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ARTICLE 1: UNION RECOGNITION

Section 1.1. Parties: This Agreement is made by and between the Worthington Libraries
(hereinafter “the Library” or “Employer”) and Worthington Public Libraries United (hereinafter
“WPLU” or “Union”), the exclusive representative of covered employees.

Section 1.2. Recognition: The Employer hereby recognizes Worthington Public Libraries United
as the sole exclusive representative as certified by the State Employment Relations Board in case
number 2021-REP-06-0058.

Included in the bargaining unit are employees in the following classifications: Cataloger,
Circulation Aide, Circulation Assistant, Communications Specialist, Graphic Designer, Librarian,
Library Associate, Social Media Coordinator, Storytime Associate, Technical Services Aide,
Technical Services Assistant, Technical Services Specialist, Trainer, Volunteer Coordinator and
Web Developer. See Appendix A for Certification of Mail-Ballot Election Result and of Exclusive
Representation.

Excluded from the bargaining unit are employees in the following classifications: All positions not
expressly listed as included, including all supervisory positions, including the following titles:
Administrative Assistant (when performing Administrative Assistant duties full-time), Chief
Executive Officer (hereinafter CEO), Chief Fiscal Officer (hereinafter CFQO), Circulation Team
Leader, Computer Systems Analyst, Director, Facilities Team Leader, Human Resources
Coordinator, Lead Librarian, Manager, Materials Selector, Outreach Services Coordinator, Staff
Development Coordinator, Systems Administrator, and; all confidential employees, including the
following titles: Custodian, Executive Assistant and Finance Specialist.

ARTICLE 2: UNION RIGHTS

Section 2.1. Authorized Agents: The Union will provide the Employer with a list of its elected
officers, building representatives, and OFT representative(s) and update such list as necessary,
which shall be submitted to the Human Resources Director. The Employer will recognize the
officers, building representatives, and OFT representative(s) as an authorized agent(s) of the
Union.

Section 2.2. Bulletin Boards, Email Accounts, Hand Billing, and Mailboxes: Authorized
agents of the Union may provide official Union notices and information to bargaining unit members
via their employee email and on-site mailboxes. The Employer agrees to provide and designate
a bulletin board in a non-public location agreed on by the parties for the Union’s communication
of official Union notices and information to bargaining unit members. Bulletin boards may not be
used for communications or announcements that are personal, political or partisan, or for non-
union related elections.

Section 2.3. Union Meetings and Employer Facilities: The Union may schedule meetings at
Library facilities during open hours in accordance with the same rules and regulations as apply to
other public groups. Union members may attend these meetings only on off-duty time. The Union
may also use a Library meeting room before or after public hours up to twelve (12) times each
year for meetings; in addition, a ratification meeting may be scheduled when needed. The
meetings will be scheduled through the Human Resource Director by a designated Union
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Representative. Scheduling will include designation of a staff member who will be responsible for
security and closing the building when the meeting is over. The Union is permitted to use the
Employer’s facilities, which may include staff conference rooms for private meetings for such
Union meetings with notice to administration, so long as the meeting does not conflict with a
previously scheduled event or otherwise disrupt or impede operations at the library building where
the meeting is held. Non-employee Union representatives may attend Union meetings as
identified in this section.

Section 2.4. New Employee Meeting: Within three weeks of the hire date of a new bargaining
unit employee, the Library shall permit a designated Union representative time in the newly hired
employee’s work schedule to meet with that employee for up to thirty (30) minutes without loss of
pay for that newly hired employee. With prior notice to the manager, the Union representative
shall be provided up to thirty (30) minutes of paid release time for each such meeting. A new
employee may choose to opt out of or refuse to attend this meeting.

Section 2.5. Dues Checkoff: The Employer agrees to deduct from the wages of a bargaining

unit member all initiation fees and dues in equal amounts each payroll period and remit all such
dues deducted to the Union on a monthly basis upon written authorization by said bargaining
unit member. The Employer shall transmit such information electronically in a common,
commercially available electronic format and shall include the worker’s full name, wage rate and
hours paid per week.

Section 2.5.1. Authorization Cards: The Employer will deduct dues from the pay of
employees who are members of the Union upon receipt of written authorization cards.
Authorization cards should be submitted to the Human Resources Director. This
authorization shall remain in effect from year to year until revoked in writing by the
bargaining unit member. Written notice for the purpose of revoking dues must have the
signature of the bargaining unit member and will be effective thirty (30) days after delivery
to the Employer. The Employer shall notify the Union upon receipt of such notice. Such
revocation is only effective if received by the Human Resources Director during the month
of December. The Union shall notify the Employer of any changes in the amount of dues
to be deducted.

Section 2.5.2. Cessation of Deductions: The obligation of the Employer to make such
deductions shall cease when the employee:
1. Resigns or is separated from employment;
2. s laid off from employment;
3. Is on unpaid leave of absence when the dues deductions would otherwise be
made;
4. Is no longer employed in a bargaining unit position;
5. At any time when dues are otherwise due, fails to receive sufficient wages to make
all legally required deductions in addition to the deduction of union dues.

The Employer shall notify the Union when such pause/non-payment of dues occurs and
the reason for the pause/non-payment.

Section 2.5.3. Indemnification: The Union agrees that it will indemnify and save the
employer harmless from any action growing out of these deductions and commenced by
an employee against the Employer. The Union assumes full responsibility for the
disposition of the dues deducted once they have been turned over to the Union.
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Section 2.6 Release Time

The Union President, or designee, may be released up to two hours per month, with prior
supervisor approval, to meet with an employee to address workplace issues. The job
responsibilities of their position description are the priority.

Conversations with management do not count towards the two hours per month.

The Union President may request additional time from the Director/CEO or designee. The request
must be made via email to the Director/CEQO or designee.

Section 2.7. Union Conventions: Up to four (4) members of the Union who are delegates or
appointees to the conventions of the Ohio Federation of Teachers, American Federation of
Teachers, shall be permitted to utilize floating holiday and vacation leave for a total of three (3)
days leave each per convention, to attend such function. The Union President may take up to
three (3) days of paid time per calendar year to attend union conventions/conferences with prior
approval of the Director/CEQ or their designee. These three (3) days shall be in addition to any
other accrued leave. The Employer will not be responsible for the cost of food, lodging,
transportation or any fees connected with the conventions.

ARTICLE 3: MANAGEMENT RIGHTS

Section 3.1. Management Rights: The Employer reserves and retains solely and exclusively all
its legal rights to manage the operations of the Library system as such rights existed prior to the
execution of this Agreement, excepting solely such modifications as are made by the express
provisions of this Agreement. The rights of the Employer shall include, but shall not be limited to,
the right to determine the facts which are the basis of management decisions; to establish, change
or abolish policies, practices, rules, or procedures for the conduct of the Employer’s operations,
its employees and its service to the citizens using the facilities and services of the Library system,
and including but not limited to the following:

1. To determine matters of inherent managerial policy which include, but are not limited to, areas
of discretion or policies such as the functions and programs of the library system, standards
of services, its overall budget, utilization of technology and organizational structure;

2. To select and determine the number and types of employees required; to manage and direct
its employees, including the right to select, hire, promote, transfer, assign, supervise,
evaluate, retain, reward, lay off and recall, or to discipline, up to and including termination, for
just cause and to relieve employees from duty in accordance with the Employer’s operational
needs;

3. To determine when a job vacancy exists, the duties and qualifications to be included in all job
classifications, and standards of quality and performance to be maintained by the employees
of the system; Maintain and improve the efficiency and effectiveness of the Library’s
operations;

4. To determine the overall methods, process, means or personnel by which library operations

are to be conducted, the right to manage and determine the location, type and number of
physical facilities, equipment, programs and work to be performed;
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5. To determine the size, composition and adequacy of the workforce, to establish, alter or
change work schedules, to determine the necessity for overtime and any amount required
thereof; to establish, modify, consolidate and to determine staffing patterns, including but not
limited to, the assignment of employees, qualifications required and areas worked;

6. To determine the overall mission of the Library system;

7. To take actions to carry out the mission of the Library;

8. To determine and from time to time re-determine the number, locations and relocations and
types of its employees, or to discontinue any location and number of employees; and to
manage and maintain the facilities including but not limited to, grounds, roadways, buildings,
and other property owned and/or operated by the Library;

9. To promulgate and enforce Employment rules and regulations as related to job performance
and to otherwise exercise the prerogatives of management, provided such rules or regulations
are not inconsistent with the term of this Agreement;

10. To maintain the security of records and other pertinent information in accordance with law;
and

11. To determine and implement necessary actions in emergency situations.

Section 3.2. Reservation of Rights: In addition, the Union and the employees agree that the

Employer hereby retains and reserves unto itself all rights, power, authority, duty, and
responsibility confirmed or invested in it by the Laws and Constitution of the State of Ohio and/or
the United States of America. The exercise of any such right, power, authority, duty or
responsibility by the Employer and the adoption of such rules, regulations, policies as it may deem
necessary, and as they apply to employees represented by the Union, shall be limited only by the
express, written terms of this Agreement

ARTICLE 4: WORK RULES AND POLICIES

Section 4.1. Responsibility: The Union recognizes the authority and responsibility of the

Employer to promulgate work rules, policies, standards of conduct, and directives for the
operation of the Library system, provided such work rules, policies and standards of conduct are
not inconsistent with the terms of this Agreement. The parties also recognize that all employees
are subject to and responsible for adhering to the work rules, policies, standards of conduct, and
directives included in Board policies and the Personnel Policy Manual (PPM).

Section 4.2. Notification: The Employer agrees that new or revised work rules and directives
shall be made available first to the Union and the members at least seven (7) days in advance
of their implementation except in case of emergency where notice will be made as soon as is
reasonable. The Employer shall make available on the Library’s Intranet, the work rules,
policies, standards of conduct, and directives.

Section 4.3. Emergencies: The parties recognize that all rules and all provisions of this
Agreement are subordinated to, but not voided by, emergency situations as those may occur.
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ARTICLE 5: NO STRIKE/NO LOCKOUT

Section 5.1. No Strike/No Lockout: Bargaining unit employees shall not be locked out of work,
and neither the Union nor any of its members may strike the Employer during the term of this
Agreement or any extension thereof. No strike shall be conducted by the Union or any of its
members without first giving the Employer ten (10) calendar days’ notice required by the
provisions of the Ohio Revised Code 4117.14. For this agreement, the definition of “Strike” set
forth at Ohio Revised Code 4117.01(H) shall apply.

ARTICLE 6: LABOR-MANAGEMENT COMMITTEE

Section 6.1. Labor-Management Committee: The Union and the Employer will jointly establish
a committee for the purpose of discussing issues and concerns, including issues involving health
and safety of employees while working, study problems, and explore remedies to facilitate
communication between the Employer and the Union in the hope of fostering a mutually beneficial
relationship. The Committee will be made up of three (3) Directors, or their Designees, and up to
three (3) bargaining unit members as chosen by the Union. The Union will designate one
Committee member as liaison. The Committee will meet once per month, during a time that is
mutually acceptable to both parties. Union members attending Committee meetings shall attend
on paid working time if it coincides with their schedule(s). The Union liaison and an Employer
representative will mutually establish an agenda for the Committee meetings.

ARTICLE 7: GRIEVANCE PROCEDURE

Section 7.1. Definitions: The grievance procedure is recognized as an efficacious means of
resolving conflicts and finding solutions to problems.

A “grievance” is defined as any disagreement regarding the application or interpretation of, or any
alleged violation of any article, section, or provision of this Agreement.

A “grievant” is defined as any bargaining unit member, group of members, or the union itself, that
alleges a grievance.

A “class grievance” is defined as a grievance which is presented by or on behalf of two or more
employees involving a problem common to the group grieving. If a class grievance is filed, all
adversely affected members must be identified by name or sign the grievance when the grievance
is filed. All grievants will be bound by the outcome of the grievance.

A “day” is defined as a calendar day, not including any days in which the library is closed.

Section 7.2. Time Limits: It is the intention of the Employer and the Union that all time limits in
the grievance shall be met. Any step in the grievance procedure may be skipped on any grievance
by mutual, written consent of the grievant, Union representative, and Library representative. In
the absence of such mutual agreement, in the event that a grievant or the Union fails to appeal to
the next step, the last response received shall be deemed to be the final adjustment of the
grievance. In the event of a failure of the Library's appropriate representative to respond within
the time provided at any step in the grievance procedure, the grievant shall have the right to
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proceed to the next step as if an unsatisfactory response has been furnished on the last day
permitted.

Section 7.3. Release for Grievant(s)/Representatives: The parties agree to act in a manner of
professional courtesy, and will attempt to, whenever reasonably possible, schedule meetings
described in this Article during the working time of the grievant. If no Union representative from
a branch is available, the Union and grievant will work together to find a Union representative or
officer from another branch to attend the grievance meeting. The employees are required to notify
their supervisors of the date and time of any meeting as soon as it is scheduled. The employer
shall not incur any overtime expense because of this provision, and the grievant shall not incur
any loss of lunch or break time.

Section 7.4. Grievance Information: All Grievances shall include the following information:

Grievant’s name(s) and at least one signature, which may be electronic;
Grievant(s) classification;

Date grievance was informally discussed with the immediate supervisor;
Identification of grievance step and date grievance was filed in writing;
Date and time grievance occurred;

A description of the incident(s) giving rise to the grievance;

Specific article(s) and section(s) of the Agreement violated;

Desired remedy to resolve the grievance.

ONOGORWN =

A grievant may use the Union’s chosen grievance form as long as all the required information
above is included. [f any of the above requirements are not applicable to the grievance, fill in
“N/A. ‘

Section 7.5. Steps: It is the mutual desire of the Employer and the Union to provide for the
prompt adjustment of grievances. Reasonable efforts shall be made by the Employer and the
Union to affect the resolution of grievances at the earliest possible level. The Union is entitled to
receive copies of all notices and written dispositions pertaining to a grievance when requested.

If at any time the employee's supervisor is the subject of a grievance, another supervisor must be
substituted for the decisionmaker in the grievance process set forth below. If the Director/CEOQO is
the subject of a grievance, the grievance may be sent to the President of the Library Board of
Trustees, who will appoint one or more Designee(s) to conduct the investigation.

At any step in the grievance procedure an employee may be accompanied by a Union
Representative.

Step 1: Informal Resolution/Immediate Supervisor: Within seven (7) days of the event
giving rise to or prompting the grievance, the employee must attempt to meet with their
immediate supervisor or an appropriate management-level employee to try to resolve the
issue. The bargaining unit member will email, within seven (7) days of the event, their
immediate supervisor or an appropriate management-level employee, with a copy to the
Director of Human Resources/Designee to initiate the informal resolution process. The
meeting with the employee and their immediate supervisor must be within seven (7) days
of the email.

Step 2: Director of Human Resources/Designee: If the grievance is not successfully
resolved through Step 1, the Informal Resolution level, the employee may, within seven
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(7) days of the Step 1 meeting, but no later than fourteen (14) days after the email to their
immediate supervisor, file a written grievance via email or hardcopy, signed by the
bargaining unit member and if desired a Union representative, to the Director of Human
Resources/Designee. The Step 2 meeting with the employee will be within seven (7) days
after the Director of HR/Designee receives the written grievance. The manager or Director
of HR/Designee will respond in writing, within seven (7) days of the Step 2 meeting.

Step 3: Director/CEO/Designee: If a grievant is dissatisfied with the resolution proposed
in step 2, the grievant may, within seven (7) days of the receipt of the Step 2 response,
submit a written appeal to Step 3, the Director/CEO/Designee. The
Director/CEO/Designee will hold a meeting with the grievant within seven (7) days after
receiving the written grievance. The Director/CEO/Designee will respond in writing, within
seven (7) days of the Step 3 meeting.

Section 7.6. Grievance Mediation: If the grievance has still not been resolved to the grievant’s
satisfaction at this point, the grievance may be submitted to mediation at the election of either
party. This step may also be utilized at any point in the grievance process if the parties mutually
agree in writing. To trigger mediation, the electing party must submit to the other a notice of intent
to mediate within seven (7) days after receipt of the written decision in Step 3. The electing party
shall notify the Federal Mediation and Conciliation Services (FMCS) or State Employment
Relations Board (SERB) of the need for a mediator and a desire to hold a mediation session within
fourteen (14) days of notification. Alternatively, the Parties may agree to utilize the services of a
private mediator, in which case, the Parties will split the cost evenly and will notify the selected
mediator of the desire to hold a mediation session within fourteen (14) days of notification. The
Parties shall select a mutually agreeable date. If a date cannot be agreed upon within seven (7)
days of selection of the mediator, the mediator shall choose. Any resolution/settlement will be in
writing and signed by a representative of each party.

Section 7.7. Arbitration: If a grievance is not resolved at Step 3 or mediation, the Union may
pursue binding arbitration. To engage in arbitration, the Union must submit an intent in writing to
arbitrate to the Director/CEOQ, within fourteen (14) days after the receipt of the Step 3 response.
The Library has seven (7) days from receipt of the written intent to arbitrate to respond. Failure
to request arbitration in a timely manner shall render the grievance settled in accordance with the
Step 3 response.

After receipt of a request to arbitrate the grievance from the Union, the Union will request a panel
of seven (7) arbitrators from FMCS or the American Arbitration Association (AAA). Either party
may reject the entire panel of arbitrators once for each grievance appealed to arbitration, and the
rejecting party shall request the new panel from FMCS or AAA. The Union and Library will take
turns, determined by coin flip, to strike names from the list, until one arbitrator remains.
Alternatively, the parties may mutually select an arbitrator. That Arbitrator selected will be
assigned to hear the grievance.

The arbitrator shall have jurisdiction only over the grievance submitted. The arbitrator shall have
no authority to add to or subtract from or modify in any way the provisions of this Agreement. The
decision of the arbitrator shall be final and binding and neither party shall have the right to proceed
with court action and/or to appeal the matter further except as shall be permitted by law. The
arbitrator shall not decide more than one grievance on the same hearing day(s), except by mutual
written agreement of the parties, provided that a class grievance counts as only one grievance.
The arbitrator shall render their decision in writing. The decision shall be rendered as quickly as
reasonably possible.
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There shall be no retaliation or adverse action taken against an employee who files a grievance,
regardless of the outcome of the grievance.

Section 7.8. Arbitration Fees and Expenses: Each party shall bear the cost of its own attorney
and any non-employee witnesses called by the party. The cost of the arbitrator will be borne by
the losing party. The party asking for one shall pay the fees of the court reporter. Such fees shall
be split equally if both parties desire a reporter or request a copy of the transcript.

Section 7.9. Arbitration Witnhesses: The aggrieved bargaining unit member(s) (including the
Union President) and any employee witnesses subpoenaed by the Arbitrator will be excused from
their regular duties during their participation in the hearing if the hearing is held during their
regularly scheduled hours of work. In no case will a bargaining unit member receive payment for
participating in an arbitration proceeding that is held outside of their regularly scheduled hours of
work.

Section 7.10. Pre-arbitration Meeting: Either party may request, in writing, a pre-arbitration
meeting. The purpose of the meeting is to discuss the merits of the grievance, to exchange lists
of witnesses, and to exchange copies of any documents expected to be used in the arbitration
hearing. A meeting may be requested at least thirty (30) days after the notice to arbitrate. The
receiving party may voluntarily accept the request. If the party accepts the request, a meeting
shall be scheduled for a date no later than fourteen (14) days after receipt of the request for a
pre-arbitration meeting unless the parties agree otherwise.

ARTICLE 8: JOB POSTINGS AND VACANCIES

Section 8.1. Definitions: A “vacancy” is defined as a bargaining unit position that the Library, at
its discretion, desires to fill, created by an increase in force or by an employee leaving an existing
position.

The Library reserves the right to hire the candidate it deems to be the best qualified to fill the
vacant bargaining unit position, which may include internal and external candidates.

“Qualified” is defined as possessing the prerequisite skills and abilities as contained in the position
description. The candidate’s performance record will also be considered.

Section 8.2. Notice of Vacancies and Applications: When a vacancy occurs, and the Library
seeks to fill that vacancy, the Library shall place a notice of the vacancy on the Staff intranet with
a link to the position application, which shall be submitted through the online application system.

The notice of vacancy will provide the classification, grade, minimum qualifications, listed
minimum of the salary range, location (if known), department (if known), and schedule (if known).
Employees may obtain copies of position descriptions, including qualifications, on the Staff
Intranet. Once an interview has been scheduled, bargaining unit employees will not have any
reasonable expectation of their application being reviewed. If an internal applicant is not granted
an interview, HR will notify the applicant.

Section 8.3. Interviews: The Library shall grant an interview to all internal candidates who apply
within the seven-day priority window for internal applicants and meet the minimum qualifications
and requirements for the position as stated in the job description. The Library will notify qualified
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candidates regarding scheduling of interviews. This section does not apply when the vacancy is
filled with a shift change or location change.

An internal applicant will not be required to interview with the same group of hiring managers
more than once per three (3) month period but may choose to re-interview.

Section 8.4. Selection and Non-Selection: The Library will post a notice on the Staff Intranet of
the name of the person awarded the position, once the position has been filled. The Library will
notify internal candidates who will not be interviewed and/or who were interviewed but not
awarded a position.

Section 8.5. Shift Changes: Where more than one employee in the same job classification as
the vacancy applies for the position as a shift change during that vacancy’s internal application
period, the employee with the most seniority shall be given consideration.

ARTICLE 9: TRANSFERS

Section 9.1. Individual Transfers: An employee is considered to have been transferred when
they are assigned to the same position title at a different library location on a permanent basis.
The Library may initiate a transfer if the Library believes that the transfer would be in the best
interest of the library system and has notified the Union and employee not less than twenty-one
(21) days prior to initiating transfer procedures. A transfer will not be initiated as a retaliatory
measure.

The employee may shorten the transition period with the approval of the Library.
The Library may seek qualified volunteers for a transfer.

Section 9.2. Mass Transfers: The Library may initiate a mass reorganization or redistribution (an
involuntary transfer of equal to or more than 20 total bargaining unit members within a six (6)
month rolling period) if the Library believes that the transfer would be in the best interest of the
library system and has provided a clear reason or reasons as to why, which may include a staff
analysis. The Library will provide a list of affected employees in addition to notifying the Union
and employees not less than thirty (30) days prior to initiating the transfer procedures. Within
twenty-one (21) days of notification the Union may request a meeting to discuss the impact on
employees and how it can be mitigated.

No less than fourteen (14) days before a transfer occurs, transferred staff may request changes
to their assigned work schedule. The changes will be at the library’s discretion. The changes may
be temporary.

pg. 10



506
507
508
509
510
511
512
513
514
515
516
517
518
519
520
521
522
523
524
525
526
527
528
529
530
531
532
533
534
535
536
537
538
539
540
541
542
543
544
545
546
547
548

549
550
551
552
553
554
555

2026-2028 Agreement between WPL and WPLU

ARTICLE 10: NOTICE OF RESIGNATION

Section 10.1. Notice of Resignation: As a matter of professional courtesy and to ensure
efficient severance of the employment relationship, all employees upon resigning from
employment with the Employer, will provide the Employer's Human Resource Department (with
copy to the employee’s supervisor) with at least two (2) weeks’ prior written notice.

ARTICLE 11: SENIORITY

Section 11.1. Definitions: Seniority in the bargaining unit is determined by the total number of
weeks from the date of hire during which time the employee has worked for the Library.

Section 11.2. Seniority List: The Library will maintain a current version of the seniority list which
will be available for employees to view at any time. The Library will provide the Union with this
seniority list on an annual basis in January. The Union will have thirty (30) days from the date of
receipt of this seniority list to challenge and/or question the seniority rankings reflected by the list.
The Union President and Director of Human Resources will meet to discuss questions or
problems within that period at the written request of the Union President.

Section11.3. Seniority and Temporary Assignment: An employee in a bargaining unit position
who temporarily performs in a non-bargaining unit position will continue to accrue seniority for the
purposes of this article during such service.

Section 11.4. Break in Seniority: Accrued seniority is eliminated when an employee:
1. Resigns or quits and is not rehired within twelve (12) months;
2. Is discharged for just cause;
3. Is laid-off or furloughed for more than twenty-four (24) months;
4. Fails to accept recall to a vacancy in the same classification within fourteen (14) days of
recall notice.

Section 11.5. Resignation and Seniority: An employee who resigns and is rehired not more
than twelve (12) months following the date of resignation will retain seniority accrued prior to
resignation but will not accrue seniority between resignation and rehire.

Section 11.6. Layoffs, Furloughs and Seniority: An employee who is laid off or furloughed and
is recalled not more than twenty-four (24) months following the date of layoff or furlough will retain
seniority accrued prior to layoff or furlough, and will continue to accrue seniority during the layoff
or furlough period.

ARTICLE 12: DISCIPLINARY PROCEDURE

Article 12.1. Discipline Procedure: The Library will not discipline with loss of pay or terminate
an employee without just cause. The following procedures shall be followed whenever the
Employer intends to administer disciplinary action. The level of discipline will be related to the
severity of the offense, the employee’s record of discipline or lack thereof, and any mitigating or
extenuating circumstances.
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Employees will be afforded an opportunity to correct their behavior through the Employer’'s use
of progressive discipline. However, the parties recognize that offenses vary in their severity and
that circumstances may require that more severe disciplinary action, e.g., a suspension or
termination, may be implemented for a first offense.

A “day” shall have the same meaning as in Article 7 Grievance Procedure.

Section 12.2. Pre-Suspension or Discharge Procedure:

When an employee allegedly commits an offense that could cause a suspension or discharge,
this procedure will be followed:

1. A meeting will be scheduled with the Director of HR/Designee, the supervisor and the
employee. The employee will be provided with written notice of the time and place of the
meeting. The written notice will also set forth the allegations that support the proposed
discipline. This notice must be provided no less than 48 hours prior to the scheduled
meeting to allow the staff member ample time to prepare for the conversation and to meet
with their designated Union Representative.

2. Meetings described in this Article shall be attended on paid time if they coincide with the
schedules of the employee and Union representative.

3. Atthe meeting, the employee will be presented with evidence against them and given an
opportunity to give their version of events leading to the inquiry and present or inform the
Library of any countervailing evidence. One other person may accompany the employee.
Failure of the employee to attend the meeting shall constitute a waiver of the employee’s
right to a review unless there are extenuating circumstances, or a Union representative is
unable to be present.

4. The Director of HR/Designee will make a written report to the Director/CEO or Designee
within fourteen (14) days following the meeting, unless there are extenuating
circumstances. This report will include a recommendation for the appropriate level of
discipline, if any.

5. The Director/CEO or Designee will make a decision as to whether disciplinary action is
warranted within seven (7) days of receiving the Director of HR/Designee’s report, unless
there are extenuating circumstances. If the Director/CEO/Designee decides a disciplinary
suspension or discharge is warranted, the employee will be provided a written statement
of facts supporting the discipline.

6. Employee may choose to waive this procedure and/or Union representation during the
procedure.

Section 12.3. Union Representation: Employees shall have the right to Union representation at
all steps of the disciplinary procedure, including investigatory meetings and disciplinary meetings
not leading to suspension or discharge. This does not include meetings where employee is issued
discipline. Union representation is not required for non-disciplinary matters. Employees have the
right to appeal disciplinary actions through grievance procedure provided for in this agreement.

Employees will be notified of the meeting type prior to the meeting.
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Section 12.4. Documentation and Rebuttal: Any disciplinary measure taken will be followed

by written documentation given to the employee prior to placement in the employee’s file. The
employee will sign the document attesting that they have received a copy of the document and
had the opportunity to read the document, but the employee’s signature does not indicate that
the employee agrees with the content of the item being placed in their file. All employees shall
have the right to attach a written rebuttal to all documents relating to disciplinary action.

Section 12.5. Appeal of Discipline: Employees shall have the right to appeal discipline of loss

of pay or termination starting at Step 3 of the grievance procedure within seven (7) days of the
issuance of the discipline. The Director/CEO/Designee shall conduct the hearing according to the
grievance procedure.

Section 12.6. Inmediate Removal Situations: \Where an employee has been accused of an act

that in the Library’s judgment requires immediate removal from the premises, the Library may
suspend the employee with or without pay for as long as is reasonably required to investigate the
matter and implement appropriate disciplinary action in line with the above requirements.

Section 12.7. Prior Discipline: Any documentation from a discipline less serious than a
suspension placed in an employee’s personnel file will be in effect for up to one (1) year from the
date of issuance. The date of issuance is the date signed by the affected employee. The infraction
will not be taken into account for assessing disciplinary action.

ARTICLE 13: PERSONNEL FILES

Each employee shall have the right to review the contents of their personnel file and may request
a copy of any documents contained therein. The employee may submit a written
response/statement of explanation to material placed in their personnel file. The employee’s
response will be attached to the material.

ARTICLE 14: MILEAGE REIMBURSEMENT

Mileage reimbursement for approved work-related travel in privately-owned vehicles will be at
the current Internal Revenue Service allowable rate per mile.

ARTICLE 15: TUITION REIMBURSEMENT

Section 15.1. Educational Reimbursement: The Employer will budget $25,000 per calendar
year to be used for tuition reimbursement, subject to availability of funds. If after the permanent
appropriation of the library budget is approved by the Board and there is less than $25,000
available for tuition reimbursement, the Library will notify the Union within seven (7) days.
Employees pursuing an ALA-accredited Master's Degree in Library Information Science (MLIS)
or qualifying graduate level education will be eligible for reimbursement for the cost of tuition up
to a maximum of $5,000 per calendar year for coursework completed within the calendar year.
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This provision does not apply to coursework completed prior to ratification of this Agreement.
Requests for reimbursement shall be submitted through the human resources information system.

Section 15.2. Eligibility Requirements: Any employee with at least twelve (12) months of
service at the Library is eligible for tuition reimbursement for courses which will increase
competency in the employee’s current position or help them become eligible for advancement at
the Library as approved by the Director/CEO. Employees may seek pre-approval of a non-MLIS
graduate level course prior to submitting for reimbursement.

Reimbursement will be paid out on a first-come, first-serve basis. Employees eligible for tuition
reimbursement shall submit proof of completion in order to be reimbursed and submission of a
paid receipt. The employee must achieve at least a “B” or passing grade in the course.

An employee who has their request denied for a non-procedural reason may not utilize the
grievance procedure but may bring the issue to the Labor Management Committee.

Section 15.3. Termination of the Employment Relationship: Employees who voluntarily leave
employment with the Employer within twelve (12) months of completion of a course for which
reimbursement was granted are required to pay back those funds received within the twelve (12)
months prior to the resignation.

ARTICLE 16: REDUCTION IN FORCE

Section 16.1. Definitions: The term “layoff” refers to a permanent reduction in force affecting
one or more members of the bargaining unit. The term “furlough” refers to a temporary reduction
in force affecting one or more members of the bargaining unit, with the intention to recall those
members at a future date. Furlough may be reduction in hours or schedule or for a set number
of days.

Section 16.2. Reasons for and Notification of Layoff/Furlough: In the event a layoff or furlough
is necessary due to lack of work, lack of funds, or abolishment of positions for the efficient
operation or reorganization, the Library will notify the Union twenty-one (21) days prior to the
anticipated date of layoff or furlough notification to affected employees. The affected employee(s)
will be given written notice thirty (30) days in advance of the anticipated effective date.

Section 16.3. Meeting and Layoff List: The Library will meet and confer with the Union to
discuss alternatives to layoffs and/or furloughs at least fourteen (14) days prior to the anticipated
date of layoff or furlough notification to affected employees. As part of the discussion, the parties
may discuss redistribution of hours. Prior to this meeting, the Library will provide the Union with
a current seniority list, the reason for the layoff or furlough, and the Library Table of Organization.

In the event of a layoff or furlough the Library will maintain a layoff list and a furlough list and will
supply these lists to the Union each time a change is made to a list. The layoff and/or furlough
lists will contain the employee’s name, date of layoff or furlough, and classification. If known, the
furlough list will also contain the projected date of recall.

Section 16.4. Layoff and Furlough Procedure — Displacement: If it is determined that a layoff
or furlough is needed, the Library may request for volunteers to be laid off or furloughed prior to
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enacting the procedures outlined in the remainder of this section. If no volunteers or too few
volunteers are found, layoffs and furloughs within the affected classifications will be in order of
seniority with the least senior employee in the affected classifications being the first to be laid-off
or furloughed. The least senior employee in the affected classification may choose to accept the
lay-off or furlough, or may choose to exercise, if available, “bumping rights” in the following order:

1. Employees in the bargaining unit may accept appointment to a vacant position in the same
pay range.

2. Employees in the bargaining unit may accept positions in pay ranges below their current
pay range.

3. Employees in the bargaining unit to be laid-off or furloughed may displace a bargaining
unit employee in another classification in the laid-off or furloughed employee’s pay range
who has the least seniority, provided that the displaced employee has less seniority than
the laid-off or furloughed employee.

4. The laid-off or furloughed bargaining unit employee may accept appointment to a vacant
position in the next or successively lower pay ranges.

5. Employees in the bargaining unit may displace the employee with the least seniority in
another classification in the next lower pay range, provided the displaced bargaining unit
employee has less seniority than the laid-off or furloughed employee. If there are no
bargaining unit employees in the next lower pay range with less seniority than the affected
bargaining unit employee, or the bargaining unit employee is not qualified for the position
in the next lower pay range, the process continues down through the classification system
until the affected bargaining unit employee reaches an available position for which their
seniority and qualifications allow them to continue working.

In the event an employee is displaced or is bumped to another classification that employee must
meet the minimum qualifications and be able to fully perform the duties of the classification to
which they are displaced at the time of displacement.

A bargaining unit employee who displaces or bumps into a lower pay range will be placed at their
current rate of pay up to, but not exceeding, the maximum rate within the new range.

Section 16.5. Recall from Furlough: In the event of a furlough, recall will be made in the reverse
order of furlough. Thus, the last staff to be furloughed will be the first to be recalled. Employees
retain recall rights for twenty-four (24) months. Furloughed employees will be notified of all
vacancies and will be recalled to the first vacancy in the same classification. The furloughed
employee may also request to be recalled to the first vacancy of a classification in the same or
lower pay range level for which the employee is qualified.

Furloughed employees who have requested to be recalled from furlough to vacancies of a
classification in a lower pay range may be recalled earlier than other furloughed employees who
have not selected this option. All requests to be recalled to a vacancy in a classification in a lower
pay range will be made in writing to the Director of Human Resources. An employee who requests
to be recalled to the first vacancy of a classification in a lower pay range may be recalled from
furlough before another employee who has not made such a request, even if the employee who
did not make such a request was furloughed first.

In the event an employee is recalled from furlough to another classification that employee must
be able to fully perform the duties of the classification to which they are displaced at the time of
displacement.

If a vacant position would be a promotion, the employee may apply for the position.
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A bargaining unit employee who is recalled from furlough into a lower pay range will be placed at
their rate of pay at time of furlough up to, but not exceeding, the maximum rate within the new
range.

Notice of recall will be emailed to the employee’s personal email address. Employees will also
receive a phone call from the Director of Human Resources notifying them of the recall. Each
employee is responsible for notifying the Director of Human Resources, in writing, of any change
in email address and phone number during the furlough period. An employee recalled under this
provision will not serve a probationary period, provided the employee completed the initial
probationary period. An employee who fails to contact the Director of Human Resources for a
return-to-work date within fourteen (14) days of recall notice will be deemed to have voluntarily
resigned employment. The employee must report to work within fourteen (14) days of contact with
the Director of Human Resources. The Director of Human Resources or their Designee(s), the
employee, and the Union may mutually agree to a different return to work date in the event of
extenuating circumstances.

ARTICLE 17: HOURS OF WORK AND OVERTIME

Section 17.1. Purpose: This Article is intended to define the normal hours of work per day or per
week in effect at the time of execution of this Agreement. Nothing contained herein shall be
construed as preventing the Employer from restructuring the normal workday or workweek as
necessary to promote efficiency or improve services, or from establishing the work schedules of
employees. This Article shall be used as the basis for computing overtime for employees who are
not exempt from the overtime provisions of the Fair Labor Standards Act and shall not be
construed as a guarantee of hours of work per day or per week. Sick leave, holiday, vacation and
other hours paid but not worked will not be included as hours worked when computing overtime.

Section 17.2. Work Hours: The Library will determine the number of hours and schedule of
employees. Evening and weekend work may be required.

Section 17.3. Meal Periods: Each employee who works seven (7) consecutive hours or more is
entitled to one (1) additional hour for an unpaid meal period each workday. The meal period may
be taken in two 30-minute increments if an employee chooses, and it does not disrupt service to
patrons and at the time set by the employee’s supervisor. Employees will be relieved of all duties
during meal periods. Meal periods are governed by the actual hours worked on a given day.

Each employee Who works at least six (6) hours but fewer than seven (7) consecutive hours may
elect to receive a one-half (%) hour for an unpaid meal period.

An employee may not work through an unpaid meal period in exchange for arriving at work late
or leaving early, unless authorized by the supervisor. Employees may take a shorter meal period
in exchange for arriving at work later or leaving early only with prior approval of the supervisor.

Section 17.4. Rest Breaks: Each full-time and part-time employee generally will be granted one
15-minute rest break within each four (4) consecutive hours of work. Breaks may not be taken at
the beginning or end of a workday or to extend a meal period. Rest breaks may not be
accumulated and used later.
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The supervisor will ensure breaks are provided to employees fairly and in consideration of service
demands.

Section 17.5. Trades: Trades are defined as an exchange of work hours with another employee
working in an appropriate department. Trades can occur at the same location or across different
locations. Trades pertain to regularly scheduled hours and can be arranged for any day of the
week, including weekends. The process for trading will follow the rules as outlined in the
Personnel Policy Manual.

Section 17.6. Overtime: Non-exempt employees are those employees who by law must be paid
overtime.

In general, Library employees will not work more than forty (40) hours in a workweek. When
possible, flexible scheduling will be used to cover services within regularly scheduled hours. When
an employee must work additional hours on one day, they should attempt to reduce their hours
on another day in the same workweek, if scheduling permits. Any schedule change must be
approved by their supervisor in advance.

If overtime is required, the prior authorization of a director is required. Failure to receive
authorization for overtime will result in disciplinary action.

In an emergency situation, if a director cannot be reached for approval, the Library Manager may
authorize overtime.

ARTICLE 18: HOLIDAYS

Section 18.1. Employees will be paid for holidays on a pro-rated basis according to the chart below:

Designated position hours | Number of hours of holiday pay
14 2.75
20 4.00
30 6.00
37 7.50

Other designated position hours as determined by the Employer may be added.

Section 18.2. Paid Holidays: Employees will receive holiday pay according to Section 18.1 for
these holidays. Each employee will be paid holiday time for their designated position hours
according to the chart:

1 New Year's Day January 1

2 Memorial Day Last Monday of May

3 Juneteenth June 19

4 Independence Day July 4

5 Labor Day First Monday of September

6 Thanksgiving Day Fourth Thursday of November
7 Christmas Eve Day December 24

8 Christmas Day December 25

9 New Year's Eve Day December 31
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If a non-exempt employee works on a holiday when the Library is closed, they will be paid their
regular rate of pay for every hour worked, in addition to holiday pay.

If a holiday falls on a weekend, the Library will decide whether to recognize the holiday on that day
or an alternative day.

If a holiday occurs during an approved vacation or paid sick leave, the holiday will not be charged
against vacation or sick leave.

Only employees in active pay status will receive holiday pay. An employee not in active pay
status the day before a holiday will not receive holiday pay.

On-call/substitute, temporary and employees whose designated position hours are fewer than
14 are not eligible for holiday pay.

Section 18.3. Floating Holidays: Each employee will be credited with floating holiday time for
their designated position hours according to the chart in Section 18.1.

Floating holidays will be credited on:

1 Personal Day January 1
(The Library is closed)

2 Martin Luther King, Jr. Day | Third Monday of January

3 Presidents Day Third Monday of February
4 Indigenous Peoples’ Day Second Monday of October
5 Veterans Day November 11

Floating holidays fall on days the Library is open.

A floating holiday may not be used before the holiday occurs. An employee may accumulate no
more than five (5) floating holidays. An employee obtaining a position with fewer position hours
will retain the floating holiday hours accrued even if it exceeds the maximum level for the new
position.

An employee who is on approved floating holiday leave may not substitute sick leave for any
portion of their floating holiday leave, except in the case of a death in the family, as defined in
Article 22.

Only employees in active pay status will receive a floating holiday. An employee not in active
pay status the day before a floating holiday will not receive a floating holiday.

An employee terminating employment with the Library will be paid at the current hourly rate of
pay for accrued, unused floating holidays.
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ARTICLE 19: SICK LEAVE

Section 19.1. Accrual: Full-time and part-time employees accrue sick leave at the rate of .062
hours per hour worked, up to a maximum of 2.3 hours per week (119.6 hours per year).

Section 19.2. Active Pay Status: Sick leave is earned only when an employee is in active pay
status (i.e., time for which the employee is actually paid). Sick leave does not accrue for work
over seventy-four (74) hours in a pay period or on overtime hours.

Section 19.3. New Employee Transfer: A newly hired employee may transfer up to 6.5 hours
per designated position hours (e.g., 37 hours x 6.5 = 240 hours, 20 hours x 6.5 = 130 hours, 14
hours x 6.5 = 91 hours) of unused sick leave from any former public employer. The employee
must present written documentation from the former employer substantiating the unused leave.

Section 19.4. Max Accrual: The amount of sick leave an employee may accrue is limited to 25.9
times the designated position hours (e.g., 37 hours x 25.9 = 960 hours, 20 hours x 25.9 = 518
hours, 14 hours x 25.9 = 362.6 hours). An employee obtaining a position with fewer position hours
will retain the sick leave accrued even if it exceeds the maximum level for the new position.

Section 19.5 Use: Employees accrue sick leave at the end of each bi-weekly period. Employees
do not accrue time daily, Accrued leave is available for use on the first day of the following pay
period. Available leave balances appear on the employee’s paystub for the prior pay period and
in the human resources information system.

Example: The pay period ends on 09/13, accrued leave is available for use on 09/14; and
available leave balances appear on the 09/19 paystub.

Section 19.6. Notification of Use: An employee requesting sick leave must notify their
immediate supervisor, or other designated person, receive confirmation from and explain their
absence and the date of expected return as early as possible prior to the start of their scheduled
work hours, on the first day of absence and each day thereafter, unless emergency conditions
make it impossible or prior arrangements have been made with the employee’s supervisor or
manager. An employee who does not comply with the notification requirement will receive no pay
for the day.

Section 19.7. Extended Period of Sick Leave: An employee whose absence is expected to
continue for more than five consecutive workdays must provide a physician’s note documenting
the entire period and stating the employee’s estimated date of return to work. Documentation of
the necessity of the employee’s presence for care will also be required when an employee
requests sick leave to care for an Immediate Family Member (defined below) with an illness, injury
or other medical condition.

Section 19.8. Physician Statement: Upon return to work from sick leave lasting more than five
(5) consecutive workdays due to the employee’s own illness or injury, the employee must furnish
to their supervisor a physician statement certifying the employee’s ability to perform the job duties
and listing any limitations or restrictions. Sections 19.6 and 19.7 do not apply to FMLA-leave or
when there are issues regarding legitimacy of use of sick leave.

Section 19.9. Sick Leave Forms: Sick leave must be requested on the approved sick leave
form, either in written or electronic format. Forms for planned sick leave (such as elective surgery
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or pregnancy) should be submitted as soon as the employee learns of the need for leave. Forms
for unplanned sick leave (such as iliness) should be submitted the day the employee returns to
work.

Section 19.10. Investigation of Reason for Absence: The Director/CEO/Designee has the
authority to investigate the reasons for an employee’s absence.

Section 19.11. Use of Other Leave Before Unpaid Leave: If an iliness or disability continues
beyond the time covered by earned sick leave, an employee must use earned floating holiday
and vacation leave before requesting an unpaid leave of absence. (See Article 24 Unpaid Leave
of Absence.) If the ililness or disability qualifies under the Family Medical Leave Act, an employee
must use Paid Parental Leave, floating holidays, and accrued vacation leave before being placed
on unpaid status. All time off work will be charged as FMLA leave.

Section 19.12. Fraudulent Use: An employee who fraudulently obtains sick leave or falsifies sick
leave records is subject to disciplinary action, including discharge.

Section 19.13. Use of Sick Leave: Sick leave may be used for:

1. lliness or injury of the employee, including exposure by the employee to a contagious disease
which could be communicated to others.

2. Caring for an Immediate Family Member with a serious illness or injury.
Definition of Immediate Family Member: the employee’s spouse, parent, sibling, child,
grandparent, grandchild (including in-laws and step-relatives), or any person residing in
the employee’s household where the employee’s presence is reasonably necessary or
any person for whom the employee is the legal guardian.

3. Medical appointments that cannot be scheduled during non-work time. Time off must be
arranged with the employee’s supervisor in advance.

4. Pregnancy or childbirth.

Section 19.14. Sick Leave Increments: Sick leave is charged in minimum units of 15 minutes
to a maximum equal to the number of hours actually scheduled to work during the pay period.

Section 19.15. Compensation: An employee absent on sick leave is paid at their regular rate of
pay.

Section 19.16. Excluded Employees: On-call/substitute, temporary and employees whose
designated position hours are fewer than fourteen (14) are not eligible for sick leave benefits.

Section 19.17. Conversion of Sick Leave: An employee who voluntarily terminates employment
after ten (10) years of service with the Library will be paid twenty-five percent (25%) of their sick
leave balance, up to two hundred forty (240) hours. Payment will be at the employee’s current
rate of pay.

If an employee dies while employed by the Library after ten (10) years of service, the Library will
pay the estate fifty percent (50%) of the sick leave balance.
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ARTICLE 20: VACATION LEAVE

Section 20.1. Accrual: Nonexempt bargaining unit employees accrue vacation benefits as shown
below based upon the hours paid.

Years of Service Vacation Leave Hours Accrued Per Hour Paid
0 to 4 years’ employment .038
Over 4 to 8 years’ employment .058
Over 8 years’ employment .077
Over 12 years’ employment .100

Exempt bargaining unit employees accrue vacation benefits at a rate of .081 per hour paid.

Years of Service Vacation Leave Hours Accrued Per Hour Paid
0 to 4 years’ employment .081
Over 4 to 8 years’ employment .090
Over 8 years’ employment .100

On-call/substitute, temporary and employees whose designated position hours are fewer than 14
are not eligible for vacation benefits.

Section 20.2. Active Pay Status: Vacation is earned only when an employee is in active pay

status (i.e., only time for which the employee is actually paid). Vacation does not accrue for work
over 74 hours in a pay period or on overtime hours.

Section 20.3. Prior Service: The prior service of a person employed (other than as an elective
officer) by the State or any political subdivision of the State may be counted for the purpose of
computing the amount of the employee’s vacation leave accrual, maximum accrual and maximum
cash out. For example, if an employee had ten (10) years of prior service as an employee of a
county, the employee would start their service with the Library with vacation equivalent to that
given a 10-year employee. Prior service need not have been continuous. Employees who have
retired under any state-offered retirement plan (including OPERS) are not entitled to have prior
service counted when calculating vacation leave. It is the employee’s responsibility to provide
documentation verifying the prior service. This could be in a letter from each public employer.
Once the prior service has been verified, the employee would be placed at the appropriate accrual
rate. :

Section 20.4. Vacation Use and Conversion upon Termination: Employees accrue vacation
at the end of each bi-weekly period. Employees do not accrue time daily, Accrued leave is
available for use on the first day of the following pay period. Available leave balances appear on
the employee’s paystub for the prior pay period and in the human resources information system.

Example: The pay period ends on 09/13, accrued leave is available for use on 09/14; and
available leave balances appear on the 09/19 paystub.

An employee terminating employment after serving one (1) full year with the Library will be paid
at the current hourly rate of pay for accrued, unused vacation leave.
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Section 20.5. Carryover: Vacation leave may be carried over from one (1) year to the next, up
to a maximum of 1% times the employee’s current annual accrual calculated on the designated
position hours. An employee obtaining a position with fewer position hours will retain the vacation
accrued even if it exceeds the maximum level for the new position. After the maximum credit is
reached, the employee will not accrue additional vacation until their vacation bank is reduced
below the maximum level.

Section 20.6. Requests: Vacation leave requests must be submitted for approval at least one
(1) week in advance. Vacation leave requests submitted for approval less than one (1) week in
advance are approved at the discretion of the supervisor. Approval of vacation leave is at the
discretion of the supervisor. Vacation schedules cannot adversely affect service to patrons, so all
vacation time will be scheduled to meet patrons’ needs and to retain sufficient staffing to provide
proper service. The Library reserves the right to limit the number of employees on vacation at any
one time, or to limit the number of employees in the same department on vacation at one time.

Section 20.7. Weekend Requests: Employees who work the Friday/Saturday weekend rotation
can submit requests for vacation on weekends two (2) months in advance, except for defined
holiday weeks (Memorial Day, Juneteenth, Independence Day, Thanksgiving, Christmas and
New Year's Day), and will be encouraged to continue to seek trades when possible.

Employees who work every Saturday or every Sunday can submit requests for vacation on
Saturdays or Sundays up to one (1) year in advance, except for defined holiday weeks
(Thanksgiving, Christmas and New Year's Day). Employees who work every Saturday or every
Sunday can submit requests further in advance than other employees that do not work this
schedule because they can’t make Saturday or Sunday trades. Employees who work every
Saturday or every Sunday will get first priority for Saturday and Sunday vacation requests.

Saturday/Sunday vacation requests subject to approval by a manager.

Requests will be fulfilled first come, first served.

Approval of weekend vacation requests will be based on the needs of the Library. When approving
vacation leave requests, department and building staffing levels in addition to Librarian-in-charge
(LIC) coverage will be taken into account. Employees who have weekend vacation request denied

may seek trades with other employees.

Section 20.8. Increments: Vacation leave may be taken in minimum increments of 15 minutes
to a maximum equal to the number of hours actually scheduled to work during the pay period.

Section 20.9. Substitution: An employee who is on approved vacation leave, or whose pre-
approved vacation leave has not yet begun, may not substitute sick leave for any portion of their
vacation leave, except in the case of a death in the family, as defined in Article 22 Bereavement
Leave.

Section 20.10. Vacation after Notice of Resignation: If notice of intent to resign from the
Library has been given, vacation days cannot be taken during the notice period.
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ARTICLE 21: PAID PARENTAL LEAVE

Section 21.1. Paid Parental Leave and Procedures: The Library will provide Paid Parental
Leave to eligible employees. This policy will run concurrently with Family and Medical Leave
(FMLA), if applicable. The Library policy for FMLA will apply for Paid Parental Leave except as
otherwise provided in this Article.

Section 21.2. Eligibility: Employees who meet the following criteria are eligible for Paid
Parental Leave. Employees must:

s Be employed for six (6) months as a bargaining unit employee.
e Be a regular full- or part-time bargaining unit employee, normally working 20 or more
hours per week.

Section 21.3. Qualifying Events: The following are qualifying events for the use of Paid
Parental Leave:

e The care for a newborn child or to prepare for or recover from the birth of a child
e For adoption or foster care placement of a child
e Loss of pregnancy

Section 21.4. Duration and Time Frame: Eligible employees will receive a maximum of six (6)
weeks of Paid Parental Leave (at their weekly designated position hours). For example, the fact
that multiple births, adoptions, or placements occur (e.g., the birth of twins or adoption of
siblings) does not increase the total amount of Paid Parental Leave granted for that event.

An employee will receive up to a maximum of six (6) weeks of Paid Parental Leave in a rolling
12-month period, regardless of whether more than one (1) qualifying event occurs within that
12-month timeframe.

If the employee has purchased Short-Term Disability (e.g., leave for their own medical recovery
following childbirth), Paid Parental Leave will be used during the elimination period. Paid
Parental Leave will resume following the conclusion of Short-Term Disability.

Section 21.5. Compensation: Each workday of Paid Parental Leave will be compensated at
one hundred percent (100%) of the employee’s regular, straight-time rate of pay. Paid Parental
Leave will be paid on a biweekly basis on regularly scheduled pay dates.

Section 21.6. Coordination with Other Policies: The employee will maintain access to all
previous benefits for employees during the Paid Parental Leave period as if they were taking
any other form of paid leave.

If a paid holiday occurs while the employee is on Paid Parental Leave, the day will be recorded
as Paid Parental Leave, and will not extend the total Paid Parental Leave entitlement.

An employee who takes Paid Parental Leave that does not qualify for FMLA leave will be
afforded the same level of job protection for the period of time that the employee is on Paid
Parental Leave as if the employee was on an FMLA-qualifying leave.
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ARTICLE 22: BEREAVEMENT LEAVE

Section 22.1. Bereavement Leave: The Library shall permit all bargaining unit employees to be
absent from work on an authorized, short-term basis due to the death of a loved one as defined
below. Bereavement Leave will not be deducted from Sick Leave.

Section 22.2. Notification: When using bereavement leave, the employee must notify their
supervisor, or the current Librarian-in-charge prior to the start of their next shift; or, if already at
work, prior to leaving the building. The employee must receive acknowledgement of receipt from
their supervisor or the current Librarian-in-charge if not notifying them via phone call or in person.

An employee must notify their supervisor of the anticipated start of bereavement leave, which will
start within a reasonable time period of being notified of the death.

Section 22.3. Use of Bereavement Leave:

1. Five (5) workdays after the death of a spouse/partner, sibling, child or parent. The days
must be scheduled within thirty (30) days of the death. Whole days must be taken and not
split into hourly increments, though the days need not be taken consecutively.

2. Three (3) workdays after the death of a grandparent, grandchild, parent-in-law, sibling-in-
law, child-in-law, or anyone living in the employee’s household. The days must be
scheduled within thirty (30) days of the death. Whole days must be taken and not split into
hourly increments, though the days need not be taken consecutively.

3. One (1) workday after the death of an aunt, uncle, niece, nephew, cousin or friend. The one
day of leave may be split between a maximum of two (2) workdays. The day must be
scheduled within thirty (30) days of the death.

4. In the event of extended travel, an employee may request an additional two (2) days,
subject to approval by the Director/CEO/Designee.

Section 22.4. Use of Other Leaves: If an employee requires more than the time allowed for
bereavement leave, they may use any earned vacation leave, sick leave, floating holiday leave,
or request unpaid time off, starting after all paid bereavement leave is used, subject to approval
by the Director/CEO/Designee.

In the event that an employee had approved leave before the loss of a loved one, they may
replace approved leave requests with appropriate amounts of bereavement leave.

Section 22.5. Other Cases: In the event of a death of an individual that does not meet this
article’s definition of an employee’s family member, the employee may take up to one (1) day of
paid sick leave per bereavement event, subject to approval by the Director/CEO/Designee.

ARTICLE 23: ASSAULT LEAVE

Section 23.1. Assault Leave: An employee who is the victim of a physical assault on library
property or while conducting library business will be eligible for assault leave with full pay and
continued benefit accrual for up to five (5) days. The leave will not be charged to accrued leaves.
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Section 23.2. Eligibility for Leave: To qualify for Assault Leave the employee must receive a
physical examination and diagnosis from a qualified medical professional or specialist (as
determined by the Employer), paid for by the Employer with copy of any report provided to HR.

ARTICLE 24: UNPAID TIME OFF

Section 24.1. Unpaid Time Off: Unpaid time off for medical or personal reasons is an authorized
absence without pay approved by the Library in accordance with this Article.

Section 24.2. Duration: Employees may request up to ten (10) instances of unpaid time off per
calendar year, for medical reasons or personal reasons. An instance is any amount of unpaid time
off taken in a calendar day, in fifteen (15) minute increments.

Example 1: An employee who takes fifteen (15) minutes, or more, of unpaid time off in one day
uses one (1) of their ten (10) instances of unpaid time off.

Example 2: An employee uses one (1) hour of unpaid time off in the morning, comes in to work
for five (5) hours and then takes another two (2) hours of unpaid time off. This would be two (2)
instances of unpaid time off.

Additional unpaid time off may be granted at the sole discretion of the Director/CEO/designee
upon presentation of satisfactory evidence of the need for continued time off.

An employee must use all applicable paid leave and exhaust all available FMLA Leave before
taking any unpaid time off. If the reason for the unpaid time off qualifies for the use of sick leave,
then sick leave must be exhausted.

An employee who fraudulently obtains unpaid time off is subject to disciplinary action, including
discharge.

Section 24.3. Insurance: If a paycheck is not sufficient to pay the employee’s portion of
insurance premiums, payment must be made to the Library by the first of each month. If
payment is more than thirty (30) days late, the Library may discontinue insurance coverage
upon notice to the employee (See Section 5.1(A) Medical, Dental, and Vision Insurance of the
Personnel Policy Manual (PPM).) An employee may extend benefits under COBRA for the time
allowed by law. (See Section 11.3(A) Health Care Benefits Continuation (COBRA) of the PPM.)

Section 24.5 Unemployment Compensation: Employees are ineligible for unemployment
compensation during any unpaid leave of absence.

Section 24.6 Return to Work: If an employee fails to return to work from a leave of absence,
the termination date is the day the employee was to return, or the date the employee notifies
their supervisor the employee is not returning, whichever is earlier. An employee who gives
proper notice, per Article 10: Notice of Resignation-, may be considered for re-employment.
Employees who timely return to work following an approved leave of absence will be considered
as having continuous service.
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ARTICLE 25: EMERGENCY/INCLEMENT WEATHER CLOSURES

Section 25.1. Determination and Notification: The decision to close or delay an opening to a
branch or branches is at the discretion of the Library.

Should there be no electrical service in the facility for more than two (2) hours, the decision to
close is determined by the Library Manager.

Emergency closings or delays in opening will be reported through the Library’s designated call-
in number prior to opening and via email/text message via One Call Now or similar service as
determined by the Library. In addition, the Library will announce closings or delays through
social media and by informing the Library’s telephone service.
1. If it is determined that the Library cannot open at the scheduled delayed opening time,
and must either open later or close for the day, the Library will make that announcement
in the same manner as soon as reasonably possible.

Section 25.2. Inability to Report: On any day the Library is open, employees who are
scheduled but unable to report to work due to weather conditions are required to contact their
supervisor or a supervisor on-site.
1. Such employees will be granted vacation or use of floating holiday.
2. If the employee has no accrued vacation or floating holiday time, the time shall be
documented as unpaid leave.
3. Inthe alternative, the employee may work with their Library Manager to make up the lost
time as scheduling permits.

Section 25.3. Compensation: When emergency conditions require the closing of all or part of
the Library, bargaining unit members who are scheduled to work will receive their regular
compensation for any hours they are not permitted to work.

1. Employees originally scheduled for vacation leave, sick leave, floating holiday on the day
of a closing or delayed opening will be charged for the duration that the library is closed
or delayed.

2. Employees whose schedules have been adjusted to work after-hours special events that
are canceled due to an emergency or inclement weather will be paid as though the event
occurred.

Section 25.4. Pre-Planned Closings: When there are pre-planned closings of an entire branch
(e.g. for repairs, renovations, technology, etc.) employees will be notified as far in advance as
possible. The Library may send employees to other branches, and will decide who to schedule
taking into account, seniority (with those with more seniority being given preference), employee
availability, and shifts and positions needed at the other branch(s).

Section 25.5. Extended Closures: If the entire Library is closed beyond seven (7) days due to
an emergency (e.g. pandemic or emergency declared by a governmental authority), if the Union
requests, the Library and the Union will meet, either in-person or virtually, and confer to discuss
an appropriate course of action.
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ARTICLE 26: COMPENSATION

Section 26.1. Pay Ranges: The Board of Trustees establishes pay ranges for each position.

Section 26.2. Pay Range Adjustments:
1. Annually, the Board of Trustees will determine if it is appropriate to adjust pay ranges for the
next calendar year.

2. The pay ranges will be revised by increasing the mid-point of each range by the percentage
approved by the Board of Trustees and maintaining the same minimum to maximum
differential.

3. The adjustment to the pay ranges does not change the pay of any employee, unless the
employee’s current rate falls below the new minimum, in which case the employee will be
increased to the minimum rate for the pay range.

Section 26.3. Employee Pay Increases:
1. The Board of Trustees may determine a general increase in salary costs for the following year
and appropriate funds accordingly.

2. Individual employee pay increases will be determined by calculating the Board-approved
percentage of the midpoint of the employee’s pay range and then adding this amount to the
employee’s current rate of pay. Each employee in the same pay range will receive the same
pay increase, unless that increase would place the employee’s pay rate above the maximum
for the pay range. No pay rate will be increased to a rate higher than the maximum of the pay
range. In extraordinary circumstances, for an employee who has reached the maximum of the
pay range, the Director may give a lump sum payment in lieu of a pay rate increase, in
consultation with the Board Personnel Committee.

3. A new employee who begins working before October 1 of any year will be eligible for a
midpoint increase in January of the following year. Employees who begin working October 1
or later will receive an increase if the pay ranges are adjusted and their pay rate is below the
new minimum of their pay range.

Section 26.4. Merit Payments: The Director may recommend individual merit payments for
Board approval.

Section 26.5. Pay Scale Increases: Effective Pay Period #1 of 2026

e Year One (2026): Pay Range Adjustment 3.5 percent, Increase on the Midpoint 4.0 percent
e Year Two (2027): Pay Range Adjustment 3 percent, Increase on the Midpoint 3.5 percent
e Year Three (2028): Pay Range Adjustment 3 percent, Increase on the Midpoint 3.5 percent

Section 26.6. Re-opener Due to Budget Impact: Each of the foregoing annual wage
increases is subject to the availability of sufficient funds to the Library. During the life of this
Agreement, if a library levy fails or if the certified estimate of revenues to the Library from the
Public Library Fund and from library levies, combined, for any fiscal year declines by more than
five percent (5%) compared to the prior fiscal year, then the Library shall have the right to re-
open the collective bargaining agreement by serving a written notice to negotiate on the Union
with a copy to the State Employment Relations Board. In the event the contract is reopened for
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such purpose, all subsequent wage increases referenced above shall be cancelled. The re-
opener negotiations shall be for the limited purpose of negotiating a revised Article 26-
Compensation. The re-opener negotiations may be expanded to additional articles of the
agreement only by mutual agreement of the Library and the Union. If good faith negotiations
and mediation fail to produce an agreement on open issues, then upon impasses, the Library
shall have the right to implement its final offer on the contractual items that were subject to the
re-opener negotiations and the remainder of the collective bargaining agreement shall remain in
full force and effect.

ARTICLE 27: INSURANCE

Section 27.1. Insurance: Health, dental, and vision insurance are offered to all employees
whose designated position hours are 20 or more. It is agreed and understood that the schedule
of benefits for employees shall be as set forth in the insurance plan offered to non-bargaining unit
employees, including all conditions and payments specified or required by individual
carriers/providers of the insurance plan.

It is further agreed and understood that during the term of this Agreement, individual
carriers/providers may, through no fault of the Employer, Union, or employees, cease coverage.
It is further agreed and understood that the Employer may modify the terms of the insurance
coverage and may reduce coverage levels if such reductions are made to maintain or reduce
costs. In the event of any changes in carriers, coverage, co-pays or deductibles, the Employer
shall notify the Union thirty (30) days in advance of the change and shall discuss the impact of
any changes upon the bargaining unit members.

Additionally, it is agreed and understood that during the term of this Agreement that specific
carriers/providers under the plan may unilaterally institute or modify payments or conditions
which modifications will be required for subscription to the plan provided by that carrier/provider.

Section 27.2. Insurance Premiums: The Employer contributions will be determined by Board
resolution.

Section 27.3. Plan Design: Changes to the insurance plans will be discussed with the Labor-
Management Committee, subject to Board approval.

Section 27.4. Contribution: Employee contributions to the insurance premium are made via
automatic payroll deduction. The amount of the employee contribution will depend on the
coverage chosen

ARTICLE 28: DURATION & CONFLICT AND MODIFICATION

Section 28.1. Modification: The provisions of this Agreement may be amended or modified

during the life of the Agreement by the parties. Amendments or modifications to this Agreement
may only be made in writing signed by the parties and subject to their ratification procedures.

Section 28.2. Severability: This Agreement is meant to conform to and should be interpreted in
conformance with the Constitution of the United States, the Constitution of the State of Ohio, and
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all applicable Federal and State Laws. The invalidity, in whole or in part, of any term of this
Agreement due to operation of law or declaration by any tribunal of competent jurisdiction does
not affect the validity of the remainder of the Agreement which shall remain in full force and effect.

In the event of invalidation of any portion of this Agreement by a court of competent jurisdiction,
and upon written request of either party, the parties to this Agreement shall meet at mutually
agreed times to attempt to modify the invalidated provision(s) by mutual agreement.

Section 28.3. Merger: The parties agree and acknowledge that during the negotiations which
resulted in this Agreement each had the opportunity to make proposals and negotiate regarding
any subject matter not removed by law from collective bargaining, and that the understandings
and agreements arrived at by the parties after the exercise of that opportunity are set forth in this
Agreement.

Where this Agreement makes no specification about a matter, the Library and its employees are
subject to all applicable Federal laws, State laws, Local laws, and Library policies. This Agreement
once ratified and signed by both parties constitutes a final written expression of all the terms of
this Agreement.

Section 28.4. Duration: This Agreement shall be in full force and effect upon the ratification and
execution by the parties from January 1, 2026, through December 31, 2028.
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Worthington Libraries Proposal: Package of current language — 10/22/2025

The parties agree to continue c»tilrrent contract language for the following:

Aricle # | Article Title
3 Management Rights
4 Work Rules and Policies
5 No Strike/No Lockout
6 Labor Management Committee
10 Notice of Resignation
11 Senjority
13 Personnel Files
14 Mileage Reimbursement
23 Assault Leave
FOR/THEUNION: , FOR Tpﬁi EMPLOYER:

Date tentatively agreed: 10/23/2025




WL MOU Propasal-10/22/25
WPLU Response - 10/23/2025
WL Respcmse 10/24/25

Memorandum of Understanding

Per Section 17.2 Work Hours of the Collective Bargaining Agreement, Worthington Libraries and
Worthington Public Libraries United agree the Library will determine the number of hours and
schedule of employees. Evening and weekend work may be required.” The Library acknowledges
the current practice of weekend rotation and swing Saturdays are not working for some
employees. The Library will work with members of the Union to determine ways to adjust cutrent
practice to better meet the needs of our current workforce and community.

Committee Members:
Admin Liaison - Lauren
Three library managers and three full-time members of the bargaining unit

Timeline:
e Start: January 2, 2026
e The workgroup witl meet weekly fo discuss. A scheduling retreat, on library property, is an
option.
# Recommendations due by: June 30, 2026 (can turn in eartier if the work is completed)
e Goalto begin the ADIKAR change management process by July 1, 2026.

Methodology:

» [dentify and define issues with the current schedulereg-potentt 53
eatend ar—elmnaﬂeﬁerswmﬁﬁammw.qﬁﬁﬁﬁaﬁdmﬁﬂﬁﬁfﬁ

e Determine what issues can be addressed for better warl/life balance while stillmeeting
community need

o Gather other library scheduling policies
Review WL key performance indicators and use data

 Utilize current steffing levets. Btitize-eun

Deliverable:
Report with fully-farmed recommendations, with sources provided.

FOR THE UNJON: FOR TI—E%MPLOYER

D e

--1 Commented [1}: Would this language mean increased
staffing cannat be & potential solution as a result of this
workgroup and the ADKAR process?




WL MOU Proposal~10/22/25
WPLU Response - 10/23/2025
WL Response — 10/24/25

WL Response = 11/10/2025
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Attendance MQOU

The Library agrees to update the attendance policy. The Library will share the changes in Labor
Management.

Changes to be made:

» Pre-approved time off: at least 1 hour in advance

» TFailure to report: An Employee who does not notify their supervisor of absence or does
not report to work within 1 hour of their scheduled start time

¥FOR THE UNION: . FOR THE LIBRARY:

{1/ B,
Date Tentatively Agreed: // [ 6/ 75
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WL 11/10/25

HEALTH AND SAFETY MOU

The parties agree that the Director/CEO will meet with the Union Président regarding heath and
safety issues raised by bargaining unit members.

FOR THE UNION: FOR THE LIBRARY:

Y &/25
2727

75

o o A —




Worthington Libraries Response 11/10/2025

1 Jury-Duty & Court Leave MOU
2
3 The parties agree as follows:
4 .
5 1. The Library will revise the Personnel Policy Manual so that no employee will be required
6 to report for work on a day they have reported for jury duty.
7
8
9 FORTHE UNION: FOR THE LIBRARY:
10
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Passport MOU

The Library will agree to maintain the current practice with Passport acceptance and notary
services. If the Library seeks to change current practice, the Library will bring it to Labor
Management. '

This memorandum is valid for the period of the current agreement and expires on 12/31/2028.

FOR THE UNION: FOR THE LIBRARY:

U/ie 7
Date Tentatively Agreed: / 4 / 25







