below if listed. However, during the term of this Agreement, the College is
committed to maintaining levels of health insurance coverage roughly comparable to
the network and services coverages provided under the current plans. The College and
the bargaining unit agree to meet twice a year to discuss the evolution of health care
and explore opportunities for reducing members cost.

OPT OUT: An employee waiving health insurance coverage must show evidence of
health insurance coverage from another source. The College will offer an annual
medical opt-out of five hundred dollars ($500.00).

HSA/HRA CONTRIBUTION CONDITIONS: The College will continue to offer HSA
contributions as long as a CDHP plan is offered by the College.

o The College's obligation to make an HSA or HRA contribution each year is
dependent upon the employee satisfying the following: provide documentation
of completion of one (1) of the following activities by March 31 of each
contracted year for the College’s contribution to the H.S.A or H.R.A account:
Single and/or Family Annual Wellness Visit, Biometric Screening, Health Risk
Assessment, participation in a Wellness Event or Activity.

ADDITIONAL CHARGES:

o Nicotine Surcharge: a surcharge of fifty dollars ($50.00) will be added to the
Employee' share of the premium each month if the Employee uses tobacco.
Employees will periodically be required to complete a certification attesting to
the use (or non-use) of tobacco.

The College will align Rx rates with industry standards. The College will not charge
more than twenty-five percent (25%) above the industry standards.

The College agrees that all bargaining unit members are eligible for benefits effective
the first day following the first month of hire.

The College agrees to provide bargaining unit members the same medical insurance,

prescription, dental and vision insurance as provided to all other eligible College
employees, including non-bargaining unit employees.
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APPENDIX A

Owens Support Staff Classifications

(Ranges do not include shift differentials)

Class—Buildings and Grounds
01 Custodians (1t, 29, 31 ghift) $11.23 - $19.06
02  Groundskeeper (15, 2™, 31 ghift) $11.75 - $19.99
Bus Driver/Custodian (1%t, 24 shift)
Grounds/Custodian (1%¢, 2" shift)

03  Receiving Clerk (1%, 2" Shift) $12.31 - $20.94
Mail Clerk

04  Lead, Custodian (18, 2N shift) $12.85 - $20.68

05 Lead, Groundskeeper $13.37 - $21.61

06  Maintenance Specialist (15, 2" shift) $14.14 - $24.13

07 Maintenance Specialist Il $16.25 — 27.81
2nd Shift Motor Pool Technician

08 Lead, Maintenance Specialist |l $17.87 - $29.43

09  Journeyman Maintenance Specialist $18.71 - $32.08

Lead, Motor Pool Technician

10  Lead, Journeyman Maintenance Specialist $20.33 - $33.70

Class—Support Staff

01 Cashier
02 Clerks
05 Secretary — Academic & Department $12.88 - $23.01

Specialist, Athletics

Specialist, Business Operations
07 Secretary ~ Schools $14.14 - $24.13
09 Staff Accountant $14.80 - $25.29
11 Telecommunications/ID System Specialist $19.96 - $34.28



APPENDIX B
Scope of Negotiations

The scope of negotiations will be matters pertaining to wages, hours and/or terms and
other conditions of employment. Successor contracts may address the foregoing in
addition to the continuation, modification, or deletion of an existing provision of the
collective bargaining agreement.
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APPENDIX C
NEGOTIATION GROUND RULES

The parties agree that each committee shall have the right to caucus. Caucuses
shall be limited to half (1/2) an hour. If a party needs additional time, they shall
notify the other party of how much time they will need.

The parties shall meet as mutually agreed. Prior to the end of each bargaining
session, the parties shall schedule the next session. Either party may
reschedule a planned meeting, but shall give the other party reasonable notice of
such change, and agree to a new date for such meeting.

The parties agree that their respective committee members shall seat
themselves with the authority to negotiate and approve tentative subjects of
bargaining, subject to ratification by the Union membership and approval by the
College’s Board of Trustees.

The parties agree that each committee shall have a Chief Spokesperson,
however, said Chief Spokesperson may call upon or permit individual committee
members to speak on a subject matter.

The parties agree that all negotiated items or subjects once agreed upon by the
parties shall be initialed or signed by the Chief Spokesperson.

If impasse exists, the dispute resolution procedures of the Ohio Revised Code,
Section 4117.14 shall govern impasse resolution. Mediation will be conducted by
the Federal Mediation and Conciliation Service.

The parties agree to a news blackout concerning the process of negotiations until
either party declares an impasse to the other party, prior to any news releases
being given. The parties agree that an impasse shall not be declared for
blackout purposes until the impasse resolution procedure has been completed.
The impasse resolution procedure shall be considered completed when a
decision is issued. Then a 24-hour notification shall be given to the other side
prior to any release of information.

Members of the Union Bargaining Committee shall be released from work to
attend all scheduled negotiating meetings that are on work time. The employee-
members of the Union Bargaining Committee shall be no more than five (5) in
number. The OSSU Executive Committee designated representatives or OFT
Coordinator of Field Services will be their Chief Spokesperson. Such members
shall not lose any pay or benefits for negotiating (including participating in
mediations and/or fact-finding) during their regular, straight-time work hours,
subject to the following: The College will provide pay to the employee members
of the Union Bargaining Committee for not more than a sum total (for all
members) of one hundred and sixty (160) hours of pay. Either party may bring
additional individuals to the table with specific expertise relevant to negotiations
matters.

*Should a Union Bargaining member be required to withdraw from
negotiations due to either medical necessity and/or retirement, the hours
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10.

11.

12.

13.

14.

15.

used by that member shall not be counted against the number of hours
referenced in subparagraph 7 above.

The committees will be responsible for their own bargaining notes.

Requested material that a party must provide in negotiations shall be furnished
by the party within a reasonable time from the date same is requested.

No tape recorders or other mechanical device shall be used to record any
negotiation sessions.

Any successor contract shall include the language of the initially negotiated
contract unless otherwise amended, changed, or deleted through the
negotiations process.

It will be the responsibility of the College to prepare the Finished Contract. The
parties prior to the negotiation committee members signing the contract will
review the Finished Contract. Each party will be responsible for making copies
of the Contract for its own use.

The parties recognize that the Employer is a public agency subject to Open
Meetings Act, Public Records Act, and other public disclosure requirements.
Nothing herein is intended, or will be construed, to conflict with any such
requirements.

These ground rules shall only be changed, amended or deleted by mutual
agreement of the parties.

The College and the Union will meet in the year the contract expires to discuss
the possibility of engaging in alternative methods of bargaining. If an alternative
approach is mutually agreed upon, the ground rules for that approach will be
decided on by the College and the Union at that time.
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APPENDIX D
Educational Assistance Program (EAP)

3358:11-5-36 Staff educational assistance program

(A) Purpose. The college is committed to the continued training and development of its
employees. One method of providing an opportunity for training and development is
through an educational assistance program. This program is designed to encourage
employees to increase their education and to assist them in that pursuit. Each year
the college sets aside monies to be expended as reimbursement for full-time staff
members.

(B)

Guidelines.

(1)

(2)

(3)

(4)

All regular full-time employees with satisfactory work and attendance standards
are eligible to participate. An employee must have completed one year of
regular full-time continuous service with the college as of the first day of the
term for which they are registered and employment must continue through the
end of that term. Courses must be taken on the employee's own time and
cannot interfere with the employee's regularly scheduled on-campus hours. Not
more than two courses may be taken by an employee in any one academic
quarter or semester and all comparable transferable courses must be
completed at Owens Community College.

Employees on a leave of absence other than Family Medical Leave are not
eligible for reimbursement under this policy. Employees separated from the
college due to a Reduction in Force shall be eligible for reimbursement for the
fiscal year in which they are laid off, but shall be ineligible thereafter unless
recalled to work from layoff status. If an employee’s program is terminated
because the employee is not recalled within one year from the effective date of
layoff, the employee will not be required fo repay any monies awarded under
this program.

To receive reimbursement under this program, the employee must pursue a
program which is either directly related to their current position or which is
designed to improve their qualifications for transfer or promotion to other
positions at the college. The program must be part of a degree curriculum or
certification program offered through a regionally accredited institution of higher
education or, in the case of a certification program, through a qualified vendor
deemed acceptable to the college. Degrees and certifications that may be
required as part of an employee’s minimum qualifications for the employee’s
current position shall not be eligible for reimbursement under this program.

The college will reimburse for tuition only. The employee must bear all other
expenses which include, but are not limited to, books, insurance, supplies,
penalties/late fees, parking, copy costs, transportation, social activities/clubs,
transcripts, equipment, application fees, tests. Persons eligible for educational
assistance under the G.I. Bill or through other grants should participate in those
plans. Participation in the college's plan is only for that portion of the tuition
those plans do not cover.
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(5)

(6)

(10)

The employee’s plan must be approved prior to registering for courses in order
to be eligible for reimbursement.

Following approval, the application form will be submitted to the human
resources office to determine if funds are available to cover the request for the
first year. The total amount of money set aside by the college each year for this
program will be divided among eligible applicants on a pro-rata basis, consistent
with procedures adopted by the Human Resources Division. The maximum
amount the college will reimburse per credit hour for degree-bearing programs
is the mean tuition rates for all public higher education institutions in Ohio at
both the graduate and undergraduate levels, as appropriate to an employee’s
particular program, and excluding both the highest and lowest cost schools from
the calculations. The employee will be obligated to assume any tuition costs
beyond the applicable mean, regardless of institution attended.

(a) Ifthere are no funds available when the employee’s program is approved,
the employee will be placed on a waiting list.

(b) As monies are released from another employee's fund, the waiting list is
reviewed and one or more employees on the list may receive
reimbursement in accordance with established procedure.

Each year the employee wishes to participate in the program, the employee
must complete an update/encumbrance form to set money aside for the next
year

Following completion of the course work, a "Tuition Reimbursement Request”
must be submitted to the human resources office. A grade report or transcript
must be provided for each course. Coursework will be reimbursed based on the
following guidelines:

Undergraduate Graduate
A = 100% A = 100%
B = 100% B = 100%
C = 50% C= 0%
D = 0% D= 0%
F = 0% F= 0%

Courses taken on a pass/fail basis must be "passed" and will be reimbursed at
one hundred per cent. Non-graded courses (graded satisfactory/unsatisfactory)
must be completed with a "satisfactory" grade and will be reimbursed at one
hundred per cent.

An employee who is in the program must maintain at least a B average to
remain eligible for reimbursement under this program. Should the employee fall
below a B cumulative average the employee’s status in the program will be
considered “probationary”. An employee whose cumulative average remains
below a B for two consecutive semesters, or three consecutive academic
quarters, shall be removed from the program.

An employee who receives reimbursement from the college for tuition expenses
as part of this program shall be required to work for Owens Community College
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not less than two years after the employee’s completion of the most recent year
of coursework under the employee’s approved plan. An employee who elects
to leave employment with Owens Community College, prior to completion of
this commitment shall be obligated to reimburse the college for all monies
received in conjunction with this program. Such reimbursement shall be
accomplished through the forfeiture of any accumulated paid time off which may
be to the employee’s credit at the time of separation from the college, and/or a
repayment plan whose terms are deemed acceptable to the college.
Employees who are non-renewed or terminated for cause prior to the
completion of their programs will not be required to reimburse the college for
monies received under this policy.

(11) The Vice President of Human Resources is authorized to adopt procedures

consistent with this policy.

Effective date: July 4, 2003

Daniel R. Hauenstein

Certification
June 17, 2003

Date

Promulgated under: RC Sec. 111.15
Statutory authority: RC Sec. 3358.08
Rule amplifies: RC Sec. 3358.08
Prior effective dates: March 5, 2002
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APPENDIX E

Attached Memorandums of Understanding that apply to the current agreement that
expires on December 31, 2024
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MEMORANDUM OF UNDERSTANDING

. ;Imgg %Qﬂwens Support Staff Union (Local 6325) and the College agree that the term
S Warkio "ﬁ%eans that a Supervisor can provide assistance in times of need
“onan emergency” {es deemed solely by the coliege) basis, but cannot provide
bargaining wnit work on a regular on-going basis.

0WENS COMMUNITY COLLEGE OWENS SUPPORT STATFF
N ' UNION (Local 6325)
_Mé) w‘\f%?ﬂ ){g}ﬂ%
Nam Name
;('_,2..97 04)/(9_/07

Date Date



Memorandum of Understanding

Although not spelled out in the confractZg¢ian tiffie sid AeX AiiHe dre still available fo the
membeis of Owens Support Staff Union Local #6325, as a standard practice, in accordance with

the guidelines previously set forth by the college.

Signed on by,
For Owens Community College Far Owens Suppoxt Staff Unien Local # 6325

(Bt g2 M,ﬂ,sﬁaﬁﬁ\u £
hﬁc]meism

Eagene Lapko,
Vice President for Human Rescurces Vice President Local #6325






