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AGREEMENT BETWEEN 
University of Cincinnati and District 1199/SEIU 

July 1, 2014 to June 30, 2017 
 
 
SEIU/ District 1199 WV/KY/OH is a Union of 35,000 plus office workers, state workers, health care and 
social service workers. Here at the University of Cincinnati, we are almost 300 support staff in a wide 
range of office professions: from secretary to computer operator; from library associate to personnel 
technician; from clerk to purchasing agent. 
 
Not only do we work in a wide variety of jobs; we are also spread out in a wide variety of departments 
and locations - - from the Clifton (west) campus to the Academic Health Center (east) campus. We are 
also located in outlying areas from Georgetown, Ohio to Blue Ash to Walnut Hills, to Clermont County. 
 
This contract is meant to be used, not shoved in a back drawer like other legal documents with small 
print. Read it over carefully. Keep it somewhere it will be readily available for reference. If you don't 
understand some section of the contract, ask your union steward to explain it to you. If you don't know 
who your union steward is, call one of the SEIU/District 1199 offices at 1-800-227-1199 or 1-877-925-
7348 and ask for the name and phone number of your steward. 

If you haven't yet joined the union, you can do so now by sending a membership card to:  

 
SEIU/District 1199 
1395 Dublin Road 

Columbus, Ohio 43215 
 
Union membership brings with it a voice in the union, the right to vote for union representatives 
(stewards and officers), to participate in union committees and member-only services (such as legal 
services, a union master card) and to have a say in important decisions the union makes. The best way 
to make your voice heard is to become active in the union - join a committee, participate in the various 
activities planned by the union leadership, attend union meetings. The power of the union is in our unity, 
our determination and our activism. 
 
For more information on our Union, visit our website at  www.seiu1199.org 

http://www.seiu1199.org/
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Article 1 

Purpose 
 

Section 1. This agreement is entered into by and between the University of Cincinnati, hereinafter 
referred to as the University, and District 1199 of the Service Employees International Union CTW, CLC, 
hereinafter referred to as the Union. 
 
Section 2. It is the intent and purpose of this agreement to provide for a better understanding between 
the parties and to provide for a peaceful and reasonable procedure for the resolution of differences. 
 

Section 3. The parties enter into this agreement acknowledging the following principles: 
A.         Successful fulfillment of the University's mission of research, education and community 
service depends upon cooperation among all the members of the University community. Such 
cooperation recognizes the contribution of each individual and requires that all members of the 
University community treat one another with dignity and respect. 

 
B.         The purpose of the human resource programs of the University is to recruit, retain, 
motivate and reward qualified staff through fair and equitable compensation levels and systems. 

 
Section 4. Section 3 of this article shall not be subject to the grievance procedure. 
 

Section 5. The provisions of this agreement shall supersede any conflicting rules or policies of the 
University and Sections of the Ohio Revised Code except those incorporated in Chapter 4117 or referred 
to therein. 
 
Section 6. Whenever a male or female pronoun or adjective is used, it refers to persons of either sex. 
 

Section 7. The Agreement shall include mutually agreed upon information about the Union on the inside 
covers and opening page. 
 
Section 8. Costs of printing the entire Agreement shall be borne equally by the parties. 
 

Article 2 

Recognition 
 

Section 1. The University recognizes the Union as the sole and exclusive collective bargaining agent for 
all permanent and temporary, full-time office staff employed by the University, including but not limited to 
those employees of the Uptown Campus, at the Academic Health Center (including University Hospital, 
Holmes, and the College of Medicine), in the University Libraries system, and at all branch campuses (UC 
Blue Ash, UC Clermont College and all permanent and temporary part-time office staff with an 
appointment of .5 FTE or more in the classifications as listed in Appendix 1. 
 
Section 2. Excluded from the bargaining unit are: 

A. All other classified and unclassified positions either represented or not represented. 
B. Supervisory, confidential, managerial, student, seasonal, intermittent, and casual 
employees as defined under the Ohio Revised Code; part-time employees with an appointment of 
less than .5 FTE; and employees of the University who are already represented by a bargaining 
agent; and those employees whose classifications are not in the list of included classifications. 
C. Positions held by persons identified in the SERB (State Employment Relations Board) 
Certification as being Confidential or Supervisory. 
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Section 3. Unit Clarification 

The parties agree to follow all applicable provisions of law under ORC 4117 in regards to any Unit 
Clarification issues. 
 
Section 4. Amendment of Certification 

The parties agree to follow all applicable provisions of law under ORC 4117 in regards to any Amendment 
Certification issues. 

 
Section 5. The University recognizes the integrity of the bargaining unit and will not, through 
the circumvention of this agreement, seek to erode it. 
 

Article 3 

Non-Discrimination and Affirmative Action 
 

Section 1. The University and Union reaffirm that discrimination on the basis of race, color, religion, 
national origin, sex (including sexual harassment), sexual orientation, disability, status as disabled 
veteran or a veteran of the Vietnam era, age, or union activity will not be practiced in any of their 
activities. Furthermore, where past or present discrimination continues to have an adverse effect upon 
members of minority groups and women, affirmative action efforts will be taken to eliminate the effect, 
pursuant to the University's Affirmative Action Goals and Policies which, except for the organizational 
structure and procedural mechanisms of the Affirmative Action function, is by reference incorporated 
herein. 

 

Section 2. Discrimination refers to perceived or actual differences in treatment based on race, color, 
religion, national origin, age, sex, sexual orientation, disability, status as a disabled or Vietnam veteran, 
or union activity. 

 
Section 3. Sexual harassment refers to behavior imposed on the basis of sex that is not welcome, 
is personally offensive, debilitates morale or interferes with the work effectiveness of its victims. 
 
Section 4. The University and Union shall not interfere with, intimidate, retaliate against or coerce 
employees because of the exercise of their rights under this agreement and Ohio Revised Code 
4117.03, paragraph (A) through (C) or because of Union activity. 
 
Section 5. The University agrees to provide the Union with a copy of the Affirmative Action report that 
is submitted to the Department of Labor. 
 

Article 4 

Union Security and Dues Deduction 
 

Section 1.  The Union shall fairly represent all employees covered under this Agreement. Therefore, as 
a condition of employment, employees who are covered under this Agreement shall, within (sixty) 60 
days of employment or within (sixty) 60 days of the effective date of this Agreement (whichever is later), 
either execute a union membership and payroll dues deduction form or shall have a fair share fee 
deducted from their payroll checks. 
 
An employee who exercises his/her rights under Ohio Revised Code 4117.09(c) shall, after a 
determination has been made in her favor by the SERB, meet with the Union to jointly select a lawful 
charitable fund to which the University shall, as a condition of employment, remit an amount equal to the 
fair share fee on a monthly basis. 
 
Section 2. Dues Deduction. On a biweekly basis, the University shall deduct the dues established by 
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the Union from the payroll check of each union member who has authorized such a deduction and the 
established fair share fee from each non-member. These deductions shall be transmitted to the Union no 

later than the tenth (10
th
) day of the following month, together with an alphabetized list of all employees 

and the amount deducted from each. A dues deduction authorization is irrevocable for a period of one (1) 
year from August 1 preceding the date of its delivery to the University, or until the employee moves into a 
classification not represented by the Union or employment is terminated (whichever occurs sooner). This 
authorization shall be automatically renewed each August 1 thereafter and shall be irrevocable for said 
periods of one (1) year unless written notice revoking such authorization is given to the University within 
the first twenty (20) days of July. 
 
Section 3. As an express condition of the University's agreement to grant a fair share fee arrangement to 
the Union, the Union will indemnify and hold the University and any of its agents harmless against any 
claims, demands, suits and other forms of liability that may arise out of, or by reason of action taken or not 
taken by the University for the purpose of complying with any of the provisions of this Article, or in reliance 
on any notice or authorization form furnished under any provision of this Article. 
 
The University and the Union agree that both parties share the duty of establishing and maintaining a 
valid fair share procedure. The Union agrees to provide the University a copy of the fair share notification 
and appeal procedure made to all fair share members of the union. 
 
Section 4. Payroll Deduction. Upon written authorization from an employee, the University shall deduct 
an authorized amount from an employee's payroll check for the purpose of bank and credit union 
deposits, University-offered tax-deferred annuities and contributions to the United Negro College Fund. 
The University shall deduct any voluntary written, authorized contribution to the Union’s Committee on 
Political Education (COPE). The COPE deductions shall be transmitted to the Union by separate check no 

later than the tenth (10
th
) day of the following month after the deduction was made and accompanied by a 

list of employees for whom the deduction was made and the amount deducted. 
 
Section 5. Orientation. The University shall provide a copy of this Agreement and a membership and 
dues deduction authorization form to bargaining unit employees at the University orientation program. 
The Union will be notified and provided with a schedule of the orientation program that new bargaining 
unit members will be attending. If the Union wishes to meet with these employees, they will be given the 
opportunity to do so on the day of the orientation program. 
 

Section 6. Monthly Employee Information. By the tenth (10
th
) day of each month, the University shall 

provide the Union with an alphabetical listing of all bargaining unit employees hired in the previous month, 
including their date of hire, classification, status, work location, rate of pay, home address and phone 
numbers. In addition, the list shall include any promotions, demotions and transfers (with the employees' 
previous and new classifications and work locations), terminations and resignations, departures from the 
bargaining unit and leaves of absence. The University will work with the Union in an effort to provide the 
monthly information on computer disk, instead of paper copy, depending on computer compatibility. 
 

Article 5 

Union Representatives 

 
Section 1. The University shall recognize (thirty-five) 35 officers/stewards for the purpose of 
administering the collective bargaining agreement assisting employees subject to corrective action and 
adjudicating grievances. Time spent by the stewards and officers in grievance handling and assisting with 
corrective action issues during their regularly scheduled hours will be paid. The number of 
stewards/officers who shall receive such paid time shall be as follows: 
 
West Campus (excluding University Libraries): eleven (11) University Libraries: two (2) Outlying Areas 
(including the Libraries at these locations): four (4) East Campus: twelve (12) Officers: six (6) 
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The Union will furnish the names of all officers/stewards to the Office of Labor Relations at the time of 
their appointment. The Union will furnish a listing of the names of all stewards and officers to the Office 
of Labor Relations when new stewards or officers are appointed. An active employee of the University 
who is excluded from the bargaining unit, pursuant to Article 2, Section 2 of this Agreement, shall not 
serve as a Union steward or representative or represent employees in the bargaining unit, nor shall such 
employee represent any other employee supervised by the representative. 

 
Section 2. No union officer/steward will spend more than ten (10) hours in any pay period in grievance 
processing/investigation (excluding administrative hearings, arbitrations, meetings or calls initiated by 
Management and time spent in University Committee meetings), preparation for disciplinary hearings and 
attending new employee orientation. If an officer and steward work for the same (small) department, or if 
two stewards work for the same (small) department, together they will spend no more than ten (10) hours 
in any pay period on union representation. Once each contract year, a single four (4) hour training 
session may be scheduled by the Union. All stewards and officers eligible for paid release time may 
attend and may be compensated pursuant to the release time provisions of this Article. The Union shall 
notify Employee Relations (in writing) at least two (2) weeks in advance of the date and time of the 
training and the names, departments and supervisors of the stewards and officers to be released to 
attend. 

 
Section 3. No steward, officer or aggrieved employee shall leave assigned work in order to conduct 
union business without prior approval from the respective supervisor. No union steward or officer will be 
unreasonably denied the right to carry out representational responsibilities when requested. The union 
steward or officer is obligated to provide the immediate supervisor the following information at the time 
the representative requests permission to leave. This information shall be completed on the form 
provided for this purpose. 
 

1. Purpose of the Union business (i.e. grievance, disciplinary hearing). 
 
2. The names of stewards and other employees involved. 
 
3. The (small) department of the steward. 
 
4. The (small) department of the employee. 
 
5. The name of the aggrieved employee's supervisor. 

 
Actual time spent on Union representation will be provided to the steward's/ officer's supervisor at the 
time of return. 

 
Section 4. During administrative hearings, pursuant to Article 9, Disciplinary Procedures, there shall be 
no more than two (2) employees to include a Union steward and the aggrieved party, plus one (1) Union 
staff representative or his/her designee present. The University also shall have no more than a total of 
three (3) representatives present, excluding the hearing officer. The Union and the University shall 
provide twenty- four (24) hours advance notice of the employees to be used as witnesses. Such 
employees shall be scheduled in advance by the parties so as to limit the burden on the department. 
Both parties shall be permitted no more than one (1) non-participating observer. 

 
Section 5. During contract negotiations, employees who serve on the Union negotiating committee 
shall be paid for time spent in negotiations, not to exceed eight (8) hours per day. 
 

The Union shall provide at least two (2) weeks in advance, the names of those University employees 
who shall serve on their negotiating committee.  No two (2) members of the Union's negotiating 
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committee may work for the same department. 
 
Paid release time from work for negotiations shall be for a period of one (1) hour before and one (1) hour 
after the scheduled meeting. Further extensions of time will be provided upon forty-eight (48) hours 
advance request by the Union through the Labor Relations office. No time other than the hours before or 
after, and actual negotiations, or beyond the normally assigned schedule during actual contract 
negotiations, shall be approved by the University. The Union's committee shall number no more than a 
total of twelve (12), which shall include ten (10) University employees. The University's committee shall 
number no more than the total of the Union's committee. 
 
Section 6. The University, through the office of Campus Calendar, shall make available to the Union its 
facilities for the purpose of meetings and seminars at no cost to the Union.  The use of these facilities 
shall be in compliance with the University's Use of Facilities policies. 

 
Campus mail service will be provided to the Union on the same basis as it is provided to other recognized 
unions at the University to the extent permitted by law. 
 
Section 7. Bulletin Board space will be provided for posting of Union notices in each University building. 
 

Section 8. The Union staff representative(s) shall be permitted reasonable access to work areas in order 
to conduct legitimate Union business. A staff representative must provide twenty-four (24) hours advance 
notification to the (small) department head or authorized representative in order to contact an employee 
on University time. Such visits shall not interfere with the conduct of normal business operations of the 
(small) department. 

Section 9. The Union President shall be permitted to use paid release time, provided in Section 2 of this 
Article to attend public Board of Trustees meetings, including public Board Committee meetings. The 
University shall provide to the Union a copy of the Board of Trustees agenda prior to the scheduled 
meeting. 

 
Section 10. Union representatives appointed to University Committees shall receive paid release time for 
their committee work during their regular working hours. 
 

Article 6 

Management Rights 
 

Except as specifically limited by the provisions of this Agreement and University Rules and Policies, the 
management of the University and the direction of the working force, including the right to hire, promote, 
transfer, demote, layoff, discharge or discipline for just cause in accordance with applicable policy 
regulations is the responsibility of the University. In addition, the work to be performed, the location of the 
work, the standards of performance, the methods or processes, the organization of departments, amount 
of supervision and the decision to do or contract work are the responsibility of the University. It is further 
understood that nothing in this Agreement shall be construed as delegating to others the authority 
conferred by law on any University official, or in any way abridging or reducing such authority. The above 
statement of management rights is understood to be descriptive and explanatory and is not restrictive. 
 
During the term of the Agreement, management shall bargain with the Union regarding the impacts and 
effects of the exercise of its rights on employees' terms and conditions of employment. The decisions 
which result in such impacts and effects are the exclusive rights of management to make and shall not be 
a subject of bargaining with the Union, unless the parties mutually agree to bargain. The parties shall 
bargain in good faith and attempt to reach agreement when bargaining over the impacts and effect of 
management's decisions. If no agreement is reached, management reserves the right to implement its 
decision provided such implementation results in no violation of this Agreement or University Rules or 
Policies. 



11 
 

Article 7 

Savings Clause 
 

If any Article or Section of the Agreement or any addition thereto would be held invalid by operation of law 
or by a tribunal of competent jurisdiction, or if compliance with or enforcement of any Article or Section 
should be restrained by such tribunal, the remainder of this Agreement and addenda shall not be affected 
thereby and the parties shall enter into immediate collective bargaining negotiations for the purpose of 
arriving at a mutually satisfactory replacement for such Article or Section. 
 

Article 8 

No Strike or Lockout 
 

Section 1. During the life of this Agreement, the Union agrees that it will not: 
 

A. Call, institute, maintain or conduct a boycott against the University or picket any place of 
business of the University on account of any jurisdictional work dispute; 
 
B. Induce or encourage any individual employed by any person to engage in strike in 
violation of Chapter 4117 of the Revised Code or refusal to handle goods or perform services; 
threaten, coerce, or restrain any person where an object thereof is to force or require any public 
employee to cease dealing or doing business with any other person; force or require the 
University to recognize for representation purposes, an employee organization not certified by the 
State Employment Relations Board (SERB); 
 

C. Induce or encourage any individual in connection with a labor relations dispute to picket 
the residence or any place of private employment of any public official or representative of the 
University; 
 
D. Engage in any picketing, striking or other concerted refusal to work without giving written 
notice to the University and the SERB not less than ten (10) days prior to the action. The Notice 
shall state the date and time that the action will commence and, once the Notice is given, the 
parties may extend it by the written agreement of both. If the (SERB) decides that the strike is not 
authorized under Chapter 4117 of the Ohio Revised Code, the University may discipline, including 
discharge, employees who violate this section. 

 
Section 2. Stoppage of work by employees in good faith because of dangerous or unhealthful working 
conditions at the place of employment which are abnormal to the place of employment shall not be 
deemed a strike. The exercise of this right is subject to review by the University. If the action is 
determined to be unprotected under the law, the employees engaged in such activity may be disciplined. 
 

The parties encourage the employees to seek the advice of their Union before exercising this right. 
 
Section 3. During the life of this Agreement, the University agrees that it will not lockout or otherwise 
prevent employees from performing their regularly assigned duties where the object thereof is to bring 
pressure on the employees or an employee organization to compromise or capitulate to the employer's 
terms regarding a labor dispute. 
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Article 9 

Corrective Action Procedures 
 

Section 1. The following language on Corrective Action Procedures is the sole source of rights and 
obligations of the parties to this contract in these matters. Furthermore, the following language is 
intended to supersede all provisions applicable to public employees in the Ohio Revised Code, and/or the 
rules of the Ohio Department of Administrative Services and the State Personnel Board of Review in 
relation to the Corrective Action Procedure. 

 
Section 2. Corrective Action/Discharge 
 

A. An employee may receive corrective action for just cause. 
 
B. Employees shall have the right to Union representation at all hearings to determine 
corrective action and conferences that may result in corrective action, or may choose to present 
their own case; however, a representative may not be employed by another union or union-like 
organization. 
 
C.        It is agreed that corrective actions shall be taken according to the seriousness of the 
offense and that the basic purpose of such action is corrective and not punitive. The University 
shall administer progressive corrective action that provides the employee the opportunity to 
understand a problem and the steps necessary to improve identifiable deficiencies. 
 
D. Corrective action may be in the form of, but not necessarily start at, oral reprimands, 
written conference reports, written reprimands, suspensions up to thirty (30) calendar days, 
demotion and/or discharge. 

 

E. Employees subject to all written corrective action (up to and including dismissal) shall 
receive notification of the actions in writing. Copies of written corrective action (conference reports 
and reprimands) shall be sent to the Union if the employee authorized, in writing, that such copy 
be sent. 
 
F. Employees who are subject to corrective action (except for failure to qualify at the end of 
their probationary period) that immediately results in a suspension, demotion or dismissal shall 
have a hearing by an impartial hearing officer prior to the imposition of said action. All charges 
against the employee shall be in writing (charge letter) and specifically state in detail the alleged 
infraction and the anticipated corrective action. Copies of charge letters will be provided to the 
Union. If facts arise during investigation that causes the anticipated corrective action to be 
revised, nothing shall prohibit such revision. The employee against whom charges are issued, or 
the University, shall have the right to one continuance of the scheduled hearing. Such 
continuance must be requested at least one (1) working day in advance of the scheduled hearing. 
Such continuance shall not exceed fourteen (14) calendar days. 
 
An administrative hearing may be waived by using the following procedure: A waiver shall be in 
writing and signed by both the employee and the Union representative. The waiver shall include 
the corrective action to be imposed prior to obtaining signatures. When an administrative hearing 
is waived pursuant to the above, the employee cannot grieve the corrective action imposed. A 
written waiver of rights to the hearing will subject the employee to the immediate imposition of the 
corrective action by the University. 
 
Corrective action involving suspension, demotion, or dismissal shall be imposed by the 
hearing officer only after issuing the findings and decision, unless the employee had waived 
rights to a hearing as specified heretofore. The hearing officer may impose warning letters in 
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place of suspensions. Such warning letters will carry the same weight as the suspension 
they replace and will be so evaluated in determining its appropriateness and in the 
assessment of any subsequent action. 

 
Where there is a hearing officer's report, the employee shall be notified of the decision with 
copies forwarded to the Union office. 
 
Should an employee decide to file a grievance over action taken as the result of a hearing, such 
grievance shall be initiated at Step Three (3) of the grievance procedure within ten (10) working 
days of the personal delivery or certified mailing of the notice of the action. 

 
G. All other corrective action, i.e., written conference reports/reprimands, may be imposed 
without a hearing and are subject only to the grievance procedure. In such situations, the 
supervisor shall hold a counseling session with the employee concerning the specific problem. 
The problem shall be identified, the reasons for the action or inaction discussed and an objective 
communicated. The supervisor may request the employee to sign the report or reprimand, but 
only to signify receipt. 
 
H. The University reserves the right to terminate employment for the following reasons: 

 
1. Voluntary resignation; 
 
2. Discharge for just cause as set forth in this Article, Section 2, A. 

 
 3. Failure to return from a leave of absence within seven (7) calendar days of 

the issuance of a certified letter from the University. 
 

4. Failure to return from a layoff within seven (7) calendar days of the issuance 
of a certified letter from the University. 
 
5.         Absence from work for three (3) or more consecutive scheduled work shifts 
without the employee's having contacted her supervisor or supervisor's designated 
representative. Should a question arise as to the employee's ability to contact any of 
those specified above, such matters shall be subject to the grievance procedure. 
 
6. Acceptance of another position while on authorized leave, except as approved 
by the office of Labor Relations. 
 
7. Terminations of non-probationary employees are subject to the 
grievance procedure except as prohibited by Section C of this Article. 
 
8.          Dishonesty. 

 
I. After twelve (12) months from date of issue all written conference reports and reprimands 
shall not be considered in a subsequent determination of corrective action. After twenty- four 
(24) months from date of issue, suspensions and/or demotions shall not be considered in any 
subsequent determination of corrective action unless there have been corrective actions for on-
going problems of a similar nature in the intervening period. 
 
J. In all cases of dismissal, the employee is entitled to payment of all wages due. 
 
K. Employees who have been notified of an upcoming corrective action hearing may 
meet with their steward during working hours with no loss of pay or benefits to prepare for the 
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hearing; such meetings shall be for a reasonable period of time. 
 

L. Employees have the right to appeal corrective actions through the grievance 
procedure subject to Section F of this Article provided for in this agreement, including the 
reasonableness of any work rule involved in the corrective action. 
 
M. Employees shall not be subject to corrective action for exercising their rights under the 
Family and Medical Leave Act provided that they satisfy the terms and conditions set forth in the 
Act as required. 

 
Article 10 

Grievance Procedure 
 

Section 1. Members of the Union and the University community are not to obstruct, discourage, 
intimidate, threaten or interfere in any way with any person(s) who utilizes this grievance procedure. This 
includes persons who file grievances and all other participants in the grievance procedure. Likewise, 
retaliation against a person(s) for filing a grievance or participating in the process will not be tolerated. 
Complaints alleging retaliation for filing a grievance shall be processed separately under this procedure. 

 
Section 2. If a dispute arises over the interpretation or application of any specific provision of this 
Agreement or the application of the Rules of the University, University Policies, Personnel Policies and 
Procedures Manual, or University Policy and Benefits Handbook, it shall be defined as a grievance and 
shall be subject to the grievance procedure. Disputes concerning denial of insurance or retirement 
benefits by an insurance or retirement provider other than the University shall not be processed under 
this article unless the denial is based on the failure of the University to provide the carrier with accurate 
enrollment information or payment of premium or unless the University has agreed with a provider to 
modify a plan without prior approval by the Union. "Modify a plan" shall mean modify the level of 
benefits. Each grievance, oral or written, shall identify the article and section of this agreement or 
University rule or policy where the alleged violation has occurred and the remedy requested to settle the 
grievance. 

 
Section 3. Repeated incidents of verbal abuse and/or embarrassing or humiliating an employee in 
the presence of the public or co-workers on the part of supervisory and management personnel will 
not be tolerated and are subject to the grievance procedure. 
 

Isolated incidents of verbal or physical threats on the part of supervisory and management personnel 
will not be tolerated and are subject to the grievance procedure. 
 
None of the above mentioned behaviors will be tolerated by other members of the University community. 
If non-supervisory, non-managerial personnel or customers engage in such behavior, the employee shall 
report the incident to the supervisor, who shall take appropriate action. 
 
Section 4. Group Grievance. There may be individual or group grievances. A group grievance shall 
be one in which the facts and the provisions of the agreement or rules or policies alleged to be violated 
are similar for each employee in the group. The aggrieved party shall file an individual or group 
grievance in the appropriate department in accordance with Step 2 of the procedure that follows. If a 
group grievance affects employees in more than one department, it may be filed at Step 2 or 3 of the 
procedure. However, the Union shall discuss the matter with the Office of Labor Relations in an effort to 
determine which step of the procedure is more appropriate. 

 
Section 5. Grievances alleging discrimination or sexual harassment may be processed either through 
the University's Affirmative Action Complaint Procedure or this Grievance Procedure beginning at Step 2. 
The employee must choose one (1) of the two (2) procedures. Once an employee has initiated one 
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procedure, the employee shall not discontinue that procedure in order to initiate the other procedure; nor 
shall the employee be permitted to initiate the other procedure at the conclusion of the originally selected 
procedure. If the employee elects to follow the Affirmative Action Complaint Procedure, no arbitration of 
an unsatisfactory resolution shall occur. If the employee elects to follow the Grievance Procedure 
beginning at Step 2, the Union shall also send a copy of the grievance to the Office of Labor Relations. 
 

Section 6. It is agreed that the time limits set forth within this article may, by mutual consent, be 
extended for a reasonable period of time. Such request and approval shall be in writing. The parties may 
waive, in writing, one and/or two steps of the grievance procedure by mutual agreement of the Union and 
the Labor Relations Office. 
 
Steps of Grievance Procedure 
 

Step 1 - Verbal Resolution of Grievance 

If an employee or group of employees believes that the University has violated this Agreement or 
University rule or policy, that employee or group of employees shall attempt to adjust the complaint with 
the immediate supervisor within fifteen (15) working days of the time the employee(s) becomes aware of 
the alleged grievance. The employee(s) shall have the right to union representation at this step. Unless 
mutually agreed by the parties, Step 1 will end twenty-five (25) working days after the employee becomes 
aware of the alleged grievance. The grievant may then proceed to Step 2. 

 
Step 2 - Written Grievance 
The employee(s) and/or Union representative shall file a written grievance to the appropriate 
Administrator/Dean, Department Head (or designee) within five (5) working days of the end of Step 1. 
The appropriate area Administrator/Dean, Department Head (or designee) shall meet with the 
employee, the Union representative within ten (10) working days from the date notice was received from 
the Union that the grievance was not resolved at Step 1. If the Union designee is a Staff 
Representative, the Union shall notify the Office of Labor Relations of this fact prior to the meeting with 
the appropriate area Administrator/Dean/ Department Head (or designee). The parties shall attempt to 
resolve the grievance during this meeting. The Administrator/Dean/ Department Head (or designee) 
shall render a written decision within five (5) working days from the time the parties meet, copies of 
which will be provided to the grievant, the grievant's representative(s) and the Labor Relations 
Department who shall send a copy to the Union office. If the employee and/or employee's Union 
representative(s) wishes to carry the grievance to the next level, a letter so stating with a copy of the 
grievance must be submitted to the Office of Labor Relations within five (5) working days of the decision 
being appealed. If the grievance is unanswered at the expiration of five (5) working days, the complaint 
may be referred to Step 3. 

 
Grievance Mediation:  Either party may suggest to the other to submit grievances that are unresolved 
to the FMCS Grievance Mediation process. This can occur either prior to Step 3 or prior to Step 4. If 
the other party agrees to grievance mediation, the initiating party shall notify the FMCS office of the 
need for a mediator and the desire to hold a mediation session within ten (10) working days of the 
notification. The parties shall select a mutually agreeable date. If the parties cannot agree upon a date, 
the mediator shall select the date, and both parties will abide by this selection. 
 

The hearing shall be informal, with no briefs, transcripts or formal rules of evidence. Each party shall 
present its case to the mediator, who shall attempt to mediate the grievance after hearing the facts 
from both parties. Any settlement reached through this process shall be non-precedent setting. 
 
If the parties cannot agree on any resolution, the mediator shall provide an advisory opinion to the parties 
at the conclusion of the hearing. The mediator's advisory opinion shall be based on facts developed by 
the parties that were submitted at the hearing and shall in no way modify or change this Agreement. The 
advisory opinion shall not be used as a precedent or as evidence in an arbitration proceeding. 
The acceptance or rejection of the mediator's advisory opinion is voluntary for both parties. The 
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parties shall determine whether or not to accept the advisory opinion within three (3) working days of 
its receipt. 
 
If FMCS declines to mediate a grievance, the Union may proceed to the next step, according to 
contractual timelines. 
 
Step 3 
The University's designated representative(s) from Labor Relations and the employee's department 
shall meet with Union representative(s), and the employee or representative of the employees if a 
group grievance (if requested by the Union) within fifteen (15) working days from the date notice was 
received from the Union that the grievance was not resolved at Step 2. The parties shall be entitled to 
an equal number of representatives (excluding witnesses) at this meeting except as mutually agreed 
upon. The parties shall attempt to resolve the grievance during this meeting. 
 
The University's designated representative from Labor Relations shall render a decision in writing to the 
employee's representative(s) within ten (10) working days from the date the meeting was held. If the 
Union wishes to carry the grievance to the next level, the Union must initiate the next step within twenty 
(20) working days. The party requesting arbitration must notify the other party in writing within twenty 
(20) working days of the receipt of the written decision at Step 3. If the grievance is unanswered at the 
expiration of ten (10) working days, the complaint may be referred to Step 4 by the Union, and written 
notification to arbitrate must be given accordingly. 
 
Step 4 - Arbitration 

A reasonable attempt shall be made by the parties to construct and jointly submit the issue(s) to be 
arbitrated. The parties will draw the names of five (5) arbitrators by lot from the permanent panel when 
a grievance proceeds to Step 4 of this grievance procedure. The arbitrator may be selected by mutual 
consent from the list drawn. If the parties cannot agree, each party shall strike two (2) names from the 
panel. The party invoking arbitration shall strike a name first. The other party shall then strike one 
name, the process will be repeated and the remaining person shall be the arbitrator. Once per year 
during this agreement, the parties will meet to review the panel of arbitrators and determine the 
continued use of the existing list of panel members. The parties shall endeavor to select arbitrators 
who will hold hearings within thirty (30) days of their selection and who will render a decision within 
thirty (30) days from the conclusion of the hearing. Other considerations in selecting the panel of 
arbitrators shall be cost, proximity and diversity. 
 
The arbitrator shall render the decision within thirty (30) days from the conclusion of the hearing. If 
an allegation of discrimination or sexual harassment is heard by an arbitrator, the arbitrator shall 
have no authority regarding disciplinary action to be taken against a respondent who is not a 
member of the 1199/SEIU bargaining unit. The arbitrator's decision shall be binding in all other 
respects. 
 
The decision of the arbitrator shall be final and binding, whether or not it is rendered within the thirty (30) 
day period. 
 
Cancellation of the agreed upon arbitration date can only occur due to circumstances beyond control of 
the parties or withdrawal by the moving party. The party requesting the cancellation will pay the 
cancellation fee, if applicable. The new date for the arbitration hearing must be established within fifteen 
(15) days and the arbitration hearing itself held within thirty (30) days of the original date of the hearing. 
A pre-arbitration conciliation meeting may be held not more than thirty (30) days and not less than 
fourteen (14) days prior to the scheduled arbitration date, at the request of either party. 
 
The arbitrator shall have no authority to alter in any way the terms and conditions of this Agreement or 
University Rules or Policies. 
Any pre-arbitration settlement will be without prejudice to any party unless the University and the Union 
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expressly agree otherwise. The representative of the grieving party has the right to withdraw a 
grievance at any step without prejudice to the position of any party. 
 
The fee and other expenses of the arbitration and arbitrator shall be shared equally. Each party shall 
bear its own expenses in these arbitration proceedings. Any University employee called as a witness by 
either side will continue to receive the regular rate of pay while attending such hearing for those hours 
the employee would have been scheduled to work. 
 
A grievance shall be deemed waived by the employee and the Union unless such grievance is presented 
in writing to the University in accordance with the grievance procedure. However, the issue of timeliness 
may be subject to arbitration. 

 
Section 7. Grievances may be processed by aggrieved employees during working hours, with no loss 
of pay or benefits. 
 

Article 11 

Filling of Vacancies 
 

Section 1. Eligibility.  For purposes of this article, employees who hold bargaining unit titles but are 
excluded from the bargaining unit because of their supervisory, confidential, intermittent or Full Time 
Equivalent (FTE) status shall be given the same eligibility and consideration as bargaining unit 
members for promotion, transfer and reinstatement. Employees who are within an original or other 
probationary period are ineligible for inclusion in a pool of candidates to fill a vacancy. Waiver of 
consideration for a position shall not cause an employee to be removed from an eligibility or transfer 
list. 
 

Section 2. Recruitment. The department has the option to fill a vacant position by recruiting on a 
department-wide (large), or bargaining unit-wide basis. The department shall make a good faith effort to 
post vacant bargaining unit positions within six (6) months from the time the position becomes vacant. If 
the position is not posted within six (6) months, the Union may request justification from the department. 
If the Union is not satisfied with the justification, it may initiate a grievance pursuant to Article 10. 
 

A. Department-wide recruiting. If the department elects to recruit on a department-wide 
basis, all qualified promotional and transfer applicants from the small department who express 
an interest in the vacancy will be included in the pool. 
 
The department shall choose from the existing pool. If no employee applies for or no 
applicant meets the minimum qualifications for the position, then the position shall be filled 
pursuant to Section 2.B. (below). 
 
B. Bargaining Unit-wide recruiting. A pool of candidates shall be established consisting 
of all qualified promotional, demotional and transfer candidates interested in the vacancy, and 
any reinstatement candidates. Should there be fewer than a total of ten (10) internal candidates 
from the eligibility list in the pool, additional candidates may be added to the pool from outside 
the bargaining unit in order of their test scores in order to make up a pool of ten (10) eligibility 
list candidates. 
 
C. Senior Library Associate Specialist vacancy notices shall be posted simultaneously for 
both inside and outside the bargaining unit for five (5) working days. In addition to the posting 
information noted in section 3 the notification shall include the knowledge, skills and abilities 
(KSA’s), expanded minimum qualifications (if necessary) and the date after which applications 
will no longer be accepted. All bargaining unit employees who meet the qualifications for the 
position shall be included in the pool of candidates. 
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If the University has not received applications from ten (10) bargaining unit employees who meet 
the minimum qualifications for the position, the University may, at its discretion, give 
consideration to candidates from outside the bargaining unit. Any bargaining unit employee who 
had applied and who had met the minimum qualifications shall remain in the qualified pool. The 
University may augment the pool with outside candidates, as long as the total pool does not 
exceed ten (10). 

 
Section 3. Testing Application, and Vacancy Opportunities. 
 

A. Notification of Vacancy Opportunities. A test will be given before a vacancy is filled. 
Notification of testing opportunities will appear for a period of five (5)   working days. The 
following information shall be included in the posting: classification, salary range, department, 
location, supervisor, minimum qualifications, description of the job duties, and information 
regarding percentages assigned to each section of the examination. 
 
All employees who are interested in testing for the classification must apply within the time 
specified by Human Resources. 
 
Transfer candidates and employees who have taken and passed the test in that classification 
may apply for a specific vacancy by submitting an on-line application and attaching a letter of 
interest. This application must be received by the deadline indicated by Human Resources. 
Employees who have passed the test and have eligibility remaining for a classification may apply 
for positions, when they are posted, that are lower within the classification series, requesting that 
their test scores and applications be used for consideration for the lower positions. When an 
employee exercises this option, their eligibility on the list will not be extended beyond the date of 
the original application and test scores. 
 
The Office of Human Resources shall establish the pool of candidates according to the 
procedures outlined in Section 2 above. The University shall maintain accurate 
documentation of its activities to establish lists of candidates, which shall be available to 
employees and the Union for review. 

 

Section 4. Selection. Selection shall be based on job-related criteria, including but not limited to 
experience, education, skill, training, and work history. In the event that an external candidate and a 
current bargaining unit employee are equally qualified for the vacant position based on the above 
referenced criteria, the University shall give preference to the current bargaining unit employee in its 
hiring selection. Once the selection has been made, the University will provide to the Union a list of the 
candidates referred for the vacancy, as well as the name of the candidate selected. If the candidate 
selected is external and there are qualified bargaining unit candidates, the hiring department shall submit 
a letter to Labor Relations with a copy to the Union, summarizing the reason(s) for the selection. This 
letter shall be submitted at the time the selection is made. Candidates referred but not selected will be 
so notified by the hiring department, including the name of the candidate selected, within fifteen (15) 
days of filling the vacancy. Upon request of a candidate not selected, the hiring department will provide 
verbal information concerning the reason for the hiring decision. A meeting of the parties is not required 
to fulfill this obligation. 
 

Section 5. Reinstatement. Any former employee who separated from the University in good standing 
wishing reinstatement to the same classification (or lower within the same classification series (see 
Appendix 3)) within one year of separation shall be included in the pool of candidates for bargaining unit- 
wide opportunities until the employee is offered a position or until the year has lapsed, whichever is 
sooner. All such reinstatement candidates shall be in addition to the candidates from the promotion and 
transfer lists. An employee reinstated to the same pay grade shall receive the same relative rate of pay 
the employee would have received had she continued working. If reinstated to a lower classification 
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within the same series, the employee shall receive the same relative rate of pay (with appropriate 
longevity adjustment) the employee would have received had she continued to work, but not greater than 
the maximum for the pay grade. A reinstated employee shall retain the same seniority status, including 
vacation status, accrued sick leave and longevity as held at the time of separation. Employees reinstated 
to the same classification (or lower classification within the same classification series) but in a different 
department shall serve a three (3) month probationary period. Reinstated employees who fail probation 
shall be separated from the University and returned to the reinstatement list for the balance of time 
remaining for reinstatement eligibility. 

 
Section 6. Recall Priority. Employees on a layoff/recall list shall be recalled pursuant to Article 
12, Reduction in Force (Layoff and Recall), prior to utilizing promotional or transfer lists. 
 

Section 7. Affirmative Action. If the University Affirmative Action Plan identifies an underutilization of 
women or minorities for a particular group which includes the vacant position, the vacancy must be 
posted bargaining unit wide. If no female or minority employee is included in the list of candidates, the 
University shall add the minority or female bargaining unit employee from the list who has the highest 
passing test score. If no such bargaining unit employee is eligible, the University may fill the position 
from outside the bargaining unit in test score order. 
 
Section 8. Discrimination or Unusual Circumstances. In instances where discrimination or other 
unusual circumstances, such as compliance with the Americans with Disabilities Act, require immediate 
action, the University may, by mutual agreement with the Union, place an employee in another position 
for which the employee is qualified without regard to the other provisions of this article. If the University 
believes that it is legally required to make such a placement and cannot reach mutual agreement with 
the Union, the University may make the placement and the Union may file a grievance beginning at 
Level Three, pursuant to Article 10. 
 

Section 9. Seniority.  Seniority shall mean the length of time measured in years, months and days 
of service an employee has been continuously employed by the University of Cincinnati except as 
noted below. If an employee is terminated for cause, the employee's seniority shall terminate 
immediately. 

 
Seniority will continue to accrue during time spent on an approved leave of absence or on a 
layoff/recall list. 
 

Employees reinstated following separation from employment will not be credited with any time for the 
period of separation if reinstatement occurs more than thirty (30) days after separation. 
Reinstatement may only occur within one (1) year from the date of separation. 
 
Section 9(A). Longevity.  Longevity shall reflect total state service, including University and 
outside, break or no break. 
 
Section 10. Examinations. 

A. The University shall administer two (2) kinds of examinations. Tests shall be used to 
evaluate the employee’s ability to perform duties of the classification. 
 

(i) Assembled examinations:  An examination in which an applicant must 
display competency on a written, practical, or oral examination, or on any combination 
of these three. 
 
(ii) Non-assembled examinations:  The University reviews the application form 
and evaluates prior training, experience and education to determine whether the 
applicant meets the minimum requirements for the classification and assigns a grade. 
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B.    Credit for seniority shall be added to examination scores which exceed the minimum 
passing score as follows: 

 
Under 1 year  =  0.0 point 8 years  =  6.4 points 
1 year  =  1.0 point 9 years  =  7.0 points 
2 years =  2.0 points 10 years =  7.6 points 
3 years = 3.0 points 11 years =  8.2 points 
4 years = 4.0 points 12 years =  8.8 points 
5 years = 4.6 points 13 years =  9.4 points 
6 years = 5.2 points 14 years = 10.0 points 

 7 years = 5.8 points 14+ years = 10.0 points 
 

C. No more than two (2) officers/stewards may observe the giving of a practical promotional 
examination. The Union's recourse in case of irregularity is limited to the filing of a grievance. 
 
D. Time off for application, testing and interviewing for promotional list eligibility and 
transfers will be allowed on University time only for employees scheduled to work between the 
hours of 8:00 am and 5:00 p.m., provided the applicants have completed their probationary 
period. Employees may exercise this right no more than three (3) times per year for practical 
examination (with the understanding of the University's plan to consolidate practical examinations 
for various classifications) and without limit for applications and interviews. However, an 
employee must wait a minimum of six (6) months after taking an examination before re-testing. 
 
E. Applicants shall receive notice of their examination score, and whether or not they met 
the minimum qualifications, at the time the classification eligibility list is created. Applicants who 
are not selected for a vacancy shall have their test scores retained for that classification for a 
period of one (1) year. The employee must inform the Office of Human Resources if the 
employee wishes to use the score from the previous test or retest for the vacancy. After six (6) 
months, if an employee chooses to retest for the vacancy, the highest score will be the score of 
record. 

 
Section 11. Transfer List. An employee wishing to transfer within her primary classification from one 
department to another may apply on-line. An employee shall be given transfer consideration pursuant to 
this Article. An employee may apply for a transfer to a lower classification in the same classification 
series or to a lower classification previously held within the last three (3) years, which shall be considered 
a voluntary demotion. An employee may apply for a transfer to a higher classification within the same 
series or to a dissimilar classification if previously held within the last one (1) year. Employees must 
update their transfer applications yearly. Failure to update the application will make the employee 
ineligible for transfer consideration. 
 
Section 12. Probationary Periods. 

A. There shall be no probationary period for employees who transfer positions within the 
same classification (or a lower classification in the same series) within the same department. 
Employees whose existing position has been reclassified shall not serve a probationary period. 
Employees who fill a position within the same (or lower in the same series) classification in a 
different department shall be subject to a three (3) month probationary period. Employees who fill 
a position in a different classification shall be subject to a six (6) month probationary period. New 
hires shall be subject to a six (6) month probationary period, which shall be called an original 
probationary period. An employee returning to the same classification (or lower in the same 
series) following a medical/disability leave of absence shall not serve a probationary period. Time 
spent on a paid or unpaid leave of absence in excess of twenty (20) working days shall not apply 
towards the completion of the probationary period. 
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B. Seniority.  Employees in their original probationary period shall have no seniority. After 
successful completion of their probationary period, their seniority date shall be a defined as in 
Section 9 of this Article. 

 
C. Training. Employees shall receive a copy of their job description on their date of hire or 
the date of appointment to a different position. The University shall designate a person who shall 
be responsible for training the employee. This person shall be the employee's supervisor, unless 
the supervisor's duties do not require her to be familiar with the position's duties. 
 

D. Evaluation of probationary employees. During the probationary period, the employee 
shall receive regular feedback from the supervisor and the person training her. A written 
evaluation shall be conducted at the midpoint of the probationary period and at its conclusion. 
 
E.         Termination at will. Employees in their original probationary period may be terminated 
at will, and such termination shall not be subject to the grievance procedure, except for 
allegations of discrimination in violation of this Agreement. The University shall inform the 
employee in writing of the reasons for termination. 
 

F. Failure of probation for non-original appointment. The University may fail an 
employee from the midpoint of her probationary period to the conclusion for performance-related 
reasons. If the probationary period is not satisfactorily completed, the employee will be returned 
to her former department, classification, and rate of pay provided an offer of permanent 
employment has not been made to, and accepted by a candidate for the vacancy in the previous 
position. If the previous position has been filled, the employee will be placed into the oldest 
vacancy on record in her previous classification, in the previous administrative area and FTE 
grouping. If no vacancy exists, the employee will be placed into the oldest vacancy in the 
previous classification and FTE grouping bargaining-unit wide. If no vacancy exists, the 
employee will be returned to the former department, classification and rate of pay until a vacancy 
occurs in the classification bargaining-unit wide. 
 
G. Right to return. During her probationary period, an employee may elect to return to her 
previous position and shall not serve a new probationary period, provided an offer of permanent 
employment has not been made to and accepted by a candidate for the vacancy in the previous 
position. 
 

H. An employee who is promoted from outside the bargaining unit to a classification within 
the bargaining unit, and then fails probation, shall have no further rights in the bargaining unit. 

 
I. A bargaining unit employee who fills a position outside the bargaining unit shall have no 
further rights in the bargaining unit except as a reinstatement according to Section 5 of this 
Article. 

 
Section 13. Compensation. An employee accepting a lateral transfer within the same pay grade shall 
be paid at the same rate of pay as previously earned and shall be placed at the same relative rate within 
the salary range. An employee accepting a promotion shall be placed at the relative rate which results in 
not less than a 5% increase in base salary (exclusive of longevity), but not less than the minimum rate of 
the higher salary range, nor more than the maximum for that classification. An employee accepting a 
voluntary demotion shall receive a reduction in pay of 5%, except that in no situation shall she be paid 
less than the minimum nor more than the maximum of the lower classification's salary range. Employees 
shall receive a 5% increase upon completion of their probationary period (including promotions to a 
different classification series). No increase will occur upon completion of probation in lateral transfers 
(including dissimilar transfers within the same pay grade) or voluntary demotions within the same or 
dissimilar classification series. 
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Section 14. Temporary Wage Level Adjustment. Should a vacant position need to be filled, or duties 
thereof continued, on a temporary or emergency basis, the University, where practical, shall afford an 
employee in the same large department (See Appendix 4) an opportunity to temporarily assume a 
substantial portion of the responsibilities of the position until a permanent employee is appointed or 
returns to the position. A temporary assignment may last no longer than one (1) year unless such an 
assignment is to provide temporary replacement for an employee whose leave of absence exceeds one 
(1) year. During the temporary assignment, the employee shall receive a temporary wage level (TWL) 
adjustment in recognition of the assumption of higher levels or substantial additional duties and 
responsibilities. If a temporary assignment lasts longer than one (1) year, except as noted above, the 
employee shall be reclassified as appropriate. The TWL adjustment shall be equal to 10% of the base 
salary (exclusive of longevity), or the minimum of the higher pay range, whichever is greater. In order to 
be eligible for a temporary wage level adjustment, the employee must perform the higher level or 
substantial additional duties and responsibilities for a minimum of two (2) weeks in which case the TWL 
shall commence with the assumption of the higher level or substantial additional duties and 
responsibilities. The TWL Adjustment shall be paid for all compensable hours except for sick leave in 
excess of two (2) continuous weeks. 
 
Section 15. Reassignment. 
 

Small Department:  The University has the right to reassign an employee to another position within 
the same classification and small department on a temporary or permanent basis. 
 

Large Department:  An employee may be reassigned for the purposes of cross-training and fill-in 
(including temporary assignments to cover peak workloads): 
 
With mutual consent of the University and the employee, an employee may be reassigned to any 
position within the same classification and large department. 
 
Without mutual consent an employee may be reassigned to the same classification within the large 
department only for purposes of reorganization and not in instances where the grievance, disciplinary, 
lay-off or other procedures or portions of this Agreement have been or should have been utilized. 
Human Resources must certify that the action is not punitive, discriminatory, a lay- off, or in violation of 
this Agreement and that the reassignment is in the best interest of the department, University and the 
employee. The decision of Human Resources on such matters is grievable. When such circumstances 
occur in Human Resources, the Office of the University Ombudsman will either provide this certification 
or will disapprove the proposed action. 
 

Section 16. If a department increases the FTE appointment level of a part-time employee, even if it 
would result in the employee becoming a bargaining unit member, such an action is not considered filling 
a vacant position. This right shall not be abused and shall not be used to undermine the filling of 
vacancies article.  

A department's desire to make such a change in FTE level shall be coordinated through Human 
Resources 
 

The University agrees to test provisional employees appointed at less than 50%, and they must pass 
the test before the University can increase their FTE to 50% or greater. The University also agrees to 
notify the Union of FTE increases from less than 50% to 50% or greater in the monthly information 
provided to the Union. 
 
Section 17. Contractual Rights and Obligations. This Agreement is the sole source of rights and 
obligations of the parties to this contract on the subject of the filling of vacancies. Its language is 
intended to supersede all provisions applicable to public employees in the Ohio Revised Code and/or 
the Rules of the Ohio Department of Administrative Services relative to the filling of vacant positions, 
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except for those relating to original appointments. 
 

Article 12 

Reduction in Force (Layoff ) and Recall 
 

Section 1. The University recognizes the integrity of the SEIU 1199 bargaining unit, and will not 
take any action to erode the SEIU 1199 bargaining unit in any way.  

 

No SEIU 1199 bargaining member shall be displaced by, nor shall they suffer any loss of hours due to or 
as a result of the University utilizing student workers.  Bargaining unit vacancies that the university 
chooses not to fill shall not be filled by anyone outside of the SEIU 1199 bargaining unit. 

 

Section 2. This Agreement is the sole source of rights and obligations of the parties to this contract 
on the subject of Reduction In Force (Layoff) and Recall. Its language is intended to supersede all 
provisions applicable to public employees in the Ohio Revised Code and/or the rules of the Ohio 
Department of Administrative Services relative to Reduction in Force (Layoff) and Recall. 
 
Section 3. For purposes of this article, employees who hold bargaining unit titles but are 
excluded because of their supervisory or confidential status have no right of displacement into the 
bargaining unit should such employees be identified for layoff. Likewise, bargaining unit employees 
have no right of displacement into supervisory or confidential positions should a layoff occur within 
the bargaining unit. 
 

Section 4. In the event of a reduction in force for reasons of lack of work, lack of funds or 
reorganization for efficient operation, the Union shall have the right to grieve and arbitrate said 
issues pursuant to the Grievance Procedure. 
 
Section 5. Whenever the University decides to reduce its workforce due to lack of work, lack of 
funds, or reorganization for more efficient operation, the University shall use the following procedure in 
determining which employee shall be laid off. 
 

Section 6. The University shall identify the position(s) to be abolished or the employee(s) to be 
affected and shall freeze all vacant positions in the classification series. (See Appendix 3). The 
University shall notify employees in these positions not less than fifteen (15) working days prior to the 
abolishment of their positions or shall send a certified letter of notification at least twenty-one (21) 
calendar days in advance of the abolishment; a copy of the notification shall be sent to the Union office. 
The notice shall include the reasons for the abolishment, the effective date of the abolishment, and a 
reference to the employee's rights under this article and the Grievance Procedure article of the collective 
bargaining agreement.  A copy of the layoff list indicating the names of all bargaining unit employees in 
the same classification and Full Time Equivalent (FTE) including the seniority date and level of 
appointment will be posted in the area(s) affected by the layoff and in the Office of Human Resources, 
and a copy shall be sent to the Union. The University shall also, at the same time, send the Union the 
back-up documentation that provides the rationale for the choice of which position has been abolished 
and how the job duties will be redistributed or eliminated. Layoffs shall be in accordance with seniority, 
classification, and FTE. The University shall not layoff bargaining unit employees in lieu of disciplinary 
action. Permanent employees shall not bump temporary positions, nor shall a temporary employee 
bump a permanent position. 
 
Where there is an employee(s) subject to a reduction in force, the University has the right to exercise 
the reduction by: 
 

A.   Reassigning the employee(s) to an existing open position at the same classification and the 
same or higher FTE in which the abolishment occurs provided they can do the work. The 
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employee will be placed in the oldest vacancy. In the event that an open position does not exist 
in the same classification, the employee may be placed in an open position within the same pay 
grade and the same or higher FTE in which the abolishment occurs, provided the employee 
meets the minimum qualifications and passes any required tests. An employee reassigned 
pursuant to this clause shall not undergo a probationary period. An employee may not be 
reassigned to a different shift or to a lower FTE, unless by mutual agreement between the 
employee and the University. 

 
B.   Once a requisition to fill a vacancy has been submitted to Human Resources, it 
cannot be withdrawn without proper documentation. 
 
C.  Should there be no vacancies available, pursuant to Section 5(A) above, the employee(s) 
identified for abolishment shall displace the least senior bargaining unit employee within the 
same classification and same or higher FTE. 
 
D.  Should there be no one of lower seniority in the same classification and same or higher 
FTE, then that employee shall displace the least senior employee in the lowest classification 
within the classification series (see Appendix 3), and same or higher FTE where the employee 
loses no pay. 

 
E.    

1. Each employee who is displaced as a result of the above displacement 
process shall be reassigned to the oldest existing vacancy in the same classification 
series (see Appendix 3) and same or higher FTE, bargaining unit-wide where the 
employee loses no pay before displacement continues. 
 
2. If there is no vacancy, the displaced employee shall displace the least senior 
employee in the lowest classification within the classification series and same or higher 
FTE bargaining unit wide where the employee loses no pay, and so on, until the least 
senior employee in the lowest classification in the series has been displaced. 

 
F.   In no case can a less senior employee displace a more senior employee. 
 
G.  At all steps of the abolishment and layoff process, when an employee is not able to do the 
work, such employee will progress to the next step of this process until the employee can 
perform the work or the employee is laid off. Displaced employees shall not be required to 
accept placement under the terms of this Article on a different campus if such placement 
would cause an undue hardship. 
 
H.  Upon ratification and approval of this Agreement, the parties shall establish a joint 
committee to consolidate the number of classification series in Appendix 3. The committee 
shall also delete classification titles that are no longer in service. The work product of the 
committee shall be implemented no later than July 1, 2012. 

 
Section 7. Employees on approved paid or unpaid leave of absence may be laid off or displaced 
as any other employee. If at the time of bumping the displaced employee is on a leave of absence, the 
displacement process will stop. Upon a request to return to work from leave, in accordance with Article 
22, the displacement process will continue in accordance with Article 12. This paragraph shall not apply 
to employees on a disability leave of absence. 
 

Section 8. The bargaining unit member(s) who is (are) subject to reduction in classification 
through displacement and/or layoff shall be notified at least fifteen (15) working days in advance of the 
effective date of the action or shall be sent a letter of notification by certified mail at least twenty-one 
(21) calendar days in advance. The letter shall contain the effective date of the reduction in 
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classification and/or layoff, references to the Layoff/Recall and Grievance Procedure articles contained 
in this contract. A copy of the notification will be sent to the Union office. An employee who has 
received notification and who will be laid off/unemployed shall have the right, from the date of 
notification, to utilize placement rights according to this Article. 
 
Section 9. Notice of recall to an employee shall be made by certified mail to the last known 
address of such employee. A copy shall be forwarded to the Union. If undeliverable, the University’s 
obligation shall be considered to be fulfilled. The recalled employee must notify the University within 
seven (7) calendar days of the certified mailing of the notice of recall of her intention to return to work. 
The date for returning to work shall be no more than two (2) weeks from the date the recall is accepted. 
Failure to return from layoff shall subject the employee to termination of service. For purposes of recall, it 
shall be the employee’s responsibility to have a current address on file with Human Resources. 
 

Section 10. The recall of bargaining unit employees laid off or reduced to a lower classification shall 
be in reverse order of layoff or reduction in classification and same or higher FTE from which the 
employee was laid off or reduced. Bargaining unit employees shall be recalled prior to the hiring or 
placement of any employee in the same classification or lower in that series and same or higher FTE. In 
addition, a bargaining unit employee who is unemployed as a result of layoff will be recalled to any 
vacancy within the same classification or lower in that series within the same or higher FTE from which 
the employee was laid off, bargaining unit-wide. Employees recalled from layoff shall not undergo a 
probationary period. Employees who are placed in, displaced to or recalled to a position with a lower FTE 
level shall retain recall rights back to their original FTE level. 
 
Section 11. Bargaining unit employees laid off shall be placed on the classification recall list 
according to their seniority for a period not to exceed eighteen (18) months. A copy of the recall list shall 
be sent to the Union office. 
 

Any employee accepting recall to the same classification and FTE level from which the layoff or 
displacement initially occurred, or declining recall to the same classification or classification series and 
FTE level from which the layoff or displacement initially occurred or declining a position offered pursuant 
to Section 15 of this Article, shall be removed from the layoff /recall list. 
 
Section 12. Seniority shall be as defined in Article 11. 
 
Section 13. Employees covered by this Agreement are also covered by the applicable 
provisions of unemployment compensation laws of the Federal Government and the State of Ohio. 
 

Section 14. A bargaining unit member may have the option to take a voluntary layoff with recall 
rights for eighteen (18) months in lieu of displacing another bargaining unit member. In such situations, 
the employee will be considered laid off for the purpose of unemployment compensation eligibility. 
 
Section 15. The President of the Union-UC Chapter, shall be given super seniority with respect to 
layoffs only.  The President shall retain the position held at the time of a layoff so long as there is work 
to be performed in that unit.  If the unit is closed, the employee shall be assigned to bargaining unit work 
that the employee is qualified to perform. If there is no bargaining unit work that the employee is 
qualified to perform, the employee shall be laid off in accordance with the provisions of this Article. 
 

Section 16. Employees on layoff status will be notified when an examination is to be held to create 
or renew a bargaining unit eligibility list in classifications other than those to which the laid off 
employees are subject to recall. If qualified, such employees shall be permitted to take exams during 
the entire period of their layoff/recall eligibility. Employees will be ranked on the eligibility list according 
to the score received on the examination. Laid off employees shall be recalled to these additional 
classifications in their current or any lower pay grade in the order of their test scores, with the highest 
scoring laid off employee placed first, in the highest pay grade for which they are eligible and so on 



26 
 

down for each eligibility list with all laid off employees placed prior to any other. In addition to the 
above, bargaining unit members who are on layoff and are unemployed will be placed by test score 
order to openings occurring in classifications for which they hold eligibility listing, bargaining unit-wide. 
Employees recalled to a different classification pursuant to this paragraph shall serve a six (6) month 
probationary period. If an employee fails probation, the employee returns to the recall list. 
 
Section 17. Employees shall be recalled at the relative rate of pay they would have received had 
they continued to work. Employees recalled to a lateral position within the same pay grade or to a lower 
classification and pay grade shall have their pay determined by the provisions of the Compensation 
Section of Article 11, Filling of Vacancies. 
 

Section 18. Employees who are laid off may accept temporary assignments pursuant to the 
terms of the Memorandum of Understanding - Temporary Employees. 
 
Section 19. If a position has been abolished, that position may not be recreated for at least one (1) 

year unless there is a documented change in financial circumstances. 
 

Section 20. Employees affected by a reduction-in-force shall be provided outplacement services by 

the Human Resources department.  
 

Article 13 

Evaluations 
 

Section 1.   Employees shall be evaluated annually, on the employee's anniversary date of hire. 
Employees on probation shall receive an evaluation at the midpoint of probation and prior to the 
conclusion of probation. 

 
Section 2.   Establishing goals/standards and objectives is to be a joint activity between supervisors 
and employees with an emphasis placed upon reaching mutual agreements regarding standards 
necessary to achieve goals. Modifications may be made throughout the evaluation period under 
consideration as necessary. The evaluation will be based on the employee's progress towards achieving 
the established goals/standards and objectives. 
 

The goals/standards and objectives to be used in the evaluation shall be established at the beginning of 
the evaluation period and shall represent the minimal level of acceptable performance. The written goals, 
standards and objectives shall be maintained in the department (with a copy given to the employee). 
 
The same general standards shall apply for all employees performing the same duties. All narrative 
statements shall be made in reference to job duties and established goals and standards for an 
employee's position. 
 
Actual performance shall be measured and evaluated throughout the period under consideration; it should 
not reflect only the most recent performance of an employee. 
 
The evaluations shall be substantiated with specific and relevant examples of an employee's 
performance. These shall be entered on the comment section on the form for each goal/standard and 
objective evaluated. 
 
Section 3.  Each employee shall be evaluated by her immediate supervisor, who shall be called the 
rater. If an employee has been reassigned to a new supervisor within one (1) month of the evaluation 
date, the new supervisor shall consult with the previous supervisor in completing the evaluation if 
possible. If an employee receives approximately equal supervision from two (2) persons, both 
supervisors shall cooperate and sign the evaluations. Evaluations shall be reviewed by the rater's 
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supervisor who shall be called the reviewer. Both the rater and the reviewer shall sign the evaluation. 
Nothing in this Article shall prohibit a system of self-evaluation. 
 

Section 4.  The University shall make performance evaluation training available to employees and 
their supervisors and shall make attendance at such training an expectation of these employees and 
supervisors. The training shall be given by pairs of trained Labor-Management trainers who shall be 
given reasonable release time to give the training and to be trained as trainers. 
 

Section 5.  The supervisor shall meet with the employee to discuss the employee's performance, 
progress, or lack of progress, and developmental needs. The supervisor shall allow the employee at least 
one (1) week to make comments on the evaluation form. If additional space is needed, an attachment 
may be added. After the evaluator(s) have signed the form, the employee shall sign the form to 
acknowledge that the evaluation form was reviewed and discussed with the supervisor and that the 
employee received a copy of the evaluation. The employee's signature does not indicate agreement with 
the content of the evaluation. 
 
Section 6.  Employee performance evaluations shall be considered as having met all goals/standards 
and objectives for the year, if the evaluation is not completed, signed on a timely basis, and returned to 
Human Resources Records for inclusion in a central file within thirty (30) days after the employee's 
anniversary date of hire or promotion. Written goals, standards and objectives for the next evaluation 
period should be established between the employee and supervisor within sixty (60) days of the 
employee's anniversary date. 
 

If due to extenuating circumstances, it is not possible to perform the evaluation on a timely basis, an 
untimely evaluation shall be included in the Personnel file as a reflection of an employee's 
performance. Extenuating circumstances are as follows: 
 

A. Extended absence of the employee or supervisor beyond the filing deadline. 
 
B. The resignation of a supervisor and the subsequent hiring of a new supervisor who has 
not had sufficient time to properly evaluate the employee. 

 
Section 7.  An employee may make written statements regarding her evaluation and the 
setting of goals/objectives and standards which shall become a part of the evaluation form. 
 
An employee who determines that the goals/standards and objectives have not been established in 
accordance with the performance evaluation procedure, shall have a right to file a grievance up to 
and including Step 3 of the grievance procedure. 
 
Probationary employees do not have the right to appeal (grieve) their performance evaluations. 

 
Section 8.  Evaluations shall not be used in determining the order of layoff or recall or to establish 
eligibility lists for filling of vacancies. Further, evaluations shall not be considered as corrective actions. 

 
Section 9.  Allegations that an evaluation was not performed under the procedures in this article 
are subject to the grievance procedure. The standard remedy in these situations shall be that the 
evaluations shall be re-done following the appropriate procedures. In those cases where the standard 
remedy is applied, the revised evaluation shall then replace the grieved evaluation in the employee's 
Human Resource Record. 
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Article 14 

Classification and Compensation 
 

Section 1.  The following language is intended to supersede all provisions applicable to public 
employees in the Ohio Revised Code and/or the Rules of the Ohio Department of Administrative 
Services relative to classifications. Employees will be paid in accordance with the classification and pay 
plan set forth in this Agreement. 
 

Section 2.  It is the responsibility of the University to establish and maintain a system of 
classification specifications and concurrent wage and salary programs for the positions covered by this 
Agreement. Classification specifications will be prepared for each position covered by this Agreement 
and these specifications will be maintained and updated as required by the University. Positions 
covered by this Agreement will be classified in accordance with their duties, skills and qualifications. 
Positions will be assigned to appropriate wage ranges in accordance with the position classification. All 
current authorized bargaining unit classifications and corresponding pay grades are found in Appendix 
1. 
 

Classifications consisting of like jobs will be placed into a series for purposes of provisions of Articles 
11 and 12. The current authorized classification series are found in Appendix 3. 
 
In the event the University changes the specification of a classification or creates a new classification, it 
shall immediately notify the Union. If the Union believes that the specification changes merit a change in 
pay grade or disagrees with the pay grade assigned to a new classification, it shall so notify the University 
and the parties shall meet to negotiate the classification's placement in a pay grade. If the parties are 
unable to reach agreement, the matter may be arbitrated pursuant to Article 10. The University shall not 
reduce a classification's pay grade without the Union's agreement. The University may establish new 
classifications whose duties, skills and qualifications are different from an existing classification. 
 
Section 3.  In conducting a job classification review, a position description questionnaire (PDQ) is 
used to collect sufficient information about the position duties, responsibilities and qualifications in order 
that an appropriate assignment of a classification and corresponding pay grade can be made by Human 
Resources. Under certain conditions, an on-site audit may be necessary. 
 
Section 4.  Employees may take advantage of opportunities for on-the-job training, formal training, 
performing higher-level duties, and other opportunities to expand their knowledge base and demonstrate 
increased skills. Demonstrating increased skills is one way employees may increase their value to UC 
and become eligible for salary increases or lump sum bonuses. The Labor Management Committee and 
the Human Resources Department shall jointly establish criteria for implementing this process. 
 

Requests shall be made as follows: 
 

a. The employee shall complete the appropriate form and submit it to the supervisor and to 
the VP/VP designee. Employee requests for wage progression or lump sum bonuses should be 
based on mutually agreed upon criterion with the supervisor whenever possible. Upon receipt of 
the form the VP/VP designee shall submit confirmation to the employee which includes the date 
the form was received by the VP/VP designee. No wage progression or lump sum bonus request 
will be reviewed within one (1) year of the last review of the same position except by mutual 
agreement of the University and the Union. 
 
b. The VP/VP designee shall notify the employee, the employee supervisor, the Union and 
HR in writing of the determination within thirty (30) days, including the reason for the 
determination. 
 
c. In the event the employee has not received the determination within sixty (60) days of 
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submission or does not agree with the determination the employee may appeal to the Joint 
Classification Appeals Committee (JCAC) for final disposition. The JCAC will consist of five (5) 
employee representatives of the Union and five (5) representatives of the University. The 
Committee shall be co-chaired by an employee representative of the Union and a representative 
of the University. The review shall be by two (2) representatives of the Union and two (2) 
representatives of the University and shall be based on all documentation provided and any 
additional information provided with the appeals, the unit’s available budget, and employee and 
supervisor testimony, if requested. The JCAC shall have no authority to rule on the dollar amount 
of the progression or the bonus. Should the JCAC rule in favor of the employee, the dollar amount 
should be determined by HR in consultation with the VP/VP designee within thirty (30) days. The 
effective date of any dollar amount shall be retroactive to the date of the original request. The 
Committee’s reviewers shall meet at least monthly during normal working hours and shall be paid 
for time spent in these meetings and in preparation for meetings. 
 
d. The JCAC shall notify the employee, supervisor, Union, and HR of its determination 
within fifteen (15) working days of the Committee’s meeting. If unable to reach a consensus 
determination, the Committee shall so notify the employee, supervisor, Union and HR. 
 
e. If the Union or the University wishes to appeal the determination of the JCAC matter 
further, it may appeal to the Classification Review Hearing Officer within twenty (20) working days 
of the Committee’s decision. The Hearing Officer, who shall have expertise in classification and 
compensation systems, shall be jointly selected by the parties within thirty (30) days of the 
ratification of this Agreement and shall serve for the duration of this Agreement unless terminated 
earlier by written notice from either party to the other. If terminated, the parties shall jointly select 
a replacement within thirty (30) days. The Hearing Officer shall hold hearings on a quarterly basis 
to hear all pending appeals, unless there are no appeals to hear. The Office of Human Resources 
shall submit all documentation that was submitted to the JCAC to the Hearing Officer prior to the 
date of the hearing. The Hearing Officer shall endeavor to hold multiple hearings each day and 
shall issue the decision, which shall be final and binding, within thirty (30) days of the hearing. 
The Hearings Officer shall have no authority to alter the terms and conditions of this Agreement or 
to rule on the dollar amount of the progression or the bonus. Employees shall be presented at 
Classification Review Hearings and shall be released from work with no loss of pay. The Hearing 
Officer’s fees and expenses shall be shared equally by the parties. 

 
Section 5.  Requests to reclassify a position should be based on a belief that duties, 
responsibilities or qualifications of a position are such that it is inappropriately classified. No 
reclassification request will be reviewed within one (1) year of the last review for the same position 
except by mutual agreement of the University and the Union unless the position's duties, 
responsibilities or qualifications have changed. In addition, an employee who has changed positions 
may request a classification review if the employee believes that the new position's duties, 
responsibilities or qualifications are such that it is inappropriately classified, provided the employee 
has completed the probationary period in the new position. 
 
Reclassification requests shall be made as follows: 
 

a. The requesting party shall complete a PDQ and submit it to the supervisor, who will then 
submit the PDQ through supervisory channels to the Office of Human Resources. The 
supervisor shall ensure that the PDQ is submitted to Human Resources, with appropriate 
signatures, within thirty (30) days of its submission to the supervisor. Upon receipt of the PDQ in 
the Office of Human Resources, confirmation shall be sent to the employee which includes the 
date the PDQ was submitted to the supervisor and the date it was received by the Office of 
Human Resources. 
 
b. The Office of Human Resources shall notify the employee's supervisor in writing of the 
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classification and pay grade determination, including the reason for determination. A copy shall 
be sent to the incumbent and the Union. The Office of Human Resources shall make every 
effort to respond within ninety (90) days of the employee's submission of the PDQ to the 
supervisor. 

 
c. In the event the employee has not received the determination within one hundred twenty 

(120) days of the submission of the PDQ, the employee may submit the matter to the Joint 
Classification Appeals Committee (JCAC). The JCAC will consist of five (5) employee 
representatives of the Union and five (5) representatives of the University. The Committee shall 
be co-chaired by an employee representative of the Union and a representative of the University. 
The JCAC may recommend to the Director, Compensation that a new classification be created at 
a certain pay grade if the JCAC believes there is no suitable placement in the current 
classification system. The Director, Compensation may accept or reject the recommendation of 
the JCAC. If the Director, Compensation rejects the recommendation of the JCAC, the 
incumbent may appeal the determination to the Hearing Officer in accordance with Section 4(e) 
of this Article. 
 
If the determination made by the Office of Human Resources is timely and if the incumbent 
disagrees with the determination of the Office of Human Resources, the employee may (within 
fifteen (15) working days of the date of determination) appeal to the JCAC. The review shall be 
by two (2) representatives of the Union and two (2) representatives of the University and shall be 
based on all documentation provided during the audit, any additional information provided with 
the appeals and employee and supervisor testimony, if requested. The Committee's reviewers 
shall meet monthly during normal working hours and shall be paid for time spent in these 
meetings and in preparation for meetings. The JCAC may recommend to the Director, 
Compensation that a new classification be created at a certain pay grade if the JCAC believes 
there is no suitable placement in the current classification system. The Director, Compensation 
may accept or reject the recommendation of the JCAC. If the Director, Compensation rejects the 
recommendation of the JCAC, the incumbent may appeal the determination to the Hearing 
Officer in accordance with Section 4(e) of this Article. 

 
d. The JCAC shall notify the incumbent and supervisor of its determination within (fifteen) 
15 working days of the Committee's meeting. If unable to reach a majority determination, the 
Committee shall so notify the incumbent and supervisor. 
 
e. If the Union or the University wishes to appeal the determination of the JCAC matter 
further, it may appeal to the Classification Review Hearing Officer within twenty (20) working 
days of the Committee's decision. The Hearing Officer, who shall have expertise in 
classification and compensation systems, shall be jointly selected by the parties within thirty 
(30) days of the ratification of this Agreement and shall serve for the duration of this Agreement 
unless terminated earlier by written notice from either party to the other. If terminated, the 
parties shall jointly select a replacement within thirty (30) days.  The Hearing Officer shall hold 
hearings on a quarterly basis to hear all pending appeals, unless there are no appeals to hear. 
The Office of Human Resources shall submit all documentation that was submitted to the JCAC 
to the Hearing Officer prior to the date of the hearing. The Hearing Officer shall endeavor to 
hold multiple hearings each day and shall issue the decision, which shall be final and binding, 
within thirty (30) days of the hearing. The Hearing Officer shall have no authority to alter the 
terms and conditions of this Agreement, except that if the JCAC has made a recommendation 
in accordance with Section 4(b) or 4(c) of this Article, the hearing officer shall have the authority 
to order that the recommendation be implemented. Employees may be represented at 
Classification Review Hearings and shall be released from work with no loss of pay. The 
Hearing Officer's fees and expenses shall be shared equally by the parties. 

 
f. In the case of new or a reclassified vacant position, the classification determination 
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made by the Office of Human Resources is final. However, once the position has been filled and 
the incumbent satisfactorily completes probation, the employee may request a review according 
to the procedure outlined in this section. If the request for review results in a change in 
classification, the effective date of the change shall be the later of the date the incumbent filled 
the position or the date the incumbent assumed the duties, provided the incumbent requests the 
review within sixty (60) days of the completion of the probationary period. 

 
Section 6. If the University determines that a newly created or reclassified position shares a community 
of interest with the bargaining unit, the University shall designate the position as a bargaining unit 
position. Otherwise, the position shall be outside the bargaining unit. If the Union disagrees with the 
University's determination, the matter may be appealed to the State Employment Relations Board for unit 
clarification. 
 

Section 7. If the incumbent's position is reclassified, the following salary adjustment shall be made: 
 

a. If the position is reclassified to a higher pay grade, the incumbent's salary shall be 
increased 10% or the after probation rate of the new classification, whichever is higher. 
However, the salary shall not be increased beyond the maximum of the new pay grade. 
 
b. If the position is reclassified to a classification within the same pay grade, no 
salary adjustment shall be made. 
 
c. If the position is reclassified to a lower pay grade, the base rate of pay shall not be 
reduced unless it is over the maximum for the range, but any applicable longevity supplement 
shall be reduced appropriately. 
 
d. The effective date of the reclassification and any accompanying salary adjustment shall 
be the beginning of the pay period following the earlier of either the date on which the completed 
PDQ, with proper signatures, was received by the Office of Human Resources, or thirty (30) 
days following receipt of the PDQ by the employee's supervisor. 

 
Section 8. If an incumbent is permanently assigned to and is performing the duties of a higher 
classification, the employee's position shall be appropriately reclassified pursuant to Section 5 of 
this Article. 
 

Section 9. If there are additional duties to perform that are not being performed by an incumbent, a 
new position shall be created (instead of an employee reclassified) if: 
 

a. The additional duties would change a position so that an employee would spend 
50% or more of her time performing the duties of another classification outside the 
classification series; or 
 
b. The addition of new responsibilities would result in a different classification, and more 
than one employee in the old classification within the work unit would be qualified to assume the 
new responsibilities. 

 
Section10. If the reclassification recommendation of the Office of Human Resources would take 
an incumbent out of the bargaining unit, the employee may decline the reclassification and remain 
in the bargaining unit in the employee's current classification. 
 

Section 11. The University shall normally make all original appointments at the entry level rate of the 
classification pay range. The University may hire employees at an advanced rate above the entry level if 
the need arises. The University shall notify the Union of its intent and provide justification to hire above 
the entry rate prior to filling the position. In no event shall the University hire an employee at an 
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advanced pay rate which would after probation exceed the lowest pay rate of an existing post-
probationary employee within the same classification and within the same large department. If it 
becomes necessary to implement advance rate hiring, the Office of Human Resources reserves the 
right to identify market sensitive classifications that, if implemented, shall be adjusted for all bargaining 
unit members in the affected classification. 

 
Section 12. Employees hired after separation will be considered as new employees for the purpose of 
determining pay. Employees reinstated to the same classification within one (1) year from separation 
shall receive the rate of pay which would have been received had the employee not separated from 
service. Employees who are returned to work after layoff of no more than one (1) year will be paid in 
accordance with Article 12, Layoff and Recall. Employees reinstated within thirty (30) days of separation 
shall suffer no break in service. 
 

Section 13. Job Redesign. The Union and the University agree to mutually explore the concept of 
redesigning jobs in order to promote productivity and efficiency, and to improve employee satisfaction. 
Pilot projects may be considered for implementation in various departments or areas of the University. 
Participation in a pilot project will not commit the University to such wages based on the pay schedule 
in this Agreement. 
 

Article 15 
Temporary Employees/Contracting Out 

Temporary Appointments – UC Employees 

 
Section 1. Contracting Out. It is recognized that the University has statutory and charter rights and 
obligations in contracting matters relating to its operations. The right of subcontracting is vested in the 
University. The University will endeavor not to layoff bargaining unit employees who have completed 
the probationary period because of the exercise of its contracting and subcontracting rights. Such 
layoffs, if any, will not exceed an average of 1% of the current size of the bargaining unit per year over 
the term of the contract. It shall not be considered a layoff if the employee is transferred or given other 
duties at the same pay. 
 
Section 2. Agency Employees. Whenever practical, the University shall utilize University employees. 
However, the University may temporarily utilize the services of agencies for up to one (1) year. Such use 
of temporary agency employees shall not be considered subcontracting, subject to Section 1 above. 
Temporary Agency Employees may be used in the following situations: 
 

A. For the performance of extra work required at workload peaks. 
 
B. As replacements for employees on leaves of absence (including illness) or for 
employees who are replacing employees on leaves of absence for the duration of the leave of 
absence, (which may be longer than one (1) year) provided that if the period of replacement 
continues past one (1) year, the replaced employee has the right to return to the same position. 
 
C. To hold a position vacant in anticipation of a job abolishment or other reorganization.  

D. In the interim period while a vacant position is being filled. 

E. Other circumstances of a temporary nature. If the Union disagrees with the University 
about the temporary nature of the circumstances, the matter may be grieved. 

 
Section 3 Temporary Appointments – UC Employees. 
 

A. Employees who are laid off pursuant to Article 12, Section 5 or awaiting reinstatement 
from disability leave pursuant to Article 22, Section 9, are eligible to apply for temporary 
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appointment in their current classification or lower classifications in their classification series (see 
Appendix 3). 
 
B. An eligible employee who is willing to accept temporary appointments must so notify the 
University, in writing, designating those classifications in which the employee is both qualified and 
willing to accept appointments and those campuses at which the employee will accept 
appointments. 
 
C. The University will keep all departments notified of the availability of eligible employees 
for temporary assignments. 
 
D. Eligible employees may be offered interviews for, or placement into temporary 
appointments that are expected to last ten (10) or more workdays. An employee must be 
available for interview or placement on the next workday following telephonic notice (this includes 
messages). Failure to report may result in permanent removal from the temporary appointment 
eligibility list. 
 
E. Temporary appointment employees may be placed in classifications for which they have 
qualified for by passing an examination. A temporary appointment may not exceed one (1) year. 
 
F. Temporary appointment employees may be terminated at any time without recourse to 
the Grievance Procedure, except for allegations of discrimination in violation of this Agreement. 
 
G. Temporary appointment employees accrue sick leave, receive holiday pay for hours they 
would have been scheduled to work and receive no other benefits, except as mandated by law, 
e.g. OPERS contributions. 
 
H. The provisions of this Article place no restraints and have no impact on the University’s 
right or decision to stop performing any function or to shift work amount affiliated organizations. 
The University will exercise good faith in defining and creating organizations as affiliates within 
the meaning of this section. 

 
I. Employees on temporary appointment will be paid at the post-probationary rate 
applicable to the position. 
 
J. An employee on temporary appointment may be released from an appointment at the 
University’s discretion. Article 9 does not apply to such releases. Such release is not subject to 
the Article10, Grievance Procedure. 
 
K. Temporary appointment will not extend or otherwise affect an employee’s rights under 
Article 12, Section 13, or Article 22, Section 9. 

 
Article 16 

Hours, Schedules, Overtime, and Compensatory Time 
 

Section 1. The regular workweek shall consist of forty (40) working hours and a maximum of five (5) 
days per calendar week. The work week shall begin at 12:01 a.m. on Sunday. The pattern of 
scheduling (including shift assignment, weekend scheduling, and holiday scheduling) shall be 
determined by the University, except as limited by this Agreement and applicable state and federal laws. 

 
Section 2. The rate of one-and-one-half (1 1/2) times the regular rate of pay shall be paid for all hours in 
active pay status in excess of forty (40) hours in any workweek for which overtime has not been 
previously earned. Time not worked but paid for because of a holiday, vacation, court leave, sick pay or 
other compensated leave shall be considered as active pay status and shall be counted for overtime 



34 
 

calculations. Work performed on a holiday shall be paid at the rate of one-and-one-half (1½) times the 
regular rate of pay, but such work shall not be included in overtime calculations. Instead, the straight 
time "holiday pay" shall be used in the overtime calculation. 
 

Section 3. For employees whose regular schedules are other than Monday through Friday, day shift, 
work schedules will be posted, and where possible, two (2) week schedules will be posted a minimum of 
two (2) weeks in advance. In work units where the current practice is to provide longer posting notice, 
this practice shall be continued unless notified in advance that the posting practices will change due to a 
change in operations that necessitates shorter notice. Before a change in the schedule of any employee 
is made, forty-eight (48) hours notice will be given, unless such notice is not possible. 

 
Section 4. If an employee is unable to take scheduled lunch break away from the desk or duty station, 
the employee must notify the supervisor (or if absent, the appropriate person in the chain of command) 
prior to the time of the scheduled lunch break. The supervisor shall attempt to arrange lunch coverage. 
In the event a supervisor cannot arrange coverage, the time worked shall be approved. 
 
Section 5. There shall be a minimum of a one-half (1/2) hour lunch period without pay for all regularly 
scheduled employees, unless otherwise agreed to by the employee and the University. This lunch 
period shall be scheduled as close to the middle of the work shift as possible. 
 

Section 6. The University has the right to mandate overtime, when necessary to meet operational 
needs. Management will first attempt to seek volunteers for overtime, offering the overtime on a 
rotational basis to employees within the work unit whose duties normally include such work, prior to 
assigning mandatory overtime. Mandatory overtime shall be assigned in a fair and equitable manner. 

 
Section 7. The overtime calculation shall be based on the regular rate of pay and all other 
pay supplements. 
 

Section 8. If an employee holds more than one (1) appointment, at least one (1) of which is in the 
bargaining unit, except additional appointments as college instructors or academic advisors, the hours 
in active pay status from the appointment shall be combined in order to determine eligibility for overtime 
pay and other benefits including but not limited to health insurance, vacation, sick time, holidays and 
tuition remission, notwithstanding any other provision of this agreement. 

 
Section 9. Whenever an employee is called in to work at a time other than the regular work schedule, 
thereby necessitating additional travel to and from work, the employee shall be guaranteed four (4) hours 
call-back pay at the straight rate of pay or the appropriate overtime pay for the actual hours worked, 
whichever results in the greater financial advantage for the employee. It is understood that any work 
performed prior to the start of the regular shift or following the end of the regular shift (so that no extra 
travel to and from work is required) will be paid at the appropriate overtime rate if the total hours worked in 
the workweek exceed forty (40) hours. 
 
Section 10. The employee may elect to accrue compensatory time off in lieu of overtime pay at the 
appropriate conversion rate in this article. Compensatory time may be taken at a time mutually 
convenient to the employee and her supervisor within one hundred and eighty (180) days after such 
overtime is worked. If compensatory time cannot be taken within the time specified above, such 
accumulated time will be paid to the employee at the appropriate conversion rate at the employee's 
regular pay rate including all pay supplements at the time of payment. When an employee is promoted or 
reclassified to a position which is ineligible for compensatory time, transferred to another (large) 
department or terminated, all compensatory time accrued will be paid at the appropriate conversion rate. 

 
Section 11. Any overtime or premium pay set out in this Agreement shall not be pyramided. 
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Section 12. If a (small) department has required employees within the same classification to start work at 
different times (i.e., one Data Entry Operator 2 is required to start at 7 a.m.; another at 9 a.m.), and one 
(1) or more positions become vacant, a (small) department employee shall have the right to fill a vacant 
position of the same classification and thus change working hours by making a written request to the 
(small) Department Head no later than five (5) days subsequent to the vacancy. If more than one (1) 
employee makes such a request, the employee who first began working in that (small) department shall 
be selected. 

 
Section 13. Employees who regularly work Monday through Friday on the day shift shall not be 
reassigned to other shifts or weekend work without first attempting to resolve the problem by mutual 
agreement. If mutual agreement is not possible, management has the right to mandate the shift change 
by assigning it to the least senior employee with the same classification within the (small) department. 

 

Section 14. Hoxworth Blood Center The Blood Center will not schedule employees to work with less 
than ten (10) hours between shifts except by agreement of the employee; however, the Union will be 
notified of such situations. 

 
Section 15. Seasonal Closure The University will be subject to a seasonal closure between the 

Christmas and New Year’s holidays each year of the contract. Employees not required to work shall 

receive their regular pay for any such days. Employees deemed essential by their unit and required to 

work during a seasonal closure shall be granted seasonal time on an hour-for-hour basis in addition to 

their regular pay for the day. Such seasonal time shall be available for use once it appears on the 

employees paycheck stub, and shall not be unreasonably denied. Such seasonal time can be utilized at 

the employees’ discretion in the place of any other contractual leave with no unreasonable restrictions. 

Seasonal time earned must be utilized no later than last day of June following the dates it was earned, of 

each year of the contract or it will be forfeited.  

Article 17 

Part-Time Employment and Alternative Work Schedules 
 

Section 1. An employee may be appointed to a part-time or alternative work schedule (previously known 
as Voluntary Reduced Work Week, Flex-Year and 10-month appointments) in which the annually 
scheduled hours of work are less than the full-time schedule of 2,080 hours. Such an employee will be 
considered permanent, part-time. 
 

Section 2. A full-time employee may reduce her schedule to a part-time schedule for a specified period 
of time by mutual agreement with her supervisor or department head and may resume a full-time 
schedule at the conclusion of the mutually agreed upon period of time. 
 
In the event a department requires a schedule reduction, the provisions of Article 12 shall apply 
unless there is mutual agreement between the employee and her supervisor or department head. 
 
Section 3. FTE Calculation. The full-time equivalent (FTE) for any permanent part-time employee, 
including those with alternative schedules, will be calculated by dividing the annually scheduled hour 
by 2080. 
 

Section 4. Benefits for Permanent, Part-time Employees. 
 

A. Non-salary based insurance benefits (medical, dental, dependent life and personal 
accident insurance), shall be made available to permanent, part-time employees at 80% FTE 
or greater on the same basis as full-time employees. 
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B. Salary-based insurance benefits (employee life and long-term disability insurance) shall 
be made available to permanent, part-time employees at 80% or greater on the same basis as 
full-time employees, with coverage prorated based on FTE level. 
 
C. Employee and dependent tuition remission benefits shall be made available to 
permanent, part-time employees at 80% FTE or greater on the same basis as full-time 
employees. 
 
D. Vacation accrual shall be made available for permanent part-time employees 80% FTE 
or greater on the same basis as full-time employees, date of most recent hire on or after 7/1/77 
(Vacation Plan 04), with accrual levels prorated based on FTE. 

 
Article 18 

Training and Employee Development 

 
Section 1. As part of the employee performance evaluation and future training agreed to by the 
employee and the supervisor, the employee may request time off with pay during regularly scheduled 
work hours to attend in-house and other training programs which will help the employee improve work 
performance or contribute to the employee's professional or personal development. Supervisors are 
encouraged to approve such requests after considering the needs of the workplace in addition to the 
needs of the employee. The employee must obtain the supervisor's approval before enrolling in a 
training program. A supervisor may cancel a previously approved request to attend in-house training 
should the needs of the workplace make it necessary. The supervisor should make a reasonable effort 
to allow the employee to re- register for another session of the requested program. 

Section 2. The Labor/Management Committee shall review training and development needs of the 
bargaining unit. The Committee shall make recommendations on training programs designed to 
enhance promotional opportunities for employees within the bargaining unit. Such recommendations of 
the Committee shall be implemented upon mutual agreement by the Union and the University. 

 
Section 3. When new or updated technology is introduced on the job, employees shall be given 
training on the use of such technology as deemed necessary and appropriate by the department head 
including, where practicable, designated time at the work station away from regular job duties to learn 
tutorial programs. 
 

Article 19 

Holidays 

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

New Year's Day 
Martin Luther King Day  
Memorial Day  
Independence Day  
Labor Day 
Veteran's Day 
Thanksgiving Day 
Day after Thanksgiving 
Christmas Day 
Working Day Before or After Christmas 

 
Section 2. In the event a holiday falls on a Saturday, it shall be observed on the preceding Friday. In 
the event a holiday falls on a Sunday, it shall be observed the following Monday. 
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Section 3. 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. Work performed on a holiday shall be paid 
in accordance with Hours and Overtime, Article 16, Sections 2 and 10. 
 
Section 4. In order to receive holiday pay for a holiday not worked, an employee must be in active pay 
status on the workday immediately preceding and immediately following a holiday unless one (1) of these 
days is an authorized leave without pay. The length of the authorized leave without pay may not exceed 
one (1) day. The University may require proof of illness occurring the day before or after a holiday if 
there is a reasonable doubt as to the validity of the illness. 
 

Section 5. Full time employees shall receive eight (8) hours of holiday pay regardless of the number 
of hours they would normally have been scheduled to work on that day. 

 
Section 6. Holiday pay for part time employees is paid for that portion of the holiday for which 
the employee would be normally scheduled to work. 
 

Article 20 

Vacations 
 

Section 1. The following employees are eligible for vacation benefits: 

All permanent full-time employees (80% full-time equivalent (FTE) or greater); and permanent part-
time employees (50% FTE or greater) with most recent hire date of 7/1/77 or before. 

 

Eligible employees may use accrued vacation after completion of six (6) months of service, based on 
the following table.  For purposes of determining the rate of vacation accrual, full or part time service 
with any state agency or political subdivision of the State of Ohio is accepted. A year of service is 
considered as twenty-six (26) biweekly pay periods. The employee begins to earn the higher rate of 
vacation accrual at the beginning of the pay period that includes the date of completion of the 
appropriate number of years of service. 

 
Section 2. If a University holiday falls within an employee's scheduled vacation, regardless of the day 
of the week it occurs, the employee shall not be charged vacation time for the day the holiday is 
observed. 
 

Section 3. The maximum accrual is three (3) years' credit. Employees shall forfeit their right to take or 
to be paid for any vacation time to their credit that is in excess of the accrual for three (3) years. Such 
excess time shall be eliminated from the employee's leave balance. The University will advise the 
employee when approaching maximum accrual. 
 
Section 4. Vacations of bargaining unit employees shall be scheduled by the immediate 
supervisor/department head in accordance with the needs of the (small) department. The 
following procedures shall be observed: 
 

A. If possible, employees shall submit in writing vacation requests of three (3) days or more 
to their immediate supervisor at least one (1) month in advance of the first working day of the 
intended vacation. Whenever possible, vacation requests of two (2) days or less should be 
made at least seventy-two (72) hours in advance of the absence. If seventy-two (72) hours notice 
is not possible, the request shall not be unreasonably denied. 
 
B. Upon receipt of the written request for vacation, the immediate supervisor/department 
head shall stamp the request with the day the request was received. She shall respond to the 
vacation request as promptly as possible but not later than ten (10) working days from the date 
the vacation request was received. A copy of the date-stamped vacation request shall be 
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attached to the supervisor/department head's response. 
 

C. Vacation requests shall be processed upon receipt by the supervisor in accordance with 
Section 4(B) on a first-come, first-served basis. 
 
D. In the case of two (2) or more conflicting unprocessed vacation requests, the requests 
of the employee(s) with the most seniority shall receive priority. 

 
Section 5. Upon separation from the University or death, an employee or her estate shall be paid for 
any accrued but unused vacation not in excess of the maximum accrual allowed. This payment is made 
at the employee's current rate of pay. No payment for unused vacation shall be made to an employee 
having less than six (6) months of University service. 
 

Section 6. Vacation shall be accrued as follows: 
 

LENGTH OF SERVICE ACCRUED VACATION 
(per year) days hrs 

ACCRUAL PER PAY 
PERIOD (hours) 

MAXIMUM 
ACCRUAL 
(maximum) Days hrs 

< than .5 
 

.5 but < than 5 
 

5 but < than 10 
 

 
10 but < than 15 

 
 
15 but ˂ than 25 

 
 
25+ 
 
 

No vacation 
 

10 (80) 
 

15 (120) 
 

 
20 (160) 

 
 

25  (200) 
 
 
23    (184) 

3.08 
 
3.08 

 
4.62 
(1 time +40.04) 

 
6.16 
(1 time+ 40.04) 

 
7.70 
(1 time+ 40.04) 
 

7.08                                  

10 (80) 
 
30  (240) 

 
45  (360) 

 
 
60  (480) 

 
 
75  (600) 
 
 

69 (552) 
  

 

 

  

                                        

 
Notwithstanding the chart above, employees hired into the SEIU 1199 bargaining unit on or after 

January 1, 2015, shall have a maximum total vacation cash-out of thirty (30) days for the 

purpose of cash-out at separation of employment.  If, at any time during the course of this 

agreement, the maximum cash-out for unrepresented employees is increased above thirty (30) 

days, the parties agree to re-open negotiations on this section. 

Effective January 1, 2015, employees with more than 25 years of service shall have their annual 

vacation days, per year, reduced by two (2) days. 

Employees whose accrual rates are different than those in this Agreement shall continue to accrue 
vacation at the greater rate as listed in Appendix 6. Where permanent part-time accrual is grandfathered, 
it is on a pro-rated basis (based on FTE). 
 

Article 21 

Sick Time 
 

Section 1. Accrual. 
A. All bargaining unit employees accrue sick time at a rate of 4.6 hours for 
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every eighty (80) hours in active pay status. 
 
B.         Time in active pay status includes paid vacation, overtime, compensatory 
time, automatic holiday pay and paid sick time but does not include time on leave 
of absence without pay or layoff. 
 
C. An employee who transfers from employment with the State of Ohio or any 
political subdivision of the State of Ohio shall be credited with the unused balance of 
accumulated sick time upon verification from the agency. 
 

1.  The employee is responsible for obtaining verification of sick time 
accrual with another state agency. 
 
2. Written verification must be provided to the Office of Human Resources. 

 
D. The previously accumulated sick time of an employee who has been separated from 
state service shall be credited to the employee upon reemployment in state service, provided that 
such reemployment takes place within ten (10) years of the date on which the employee was last 
terminated from public service. 
 
E. Unused sick time may accrue without limitation. 

 
Section 2. Usage. 

A. All uses of sick time must be approved by the responsible administrator.  

B. Sick time may be used as accrued in the following instances: 

1. Illness or injury to the employee. 

 
2. Death of a member of the employee's immediate family (sick time usage 
limited to five (5) working days). The employee's "immediate family" is defined as: 

 
Grandparents 
Brother, Sister 
Brother-in-law, Sister-in-law 
Daughter-in-law, Son-in-law 
Father, Mother 
Mother-in-law, Father-in-law 
Spouse 
Domestic Partner 
Child 
Grandchild 
Legal Guardian or other person who stands in place of parent (in Loco Parentis) 

 
3. Medical, dental or optical examination or treatment of the employee or a 
member of the employee's immediate family. 
 
4. If a member of the employee's immediate family is afflicted with a contagious 
disease, illness or injury, and requires the care and attendance of the employee which 
can reasonably be accommodated only by the employee. 
 
5. When, through exposure to a contagious disease, the presence of the 
employee at the job would jeopardize the health of others as determined by University 
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Health Services. 
 

6. Disability due to pregnancy. 
 

C.         In the case of an extended illness exceeding five (5) consecutive workdays, the employee 
is required to report additional absences to the immediate supervisor or other designated person. 
The policy for notification is as follows: 

 
1. In cases where institutionalization or hospitalization is required, the employee 
shall be responsible for notifying the immediate supervisor or other designated person 
upon admission and upon discharge. 
 
2.         In cases where convalescence is required at home, the employee must notify the 
immediate supervisor or other designated person upon start and upon termination of 
convalescent period. 

 
D. An employee who becomes ill or who is injured while on duty must receive permission 
from the supervisor or the designated representative before leaving the job. 
 
E. When an employee leaves work early because of illness or injury, sick time is charged for 
only the amount of time actually not working. 

 
F. If an employee uses sick time for a period exceeding the employee's accumulated sick 
time, the employee is placed on a medical leave of absence without pay. 
 
G.         Sick time is normally charged in minimum units of one (1) hour. 

 

Section 3. Medical Documentation. 

 
A. If medical attention is required while an employee is absent on sick time or medical leave, 
a certificate from a licensed health care provider stating the nature of the illness 
shall be required to justify the use of the time. 
 
B.         An employee using sick time or medical leave and who is off work for five (5) or more 
consecutive work days may be required to be seen by University Health Services before returning 
to work. 
 
C. All employees in the health care areas and certain other designated classifications must 
be seen by the appropriate health care provider before returning to work. 
 
D. In the case of extended illness, injury or pregnancy-related condition that exceeds five (5) 
consecutive workdays, a health care provider’s statement specifying the employee's inability to 
work and the probable date of recovery shall be required. At the time of return a certificate from 
the attending health care provider stating the employee is able to resume all work duties must be 
provided. This certificate must be presented to the supervisor before the employee begins work. 
 
E. If five (5) consecutive work days of sick time are used to care for a member of the 
immediate family, a certificate from a licensed health care provider stating the nature of the 
condition and the necessity for the employee's presence for care shall be required to justify the 
use of sick time. 
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Section 4. Notification. 
 

A. When an employee is unable to report to work, the employee must notify the immediate 
supervisor or other designated person not later than one-half (1/2) hour following the time the 
employee is scheduled to report to work on the first day of absence and each day thereafter. 

 
B. When an employee's duties must be continuously performed, resulting in shifts, and the 
employee is unable to report for work, the employee must notify the immediate supervisor or other 
designated person no less than two (2) hours before the time scheduled to report to work on the 
first day of absence and each day thereafter. 
 
C. All Hoxworth Donor Services employees assigned to online or offline donor registration 
functions, shall notify the immediate supervisor or other designated person no less than two (2) 
hours before the time scheduled to report to work on the first day of absence and each day 
thereafter. 
 
D. Failure to notify the immediate supervisor within the specified time period shall result in 
absence without authorized leave. 
 
E. Employees failing to comply with sick time and/or medical leave notification policy and 
procedure will not be paid and shall be subject to discipline. 

 
 
Section 5. Death or Retirement. 
 

A. Unused sick time may be converted to cash upon death or retirement. The conversion 
shall be one-quarter of a maximum of one hundred-twenty (120) calendar days with ten (10) years 
of service as provided in current University policy. For employees hired prior to 7-1-77 and who 
retire or die with twenty-five ( 25) years of continuous service or more, the sick time conversion 
will be one-half (1/2) of a maximum of one hundred and twenty (120) calendar days. 

 
Section 6. Proper Use. 

 

A.    Use of sick time for purposes not listed in this Article or misrepresentation or fraud will 
constitute just cause for discipline. 

 
B.    The Union and the University recognize that good attendance is essential to the efficient 
and effective operation of the University. Both parties agree to work together to reduce excessive 
absenteeism and take appropriate action to correct sick time abuse. 

 
 

Article 22 

Other Leaves 
 

Section 1. Medical Leave.  

If an employee's physical disability continues beyond the time covered by accumulated sick time, the 
employee shall be granted a medical leave of absence without pay for a maximum period of six (6) 
months per rolling twelve (12) month period. Such leave need not be continuous.  The employee shall 
provide evidence to the supervisor as to inability to work and the probable date of return. At the time of 
return the employee must provide a certificate from the attending health care provider stating the 
employee is able to resume all work duties. The employee must present the certificate to the supervisor 
before the employee begins work. An employee who is off work due to a medical leave shall be required 
to be seen by University Health Services before returning to work.  Upon showing that the employee has 
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recovered from the disability, the employee shall be returned to the same position the employee held prior 
to the medical leave of absence. If the same position no longer exists, the employee shall be returned to 
a similar position. Prior to going on medical leave, the employee may elect to utilize any or all accrued 
vacation time or compensatory time. Such election by the employee shall be irrevocable. 
 
Section 2. Disability Leave.   
An unpaid disability leave of up to eighteen (18) months shall be granted to an employee whose disability 
extends beyond the six (6) month unpaid medical leave of absence. However, an unpaid disability leave 
of up to twenty-four (24) months shall be granted instead of a medical leave if there is no evidence of the 
probable date of the employee's return to work. The University shall require that a physical examination 
be conducted by a licensed health care provider designated by University Health Services when an 
employee is to go on disability leave. The cost of this examination shall be paid by the University. This 
requirement may be waived if the employee is hospitalized or institutionalized at the time of request for 
disability leave. At the time of return the employee must provide a certificate from the attending health 
care provider stating the employee is able to resume all work duties. The employee must present the 
certificate to the supervisor before the employee begins work. An employee who is off work due to a 
disability leave shall be required to be seen by University Health Services before returning to work. An 
employee who has been on disability leave shall have the right to be returned to work to the same or 
similar position held at the time of the leave within thirty (30) days after written application for return to 
work provided that a vacancy exists in the employee's classification. The employee may also request a 
position in a lower or dissimilar classification and such vacancy shall be offered when a vacancy occurs 
as long as the employee is qualified to perform the work. The employee may be required to take an 
examination to demonstrate her qualifications and such examination shall be provided. If none exists, the 
employee will be laid off and eligible for recall pursuant to Article 12. Application for reinstatement must be 
filed within eighteen (18) months of the effective date of the unpaid disability leave or within twenty-four 
(24) months of the effective date of the unpaid medical leave if granted before the disability leave.  In no 
event shall the combined total of unpaid medical and disability leaves exceed twenty-four (24) months. 
 

Section 3. Professionally-Related Meetings or Events.  

Employees may request time off with pay to attend professionally related meetings or events. Time off 
with pay is subject to the approval of the immediate supervisor. The employee must request the release 
time in advance of the meeting or event. The supervisor may require that the employee indicate the 
nature of the meeting or event and may ask the employee to prioritize requests. 
 
Section 4. Enrollment in Classes During Working Hours.  
Employees may be permitted to attend academic courses during their scheduled working hours with 
the approval of the administrative unit head, dean or vice president to whom they report. Time spent 
attending such courses shall be unpaid and in addition to an employee's regularly scheduled 
workweek. All individuals enrolled in courses during scheduled working hours are expected to fulfill 
their assigned responsibilities and obligations. 
 
Section 5 . Religious Holidays.   
Employees may be permitted to observe religious holidays that are not included within the ten (10) paid 
holidays observed by the University unless departmental functions are unreasonably affected by such 
observances. Employees must request of the immediate supervisor all time off for such holidays at least 
one (1) week in advance of the date the holiday is to be observed. Such time off must be reported on 
the Time Off from Work Form. Employees must charge the observance of such holidays to 
compensatory time, paid vacation or leave of absence without pay, in that order. 
 
Section 6. Personal Leave of Absence Without Pay - General. 

A. An employee may be granted a leave of absence without pay, such to approval of 
the appropriate administrator and Office of Human Resources. All accrued vacation must be 
taken before a leave of absence without pay may be approved except as otherwise specified 
in this agreement. 



43 
 

B. Leave of absence without pay may be granted to bargaining unit employees for a 
maximum period of six (6) months for personal reasons. Such leaves of absence may not be 
granted or extended beyond that period. All requests for leave of absence without pay must 
be made in writing to the employee's supervisor. 
 
C. All compensatory time must be exhausted before a personal leave without pay will 
be granted. 
 
D. An employee does not accrue sick time or vacation credits during a leave of absence 
without pay. An employee shall not receive pay for holidays that fall within the period of the 
leave of absence without pay. 
 
E. Upon completion of a leave of absence without pay, the employee is to be returned to 
the position formerly occupied or to a similar position if the employee's former position no longer 
exists. 

 
F. Any person appointed to the position while an employee is on leave of absence 
without pay is to be appointed on a temporary basis for the duration of the leave only. 
 
G. Credit for length of service and for benefits status granted prior to going on leave 
is retained by the employee upon return. The employee is eligible to receive any increases 
that would have accrued if the employee had been on the job. 
 
H. Full-time employees shall be granted up to and at least twelve (12) weeks of leave for 
care of a seriously ill family member as defined by the Family and Medical Leave Act. Part-time 
employees shall be granted leave for care of seriously ill family member(s) on a pro-rata basis. 
The employee shall use all accrued sick time and vacation time before going on an unpaid leave. 
Medical benefits and seniority shall be retained during this period provided that the employee 
continues to make required contributions. 

 
Section 7. Leave for Childbirth, Childrearing, and Adoption.  
Upon submission to the supervisor of appropriate documentation, employees shall be granted a leave of 
absence for up to twelve (12) weeks under the terms and conditions set forth in the Family and Medical 
Leave Act in connection with the birth or adoption of a child and may receive up to six (6) months for 
purposes of preparation for childbirth, attending childbirth, childrearing following childbirth, adoptions or 
placement and care of foster children into the home. Where both spouses/domestic partners are 
employees of the University, the leave of absence granted under the terms of the Family Medical Leave 
Act is limited to an aggregate of twelve (12) weeks. It is not necessary for an employee to first utilize all 
accrued vacation for such a leave. Employees may use accrued sick time for purposes of attending 
childbirth in the immediate family. Maternity leave necessary due to pregnancy or childbirth-related 
disability is covered under Article 21, Sick Time. Part-time employees shall be covered on a pro-rata 
basis. 
 
The decision to grant this leave beyond twelve (12) weeks shall be based on the operational needs of the 
(small) department. Leaves shall be granted for the duration requested (up to six (6) months) unless the 
operational needs of the department necessitate denial. Requests for this leave shall not be 
unreasonably denied. 
 
Section 8. Educational Leave.   
Upon approval of the supervisor, leave without pay may be granted for a period of one (1) year for 
purposes of education, training or specialized experience which would be of benefit to the University by 
improving performance at any level. An extension of the leave may be granted for a period not to exceed 
one (1) additional year. Any employee must have completed a minimum of one (1) year in a full-time 
capacity at the University before being eligible for an educational leave. All rules regarding leave of 
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absence without pay (except duration) remain in effect during an educational leave without pay. 
 
Section 9. Union Leave.   
At the request of a Labor Union official, an absence without pay for no more than a ten (10) day period 
shall be granted to any employee selected for a union office, employed by the Union or required to attend 
a Union convention or perform any other function on behalf of the Union necessitating a suspension of 
active employment. The Union shall submit a written notice for time off to the Director of Labor Relations 
at least ten (10) working days in advance of the leave. Every effort will be made by the Union to give as 
much advance notice as possible. If such ten (10) days notice cannot be given, every effort will be made 
to release such employees. It is understood that a maximum of twelve (12) employees will be granted 
such time off per year. It is further understood that an individual employee will be granted a maximum of 
ten (10) days of time off per year. Also, no two (2) employees requesting time off pursuant to this section 
at the same time will work for the same (large) department. 
 

An absence for not more than one (1) year without pay will be granted to one (1) employee to work in the 
Union Office at the request of a Union official. 

 
Time off pursuant to this section that is unused at the end of any year shall not be carried forward or 
added to the time off available in the next year. 
 
If Labor Relations has concerns about time off pursuant to this section, they shall raise the issue with the 
Union. 
 
 
Section 10. Military Leave. 

A. The University will comply with USERRA and all other state and federal legislation 
regarding military leave, and the provisions included in this section.  An employee ordered for pre-
induction physical shall be given time with pay for the purpose by showing her order to her 
department head. Time taken for periodic physical for reserve status training is not paid time. 
 
B. Employees who are members of any military reserve component of the armed forces of 
the United States are entitled to leave of absence without loss of pay for such time as they are in 
the military service on annual compulsory field training or emergency active duty for periods not 
to exceed thirty-one (31) days per calendar year. Additional field training for which the employee 
volunteers and receives orders will not be considered time in pay status. An employee may use 
accrued but unused vacation time to cover such absences if approved in advance during bulk 
signup. Such leave, with or without pay as appropriate, must be granted by the department head 
after seeing orders from the proper military authorities. Payroll must be furnished a copy of the 
military orders. 
 
C. An employee who enters military service must show the supervisor the military order to 
active duty.  Such employees should keep their money in the retirement system if they expect to 
return. An employee who has been employed by the University and enters military service as a 
draftee or on first enlistment is entitled by law to restoration to the job held prior to the military 
leave if the employee reports within ninety (90) days after separation with an honorable release 
from active duty or release from hospitalization due to in-service injury or illness continuing after 
release from active duty for a period of not more than one (1) year. Reservists and National 
Guardsmen on active duty for initial training for three (3) to six (6) months have thirty-one (31) 
days after honorable release from training duty or discharge from hospitalization incidental to 
training in which to apply for restoration. This restoration must be made within thirty (30) days 
after the request is filed. An employee, other than a former probationary employee, shall be 
restored to the former title and to the salary rate that the employee would have achieved. In any 
event, return to work shall be consistent with Title 38, Chapter 43 of the United States Code. 
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An employee who enters military service during the probationary period shall be credited with 
days worked toward the completion of that probationary period. However, upon return from 
military service, the employee must complete the probationary period.  The employee shall be 
restored to the former title and the salary shall reflect all salary adjustments to the former rate 
granted during military leave. Upon completion of the probationary period, the employee will 
then be advanced to the salary rate that the employee would have achieved according to 
Section 9 of the Universal Military Training and Service Act. 

 
Section 11. Court Appearances.  
Court leave shall be granted with no loss of pay to an employee for the period the employee must serve 
on a jury or appear in any court of the United States, State of Ohio, or political subdivision as a witness 
on behalf of the University. Such employee shall deposit the jury fee with the University Cashier's Office 
through the department. 
 
An employee will advise the supervisor of possible jury duty or official summons at the time of receipt of 
the notification. Employees will honor any subpoena issued to them, including official notices for 
workers' compensation, unemployment compensation and Board of Review hearings. Employees 
subpoenaed to appear in court for reasons other than jury duty or University business are not paid; 
however, their time off must be charged to compensatory time, if available. If compensatory time is not 
available, such time off may, at the employee's option, be charged to vacation or taken without pay. The 
work schedule of an employee who is required to serve as a witness on behalf of the University or Juror 
during off-duty hours will be changed to coincide with the hours of court responsibility. 
 
Section 12.  
Employees shall be granted rights under the Family and Medical Leave Act for a rolling twelve 
(12) month period measured backward from the date leave is used. 

 
Section 13.  
Employees shall be granted intermittent leave or reduced work scheduled for reasons and subject to the 
terms and conditions provided under the Family Medical Leave Act; including the requirement that 
appropriate medical certification must be provided in order to accommodate such a leave. Where it is not 
possible to accommodate an intermittent leave or reduced work schedule, employees may be transferred 
to another department or position at the same rate of pay and benefits until the need for leave or reduced 
work schedule expires. 

 
Article 23 

Labor/Management Committee 
 

Section 1. A Labor-Management Committee shall be established which shall meet upon request of 
either party, but at least monthly, to discuss and resolve matters of mutual interest. The Labor- 
Management Committee shall develop ground rules for operation and shall have oversight and monitoring 
responsibility for any task force authorized by this Article. The Labor-Management Committee shall be 
composed of five (5) members appointed by the Union and five (5) members appointed by the University. 
With advance notification and by mutual agreement, additional personnel may be invited to the committee 
meeting if their input is germane to the agenda. The requesting party shall submit an agenda to the other 
party upon requesting a meeting no less than ten (10) working days prior to the scheduled meeting.  The 
receiving party shall add any agenda items no less than three (3) working days prior to the scheduled 
meeting and submit any additions to the agenda to the requesting party. Decisions made by the Labor- 
Management Committee, task forces and standing committees shall be made by consensus. 
 
Section 2. Specific grievances are not a proper subject for discussion in Labor-Management 
meetings; the resolution of problems giving rise to grievances shall be a proper subject. Specific matters 
which shall be considered by the Labor-Management Committee include, but are not limited to: health and 
safety, classifications, career paths, training and development, benefits, dependent care, employee 
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participation and high departmental turnover issues. The Committee shall have no authority to modify in 
any way the terms of this Agreement. 
 

Section 3. The Labor-Management Committee shall oversee the standing committee for 
Classification Appeals. This committee shall meet as needed, upon the request of either party. The 
standing committee shall have responsibilities as delineated in Article 14, Section 4. 
 
The Labor-Management Committee has the authority to create ad hoc task forces and to appoint 
members to address matters of interest to both parties. The size of each task force will be determined by 
the Labor- Management Committee. Union appointments to ad hoc task forces shall be made by the 
Union; management appointments shall be made by the Director of Labor Relations. All Labor-
Management Committee task forces and standing committees shall submit a written report to the Labor-
Management Committee at least quarterly which shall detail the activities of the task force and standing 
committee as well as the number of hours spent by the members on the issue. The Labor-Management 
Committee shall have the authority to disband a task force. All committee and task force meetings, to the 
extent possible, will be scheduled during normal working hours. Employees shall be provided with 
reasonable release time to attend committee and task force meetings. Appointments to and the work of 
the Labor-Management Committee, task forces and standing committees shall not interfere with the 
operational needs of any one department. 
 
Section 4. Task forces shall make written recommendations to the Labor-Management Committee 
regarding a specific labor-management issue within a specified time period established by the Labor- 
Management Committee. After the expiration of this time period the Task Force will be disbanded unless 
extended by the Labor-Management Committee. Upon receipt of recommendations and/or information 
from a task force or standing committee, the Labor Management Committee shall review the information 
and/or report and determine the proper course of action. Neither party has the obligation to accept the 
recommendations of a task force or standing committee. Nothing in this Article is intended to add to or 
subtract from the parties’ rights and obligations under ORC 4117. 
 

Article 24 

Workload 
 

The University reserves the right to determine work assignments for each position. The distribution of 
work assignments will be made based upon consideration of classification level, employee qualifications 
and organizational needs. Every effort will be made to assure a reasonable distribution of work among 
employees. If an employee believes that her workload is excessive and cannot resolve the issue with 
her immediate supervisor, the employee may refer the matter to the Grievance Procedure, pursuant to 
Article10 of this agreement up through Step 2. 
 
No personal favors/errands/work will be assigned or requested by a supervisor. 
 

Article 25 

Health and Safety 
 

Section 1. It is the responsibility of the University to provide adequately clean, safe and 
healthful working conditions, equipment and work methods for its employees. It is the policy of the 
University to provide an environment for education, work, patient care and research that meets or 
exceeds applicable federal, state and local standards. It is the policy of the University to require that 
all members of the University community use facilities and equipment in prescribed manners so as to 
avoid injury and health damage to themselves or others. All members of the University community 
share in the duty to call observed potential hazards to the attention of appropriate individuals and to 
specify methods known to them that will eliminate or reduce to an acceptable level, those potential 
hazards. Members of the University community shall be responsible for following practices designed 
to minimize risk and thereby avoid harmful exposure to chemical, biological or radiological 
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substances, or physical, or mechanical hazards. 
 
Section 2. The supervisor must correct unsafe conditions promptly.  The supervisor must see that 
all safety rules and good working methods are used by all employees. It is the duty of all employees to 
use the safety equipment provided by their supervisor and to follow all the safety rules and safe working 
methods recommended for their safety. 
 

Section 3. Report of Injury. In the event of an on-the-job injury, the immediate supervisor must 
seek prompt medical attention, prepare an initial report on work-related injury or illness and distribute the 
report as directed on the form. The University physician will estimate necessary time off and report to the 
Human Resources Department. 
 
Section 4. If an employee incurs medical expenses or loses work time as a result of a work-
related injury and wishes to file a workers’ compensation claim, the employee should contact the Human 
Resources Department. Upon the request of the employee, a copy of the completed claim application 
form will be provided to the Union. 
 

Section 5. During the course of employment an employee may be required to have a medical 
examination if the employee’s work or the work of the unit is substantially affected by a condition which 
the supervisor reasonably believes to be medically related. Further, a medical examination may be 
required to determine if an employee has a transmittable disease that poses a danger to co-workers or 
the public. Certain employees also may be required to have a medical examination in order to satisfy 
medical accreditation requirements. The results of any examinations shall be shared with the employee. 
Close coordination with Union leadership will occur when a medical examination is being required except 
when such an examination is to satisfy accreditation requirements. The University shall pay the cost of 
any required examination if performed by a University-designated physician. Drug testing may be 
administered when an employee is participating in the Employee Assistance Substance Abuse program 
either on a voluntary basis through self-referral or on a mandatory basis as the result of disciplinary 
action. Prior to implementing a policy regarding other drug testing, the University shall negotiate with the 
Union concerning the impacts and effects of the policy on bargaining unit members. 
 
Section 6. As VDT equipment and furnishings are being replaced, department managers and 
supervisors shall follow the established University VDT Safety Guidelines in making replacement 
purchases. (The University policy is reproduced for informational purposes in this agreement.) Existing 
equipment and furnishings that do not meet the established guidelines should be evaluated by the 
employee to determine if modifications can be made to satisfy the elimination of ergonomic stresses. If 
the employee is unable to resolve the problems, the employee should discuss the matter with the 
supervisor who will assess the problem and resolve it.  If the supervisor is unable to resolve the problem, 
a referral will be made to the appropriate Health and Safety Department for evaluation and 
recommendations. 
 
VDT operators who have health and safety concerns about the use of VDT equipment should bring them 
to the attention of their supervisor. Information and education is available through the appropriate Health 
and Safety offices. VDT operators who have medical concerns may discuss them with the appropriate 
University Health Services physicians. 
 
Section 7. Keystroke Monitoring. The University reserves the right to monitor the quantity and quality 
of an employee’s work. Prior to the implementation of any new automatic keystroke monitoring program, 
the University agrees to meet with the Union to negotiate the matter. The current minimum standards 
and productivity pay in the Radiology Department’s Incentive Program shall remain in effect during the 
life of this Agreement, unless otherwise agreed to by the parties. 
 
Section 8. Indoor Temperature. If the indoor temperature in a facility becomes unbearable, the 
employees may be permitted to leave work without loss of pay if approved by the appropriate area 
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Vice- President or designee. 

 
Article 26 

Uniforms and Protective Clothing 
 

Section 1. The University has the sole discretion to determine who will be required to wear uniforms and 
the type of uniforms to be worn. However, the University will notify the Union in advance of 
implementation of uniform requirements or changes therein so that the Union will have an opportunity to 
provide input. Initial issue will be a minimum of three (3) sets, generally consisting of some combination 
of slacks or skirts (at the employee’s option) plus sweaters, vests or jackets if applicable. If a tie is 
required as a part of the uniform, the University will provide two (2). 
 

If uniforms must be dry cleaned, the University will provide dry cleaning for one (1) set per week at the 
University’s expense. Items that are washable must be laundered by the employee. The employee is 
also responsible for maintenance, repair and proper care of uniforms. 
 
After eighteen (18) months, replacements will be made if needed. If replacement is required prior to 
that time due to damage or lack of proper care, the employee may be required to pay all or part of the 
cost for replacement. All University-provided uniforms remain the property of the University and must 
be returned upon termination. 
 
Section 2. Lab coats are considered protective clothing, not uniforms. Where the University requires 
lab coats to be worn, the University shall provide and launder them. 
 
 

Article 27 

Wages 
 

Section 1. This Agreement is the sole source of rights and obligations of the parties to this Agreement on 
the subject of wages. Further, the following language is intended to supersede all provisions applicable to 
public employees in the Ohio Revised Code and/or the Rules of the Ohio Department of Administrative 
Services relative to wages. Employees will be paid in accordance with the classification and pay plan set 
forth in this Agreement. Salary scales are found in Appendix 2. 

 

Section 2. 

 

A. Effective the first day of the pay period that includes July 1, 2014, bargaining unit 

employees shall receive a wage increase of two percent (2%). 

B. Effective the first day of the pay period that includes July 1, 2015, bargaining unit 

employees shall receive a wage increase of one and one-half percent (1.5%). 

C. Effective the first day of the pay period that includes July 1, 2016, bargaining unit 

employees shall receive a wage increase of one and one-half percent (1.5%). 
 
Section 3. Longevity Pay.  Employees hired prior to July 1, 1986 shall be eligible to receive longevity 

pay, beginning on the first day of the pay period within which the employee completes five (5) years of 
total service with the State government or any of its political subdivisions, according to the Longevity Pay 
Schedule found in Appendix 6. Longevity pay supplements shall become effective at the beginning of the 
pay period within which the employee completes the necessary length of service. Employees hired on or 
after July 1, 1986 shall not be eligible to receive longevity pay. 
 

Years of total service shall include the total duration (one (1) year equals twenty-six (26) biweekly pay 
periods) in any category or appointment level, regardless of changes in classification, and need not be 
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continuous. However, if an employee leaves the University and returns to University employment beyond 
the period permitted for reinstatement, she shall not be eligible to receive longevity pay. 
 
Section 4. Multilingual Pay. Employees shall receive an additional five (5) % of their classification's 
starting rate of pay (not less than current amount they are receiving) for each foreign language they are 
required to speak, read or write. Multilingual pay shall be paid on all compensable hours. 
 

Section 5. Shift Differential. Shift differential at $1.05 per hour will be paid for all hours worked between 
6:00 p.m. and 11:00 p.m. and $1.15 per hour will be paid for all hours worked between 11:00 p.m. and 
7:00 a.m.  
 
Section 6. On-Call Pay.  An employee required to respond or be available for work outside his/her 
normal work schedule is to be considered on-call and shall be paid $1.25 per hour. Expenses related to 
on-call duties may be mutually agreed upon between the employee and the administration. 
 

Article 28 

Insurance Benefits 
 

Insurance Plans  The university will continue to provide benefit-eligible employees in the bargaining unit 
the group insurance plan (hospitalization, major medical, prescription drug, dental, basic life insurance 
coverage and long-term disability) as approved by the Board of Trustees.  The group insurance plans will 
be the same provided to the members effective January 1, 2014.  Any changes to plan design in 2016 
and 2017 will be addressed with the union pursuant to O.R.C. 4117 

 
EFFECTIVE JANUARY 1, 2015, BARGAINING UNIT EMPLOYEES WILL PAY THE FOLLOWING 

MONTHLYRATES FOR 2015 AND 2016: 

 

    SINGLE DOUBLE FAMILY 

PPO    $121  $262  $394 

HDHP    $47  $95  $139 

 

ANY CHANGES TO RATES IN 2017 WILL BE ADDRESSED WITH THE UNION PURSUANT TO O.R.C. 

4117. 

 

EFFECTIVE JANUARY 1, 2015, THE EMPLOYER’S CONTRIBUTION TOWARD THE HSA FOR 2015 

AND 2016 SHALL BE $800 FOR SINGLE AND $1600 FOR DOUBLE AND FAMILY. 

 

ANY CHANGES TO THE EMPLOYER’S HSA CONTRIBUTION IN 2017 WILL BE ADDRESSED WITH 

THE UNION PURSUANT TO O.R.C. 4117. 

 

The surcharge for coverage of a spouse or domestic partner of employees who are eligible for health 

insurance coverage through an employer other than the University of Cincinnati but choose to enroll in a 

University of Cincinnati health insurance plan shall be $50 per month for 2015 and 2016.  Any proposed 

changes to the surcharge amount for 2017 will be addressed with the Union pursuant to O.R.C. 4117. 

 

Employees have the option of waiving health or dental coverage provided by the University. For waiving 

coverage a monthly credit may be received as cash in the paycheck by the employee or applied to the 

cost of other benefits.  Members who waive health insurance shall receive $100 per month for 2015 and 

2016 and $8 per month for those who waive dental for 2015 and 2016.  Any proposed changes to the 

waiver amount for 2017 will be addressed with the Union pursuant to O.R.C. 4117.  If an employee and 
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his/her spouse/domestic partner both work for the University in benefit eligible positions and elect to enroll 

under one medical plan, the spouse/domestic partner waiving coverage is not eligible for the credit 

 

Optional Insurance 

Optional employee life insurance, family life insurance, accidental death and dismemberment coverage, 

and long-term care coverage will continue to be made available for employee purchase. 

 

Health Care Account 

 

An eligible employee may elect to have a specified amount withheld on a pre-tax basis from the first two 

pay checks of each month, up to the annual maximum, to be used for reimbursement of medical 

expenses which are not covered by insurance, in accordance with the plan and IRS regulations. 

 

Funds which are withheld must be reimbursed under current IRS rules. 

 

Dependent Care Account 

 

An eligible employee may elect to have a specified amount withheld on a pre-tax basis from the first two 

pay checks of each month, up to the annual maximum allowed by law to be used for reimbursement of 

dependent care expenses which are specified by IRS rules but which are not claimed under the federal 

tax credit. 

 

Funds which are withheld must be reimbursed for expenses under current IRS rules. 

 

Wellness Program 

During the term of this Agreement, the university may implement a wellness or healthy life-style program.  

Such a program may include a combination of activities that are designed to increase awareness, assess 

risks, educate and promote voluntary behavior changes to improve the health of an individual, encourage 

modifications of his/her health status and enhance his/her personal well-being and productivity, with a 

goal of preventing illness and injury. 
 
Administrative Rules 

Coverage under these insurance programs will be effective on the first day of the month following twenty- 
eight (28) days of employment. Enrollment application must be made in a timely manner by the 
employee. 

 
The University shall inform employees in writing of enrollment deadlines. Newly eligible employees who 
fail to enroll within the required time limit will receive core benefits (Health Maintenance Organization 
(HMO) and Basic Dental for the employee only, Life Insurance Coverage of 1x annual pay and no 
coverage in Family Life, Personal Accident, Long term Disability and Flexible Spending Account plans). 
Employees who fail to re-enroll during annual enrollment will retain their previous elections if available, 
except their spending account contributions will be reduced to zero. 

 
Adding or dropping family members and changes in coverage category must be made within thirty-one 
(31) days of a family status change and must comply with IRS rules regarding such changes. In the event 
of a change in family status, the following changes are permitted under the plan: medical plan and 
coverage category; dental coverage category; life insurance level of coverage (increase by one level or 
decrease to any option); flexible spending account contribution amounts; family life insurance level of 
coverage; personal accident single to family coverage (or vice versa). 
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An employee on educational leave or on unpaid medical leave or disability leave of absence will continue 
to receive medical coverage for up to twelve (12) months from the date of the unpaid medical or disability 
leave of absence, provided that she continues to make any required contribution. An employee on unpaid 
leave of absence for other reasons, except as otherwise specified in this agreement, may participate in 
coverage by paying the full monthly cost of such coverage. 
 
Benefits Steward 
The University shall recognize and provide paid release time for one existing steward to be appointed by 
the Union per Article 5, to serve as a liaison with the Benefits Division. Where necessary, a monthly 
meeting will be scheduled with Human Resources to discuss unresolved benefits issues. Release time 
for this meeting shall be in addition to release time provided under Article 5. 
 
Once per year, prior to the annual enrollment period, representatives of the University will meet with 
representatives of the Union to exchange information on administration and costs of the medical 
insurance program. 
 
The University shall provide an annual report to the Union regarding the financial condition of the Flexible 
Spending Accounts. This report shall include, but shall not be limited to administrative cost, amounts of 
employee forfeitures and experience losses. 
 
Issues surrounding insurance benefits shall be raised to the Labor/Management Committee, which 
pursuant to Article 23, may appoint an ad hoc task force to study the issue and/or make 
recommendations. In addition to the above, the University will provide the Union with utilization and cost 
data, and other relevant information on a monthly basis. 

 
Article 29 

Tuition Remission 
 

Section 1. Permanent employees shall receive tuition remission benefits (for courses taken at the 

University) as described in this Article. Temporary employees are not eligible for tuition remission 
benefits. 
 

Section 2. Full-time employees (and employees appointed at 80% FTE or more) are eligible for full 
remission of an amount up to the cost of six (6) regular credit hours per term. Full remission may be 
granted for all graded courses taken within the limits imposed by the vice president or vice president’s 
designee for those individuals working on a clearly defined degree program. Employees shall be eligible 
to receive tuition remission benefits effective the term that begins after the first day of the month following 
twenty-eight (28) days of employment. 

 
Retired employees who receive a retirement annuity from a University-sponsored retirement plan continue 
to be eligible for the same tuition remission benefits for which they were eligible before retirement. 
 
Section 3. A full-time employee's (and employees appointed 80% FTE or more) eligible family members 
and domestic partners may receive tuition remission benefits (remission of instructional fee and non- 
resident surcharge). Dependents of employees shall be eligible to receive the following tuition remission 
benefits effective the term that begins after the first day of the month following 28 days of employment. 
 

A. Full remission for the employee's spouse, domestic partner, and unmarried dependents 
of employees, defined as naturally born children, stepchildren, and individuals for whom the 
employee has been appointed legal guardian, who receive primary financial support from the 
employee. 
 
B. Financially dependent children are eligible for remission of 25% of the cost for private 
music lessons taken for credit as electives and remission of 50% of the instructional fees for 
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children enrolled at Arlitt Child Development Center’s nursery school program. 
 
Section 4. Part-time employees appointed less than 80% FTE who receive regular compensation for 
their services and have completed the initial probationary period are eligible for remission of any amount 
up to the cost of three (3) regular credit hours per term for themselves only. Retired part-time employees 
who receive a retirement annuity from a University-sponsored retirement plan continue to be eligible for 
the same tuition remission benefits for which they were eligible before retirement. 
 
Section 5. The tuition remission benefits described herein may also be utilized during educational 
leaves. 
 

Section 6. Employees, spouses, domestic partners and dependents, classified as out-of-state residents 
for tuition purposes, shall pay $15 per credit hour for courses at all levels, unless enrolled in an academic 
program covered by a reciprocity agreement with the state in which he/she resides. 
 
Section 7. For spouses, domestic partners, and dependents, the maximum number of attempted credits, 
as defined by the registrar, at the undergraduate level to which full tuition remission benefits may be 
applied is 144 semester hours, except that in cases where the minimum number of credit hours required 
to complete a program is larger than 144 semester hours, that required number of credit hours shall be 
covered by tuition remission. 
 
Section 8. Tuition remission benefits shall not apply for specific programs for the colleges of law (JD), 
medicine (MD and MS in Physiology) and pharmacy (PharmD). Spouses, domestic partners and 
dependents who are admitted and enrolled in the specified programs in the colleges of law, medicine or 
pharmacy by the last day of the Spring 2008 term are not subject to the provisions in this section. 
 

Section 9. Continued eligibility for any of the tuition remission benefits conferred by this Article is 
contingent upon the recipient maintaining satisfactory progress, based on a criteria established by the 
student financial aid office as required by federal laws and regulations. Eligibility for tuition remission 
shall be suspended for individuals who fail to maintain satisfactory progress until such time as this 
requirement has been met. 

 
Article 30 

Discounts 
 

The Board of Trustees controlled discounts will not be differentially applied to the Union. 

 
Article 31 

Retirement 
 

Section 1. Employees participate in one of the following three (3) retirement systems based upon 
the regulations of the respective retirement systems, the employee's date of hire and the one-time 
election option provided to existing employees effective July 1, 1977: 
 

a. Ohio Public Employees Retirement System (OPERS) applies to persons hired on or after 
July 1, 1977. 

 
b. City of Cincinnati Retirement System applies to persons whose most recent date of 
hire was prior to July 1, 1977, or 
 
c. Employees hired before July 1, 1977 who elected to remain in TIAA/ Fidelity/Vanguard, 
may participate in the expanded TIAA/Fidelity/Vanguard retirement plan as provided under 
applicable law. 
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Section 2. Eligibility and participation in these retirement systems is governed by the respective terms 
and conditions of that retirement system as established and amended by the respective governmental or 
governing body. 
 
Section 3. Both the University and the employee contribute to the respective retirement program at the 
contribution rate established by each program. Employee contributions to both OPERS and the City of 
Cincinnati Retirement Plan are made on a pre-tax basis. Employees participating in the TIAA-CREF 
plan may elect to contribute on a pre-tax basis. 
 

Section 4. The University shall not be held liable if the City of Cincinnati Retirement Plan or Ohio Public 
Employees Retirement System alter any of their respective retirement system provisions. 
 
Section 5. Any supplemental retirement incentives established for unrepresented University 
employees may be extended to bargaining unit members upon mutual agreement. 
 
 

Article 32 

Employee Participation 
 

If the University or any of its divisions should decide to implement a formal program that anticipates 
employee participation, the University shall endeavor to notify the union and discuss the matter. Where 
appropriate, the Union will be invited to designate a representative to participate on the committee. 
Where such activity is division specific, the designee shall be an employee of the division unless 
otherwise agreed. 
 

Article 33 

Personnel Files 
 

Section 1. Employee's official personnel files shall be kept in the Central Human Resources Department. 
Employees may examine their personnel file by appointment. There shall be no corrective action 
documents in employee files that they have not had an opportunity to review and sign. 
 
Section 2. If anyone other than the employee requests to inspect or copy part or all of an employee's file, 
the Office of Human Resources shall notify the employee of the person making the request. 
 

Section 3. Employees have the right to review the official College or Department file upon request, at a 
mutually agreeable time. Employees have the right to submit additional relevant materials to their 
departmental files. 
 

Article 34 

Emergency Closing 
 

A.  Emergency closing and payment will be governed by University Rule 3361:30-16-01 as it 
may be modified from time to time. University Rule 3361:30-16-01 provides, in part, as follows: 
(1) Hourly employees scheduled to work during the period of an emergency closing shall be paid 
their regular wages; and (2) hourly employees who are required to work during an emergency 
closing will be paid double time. The University may amend and revise this rule at its discretion 
 
B.  Late arrival or early closing in cases of inclement weather or severe emergency may be 
declared at the discretion of the University. The University is free to exercise its discretion in 
determining pay matters under these circumstances. 
 
 

 



54 
 

Article 35 

Dependent Care 
 

The University and the Union recognize that the care of children and elders by employees is an 
increasingly important issue affecting the workplace. The Union and University shall endeavor to educate 
their respective constituencies about the need for flexibility and understanding about the dual role 
employees with dependents play. Such matters shall not be subject to the grievance procedure. 
 

Article 36 

Resignations 
 

Employees who have passed their original probationary period, and have turned in a written resignation, 
with a notice period, shall have until the last day and hour of the notice period to rescind their resignations 
unless the manager has accepted the resignation in writing. 
 
The above notwithstanding, the resignation may be rescinded when the employee and supervisor 
mutually agree. 
 

Article 37 
Termination of Agreement 

A. The negotiations and dispute settlement procedures set forth in this Article shall govern 
negotiations conducted between the University and the Union and shall be the exclusive 
procedures to be followed by both parties. 
 
B. Either the University or the Union may initiate negotiations by letter, at least sixty (60) 
days but not more than one hundred and twenty (120) days prior to the expiration date of this 
Agreement. At that time, the University and the Union will notify the State Employment Relations 
Board (SERB) of the commencement of negotiations and further advise SERB of the parties' 
agreement that the impasse procedures identified in this contract will be employed in place of 
procedures alternatively provided in ORC 4117.10, 4117.14 and related sections. 
 
C. During the period commencing at least sixty (60) days prior to the expiration date of 
the existing agreement, both parties agree to bargain in good faith to reach a settlement by the 
expiration date of the contract. 
 
D. If either party determines that differences of position are so substantial that further 
negotiations may not produce a satisfactory agreement, or in the event no agreement has been 
reached prior to the expiration date of the present Agreement, either party may request the 
Federal Mediation and Conciliation Service to appoint a federal mediator for the purpose of 
assisting the parties in reaching an agreement. At any time during the negotiations, the parties 
may mutually agree to make such a request. The parties may also agree to select another 
mediator to assist in the negotiations as they see fit. The selection process shall be kept internal 
to the two (2) negotiating teams. 
 
E.         If the parties, during the process of mediation, mutually agree that the fact-finding 
procedure under ORC 4117.14(C) (3) (4) (5) (6) may be helpful in reaching a settlement, they 
may choose to request a fact- finder from the SERB and to follow the SERB regulations relating 
to fact-finding. 
 
F. If after thirty (30) days from the first meeting with a federal mediator, the Union believes 
that negotiations cannot be resolved through the procedure outlined above, the Union may 
engage in a strike upon ten (10) days prior written notice to the University and the SERB; 
provided however, that a strike may not commence prior to the expiration of any collective 
bargaining agreement or extension thereof. 
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G. The parties may mutually agree to a fixed or day-to-day extension of the expiration date. 

 
Article 38 

Duration 
 

This Agreement is effective July 1, 2014 and terminates June 30, 2017. 
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APPENDIX 1 

CLASSIFICATIONS AND PAY GRADE 

 

TITLE Pay Grade 

Account Clerk 3-9         61    
Accounts Payable Clerk, Sr.-9         62 
Accounts Payable Data Technician 1-9         59 
Accounts Payable Data Technician 2-9           60 
Accounts Payable Specialist-9         62 

 
Administrative Coordinator-9 

 
        64 

 
Administrative Secretary 1-9 

 
        62 

Administrative Secretary 2-9         64 
 
Assistant Sales Manager 1-9 

 
        59 

 
Billing Clerk-9 

 
        61 

 
Business Services Assistant-9 

 
        60 

Business Services Officer 1-9         62 
 
Buyers Assistant-9 

 
        61 

 
Classroom/Facilities Scheduling Specialist-9 

 
        61 

 
Clerical Specialist-9 

 
        59 

 
Clerk 1-9 

 
        50 

Clerk 2-9         51 
 
Collections Specialist 

 
        63 

 
Computer Graphics Specialist-9 

 
        62 

 
Computer Operator 1-9 

 
        61 

Computer Operator 2-9         62 

 
Coordinator, College Graduate and Certification-9 

 
        62 

Coordinator, Grad Adm/Reg/Cert.-9.         62 
Coordinator, Parking Systems-9         62 

 
Data Entry Operator 2-9 

 
        52 

Data Entry Operator 3-9         59 
 
Inventory Control Specialist 2-9 

 
        62 

Inventory Technician-9         58 
 
Laser Duplicating Equipment Operator-9 

 
        63 

 
Library Associate 1-9 

 
        61 

Library Associate 2-9         62 
Library Media Technical Assistant 1-9         59 
Library Media Technical Assistant 2-9         60 
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TITLE Pay Grade 

Mail Operations Supervisor-9          61 
 
Mainframe I/O Clerk-9 

 
         59 

 
Medical Secretary 2-9 

 
         61 

 
Office Machine Operator 2-9 

 
         52 

Office Machine Operator 3-9          59 
 
Office Manager 1-9 

 
         62 

Office Manager 2-9          63 
 
Personnel Technician 1-9 

 
         62 

Personnel Technician 2-9          64 
 
Public Inquiries Assistant-9 

 
         61 

 
Purchasing Agent 1-9 

 
         62 

Purchasing Agent 2-9          64 
Purchasing Assistant 1-9          59 
Purchasing Assistant 2-9          60 

 
Radio Operator 1-9 

 
         52 

Radio Operator 2-9          54 
 
Receptionist-9 

 
         51 

Records Management Officer 1-9          61 
Records Management Officer 2-9          63 

 
Registration Technician-9 

 
         53 

 
Sales Clerk 2-9 

 
         52 

 
Secretary 1-9 

 
         60 

Secretary 2-9          61 

 
Senior Business Service Assistant-9 

 
         61 

 
Senior Library Associate Specialist-9 

 
         13 

 
Supervisor, University Duplicating Services-9 

 
         62 

Supervisor, Telephone Directory-9          62 
Supervisor, Textbook Returns-9          63 

 
Telecommunication Service Coordinator-9 

 
         63 

 
Telephone Operator 1-9 

 
         51 

Telephone Operator 2-9          52 
Telephone Service Coordinator-9          63 

 
Typist 2-9 

 
         52 

 
Word Processing Specialist 3-9 

 
         61 
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APPENDIX 2 

Pay Schedule for 2014 - 2017 
 

SEIU Pay Schedule Effective 07/01/14 (2% Adjustment)            SEIU Pay Schedule Effective 07/01/15 (1.5% Adjustment) 

 

 
 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
SEIU Pay Schedule Effective 07/01/16 (1.5% Adjustment) 

 

 

 

 

 

 

 

 

 

 

 

 

 

 
 
 
 

   Grade/Title Entry APR     Max 

50,56 $11.03 $11.59 $16.64 

51,57 $11.49 $12.06 $18.33 

52,58 $12.02 $12.62 $19.20 

53,59 $12.59 $13.22 $20.02 

54,60 $13.13 $13.78 $20.90 

55,61 $13.84 $14.53 $22.68 

62 $14.58 $15.30 $24.45 

63 $15.41 $16.18 $26.65 

64 $16.48 $17.31 $29.17 

Collection Spec, gr 63A $15.59 $16.36 $25.68 

Med Sec 1, gr 60A $15.12 $15.87 $20.62 

Med Sec 2, gr 61A $16.05 $16.86 $22.52 

Sr. Lib Assoc Spec, gr 13 $16.27 $17.08 $24.35 

Staff Coord, gr 61B $15.12 $15.87 $21.94 

Sr. Staffing Coord, gr 62A $15.96 $16.76 $23.24 

 

Grade/Title Entry APR    Max 

50,56 $11.19 $11.75 $16.89 

51,57 $11.66 $12.24 $18.60 

52,58 $12.20 $12.81 $19.48 

53,59 $12.78 $13.41 $20.32 

54,60 $13.32 $13.99 $21.21 

55,61 $14.05 $14.75 $23.03 

62 $14.79 $15.53 $24.82 

63 $15.64 $16.43 $27.05 

64 $16.73 $17.57 $29.61 

Collection Spec, gr 63A $15.82 $16.61 $26.07 

Med Sec 1, gr 60A $15.34 $16.11 $20.93 

Med Sec 2, gr 61A $16.30 $17.11 $22.86 

Sr. Lib Assoc Spec, gr 13 $16.51 $17.34 $24.71 

Staff Coord, gr 61B $15.34 $16.11 $22.27 

Sr. Staffing Coord, gr 62A $16.20 $17.01 $23.58 

 

               Grade/Title Entry APR    Max 

50,56 $11.36 $11.93 $17.14 

51,57 $11.83 $12.42 $18.88 

52,58 $12.38 $13.00 $19.78 

53,59 $12.97 $13.62 $20.63 

54,60 $13.52 $14.20 $21.53 

55,61 $14.26 $14.97 $23.37 

62 $15.02 $15.77 $25.19 

63 $15.88 $16.67 $27.46 

64 $16.98 $17.83 $30.05 

Collection Spec, gr 63A $16.06 $16.86 $26.46 

Med Sec 1, gr 60A $15.57 $16.35 $21.25 

Med Sec 2, gr 61A $16.54 $17.37 $23.20 

Sr. Lib Assoc Spec, gr 13 $16.76 $17.60 $25.08 

Staff Coord, gr 61B $15.57 $16.35 $22.60 

Sr. Staffing Coord, gr 62A $16.45 $17.27 $23.94 
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APPENDIX 3 
Classification Series 

 
 
TITLE Pay Grade 

  
Data Series        

Data Entry Operator 2 52 
Data Entry Operator 3 59 

 
Records Management Series  

Records Management Officer 1 61 
Records Management Officer 2 63 

 
Communications Series  

Telephone Operator 1 51 
Telephone Operator 2 52 
Radio Operator 1 52 
Radio Operator 2 54 

 
Library Series  

Library Media Technical Assistant 1 59 
Library Media Technical Assistant 2 60 
Library Associate 1 61 
Library Associate 2 62 
Senior Library Associate Specialist 13 

 
Public Information Series  

Receptionist 51 
Registration Technician 53 
Public Inquiries Assistant 61 

 
Word Processing Series  

Typist 2 52 
Word Processing Specialist 3 61 
Computer Graphics Specialist 62 

 
Secretarial/Office Series  

Clerk 1 50 
Clerk 2 51 
Clerical Specialist 59 
Secretary 1 60 
Secretary 2 61 
Medical Secretary 2 61 
Administrative Secretary 1 62 
Administrative Secretary 2 64 
Administrative Coordinator 64 

 
 
 

*One way bump/recall; Medical Secretary may bump or be placed/recalled to Secretary, but Secretary 
may not bump or be placed/recalled to Medical Secretary 
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TITLE Pay Grade 

 
Purchasing Series 

       

Purchasing Assistant 1 59 
Purchasing Assistant 2 60 
Buyers Assistant 61 
Purchasing Agent 1 62 
Purchasing Agent 2 64 

  
Human Resources Series  

Personnel Technician 1 62 
Personnel Technician 2 64 

  
Sales Series  

Sales Clerk 2 52 
Assistant Sales Manager 1 59 
Supervisor, Textbook Returns 63 

  
Scheduling Series  

Classroom/Facilities Scheduling Specialist 61 
  
Business Series  

Accounts Payable Data Technician 1 59 
Business Services Assistant 60 
Accounts Payable Data Technician 2 60 
Account Clerk 3 61 
Accounts Payable Clerk, Sr. 62 
Billing Clerk 61 
Sr. Business Service Assistant 61 
Accounts Payable Specialist 62 
Business Services Officer 62 
Collections Specialist 63 
Office Manager 1 62 
Office Manager 2 63 

  
Office Machine Series  

Office Machine Operator 2 52 
Office Machine Operator 3 59 
Supervisor University Duplicating Services 62 
Laser Duplicating Equipment Operator 63 

  
Computer Operator Series  

Mainframe I/O Clerk 59 
Computer Operator 1 61 
Computer Operator 2 62 

  
Inventory Control Series  

Inventory Technician 58 
Inventory Control Specialist 2 62 
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TITLE Pay Grade 

 
Collections Series 

       

Collections Specialist 63 
  
Mail Services  

Mail Operations Supervisor 61 
  
Coordinator Series  

Coordinator, Grad/Adm/Reg/Cert 62 
Coordinator, College Graduate and Certificate 62 
Coordinator, Parking Systems 62 

  
Other Titles (not in a series)  

Supervisor Telephone Directory 63 
Telecommunication Service Coordinator 63 

 
 

The University reserves the right to alter or revise classification series, upon thirty (30) days written 
notice to the Union. Upon request, the University will meet with the Union to discuss the alterations or 
revisions. 
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APPENDIX 4 
LIST OF LARGE DEPARTMENTS 

 
1. Each college is a large department 

 
2. All other Provostal areas on the West Campus shall be considered one (1) department 

 
3. Hoxworth Blood Center 

 
4. All other Provostal areas on the East Campus shall be considered one (1) department. 

 
5. University Libraries 

 
6. Student Affairs and Services 

 
7. All departments reporting to the Office of the President except UCit shall be considered one (1) 

department 
 

8. UCit 
 

9. Administration and Finance shall have the following large departments: 

• Controller and Treasurer 

• Facilities Management 

• Human Resources 

• Purchasing and Material Management 

• All other departments reporting to the Senior Vice President for Administration and Finance 

 
10. All departments reporting to the Vice President for Research and University Dean of Advanced 

Studies shall be considered one (1) large department. 
 

It is understood that some departments may have been inadvertently omitted from this list and that 
these departments may change during the life of the agreement. The Union and the University agree to 
meet and discuss the matter should such omissions or changes come to our attention. 
 

 
APPENDIX 5 

EMPLOYEES WITH GRANDFATHERED VACATION ACCRUAL RATES 
 
Crawford, Jeffrey (06) 
Schwier, Carolyn (06) 
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APPENDIX 6 
TABLE OF LONGEVITY SUPPLEMENTS 

 

Bargaining unit employees hired prior to July 1, 1986 are eligible to receive longevity pay supplement based on the table below. Longevity is awarded after five (5) 
years of service and is added to the employee’s base hourly rate. 

 

YEARS OF SERVICE 
 

 
EXAMPLE: An employee at Pay Range 52 with ten (10) years of service would have his/her hourly rate increased by thirty-two (32) cents longevity pay. Together 

with the employee’s base hourly rate, the total rate of pay would be: 

 

Base Hourly Rate + Longevity Pay = Total Rate of Pay

PAY 
RANGE 

 
5 

 
6 

 
7 

 
8 

 
9 

 
10 

 
11 

 
12 

 
13 

 
14 

 
15 

 
16 

 
17 

 
18 

 
19 

 
20 

 
50 

 

 
.14 

 
.17 

 
.20 

 
.23 

 
.26 

 
.29 

 
.32 

 
.35 

 
.37 

 
.40 

 
.43 

 
.46 

 
.49 

 
.52 

 
.55 

 
.58 

 
 51 .15 .18 .21 .24 .27 .30 .33 .36 .39 .42 .45 .48 .51 .54 .57 .60 

52 .16 .19 .22 .25 .28 .32 .35 .38 .41 .44 .47 .51 .54 .57 .60 .63 

53 .17 .20 .23 .27 .30 .33 .37 .40 .43 .47 .50 .53 .57 .60 .63 .67 

54 .18 .21 .25 .28 .32 .35 .39 .42 .46 .49 .53 .56 .60 .63 .67 .70 

55 .18 .22 .26 .29 .33 .37 .41 .44 .48 .52 .55 .59 .63 .66 .70 .74 

57 .15 .17 .20 .23 .26 .29 .32 .35 .38 .41 .44 .47 .50 .52 .55 .58 

58 .15 .18 .21 .24 .28 .31 .34 .37 .40 .43 .46 .49 .52 .55 .58 .61 

59 .16 .19 .23 .26 .29 .32 .35 .39 .42 .45 .48 .52 .55 .58 .61 .64 

60 .17 .20 .24 .27 .30 .34 .37 .41 .44 .47 .51 .54 .57 .61 .64 .68 

61 .18 .21 .25 .29 .32 .36 .39 .43 .46 .50 .53 .57 .61 .64 .68 .71 

62 .19 .23 .26 .30 .34 .38 .42 .45 .49 .53 .57 .60 .64 .68 .72 .76 

63 .20 .24 .28 .32 .36 .40 .44 .48 .52 .56 .60 .64 .68 .72 .76 .80 

64 .22 .26 .30 .35 .39 .43 .47 .52 .56 .60 .65 .69 .73 .78 .82 .86 
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SIDE LETTER 
 

TRANSPORTATION 
 
 
No member of the SEIU 1199 bargaining unit shall be required to use his or her personal vehicle for 
University business except in such cases where travel is an express requirement and necessary function 
of the job. Such employees shall be reimbursed in accordance with the existing University mileage 
policies and procedures, but in no instance shall that reimbursement be at a lower rate than that which is 
in effect as the IRS mileage rate. The Union agrees that SEIU 1199 bargaining unit employees are 
subject to the mileage reimbursement policy which applies University-wide as determined and modified 
from time to time at the University’s sole discretion. 
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Memorandum of Understanding 
 
Concerning Articles 20 and 21, the parties agree that employees may only use leave that is available and 
that is documented on their previous statement of earnings. 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

 
 




