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APPENDIX L 
AUTHORIZATION FOR PAYROLL DEDUCTION 

 
 
 
 
 

YOUNGSTOWN STATE UNIVERSITY 
Authorization for Payroll Deduction 

  
 
 
Employee Name: _______________________________________________ 

Last First  Middle 
 
 
_____ New Authorization Effective Date______________ 
 
_____ Change Amount per pay $___________ 
 
_____ Cancellation 
 
 
Organization payable to: _________________________________________ 
 
I hereby authorize the University to make this deduction from my earnings. 
 
 
Date ____________ Employee Signature__________________________ 
 
 Soc. Sec. No. _______________________________ 
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APPENDIX K 
EMPLOYEE AUTHORIZATION TO CHANGE PERSONAL DATA 

 

         EMPLOYEE AUTHORIZATION TO CHANGE PERSONAL DATA  
   A    
 

PLEASE ENTER DATA CURRENTLY ON FILE: 
 

_____________________________________________________________________ 
Last Name      First Name              Middle Name 
 

_____________________________________________________________________ 
Department  Phone/Ext. Number               Social Security or Patron ID Number 
 

PLEASE CHECK ALL THAT APPLY 
 

   Current Employee           Full-Time           Classified Staff   Professional/Administrative 
 

   Previous Employee        Part-Time          Faculty 
 

TYPE OF CHANGE:   Name        Home Address        Mailing Address        Phone         Emergency 
Contact 
 

NEW INFORMATION (Provide only that which has changed) 
 

  NEW NAME (May require a legal document) 

Salutation:          Mr.   Mrs.   Ms.              Dr. 
Last Name:  
First Name:  

Middle Name:  
Reason for Name Change:      Marriage               Divorce                Legal Action 

Effective Date:  
 

 NEW ADDRESS and/or PHONE NUMBER 
Street Address:  

Apt. # :  
City:  

State:  
Zip Code:  

Phone Number:   Home  (      )                                   Cell (      ) 
Effective Date:  

 

 NEW EMERGENCY CONTACT 
Name:  

Relationship :  
Complete Address:  

Phone:  Home (      )              Work (      )              Cell (      )         
 
NOTE:  Employees with health care coverage, whose personal data has changed, must also complete a separate 
form for the insurance company.   Please call YSU’s Benefits Office at (330) 941-3748 to obtain a form. 
 
EMPLOYEE SIGNATURE (Please print, sign and send completed form to Human Resources for processing and distribution) 
 

_____________________________________________________________________ 
                  Signature (Required)                   Date 
 
FOR HR USE (ORIGINAL: Human Resources -COPIES:  Payroll, Employee’s Department, Fringe Benefits)      REVISED HR 07/09 
Date Received___________________    Date Processed _____________________    By ____________________ 
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APPENDIX J 
YSU-APAS 

STAFF PROFESSIONAL DEVELOPMENT APPLICATION 
 
Name:           
 
Department:          
 
Date:           
 
Staff Professional Development Opportunity:      
 
         
 
Location:          
 
Date(s):          
 
Costs of Attendance 
 
Fees:      $   
 
Travel:      $   
 
Meals:      $   
 
Lodging:     $   
 
Total Request:     $   
 
Requested By: ___________________ Date     
         Signature of Bargaining Unit Member   
 
______________________________ Date      
 Signature of Immediate Supervisor 
  Approve  Disapprove 
 
______________________________ Date      
 Signature of Account Authority 
  Approve    Disapprove 
 
Amount Approved:   $___________________ 
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APPENDIX I 
YSU-APAS 

EMERGENCY SICK LEAVE BANK 
 

Application for Use of ESLB Days 
 

TO:  Chief Human Resources Officer 
 
 I wish to apply for   day(s) from the YSU-APAS Emergency Sick 
 Leave Bank, to be used for my illness/injury or because of an 
 illness/injury in my immediate family, as follows: 
 
Estimated duration of leave:   
 
Explanation of illness/injury:   
 
    
 
    
 
    
 
NAME (printed):    
 
Signature:       DATE:     
 
 
Attached is the physician’s statement regarding said illness/injury. 
 
 
      
 
 
TO:  Chief Human Resources Officer 
 
The above ESLB member has been approved by the ESLB Committee to use   
Day(s) from the YSU-APAS ESLB. 
 
Signed (Chair, ESLB Committee):     
 
                               Date:   
 
cc: Applicant 
 ESLB Committee 
 Executive Director, Human Resources 
 YSU-APAS President 
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ARTICLE 1 
AGREEMENT and RECOGNITION  

 
1.1: This is an Agreement between Youngstown State University 
(hereinafter referred to as the University or YSU or the Administration) and 
the Youngstown State University Association of Professional/ 
Administrative Staff, an affiliate of the National Education Association and 
the Ohio Education Association (hereinafter referred to as the YSU-APAS 
or the Association). 
 
1.2: The purpose of this Agreement is to set forth the understanding 
between the parties as to the terms and conditions of employment of 
members of the bargaining unit specified herein. The parties reaffirm their 
mutual belief in and acceptance of good faith collective bargaining as a 
means of pursuing their mutual goals of excellence in education and 
academic standards. 
 
1.3: This Agreement shall constitute the sole and entire Agreement 
between the parties with respect to matters set forth herein.  All personnel 
policies or practices in conflict with the provisions hereof are discontinued. 
 
1.4: Where this Agreement makes no specification about a matter, the 
University and the Union are subject to all applicable federal, state or local 
laws or ordinances pertaining to the wages, hours, and terms and conditions 
of employment for public employees, as specified in the Federal and Ohio 
Revised Codes.  
 
1.5: Recognition:  The University hereby recognizes the Association as 
the exclusive representative of the members of the bargaining unit defined 
within Article 2 of this Agreement, in accord with Ohio Revised Code 
4117. 
 
 

ARTICLE 2 
SCOPE OF UNIT 

 
2.1: The bargaining unit shall consist of those employees of the 
University serving in positions in the bargaining unit certified by the Ohio 
State Employment Relations Board (hereinafter SERB) in Case No. 90-
REP-12-0318 on January 16, 1991 and year 2009 SERB Case 
No.______________, as subsequently amended by order of the State 
Employment Relations Board.  The positions included in the bargaining 
unit are listed on Appendix A to this Agreement. 
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2.2: Excluded from the bargaining unit shall be all other employees of 
the University, all students (other than bargaining unit members enrolled in 
classes), all individuals who are not “public employees” as defined by Ohio 
Rev. Code 4117 and all employees whose employment is dependent on 
externally funded sources.  Professional/Administrative positions excluded 
from the bargaining unit are listed on Appendix B to this Agreement. 
 
2.3: If, during the term of this Agreement, a question arises concerning 
the bargaining unit status of one or more full-time or part-time 
Professional/Administrative staff members whose titles are not listed on 
Appendix A or B, or whose title is listed on Appendix A or B, but whose 
duties and responsibilities have changed significantly during the term of the 
Agreement, the parties will meet to discuss the matter before submitting the 
issue to the Ohio State Employment Relations Board for a final and binding 
determination of bargaining unit membership.  If the University and the 
Association do not agree upon the status of a Professional/Administrative 
Staff member whose responsibilities and duties have changed significantly 
during the term of the Agreement, the staff member’s bargaining unit status 
will remain unchanged until a final and binding determination by the Ohio 
State Employment Relations Board. 
 
2.4: Scope of Work:  The University recognizes the integrity of the 
bargaining unit and therefore agrees it will not take any action, either 
arbitrary or capricious in nature, against the bargaining unit in the attempt 
to erode the bargaining unit. 
 
 

ARTICLE 3 
TERM OF AGREEMENT 

 
3.1: Upon ratification by the parties, this Agreement shall become 
effective at 12:01 a.m. on July 1, 2009, and shall remain in effect until 
11:59 p.m. on June 30, 2012. 
 
3.2: Successor Agreement: On or before January 1, 2012, either party 
may notify the other that it wishes to renew or modify this Agreement.  In 
this event, the parties shall meet no later than April 1, 2012, to negotiate 
with respect to a successor Agreement. 
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APPENDIX H 
YSU-APAS 

EMERGENCY SICK LEAVE BANK 
 

Application for Membership 
 

TO:  Chief Human Resources Officer 
 
Please enroll me as a member of the YSU-APAS Emergency Sick Leave Bank 
(ESLB). 
 
I have read Article 7.3 of the YSU-APAS Agreement and the attached copy of 
the rules and regulations.  I agree to voluntarily donate one (1) day of my 
accumulated and unused sick leave to the ESLB for this academic year.  I 
understand that the donated day is not returnable.  Further, I understand and 
agree that my decision cannot be rescinded or withdrawn. 
 
I specifically acknowledge and agree that decision of the ESLB shall be at the 
sole discretion of the ESLB Committee and such decisions shall be final, 
binding, and not subject to the grievance procedure of the YSU/YSU-APAS 
Agreement.  I further acknowledge that granting of days from the ESLB is not a 
benefit or entitlement of my employment to which I have any lawful right or 
enforceable interest.  In consideration of the ESLB Committee accepting this 
application for review, I hereby release and agree to indemnify and hold 
harmless Youngstown, State University, the YSU-APAS, and the ESLB 
Committee from any damages, loss, or lawsuits with respect to any decision 
made concerning this application.  
 
Name (print):    
 
Signature:    Date:    
 
Job Title:   
 

DEADLINE FOR SUBMISSION: 
August 1, 2005 or within one month after 
becoming eligible for ESLB membership. 

 
HUMAN RESOURCES’ USE: 
 
   P/A Master List (data file) record noted. 
 
   Sick Leave Record sheet noted. 
 
 Initials:     Date:    
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program.  If you have questions about the program and/or wish to enroll, 
please call 1-800-861-4826. 
 

1  Includes Rx Selections® Drug List: A list of drugs on the Rx Selections® formulary will be 
used. 
2  Diabetic Supplies, including over-the-counter items, as well as insulin, syringes and needles, 
glucose monitors and meters are covered.  If insulin is purchased on the same day as 
supplies, then charge one co-pay. If insulin is not purchased on the same day as supplies, then 
each supply takes a separate co-pay including syringes. 
3  Allergy Serum is covered.  Fertility Drugs, Growth Hormones and Weight Loss Drugs are 
excluded.   
4 Mandatory Home Delivery (Mail Order):  When member chooses to fill a prescription, for a 
non-acute prescription drug,   third time at a retail pharmacy within 180 days, it will not be 
covered.  
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ARTICLE 4 
SALARIES 

 
4.1: Salary Increases:  All bargaining unit members shall receive the 
following increases: 
 

A) Effective July 1, 2009: 
 

  1. Longevity Increment: 
 

a. Each bargaining unit member hired into, and 
continuously employed in, a bargaining unit 
position on or before July 1, 2005, who has not 
achieved at least twenty (20) continuous FTE years 
of bargaining unit service during his/her current 
period of employment shall receive a one-time 
lump sum bonus of Fifty Dollars ($50.00) for each 
full-time equivalent (FTE) year of bargaining unit 
service.  Such lump sum payment shall not be 
included in the bargaining unit member’s base 
salary. 

 

b. Each bargaining unit member holding a bargaining 
unit position as of July 1, 2009 who has achieved at 
least twenty (20) continuous FTE years’ of 
bargaining unit service during their current period 
of employment with the University shall receive an 
amount added to their base salary equal to Fifty 
Dollars ($50.00) for each FTE year of bargaining 
unit service 

 

c. For purposes of subsections (A)(1)(a)-(b) and 
(B)(1) of this Section, “bargaining unit service” 
means employment in any current bargaining unit 
position, including periods of employment 
preceding the certification of the Association as 
bargaining representative. 

 

  2. Base Salary Increase:  The University will increase the 
individual 2009-2010 base salaries, including any 
Longevity Increment adjustments to the base salaries of 
all full-time employees covered by this Agreement, by 
three percent (3.0%). 

 



 

4 

B) Effective July 1, 2010: 
 

1. Equity Placement:  Each bargaining unit member shall 
be placed on the salary band for the pay grade of his/her 
position at either his/her base salary as of July 1, 2010, 
or an amount equal to the minimum salary of the pay 
grade plus one-and-one-half percent (1.5%) for each 
FTE year of continuous bargaining unit service during 
their current period of employment with the University, 
whichever is greater. 

 

2. Annual Increase:  Each bargaining unit member shall 
receive an annual increase of one-and-one-half percent 
(1.5%) of his/her pay grade minimum. 

 

3. Base Salary Increase:  The University will increase the 
individual 2010-2011 base salaries, including any 
Equity Placement and Annual Increase but excluding 
any performance Appreciation Increase, of all full-time 
employees covered by this Agreement by four percent 
(4.0 %). 

 
 C) Effective July 1, 2011: 
 

1. Annual Increase:  Each bargaining unit member shall 
receive an annual increase of one-and-one-half percent 
(1.5%) of his/her pay grade minimum. 

 

  2. Base Salary Increase:  The University will increase the 
individual 2011-2012 base salaries, including any 
Annual Increase but excluding any performance 
Appreciation Increase, of all full-time employees 
covered by this Agreement by three-and-one-half 
percent (3.5%). 

 

D) Performance Appreciation Increase:  During the second 
and third years of this Agreement, a stipend shall be added 
to the base salary of each bargaining unit member in the 
amount of Five Hundred Dollars ($500.00) for each full-
time bargaining unit member, Three Hundred Seventy-Five 
Dollars ($375.00) for each .75-.99 FTE bargaining unit 
member, and Two Hundred Fifty Dollars ($250.00) for all 
other part-time bargaining unit members.  This stipend shall 
be added in each year after all Annual and Base Salary 
Increases. 

 

APPENDIX G 
SUMMARY OF HEALTH CARE COVERAGE 

 

129 

 
PRESCRIPTION DRUGS (INCLUDING ORAL 
CONTRACEPTIVES)  
Benefits Co-pay Day Supply 
Benefit Period January 1st through December 31st 

Dependent Age 
Limit 

25; Removal End of Calendar Year 

Formulary Retail Program with Oral Contraceptive Coverage 1,2,3 
Generic Co-pay  $0  30  

Formulary Co-pay  $17  30  

Non-Formulary Co-pay  $35  30  

Formulary Retail Program with Oral Contraceptive Coverage – after 
2nd retail fill of prescription drug 
Generic Co-pay  Not Covered 

Formulary Co-pay  Not Covered 

Non-Formulary Co-pay Not Covered 
Formulary Mail Order Program with Oral Contraceptive Coverage 1,2,3 
Generic Co-pay  $0  90 

Formulary Co-pay  $25  90  

Non-Formulary Co-pay  $50  90  

 
Note: In an effort to continue our commitment to quality care and help contain the 

increasing cost of prescription drug coverage, a formulary feature is included 
in your prescription drug benefit.  A formulary drug is a FDA approved 
prescription medication reviewed by an independent Pharmacy and 
Therapeutics Committee brought together by Medco Health Solutions, Inc.  
Formulary drugs can assist in maintaining quality care while meeting your 
plan’s cost containment objectives. 
 
Benefits will be determined based on Medical Mutual’s medical and 
administrative policies and procedures. 
 
This document is only a partial listing of benefits.  This is not a contract of 
insurance. No person other than an officer of Medical Mutual may agree, 
orally or in writing, to change the benefits listed here.  The contract or 
certificate will contain the complete listing of covered services. 
 
Important Information for Diabetics:  you may be able to obtain diabetic 
supplies at no cost to you by participating in MMO’s Diabetes Advantage 
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MENTAL HEALTH AND SUBSTANCE ABUSE LIMITS 
AND MAXIMUMS APPLY  
 
Inpatient Care 
Mental 
Health/Substance 
Abuse 
  

 
In-Network; 15% 
coinsurance after 
deductible  
 
 
Non-network; 
25% coinsurance 
after deductible 
 
Limited to 31 
days combined 
in or out of 
network  
  
Three admissions 
per lifetime 

 
Covered in full in 
Network 
 
 
Non-network; 
50% Coinsurance 
after Deductible 
 
 
Limited to 30 
days combined in 
or out of network  
  
Three admissions 
per lifetime 

 
Covered in 
full in 
Network 
  
Non-
network: not 
covered 
 
 
Limited to 30 
days  
  
  
Two 
admissions 
per lifetime 

 
Outpatient Care  
Mental 
Health/Substance 
Abuse 
 
  

 
In-Network; 15% 
coinsurance after 
deductible  
 
Non-network; 
25% coinsurance 
after deductible 
 
Limited to 30 
visits combined 
in or out of 
network 
 

 
Covered in full in 
Network 
 
 
Non-network; 
50% Coinsurance 
after Deductible 
 
Limited to 30 
visits combined 
in or out of 
network 
 

 
Covered in 
full in 
Network 
 
 
Non-
network: not 
covered 
 
Limited to 50 
visits  
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4.2: Salary Ranges:  Salaries of full-time twelve (12)-month positions 
in the bargaining unit shall be subject to the salary minima and maxima 
reflected in the Salary Ranges which appear in Appendix C.  Salaries of 
full-time ten (10)-month positions in the bargaining unit shall be subject to 
salary minima and maxima that are 10/12 of the ranges printed in Appendix 
C.  Salaries of full-time nine (9)-month positions in the bargaining unit shall 
be subject to salary minima and maxima that are 9/12 of the ranges printed 
in Appendix C.  A list reflecting the Salary Ranges to which full-time 
positions in the bargaining unit are assigned appears in Appendix D to this 
Agreement.  Effective July 1, 2011, the minima for salary ranges (Appendix 
C) will be increased by three-and-one-half percent (3.5%).  During each 
year of this Agreement, the maxima for salary ranges (Appendix C) shall be 
raised by three percent (3.0%) for year 2009-2010; four percent (4.0%) for 
year 2010-2011; and three-and-one-half percent (4.5%) for year 2011-2012. 
 
4.3: Advanced Degree Adjustment:  Full-time bargaining unit 
members who possess or earn a higher degree than which is required in 
their position description will receive a salary adjustment of $500 to be 
added to his/her base salary in the next contract year for each higher degree 
possessed or earned as follows:  $500 for a Master’s degree and $1,000 for a 
Doctorate degree.  Bargaining unit members whose position descriptions 
require a Master’s degree and who possess or earn a second Master’s degree 
will receive a salary adjustment of $500 to be added to his/her base salary 
in the next contract year.  Bargaining unit members hired with the 
equivalent combination of education and experience in lieu of the degree 
required in their position description, will not receive $500 when they earn 
the required degree. 
 
4.4: OPERS “Salary Reduction Pick-Up”:  The University will 
continue to administer the OPERS “Salary Reduction Pick-Up” in effect 
prior to the ratification of this Agreement.  This means that the University 
will, for all members of the bargaining unit who are enrolled in OPERS, 
reduce their salaries by the amount of the OPERS employee contribution, 
and with the amount of salary reduced, pay the employee's contribution as 
an employer's contribution to OPERS.  The “Salary Reduction Pick-Up” 
will be uniformly applied to all members of the bargaining unit as a 
condition of employment for those who are enrolled in OPERS.  The 
“Salary Reduction Pick-Up” will be uniformly applied to all payments made 
by the University to all members of the bargaining unit who are enrolled in 
OPERS.  If subsequent changes in OPERS regulations, State or federal law, 
or governing State or federal tax regulations nullify the “Salary Reduction 
Pick-Up” the “Salary Reduction Pick-Up” will cease in accordance with the 
revised regulations or law, and the University will have no residual 
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obligation to members of the bargaining unit related to the “Salary 
Reduction Pick-Up.” 
 
4.5: Initial Appointment of Full-Time Employees:  An individual 
may be hired at an initial salary and Salary Range assignment appropriate to 
the structure and grade which he/she is appointed.  The job posting shall 
include the entire salary range of the position. In establishing the initial 
salary, the University shall take into consideration, among other factors, the 
previous experience and the educational background of the individual being 
hired in keeping with the recommendations made in the 2002-2003 Salary 
Study, as well as the salaries of other members of the bargaining unit 
serving in the same structure and grade. 
 
4.6: Pay Grade Changes:  A full-time member of the bargaining unit 
may make a request in writing to the Chief Human Resources Officer that 
his/her Pay Grade assignment be re-evaluated.  If the Chief Human 
Resources Officer determines that a position will be moved to a higher Pay 
Grade, the bargaining unit member will receive a minimum five percent 
(5%) salary increase for each Pay Grade move upward.  If it is determined 
that a movement within grade is to be made, the u will recommend a base 
salary adjustment ranging from one percent (1%) to five percent (5%). 
 
4.7: Distinguished Service Program: 
 

 A) Selection of Recipients:  Each year, up to six (6) full-time 
members and one (1) part-time member of the bargaining 
unit shall be granted a Distinguished Service Award in 
recognition of outstanding performance of their duties.  The 
recipients shall be selected by a three (3) member 
Distinguished Service  Committee,  which  shall  be  chaired 
 by the President of the University or his/her designee, with 
one member designated by the President of YSU-APAS, and 
the third member designated by the first two members. 

 
 B) Full-time Bargaining Unit Member Eligibility:  Full-time 

Bargaining unit members must have five (5) complete years 
of University service by March 1, of the selection year.  A 
complete year of service will be credited provided the 
individual serves a minimum of three-fourths (3/4's) of the 
normal contract year, exclusive of extended sick leave and 
leave without pay. 

 
 C) Part-time Bargaining Unit Member Eligibility:  Part-time 

bargaining members must have completed the equivalent of 
three (3) years of University service within the bargaining 
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EMERGENCY CARE/URGENT CARE  
Hospital 
Emergency 
Room   
Physician 
Services  

$10 Co-Pay 
15% Coinsurance 
after Deductible;  
Non-network; 
25% Coinsurance 
after Deductible  

Covered in full  Covered in full  

Hospital 
Emergency 
Room   
Facility 
Charges  
 
Non-
Emergency 
Use of 
Emergency 
Room 

In-Network; 15% 
coinsurance after 
deductible;  
  
 
In-Network; 15% 
coinsurance after 
deductible 
 
Non-network; 
25% coinsurance 
after deductible. 
  

Covered in full  
 
 
 
Covered in full 

Covered in full 
if admitted 
into hospital 
 
$50 co-
payment if not 
admitted into 
hospital  

Urgent 
Care:  
Physician 
Services  
 
 
Urgent 
Care: 
Facility 
Charges 

$10 Co-payment  
  
  
  
Network, 15% 
Coinsurance after 
Deductible 
Non-network; 
25% Coinsurance 
after Deductible.  

$10 Co-payment  
  
  
 
Non-network; 20% 
coinsurance after 
deductible  

$25 co-
payment  
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Human 
Organ 
Transplant  

Covered in Full  
 
 
$1,000,000 per life 
time 

Covered in Full 
 
 
$1,000,000 per 
life time 

Covered in full 
in Network 
 
Unlimited 

Initial 
Newborn 
Exam ─ 
Physician 

 
15% Coinsurance 
after Deductible 

Covered in full 
in Network 
 
 
Non-network; 
20% 
Coinsurance 
after Deductible 

Covered in full 
in Network 
 

 
   

 

Private Duty 
Nurse  

15% Coinsurance 
after Deductible 
 
 
 
 
$5,000 maximum 
per benefit period 
(Must demonstrate 
medical necessity) 

Covered in full 
in Network 
 
Non-network; 
20% 
Coinsurance 
after Deductible 
 
$5,000 
maximum per 
benefit period 
(Must 
demonstrate 
medical 
necessity) 

Covered in full 
in Network 
 
 
 
 
Only 
available in 
conjunction 
with Home 
Health Care 
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unit by March 1 of the selection year (i.e., .50 FTE 
bargaining unit members would be eligible after six (6) 
years of service).  A year of service will be credited 
provided the individual serves a minimum of three-fourths 
(3/4's) of the normal contract year, exclusive of extended 
sick leave and leave without pay; if the bargaining unit 
member is under contract for less than twelve (12) months 
each year, the years of service will be prorated.  For 
example, if an employee worked nine (9) months each year 
at .75 FTE for five years, he/she would receive [(.75 x 9/12) 
x 5] = 2.81 years of credit. 

 
 D) Nominations:  Candidates for the Distinguished Service 

Award may nominate themselves or may be nominated by a 
YSU student, a YSU employee, or a YSU alumnus/alumnae. 
 Such nominations shall be made on a form available in the 
Office of the Chief Human Resources Officer.  Written 
justification for the nomination must be attached to the 
form.  

 
 E) Allocation of Award:  Full-time recipients of the 

Distinguished Service Award shall receive $2000; a stipend 
of $1000 and $1000 added to his/her individual base salary 
in the next contract year.  A part-time recipient shall receive 
a stipend of $1000.  A bargaining unit member retiring 
before July 1 of the next contract year shall receive a full 
stipend of $2000. 

 
 F) Announcement of Award:  The President of the University 

shall make an appropriate public announcement of the 
awards each year. 

 
 G) Frequency of Award:  There shall be no restriction on the 

number of times an individual may receive a Distinguished 
Service Award. 

 
4.8 Pay upon Promotion or Reclassification: The move to a higher 
salary grade or salary increase under this Article will not affect a bargaining 
unit member’s entitlement to any other increases in compensation that may 
be applicable. 
 
4.9: Career Ladder:  Effective July 1, 2010, the parties shall 
implement a negotiated career ladder job responsibility and compensation 
advancement program for various bargaining unit positions.  A written 
memorandum of understanding detailing the program requirements shall be 
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signed and appended to this Agreement.  No later than fourteen (14) days 
following ratification of this Agreement, the University and the Association 
each shall appoint three (3) members to a joint committee, for a total of six 
(6), who shall be responsible for developing the requirement for 
advancement through each career ladder.  A bargaining unit member who 
successfully advances to the next step of a career ladder shall receive a five 
percent (5%) increase on his/her base salary. 
 
4.10: Salaries for Part-time Staff:  Members of the bargaining unit who 
are part-time staff shall be placed in the appropriate pay grade.  Continuing 
members of the bargaining unit who are part-time staff shall receive the 
salary increases provided for in Section 4.1, pro-rated based on the part-
time employee’s FTE as defined in Article 1, Section 1.1.  Members of the 
bargaining unit who are part-time shall be paid no less than the minimum 
salary of their pay grade. 
 
4.11: Supplemental Contracts: Supplemental pay for bargaining unit 
members will be in accord with the University’s policy for Supplemental 
Pay for Staff (University Guidebook Number 7023.01).  Copies of 
supplemental contracts shall be made available to the President of the 
bargaining unit. 
 
 

ARTICLE 5 
INSURANCE BENEFITS 

 
5.1 Summary of Coverage:  All group insurance benefits provided in 
the predecessor Agreement and described in the health, dental, and life 
insurance booklets, shall be continued for the following eligible employees 
and their dependents except as expressly identified within this Agreement:  
all permanent full-time bargaining unit members are eligible for full 
benefits.  Dependents are spouses/or domestic partners (for purposes of this 
Article, the term “domestic partner” shall apply to same-sex domestic 
partners only) and unmarried, financially dependent children to age 25.  
 
5.2: For the duration of this Agreement, eligible members of the 
bargaining unit will have not less than three group health insurance plans 
from which to choose.  Except as provided in this Article, the benefits under 
each plan shall be equivalent to or better than those provided in the 
certificates that were in place in Appendix G of the predecessor Agreement. 
 Members of the bargaining unit will annually have the right to choose one 
of the plans during the open enrollment period established by the 
University.  For the duration of this Agreement, the University will 
reimburse bargaining unit members enrolled in the SuperMed Classic plan 
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Home Care 
Services  
(Care must 
be non-
custodial in 
nature and 
can not be 
for 
convenience) 

In-Network; 15% 
Coinsurance after 
Deductible  
 
 
Non-Network; 25% 
Coinsurance after 
Deductible  

Covered in Full 
in Network 
 
 
 
Non Authorized 
Services; 50%  

Covered in 
Full in 
Network 
 
 

Hospice 
Services  

In-Network; 15% 
Coinsurance after 
Deductible  
  
 
Non-Network; 25% 
Coinsurance after 
Deductible  

Covered in Full 
in Network 
  
  
 
Non Authorized 
Services; 50% 
Coinsurance 
after Deductible 

Covered in 
Full in 
Network 
 
 

Skilled 
Nursing 
Facility 

In-Network; 15% 
Coinsurance after 
Deductible  
  
 
Non-Network; 25% 
Coinsurance after 
Deductible 

Covered in full 
in Network 
100 Days Per 
Benefit Period 
 
 
Non-network; 
20% 
Coinsurance 
after Deductible 

Covered in 
Full in 
Network 
 
 

 

ADDITIONAL SERVICES 
Ambulance 
─  Air 
Ambulance 
if medically 
necessary 

 
15% Coinsurance 
after Deductible 
 
 

 
Covered in Full 

 
Covered in 
Full 

Durable 
Medical 
Equipment 

 
15% Coinsurance 
after Deductible 

 
Covered in Full 

 
20% 
Coinsurance 
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Diagnostic 
Services 

In-Network; 15% 
Coinsurance after 
Deductible  
  
Non-Network; 25% 
Coinsurance after 
Deductible   

Covered in Full Covered in Full  
in Network 

Respiratory 
Therapy & 
Pulmonary 
Therapy 

In-Network; 15% 
Coinsurance after 
Deductible  
  
Non-Network; 25% 
Coinsurance after 
Deductible   

Covered in Full 
in Network 
 
 
Non Authorized 
Services; 80% 
Coinsurance after 
Deductible 

Covered in Full 
in Network 

Dialysis 
Treatments 

In-Network; 15% 
Coinsurance after 
Deductible  
  
Non-Network; 25% 
Coinsurance after 
Deductible   

Covered in Full 
in Network 
 
 
Non Authorized 
Services; 80% 
Coinsurance 
after Deductible 

Covered in 
Full in 
Network 

INPATIENT SERVICES 

Semi-Private 
Room and 
Board 

Network, 15% 
Coinsurance after 
Deductible 
 
Non-network; 25% 
Coinsurance after 
Deductible 

Covered in full 
in Network 
 
 
Non-network; 
20% 
Coinsurance 
after Deductible 

Covered in full 
in Network 
 

Maternity 
Services  

15% Coinsurance, 
after Deductible  
  
Non-network; 25% 
coinsurance after 
deductible  

Covered in full 
in Network 
 
 
Non-network; 
20% 
Coinsurance 
after Deductible 

Covered in 
Full in 
Network 
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(or subsequent comparable plan) for out-of-network charges incurred by the 
bargaining unit member or his/her covered dependents as a result of use of a 
non-network hospital.  
 
For purposes of salary deduction toward insurance premium, families in 
which both spouses/domestic partner are employed by YSU have the option 
either to be treated as only one employee with family coverage or to select 
individual coverage and for each  to pay the single salary share for 
premium. 
 
Effective January 1, 2009, the University will offer a plan with equal to or 
greater coverage as the SuperMed Classic plan in effect December 31, 
2008; a plan with equal to or greater coverage as the SuperMed Select plan 
in effect December 31, 2008; and a plan with equal to or greater coverage 
as the Anthem plan in effect December 31, 2008. 
 
Eligible employees shall receive at no charge booklets listing and 
explaining all insurance benefits and conditions.  Benefits shall be no less 
than those described in the booklet that applies to the effective date of the 
Agreement.  Continuing eligible employees shall receive such booklets at 
no charge upon request or as necessitated by changes in the insurance 
program. 
 
Health Care Budgets:  The University shall establish separate accounts to 
monitor the healthcare budget and expenses.  Regular financial statements 
prepared by the consultant shall be provided to the Health Care Advisory 
Task Force. 
 
The University shall establish funding in a dedicated account for the 
Wellness Program.  The Wellness Program shall be developed by, and 
oversight provided by, the Health Care Advisory Task Force.  The program 
shall include incentives for employees in the program.  In FY2009, the 
University shall fund the Wellness Program for all University employees 
and their dependents at $300,000; in FY 2010 at $350,000; and in FY 2011 
at $400,000.  Bargaining unit members are entitled to a pro-rated portion of 
the amounts noted for all employees. 
 
Savings to the health care plan resulting from recommendations made by 
the Health Care Advisory Task Force after ratification of this Agreement 
shall be deposited into a separate account to be used for plan enhancements. 
 The account balance will carry forward from fiscal year to fiscal year.  
Enhancements may not actuarially exceed the resources available within 
this account.  Savings from administrative changes due to self-funding, fee 
reductions, and stop-loss improvements will not be included in this 
category. 
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Dental and Vision benefits are not part of the cost sharing of premiums, 
therefore, all bargaining unit members receive these benefits at no cost. 
 
5.2a Premium Sharing:  For the duration of the Agreement, eligible 
members of the bargaining unit who choose to enroll in one of the health 
insurance plans offered by the University will contribute one and one-half 
percent (1.5%) of their base rate of pay for a family plan or three-fourths 
percent (.75%) of their base rate of pay for a single plan as health insurance 
premium sharing for Medical and Prescription Drug benefits. 
 
5.2b Office Visit Co-pay:  For the duration of this Agreement, the co-
pay for office visits will be $10.00 per visit. Office visits exempt from co-
pay under those plans will remain exempt for the duration of the 
Agreement. All Preventive Care visit(s) shall remain exempt from office 
visits co-pays.  (e.g. Mammographies, PAP, PSA, etc., see Appendix G.) 
 
5.3: Dental Coverage:  For the duration of the Agreement, the 
University will provide a dental care plan for members of the bargaining 
unit and their dependents with benefits levels not less than those in effect as 
in the predecessor Agreement. 
 
5.4: Vision Care:  For the duration of this Agreement, the University 
will continue to provide a vision care plan for members of the bargaining 
unit and their dependents with benefits levels not less than those in effect as 
in the predecessor Agreement. 
 
5.5: Annual Physical:  Members of the bargaining unit and their 
covered dependents shall be provided a free annual preventive physical 
examination, provided such is performed by a network physician whether 
billed as medical or routine.  A medical diagnosis will not prevent full 
payment. 
 
5.6: Prescription Coverage:  Effective January 1, 2009, the University 
will maintain a prescription drug program, subject to the following: 
 

 A) For generic drugs, there shall be no employee co-pay. 
 

 B) For brand-named formulary drugs, the employee co-
payment shall be the full cost or $17, whichever is less for 
up to a 30 day supply; and shall be the full cost or $25 for a 
mail-in 90 day supply; and  

 
 C) For brand-named non-formulary drugs, the employee co-

payment shall be the full cost or $35, whichever is less, for 
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PHYSICAL  REHABILITATION  
Physical and 
Occupational*  

15% Coinsurance after 
Deductible  

Covered in full  Covered in full 
in Network, 60 
visit maximum  

Spinal 
Manipulation 3  

15% Coinsurance  
after Deductible  
 
325 visit maximum 
combined for 
Physical/Occupational 
Therapy and Spinal 
Manipulation  

Covered in full  
 
 
325 visit 
maximum 
combined for 
Physical/Occupat
ional Therapy 
and Spinal 
Manipulation  

Covered in full 
in Network 
  
12 visit 
maximum  

 

OUTPATIENT SERVICES 

Surgical 
Services 

In-Network; 15% 
Coinsurance after 
Deductible  
  
Non-Network; 25% 
Coinsurance after 
Deductible 

Covered in Full 
in Network 
  
  
Non Authorized 
Services; 80% 
Coinsurance after 
Deductible 

Covered in Full  
in Network 

Speech 
Therapy  

15% Coinsurance, after 
Deductible, 15 Visit 
Maximum 

Covered in Full, 
15 Visit 
Maximum  

Covered in Full 
in Network, 20 
Visit maximum  

Cardiac 
Rehabilitation 
  

In-Network; 15% 
Coinsurance, after 
Deductible  
 

Covered in Full  Covered in Full  
in Network 

Radiation & 
Chemotherap
y – includes 
Oral Therapy  

In-Network; 15% 
Coinsurance after 
Deductible  
  
Non-Network; 25% 
Coinsurance after 
Deductible 

Covered in Full 
in Network 
 
 
Non Authorized 
Services; 80% 
Coinsurance after 
Deductible 

Covered in Full  
in Network 
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PREVENTIVE  CARE  
Routine 
Physical Exam, 
Routine Lab, 
X-Ray and 
Medical Tests 

Covered in Full   
1 per benefit period 

Covered in Full   
1 per benefit 
period 

Covered in Full 
in Network  
1 per benefit 
period 

Mammography 
and Pelvic 
Exams, PAP 
Test, and PSA 
Test  

Covered in Full   
1 per benefit period 

 Covered in Full   
1 per benefit 
period 

Covered in Full 
in Network  
1 per benefit 
period 

Immunizations, 
Annual 
Diabetic Eye 
Exam  

Covered in Full   
1 per benefit period 

 Covered in Full  
1 per benefit 
period 
 

Covered in Full 
in Network 
1 per benefit 
period 

Routine 
Colonoscopy  

Covered in Full   
 

Covered in Full  Covered in Full 
in Network 

Vision Exams  Routine basic eye 
exam by PCP (internal 
general or family 
practice doctor) 
covered in full. Does 
not include 
ophthalmologist or 
optometrist   
1 per benefit period 

Routine basic eye 
exam by PCP 
(internal general 
or family practice 
doctor) covered 
in full. Does not 
include 
ophthalmologist 
or optometrist   
1 per benefit 
period 

Exam given by 
Network 
ophthalmologist 
or optometrist 
covered in full.  
1 per benefit 
period 

Hearing Exams  Covered in Full   
1 per benefit period 

Covered in Full  
1 per benefit 
period 

Covered in Full 
in Network 
1 per benefit 
period 
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up to a 30 day supply; and the full cost or $50, whichever is 
less, for a mail-in 90 day supply. 

 

 D) The maximum annual out of pocket expenses for 
prescriptions shall be $700 for single employees, and $1,400 
for families.  The employee is responsible for maintaining 
receipts and, after reaching the maxima, submit them as 
documentation to Human Resources on a quarterly basis to 
receive reimbursement. 

 

E) After two (2) 30-day retail purchases, maintenance drugs 
can only be purchased through mail-order for a 90-day 
supply. 

 

F) All prescriptions will be “dispense as written” with 
appropriate co-pays applied. 

 
5.7: Second and/or Third Medical Opinions:  For the duration of this 
Agreement, a second opinion may be obtained, at the discretion of the 
bargaining unit member or covered dependent, prior to surgery for 
hemorrhoidectomy, herniorrhaphy, cholecystectomy, cataract extraction, 
menisectomy, tonsillectomy/adenoidectomy, submucous resection, 
transurethral resection/prostate, laminectomy, hysterectomy, total knee 
replacement, or total hip replacement.  If the second opinion differs from 
the first opinion, the bargaining unit member or covered dependent may 
choose to obtain a third opinion.  The cost of the optional second opinion 
and/or third opinion shall be covered by the University. 
 
5.8: Right to Alter Carriers:  The University has the right to self-
insure or change carriers as it deems appropriate, provided that the affected 
benefits remain comparable, but no less than present levels in each benefit 
category. 
 
5.9: Health Care Advisory Task Force:  The University and the 
Union support the continuance of the University Health Care Advisory 
Task Force, consisting of at least two (2) representatives from the 
University and at least two (2) representatives from the Unions. The charge 
of the committee is to review and assess existing medical, dental, 
prescription drug, and life insurance benefits currently provided by the 
University and to explore viable options for maintaining benefits levels. 
The HCATF shall review matters relative to financial performance, vendor 
selection, plan design, plan performance, aggregate statistics, etc., of the 
healthcare plan.  During the term of this Agreement, and in order to be 
responsive to the dynamic environment of healthcare, the HCATF shall 
coordinate the administration of the Wellness Program and make 
recommendations to the Board of Trustees regarding cost-neutral plan 
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design changes intended to enhance the benefit plan or support the 
Wellness Program.  The Union representatives to the HCATF shall consult 
the membership prior to proceeding with such recommendations.  The 
recommendations shall be determined to be cost-neutral (not an increase in 
overall expected liability of the plan) by an independent certified actuary or 
benefits consultant, as applicable.  Further, such recommendations shall 
pertain to matters that would only otherwise be subject to collective 
bargaining.  If approved by the Board of Trustees, a memorandum signed 
by the Union President and the University designee shall be executed 
implementing such recommendations as if ratified by the bargaining unit. 
 
5.10: Section 125 Benefits:  The University will contract with a carrier 
to serve as Third Party Administrator (TPA) for Section 125, and premium 
pass-through benefits (premium pass-through, flexible spending and 
dependent care accounts, etc.).  Eligibility for and use of this program shall 
be governed by IRC Section 125. There shall be no initiation or sign-up 
fees for employees.  Monthly administrative charges, if any, for the TPA 
shall be paid by payroll deduction by those employees selecting this benefit 
and shall not increase during the life of this Agreement.  Employee 
contributions under Section 125 shall also be made by payroll deduction to 
the maximum of $5,000.00 per account.  An individual selecting this plan 
shall participate in the plan from January 1 to December 31. 
 
5.11: Life Insurance – Retirees Conversion Policy:  Bargaining unit 
members who retire with ten (10) or more years of University service are 
eligible for a convertible life insurance policy through the carrier as of the 
date of their retirement (rounded to the nearest multiple of $1,000) to a 
maximum of $75,000.  Such policy for a retiree will not include accidental 
death and dismemberment insurance. 
 
5.12: Life Insurance – Active:  The University will provide at no cost to 
the bargaining unit member, term life insurance in an amount equal to two-
and-one-half (2-1/2) times the bargaining unit member's annual salary 
(hourly rate X 2080).  Each bargaining unit member’s group term insurance 
shall be subject to a cap of Two Hundred Fifty Thousand Dollars 
($250,000) for the term of this Agreement.  Bargaining unit members may 
waive insurance coverage in excess of $50,000. 
 
5.13: Long-Term Disability Benefit Policy:  The University will 
provide a group long-term disability benefit plan to members of the 
bargaining unit who have not yet qualified for such coverage under the 
Ohio Public Employees Retirement System or a comparable state retirement 
fund, with coverage for such bargaining unit member to continue only until 
he/she becomes eligible for disability benefits under such state fund. 
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Lifetime 
Maximum  

$2,000,000  $2,500,000  Unlimited  

PHYSICIAN OFFICE SERVICES 
Office Visits  $10 Co- payment 1  $10 Co- payment 

1  
$10 Co- 
payment 1  

Office 
Surgeries  

15% of Coinsurance 
After Deductible 

$10 Co-payment   $10 Co-payment 
  

Preconception 
Care/ 
Education  

15% of Coinsurance 
After Deductible 

$10 Co-payment 
1  

$10 Co-payment 
1  

 
Allergy – 
Testing  

15% of Coinsurance 
After Deductible In 
Network 
 
25% of Coinsurance 
After Deductible Non-
Network 

Covered in Full 
in Network 
 
Non Authorized 
Services; 80% 
Coinsurance after 
Deductible – 
Inpatient care 
Non Authorized 
Services; 50% 
Coinsurance after 
Deductible – 
Outpatient care 

Covered in Full 
in Network 

Allergy ─ 
Treatment 
Serum & 
Injections 

15% of Coinsurance In 
Network 
 

Covered in Full 
in Network 
 
Non Authorized 
Services; 80% 
Coinsurance after 
Deductible – 
Inpatient care 
Non Authorized 
Services; 50% 
Coinsurance after 
Deductible – 
Outpatient care 

Covered in Full 
in Network 

1$10 co-payment if seen by a physician  
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 SUPERMED 
CLASSIC 

(REPLACES 
TRADITIONAL)†  

SUPERMED 
SELECT  

SUPERMED 
HMO 

(REPLACES 
ANTHEM) 

 
Network  

 
Hospital only  

Hospital & 
Physician  
Must Select 
Primary Care 
Physician (PCP). 
Referrals are not 
needed to see in 
Network 
specialists.  

Hospital & 
Physician  
Must Select 
Primary Care 
Physician (PCP) 
Referrals are not 
needed to see in 
Network. 
specialists 

Dependent Age  The end of the year of 
the 25th birthday  

The end of the 
year of the 25th 
birthday  

The end of the 
year of the 25th 
birthday  

Deductible  $200 / $400  $100 / $300 for 
Non-Authorized 
Services  

N/A  

Coinsurance 
Limits  

In-Network -15% 
Coinsurance until 
$225 / $450  

Non-Network-  
25% Coinsurance until  
$725 / $950†  

$1,200 /$2,400 
for Non-
Authorized 
Services  

N/A  

† The University will reimburse bargaining unit members enrolled in the SuperMed 
Classic plan (or subsequent comparable plans) for out of network charges incurred 
by the bargaining unit member of his/her covered dependents as a result of use of a 
non-network hospital. 

 
Annual Out-of-
Pocket 
Maximum 
(including 
Deductible).  
Office Visit Co 
pays Do Not 
Count Toward 
Annual 
Maximum  

In-Network  
$425 / $850  
 
Non-Network  
$925 / $1,350  

N/A  
 
 
$1,300/$2,700 for 
Non-  
Authorized 
Services  

$3,000/$6,000  

Benefit Period 
Calendar Year 
(January 1 through 
December 31) 

Calendar Year 
(January 1 
through 
December 31) 

Calendar Year 
(January 1 
through 
December 31) 

Pre-existing 
Period  

No Waiting Period  No Waiting 
Period  

No Waiting 
Period  
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5.14: COBRA Rights:  If a bargaining unit member terminates his/her 
employment or separates from the University, the University will notify the 
employee of his/her right to choose to continue his/her healthcare plan 
under the federally mandated COBRA program. 
 
5.15: Wellness Release Time:  The parties agree, through the HCATF, 
to investigate and study the concept of release time during work hours for 
the purpose of wellness activities as implemented by various employers, 
specifically, the return on such investment.  The HCATF shall submit a 
report to the Board of Trustees – Internal Affairs Committee, regarding the 
findings and recommendations before December 31, 2010. 
 
5.16: Voluntary Short-Term Disability Coverage:  The University will 
provide a bargaining unit member an opportunity to enroll in Short-Term 
Disability coverage through payroll deduction at the employee’s expense.  
Vendors will be selected by the Health Care Advisory Task Force. 
 
5.16: Voluntary Long-Term Care Coverage:  The University will 
provide a bargaining unit member an opportunity to enroll in Long-Term 
Disability coverage through payroll deduction at the employee’s expense.  
Vendors will be selected by the Health Care Advisory Task Force.  
 
5.17: Voluntary Life Insurance Coverage:  The University will 
provide a bargaining unit member an opportunity to purchase additional life 
insurance through payroll deduction at the employee’s expense.  Vendors 
will be selected from the analysis done by the Health Care Advisory Task 
Force. 
 
 

ARTICLE 6 
STAFF DEVELOPMENT LEAVES/STAFF DEVELOPMENT 

 
6.1: Staff Development Leaves:  For each of the fiscal years of this 
Agreement, the University will support a minimum of two (2) Staff 
Development Leaves for full-time members of the bargaining unit.  Each 
leave shall be for up to twelve (12) months duration unless additional time 
is approved.  Each leave recipient shall be paid 100% of his/her salary 
while on leave.  The University will maintain group insurance coverage for 
leave recipients at no cost to them, and all other rights and privileges shall 
remain in effect during the leave as though the individual were not on leave. 
A maximum of twenty (20) percent of one-third (1/3) of the average salary 
of full-time bargaining unit members, budgeted for the prior year, will be 
budgeted for anticipated expenses to be incurred during the leave(s). The 
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purpose of Staff Development Leaves shall be to permit staff members to 
engage in professional/educational activities that are related to their 
positions at the University and will serve to enhance their professional 
contributions to the University as staff members.  Applications for Staff 
Development Leaves may be submitted to the University on a form made 
available through the office of the Chief Human Resources Officer. The 
Administration and the leave applicant shall make every reasonable effort to 
redistribute job responsibilities during the requested leave.  The deadline 
for submitting an application shall be March 1, of each year.  If March 1 
falls on a Saturday or Sunday, the deadline is the next working day. Leave  
applicants will be interviewed by a three-member committee, with one 
member designated by the President of the Association, one member 
designated by the President of the University, and the third member 
designated by the first two members.  The committee will forward its 
recommendations, including a recommended distribution of budgeted 
expenses, to the President of the University within thirty (30) days 
following the deadline for applications, and the President of the University 
shall announce the names of leave recipients within thirty (30) days 
following receipt of the committee's recommendations.  The decision of the 
President of the University shall be final and binding. 
 
6.2: General Provisions:  A member of the bargaining unit may be 
granted a leave under the provisions of this Article only after he/she has 
been granted Continuity of Employment by the University.  A recipient of a 
leave shall return to the University for a minimum of one (1) year.  If the 
leave recipient resigns or retires from the University prior to the completion 
of the return period, he/she shall reimburse YSU his/her salary and 
budgeted expenses paid by YSU during the leave period.  Leave recipients 
who fail to return to YSU for the specified period following completion of 
the leave shall be permitted to arrange a schedule of payments over a period 
not to exceed two (2) years.  Within sixty (60) days after the completion of 
the leave, the bargaining unit member shall submit to the President of the 
University a brief written report of leave activities.  Leave for more than 
one (1) bargaining unit member from any work area, for the same time or 
overlapping time period, must be approved by the department head. 
 
6.3: Staff Development:  In order to afford bargaining unit members 
the advantage of the staff development opportunity, any and all materials 
pertaining to staff professional development provided by any professional 
organization in which the University holds a membership (i.e., 
announcements of conferences, research opportunity, etc.) shall be made 
available to each bargaining unit member in the relevant job assignment 
area within a reasonable time after their receipt by the University. Upon the 
submission of a proper application (Appendix J), approval by the immediate 
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APPENDIX F (CONTINUED) 
YSU EVALUATION OF APAS BARGAINING UNIT MEMBER 
 
 
Evaluator’s Comments and Recommendations: 
 
 
 
 
 
 
 
 
 
 
 
Signature  Date_________ 
 
Bargaining Unit Member’s Acknowledgment (comments if desired): 
 
 
 
 
 
 
 
 
 
 
 
 
Signature  Date_________ 
 
(Note: The bargaining unit member’s signature shall certify that he/she has received the 
evaluation, but will not necessarily indicate agreement with it.) 
Department Head (if other than evaluator) 
 
 
 
 
Signature  Date_________ 
 
 
 
**PLEASE RETURN COMPLETED EVALUATION TO HUMAN RESOURCES**
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APPENDIX F (CONTINUED) 
YSU EVALUATION OF APAS BARGAINING UNIT MEMBER 

 
 

 

CHARACTERISTIC RATING 
6. RELATIONSHIPS:  ______ 
 
 

has good working relationships with peers and others. 
 
 
 
 
 
 
7. PROFESSIONAL DEVELOPMENT: ______ 
 
 

engages in activities to become or remain current in the field. 
 
 
 
 
 
 
 
 
8. OTHER (Specify): ______ 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
9. OPTIONAL APPROACH Yes   No  
 

Refer to attached instruction sheet. 
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supervisor and approval by the signature authority for the funding source, 
the University, in accordance with its travel policy, will encourage 
professional development opportunities.  A lack of funds to support 
development opportunities will be taken into consideration in the evaluation 
process. 
 
 

ARTICLE 7 
LEAVES 

 
7.1 Definitions: 
 

 A) Child:  biological, adopted, foster, stepchild, ward or child 
of person standing in loco parentis who is under 23, or 23 or 
older if incapable of self-care due to disability. 

 

 B) Eligible Bargaining Unit Member:  a bargaining unit 
member with at least one year of service who has worked at 
least 1,040 hours in the previous twelve (12) months. 

 

 C) Non-probationary bargaining unit member:  a bargaining 
unit member who has achieved continuity of employment. 

 

 D) Probationary member: is a member who has not yet 
achieved continuity of employment. 

 

 E) Immediate family:  spouse, children, daughters-in-law, 
sons-in-law, grandchildren, parents, parents-in-law, 
grandparents, spouse's grandparents, brothers, sisters, 
brothers-in-law, sisters-in-law, or legal guardian and 
domestic partner. 

 

 F) Parent:  biological father or mother, adoptive parents, step 
parents, or foster parents, or person in loco parentis when 
employee was a child. 

 

 G) Domestic Partner:  A domestic partner is defined as a 
person who, according to the employee’s affidavit, has 
shared a committed, on-going domestic relationship with the 
employee for not less than the continuous preceding twelve 
(12) months.  Specific to this Article, domestic partner is not 
limited to “same sex” domestic partner. 

 

 H) Serious health condition:  an illness, injury, impairment or 
physical or mental condition that involves in-patient care in 
a hospital, hospice or residential medical care facility, or 
continuing treatment by a healthcare provider. 
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7.2: General:  Leaves of absence shall be granted in accordance with 
the following provisions.  If the provisions, hereinafter, provide a 
bargaining unit member with more than one (1) option as to which leave 
may be used, the bargaining unit member may apply for the leave which is 
most beneficial to his/her circumstances. 
 
7.3: Leave Without Pay:  With the approval of the unit supervisor or 
designee and the Chief Human Resources Officer, a bargaining unit 
member may be granted Leave Without Pay in the categories specified in 
Sections 7.4-7.12.  Requests for Leave Without Pay will be submitted on a 
form provided by the University a minimum of one (1) month prior to the 
requested effective date of leave or at the earliest feasible time.  Serious 
consideration will be given to all requests.  A bargaining unit member’s 
seniority will continue to accrue while on all Leaves without Pay.  Upon 
return from any Leave without Pay, a bargaining unit member will be 
restored to the position held prior to the leave or to an equivalent position 
with equivalent pay, benefits and other employment terms. 
 
7.4: Personal:  A bargaining unit member will be granted up to five (5) 
days of Leave Without Pay for personal reasons and may request additional 
time for any period up to six (6) months, provided that: (1) the 
Administration can make the temporary arrangements in accordance with 
this Agreement to cover the assignment ordinarily performed by the 
bargaining unit member; and (2) the bargaining unit member provides 
advance notice to the unit supervisor and the Chief Human Resources 
Officer equal to the length of the requested leave, which notice, in the sole 
discretion of the unit supervisor and the Chief Human Resources Officer 
may be waived in whole or in part. 
 
7.5: Educational: 
 

A) To be eligible for an educational leave, a bargaining unit 
member must meet the following conditions: 

 

 1. two (2) complete years of service performed at the 
University since becoming a full-time employee; 

 

 2. three (3) complete years of service performed at the 
University since the completion of any previous 
Educational Leave; 

 
B) Educational Leave without pay may be granted when the 

eligible YSU-APAS member and the Administration agree 
that the leave will enhance the employee's value to the 
University, and when the Administration can make 
temporary arrangements to cover the assignments ordinarily 
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APPENDIX F (CONTINUED) 
YSU EVALUATION OF APAS BARGAINING UNIT MEMBER 

 
 

CHARACTERISTIC RATING 
 
1. JOB KNOWLEDGE AND SKILLS: ______ 
 
 

demonstrates an understanding of the principles to meet the objectives of the job. 
 
 
 
2. PLANNING:  ______ 
 
 

ability to plan and schedule appropriate objectives and activities. 
 
 
 
 
 
3. ADMINISTRATION:  ______ 
 
 

completes appropriate objectives and activities. 
 
 

 
4. COMMUNICATION:  ______ 
 
 

shares information with peers, subordinates, and superiors. 
 

 
5. RELIABILITY/PROMPTNESS:  ______ 
 
 

can be depended upon to complete assigned tasks within established deadlines. 
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APPENDIX F 
 
 
 

YSU EVALUATION OF APAS BARGAINING UNIT MEMBER 
 
 
Name      Date ____________ 
 
 
Department   
 
 
Title   
 
 
Period covered by this evaluation   
 
 

 
NOTE TO THE EVALUATOR: Read the instructions accompanying this form; then 
rate each characteristic below on the following pages by entering the appropriate letter on 
the line indicated under ratings; then provide information and comments regarding your 
rating in the space provided. 
 
 
 O = Outstanding The bargaining unit member has exceeded all of the 

performance expectations for this characteristic. 
 
 E = Exceeds Requirements The bargaining unit member regularly works beyond a 

majority of the performance expectations for this 
characteristic. 

 
 S = Satisfactory The bargaining unit member has met the performance 

standards for this characteristic. 
 
 N = Needs Improvement The bargaining unit member has failed to meet one or 

more of the significant performance expectations for 
this characteristic. 

 
 U = Unsatisfactory The bargaining unit member has failed to meet most 

or all of the significant performance expectations for 
this characteristic. 

 
 NA = Not Applicable The bargaining unit member is not rated on this 

characteristic. 
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performed by the individual.  Educational Leave without 
pay may extend from a few days to a full year.  Educational 
Leave without pay may be renewed for an additional 
year(s), provided the total period of absence from duty does 
not exceed three (3) years.  In situations where the nature of 
proposed leave activities necessitates a period of absence 
longer than one year, the eligible bargaining unit member 
may request a leave without pay of two or three complete 
fiscal years.  The leave request, however, must address the 
necessity of the period for which leave without pay is 
requested.  The eligible bargaining unit member granted 
leave without pay shall receive the pay increments specified 
in Article 4 (“Salaries”) as if he/she were at YSU.  Included 
in the three-year limitation shall be any other leaves which 
the eligible bargaining unit member takes immediately 
preceding or succeeding a leave without pay.  Applications 
for leave without pay of six (6) months or longer shall be 
made at least one hundred eighty (180) days prior to the 
period of proposed leave.  While on Educational Leave, the 
bargaining unit member will receive all fringe benefits 
granted to employees on the same basis as employees in 
active status with the exception of accrual or use of paid 
leaves of absence and the employer share of pension 
contributions, provided the bargaining unit member 
continues to pay to the University any premiums for the 
medical and dental contributions and provided the 
bargaining unit member continues to pay to the University 
any premiums for life insurance and long-term disability 
coverage.  During the period of an unpaid Educational 
Leave, the bargaining unit member will continue to accrue 
seniority and service credit for vacation calculations. 

 
C) An eligible bargaining unit member who wishes to pursue 

formal education or training that is not related to his/her 
position may be granted Educational Leave Without Pay for 
a period of up to six (6) months, provided that the 
Administration can make temporary arrangements to cover 
the assignment ordinarily performed by the eligible 
bargaining unit member.  Included in the six-month 
limitation shall be any other leaves that the eligible 
bargaining unit member takes immediately preceding or 
succeeding the Educational Leave without pay.  He/she may 
maintain his/her insurance coverage by paying the COBRA 
group rate to the University.  As a prerequisite to approval 
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of this type of leave, the bargaining unit member must 
submit a notarized statement saying that he/she will 
continue his/her employment at the University for at least 
eighteen (18) months following the completion of such 
leave.  Should the bargaining unit member resign or be 
removed prior to the completion of the eighteen-month 
period, he/she will be responsible for repayment to the 
University for the full cost of any fee remission received at 
Youngstown State University.  Leave recipients who fail to 
return to the University for the specific period following the 
completion of the leave will be permitted to arrange a 
schedule of repayment over a period not to exceed two (2) 
years. 

 
D) A bargaining unit member may return to active pay status 

earlier than originally scheduled if the return is mutually 
acceptable to the University and the bargaining unit 
member.  

 
E) The University may cancel the leave and direct the 

bargaining unit member to return to active pay status if the 
leave is not being used for the intended purpose.  Should 
such cancellation occur, the bargaining unit member shall be 
responsible for the repayment to the University for the full 
cost of any fee remission received at Youngstown State 
University and the full cost of any insurance premiums paid 
by the University on the bargaining unit member’s behalf 
during the period of the Educational Leave.  The bargaining 
unit member shall receive written notification of such 
action.  The bargaining unit member will be permitted to 
arrange a schedule of repayment over a period not to exceed 
two (2) years.  The University reserves the right to assess 
appropriate discipline against any bargaining unit member 
who fails to use Educational Leave for the intended purpose. 

 
7.6: Family and Medical Leave:  The parties intend that this Article 
shall in all aspects be construed and applied in a manner to provide benefits 
not less than those in the Family and Medical Leave Act of 1993, as 
amended.  In any event, a bargaining unit member will be provided 
whichever benefits are greater between the provisions provided in this 
article and in the Family Medical Leave Act. The University shall provide 
an Eligible Bargaining Unit Member with leave in accordance with the 
requirements of the Family and Medical Leave Act, and subject to the 
following additional conditions: 
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APPENDIX E (CONTINUED) 
GRIEVANCE DISPOSITION REACTION FORM 

 
 #_________ 

 Date:   __________________ 
 

 
Complete this form and return copies to the offices indicated below within 
TEN (10) days. 
 
 
1. Check the appropriate box: 
 

□ I accept the disposition of my grievance at Step:       1      2 
 3  (Circle the appropriate number.) 

 
□ I reject the disposition of my grievance and will advance 

my appeal to Step:   1     2     3     4    (Circle the 
appropriate number.)  (Appeal to Step 4 requires approval 
of YSU-APAS.) 

 
□ I reject the disposition of my grievance since it fails to 

resolve the issue satisfactorily, but I do not intend to 
appeal further. 

 
 
2.   Signatures: 
 
Grievant:  ________________________________   Date:____________ 
 
YSU-APAS Representative: __________________   Date:_____________ 

(Optional, except for Step 4) 
 
 
 
 
 
 
cc: Grievant Dean/Executive Director 
 YSU-APAS Department Head 
 Principal Administrative Officer Director of P/A Employee Relations 

Chief Human Resources Officer 
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APPENDIX E (CONTINUED) 
GRIEVANCE DISPOSITION FORM 

 
 #______________ 

Date of Disposition:      ________________ 
Step:    ________________ 

 
TO: ____________________________________________________ 
    Grievant 
 
 
FROM: □ Department Head/Supervisor  

 
□ Principal Administrative Officer/ 

Dean/Executive Director 
  

□ Executive Director of Human 
Resources 
 
 

 ______________________________________ 
Name 
 

RE:  Grievance filed on: ______________________________________ 
Date 
 

DISPOSITION 
 
 
 
 
 
 
 
 
 
 
cc: Grievant Dean/Executive Director 

YSU-APAS Department Head 
Principal Administrative Officer Director of P/A Employee Relations  
 Chief Human Resources Officer 
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A) A rolling twelve-month period measured retrospectively 

from the date a member uses any FMLA leave shall be used 
to determine the “twelve-month period” in which the amount 
of FMLA leave entitlement occurs. 

 
B) If the University has medical evidence from its physician 

and/or the Eligible Bargaining Unit Member’s physician that 
indicates the Eligible Bargaining Unit Member is expected 
to be able to substantially and materially perform his/her 
duties by a specified date that is no later than one (1) year 
from the last day on the job, a request for extension of 
Family and Medical Leave Without Pay will be considered. 

 
C) Vacation may be substituted for all or a portion of the 

Family and Medical Leave. 
 
7.7: Leave for Extended Illness or Disability:  A leave for extended 
illness or disability is defined as an unpaid leave granted or required by the 
University for medical reasons after a bargaining unit member has 
exhausted all Family and Medical Leave. 
 

A) Eligibility:  A bargaining unit employee is eligible for 
disability leave benefits if the employee has completed the 
probationary period and if the employee has completed one 
(1) year of continuous University service immediately prior 
to the date of the disability, and is eligible for sick leave. 

 
B) Duration:  A non-probationary bargaining unit member 

may be granted such leave for up to six (6) months.  The 
University may require medical certification and/or a second 
opinion to support a leave of this type.  If the University has 
medical evidence from its physician and/or the bargaining 
unit member’s physician that indicates the bargaining unit 
member is expected to be able to substantially and 
materially perform his/her duties by a specified date that is 
no later than one (1) year from the last day on the job, a 
request for extension of such leave will be considered. 

 
C) Insurance and Retirement:  A bargaining unit member on 

this type of leave will receive all group insurance on the 
same basis as employees in active pay status, and the 
retirement contribution shall be paid as follows: 

 

 1. the employer’s share shall be paid by the University; 
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 2. the employee’s share shall be paid by the employee for 
the first three months. 

 

 3. the employee’s share shall be paid by the University 
after the first three months. 

 
D) Intermittent Leave/Reduced Schedule:  A bargaining unit 

member on this type of leave, with the approval of the unit 
supervisor or designee and the Chief Human Resources 
Officer, may take reduced or intermittent leave to reduce the 
usual number of hours per day or work week.  Leave for 
Extended Illness or Disability may be used on a continuous 
basis, an intermittent basis, or as a reduced work schedule at 
a prorated level of pay.   

 
7.8: Use of Paid Time Off with Unpaid Leave:  A bargaining unit 
member may choose to have all or a portion of unpaid leave under Sections 
7.6-7.7 to run either concurrently or consecutively with sick leave, vacation 
leave, personal days or, when applicable, maternity or parental leave.  The 
bargaining unit member must notify the Chief Human Resources Officer of 
his/her choice at the time he/she gives notice of the unpaid leave. 
 
7.9: Disability Separation and Disability Retirement: 
 

A) Disability Separation - A bargaining unit member who has 
exhausted all forms of paid leave and who is not eligible, or 
whose eligibility has expired under Sections 7.6-7.7 may be 
disability separated in accordance with the provisions of the 
Ohio Revised Code. 

 
B) Disability Retirement - A bargaining unit member who is 

eligible may apply for disability retirement in accordance 
with the provisions of OPERS. 

 
7.10: Child Care Leave: 
 

A.) Biological Mother:  Once a YSU-APAS member is 
certified by her physician following childbirth to be 
medically capable of performing her regular duties, she will 
be entitled to leave without pay for a period not to exceed 
six (6) months for the purpose of child care. 

 
B) Biological Father:  A male YSU-APAS member, upon the 

birth of his child, is entitled to leave without pay for a 
period not to exceed six (6) months for the purpose of child 
care. 
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APPENDIX E 
GRIEVANCE FORM 

 
 #__________* 
 Date Filed:____________________ 

 

 □ Filed through YSU-APAS 
Grievance Committee 

 

□ Filed independently of 
 YSU-APAS 

 
Name of Grievant:____________________________________________ 
 
Department: __________________________________________________ 
 
Home Address: ______________________________________________ 
 
Date Cause of Grievance Occurred: 
________________________________ 
 
Statement of Complaint of Grievant:  (attach supporting documents if 
appropriate) 
 
 
Section of AGREEMENT Alleged to Have Been Violated: 
 
 
Remedy Sought: 
 
 

___________________________________ 
 Grievant's Signature Date 

 
cc: Grievant  Dean/Executive Director 

YSU-APAS  Department Head 
Principal Administrative Officer Director of P/A Employee Relations 

   Chief Human Resources Officer 
 
*Prior to the filing of a grievance, a grievance number must be secured 
from the Office of the Chief Human Resources Officer or his/her designee. 
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APPENDIX D (CONTINUED) 
SALARY RANGE ASSIGNMENTS 

 
K 2 Coordinator, Graphic Center and Copy Center 
 
L 1 Evening Building Coordinator 
L 2 Manager of Ticket Operations 
L 3 Financial Services Analyst 
L 4 Staff Auditor 
L 4 Staff Auditor 
L 4 Coordinator, Merchandising 
L 4 Retail Operations Manager 
L 4 Coordinator, Diversity Initiatives 
 
M 1 Announcer/Producer 
M 1 Announcer/Producer 
M 2 Fine Arts Announcer/Producer 
M 2 Fine Arts and News Announcer/Producer 
M 4 Broadcast Engineer 
 
O 1 Assistant Reference Librarian 
O 1 Assistant Reference Librarian 
O 1 Assistant Reference Librarian 
O 1 Assistant Catalog Librarian 
O 2 Associate Reference Librarian 
O 3 Microforms/Serials Librarian 
O 3 Government Documents Librarian 
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C) Adoptive Parents:  A YSU-APAS member is entitled, upon 
the adoption of a child, to leave without pay for a period not 
to exceed six (6) months for the purpose of child care. 

 

D) Foster Parents:  Upon the arrival of a foster child, a YSU-
APAS member may take Child Care Leave without pay for 
a period not to exceed twelve (12) weeks. 

 

E) Application for Child Care Leave shall be made in writing 
to the Chief Human Resources Officer not later than thirty 
(30) days prior to the effective date for such leave, and such 
request shall state the anticipated duration of the leave.  In 
the case of an application for Child Care Leave by an 
adoptive parent, this thirty (30) day requirement shall be 
waived.  In the case of Child Care Leave related to 
pregnancy, the request shall be accompanied by a statement 
from the attending physician giving the expected date of 
delivery. 

 

 F) During the period of Child Care Leave, the employee on 
leave will be deemed to be relieved temporarily of his/her 
YSU duties. 

 

 G) While on Child Care Leave, the bargaining unit member 
will receive all group insurance benefits on the same basis 
as employees in active pay status. 

 
 H) Vacation/Sick Leave Substitution: 
 

  1) Six (6) Month Leave:  Vacation may be substituted for 
a portion of the six-month Child Care Leave, but may 
not be used consecutively with the Child Care Leave.  
Sick leave may be substituted for up to twelve (12) 
weeks of the six (6) month Child Care Leave, but may 
not be used consecutively with the Child Care Leave. 

 

  2) Twelve (12) Week Leave:  Vacation and/or sick leave 
may be substituted for a portion of the twelve (12) week 
Child Care Leave, but may not be used consecutively 
with the Child Care Leave. 

 
I) An eligible bargaining unit member on Child Care Leave, 

with the approval of the unit supervisor or designee and the 
Chief Human Resources Officer, may take reduced or 
intermittent leave to reduce the usual number of hours per 
day or work week. 
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J) Child Care Leave shall run concurrently with Maternity 
Leave or Parental Leave. 

 
7.11: Workers’ Compensation:  A bargaining unit member who 
chooses to receive compensation from the Bureau of Workers’ 
Compensation instead of using sick leave will be considered to be on a 
medical leave without pay for the periods specified in Sections 7.6-7.7.  A 
bargaining unit member on this type of leave shall receive all insurance 
benefits for the time periods specified in Sections 7.6-7.7, provided the 
bargaining unit member continues to pay to the University any premiums 
for the medical and dental contributions and provided the bargaining unit 
member continues to pay to the University any premiums for life insurance 
and long-term disability coverage.  During the period of an unpaid workers’ 
compensation leave, the bargaining unit member will not accrue sick leave. 
  
 
7.12: Political Leave:  A staff member who is elected or appointed to a 
full-time political office may be granted leave without pay for the duration 
of his/her term of office; this leave shall not exceed four (4) years. 
 
LEAVE WITH PAY: 
 
7.13: Sick Leave: 
 

A) Sick Leave is the authorized absence of an employee with 
pay because of personal illness, pregnancy, complications 
due to pregnancy or birth, adoption, injury, and exposure to 
contagious disease.  Sick leave may also be used because of 
illness, injury, or death in the employee’s immediate family. 

 
B) Each full-time bargaining unit member earns sick leave at 

the rate of one and one-quarter (1.25) days per month.  Sick 
leave is cumulative without limit.  The Administration will 
make available to each bargaining unit member a report 
showing accumulated sick leave on the Banner Portal 
system. 

 
C) Sick Leave may be used during any period of time in which 

the employee is under contract to perform services for the 
University. When using sick leave, the bargaining unit 
member will promptly notify his/her unit supervisor, and 
whenever possible, advise of the estimated duration of 
absence.   An employee shall report all uses of sick leave on 
the APPLICATION FOR USE OF SICK LEAVE form in 
accord with the directions for use attached thereto. The form 
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APPENDIX D (CONTINUED) 
SALARY RANGE ASSIGNMENTS 

 
G 1 Housing Coordinator 
G 2 Undergraduate Admissions Representative 
G 2 Undergraduate Admissions Representative 
G 2 Undergraduate Admissions Representative 
G 2 Undergraduate Admissions Representative 
G 2 Undergraduate Admissions Representative 
G 2 Undergraduate Admissions Representative 
G 3 Financial Aid Counselor—Federal Programs 
G 3 Coordinator, Graduate Administrative Affairs 
G 3 Assistant Director—Federal Programs 
G 3 Coordinator, Undergraduate Transfers 
G 3 Financial Aid Counselor—Special Programs 
G 3 Technology Recruitment Officer 
G 3 Financial Aid Counselor—Federal Programs 
G 4 Assistant Director, Office of Student Activities 
G 5 Assistant Director of Housing Services 
G 5 Associate Director of International Student and Scholar 

Programs 
G 7 Assistant Director, Financial Aid and Scholarships 
 
H 4 Cisco Academy Assistant Trainer/Technician 
H 4 Cisco Academy Assistant Trainer/Technician 
H 5 Metro College Systems Manager 
H 5 Systems Coordinator 
H 6 Website Manager 
H 6 Technology and Training Specialist 
H 8 Database Administrator 
 
I 1 Research Assistant 
I 4 Research Associate II 
I 4 Research Economist 
I 5 Instrumentation Service Specialist 
I 6 Manager of Center of Biomedical and Environmental Research 
 
J 1 Coordinator, Communication and Theater 
J 2 Associate Staff Designer 
J 3 University Archivist/Special Collections Librarian 
J 3 Theater Production Manager 
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APPENDIX D (CONTINUED) 
SALARY RANGE ASSIGNMENTS 

 
D 3 Equipment Manager 
D 3 Associate Athletic Trainer 
 
E 1 Athletic Advisor 
E 1 Athletic Advisor 
E 2 Academic Advisor 
E 2 Coordinator, Professional Development 
E 2 Academic Advisor 
E 2 Academic Advisor 
E 2 Academic Advisor 
E 2 Coordinator Center for Student Progress 
E 2 Academic Advisor 
E 3 Sr. Athletic Advisor 
E 4 BS/MD Coordinator 
E 4 Coordinator, Career Services 
E 4 Academic Advisor Senior 
E 4 Coordinator, Career Services 
E 4 Coordinator, Career Services 
E 4 Coordinator, Teacher Certification 
E 4 Academic Advisor Senior 
E 4 Counselor/Coordinator of Testing 
E 4 Academic Advisor Senior 
E 4 Assistant Director, Center for Student Progress 
E 4 Health Professions Rep/Academic Advisor 
E 4 Academic Advisor Senior 
E 4 Counselor/Coordinator Disability Services 
E 4 Academic Advisor Senior 
E 4 Academic Advisor Senior 
E 5 Academic Administrator 
E 5 Coordinator, MBA Programs 
E 6 University Counseling Center Assistant Director 
 
F 4 Project Manager 
F 6 Staff Architect 
 
G 1 Housing Coordinator 
G 1 Housing Coordinator 
G 1 Housing Coordinator 
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must be submitted within three (3) working days following 
the individual’s return to work 

 
D) A continuous period of sick leave commences with the first 

day of absence and includes all subsequent days until the 
employee returns to work.  Saturdays and Sundays (if the 
employee is not scheduled to perform services), and official 
holidays established and/or observed by the University shall 
not be counted.  During any seven (7)-day period, the 
maximum number of days of sick leave charged against any 
employee shall be five (5). 

 
E) All unused sick leave accumulated prior to the effective date 

of this Agreement shall be available for use by the 
employee. 

 
F) The University will advance sick leave to new employees 

during the first year of their employment, provided the 
amount of sick leave advanced shall not exceed in total the 
amount the employee would earn during the fiscal year in 
which it is granted. 

 
7.14: Sick Leave Bank:   Bargaining unit members may voluntarily 
participate in the Sick Leave Bank as delineated in the Sick Leave Bank 
Policy and described below using the forms provided in Appendix I. 
 
7.14.1: YSU-APAS Sick Leave Policy: 
 

A) Establishment: 
 

 1. Each member of the YSU-APAS bargaining unit may 
donate one day of his/her accumulated sick leave to the 
YSU-APAS Emergency Sick Leave Bank (ESLB) during 
the enrollment period.  Enrollment periods will be from July 
1 through August 1 of each year.  New APAS members 
hired after the year has started will have four (4) weeks in 
which to enroll.  Participation shall be voluntary. The 
donated day is not returnable.  (Exceptions may be made for 
the initial start-up.) 

 

 2. For purposes of this policy, the year will run from July 1 
through the following June 30. (Exceptions may be made for 
the initial start-up year.) 
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B) Operational Procedures: 
 

 1. Use of days from the ESLB will be limited to those 
individuals who have donated (and, when necessary as 
determined by the ESLB Committee, are continuing to 
donate) to the bank. The ESLB Committee will meet each 
year between June 1 and June 15 to establish the amount of 
donation for the forthcoming year.  This amount may be less 
than one (1) day and may be zero if the ESLB Committee 
determines that there is sufficient balance in the bank for 
that year.  During the year, the ESLB Committee may 
declare an emergency and ask bank members to donate an 
additional non-returnable day (or fraction thereof) to keep 
the bank solvent. Such additional amounts will not count 
toward the following year’s donation.  Unused days from 
one year will be advanced to the next 

 

 2. Use of days from the ESLB will be limited to medical 
conditions of a non-routine nature. Use of days will not be 
considered in lieu of Child Care Leave, for instance, but 
could be granted in cases of the inability of the employee to 
return to work after completion of Child Care Leave due to 
medical complications after the birth of a child.  Days from 
the ESLB may be requested for the use of the bank member 
and/or due to illness/injury of the member’s spouse or 
dependent children, or any other person in the bank 
member’s immediate family, as defined by O.A.C. 123:1-47-
01 and the Collective Bargaining Agreement.  A physician’s 
statement must accompany the application in order to be 
considered.  The application form and physician’s statement 
are to be forwarded to the Chief Human Resources Officer.  
Upon receipt of all information, the ESLB Committee will 
make a decision within ten (10) working days. 

 

 3. Use of days from the ESLB will be considered only after the 
bank member has exhausted all of his/her paid leave days. 

 

  The maximum number of days that a member may borrow is 
(twenty) 20% of the total number of days in the ESLB at the 
time of application. 

 

  The decisions of the ESLB Committee shall be final and 
binding. 

 

  In the event the ESLB is disbanded, unused days will be 
returned to participating members on a prorated basis. 
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APPENDIX D 
SALARY RANGE ASSIGNMENTS 

 
A 1 English Language Institute/English as a Second Language 

Specialist 
A 1 Assistant to Coordinator, Mathematics and Statistics 
A 1 English Language Institute/English as a Second Language 

Specialist 
A 2 Metropolitan College Assistant 
A 2 Metropolitan College Assistant 
A 2 Coordinator, English Language Institute 
A 2 Planetarium Lecturer 
A 3 Professional Practice Program Coordinator 
A 3 Coordinator, Summer Festival of the Arts 
A 3 Coordinator, Language Learning and Resource Center 
A 3 Program Developer 
A 3 Coordinator, External Relations for Williamson College of 

Business Administration 
A 4 Coordinator, Mathematics Assistance Center 
A 4 Assistant Director of Honors Program 
A 4 Social Work Internship Coordinator 
A 4 Police Academy Coordinator 
A 4 Metro College Program Coordinator 
A 4 Coordinator, Nursing Learning Resource 
A 4 Coordinator, Writing Laboratory 
 
B 5 Maag Library Systems Manager 
 
C 1 Photographer 
C 1 Development Associate 
C 2 Coordinator of Alumni Relations 
C 2 Coordinator, Recruitment Marketing 
C 2 Assistant Editor 
C 3 Development Officer, Annual Fund/WYSU-FM 
C 4 Assistant Director, Marketing and Communications 
 
D 1 Assistant Equipment Manager 
D 1 Sports Information Editor 
D 1 Assistant Athletic Trainer 
D 1 Summer Camp Coordinator 
D 1 Assistant to the Head Trainer 
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  Upon return to work at YSU, a member who has borrowed 
days will be required to pay back those days at the rate of 
four (4) sick days per academic year until the total number 
of days borrowed has been restored to the bank.  This 
requirement will be waived if the member requires those 
days in a given year due to illness.  Any outstanding balance 
of sick leave days borrowed from the ESLB will be 
subtracted from the member’s accrued sick leave days 
before conversion at retirement (Article 14.2). 

 
C) YSU-APAS Emergency Sick Leave Bank Committee: 

 

 1. The ESLB will be operated on a voluntary basis consistent 
with state law.  A committee shall be formed to administer 
the ESLB and to provide the information whereby the Chief 
Human Resources Officer or his/her designee will keep the 
records.  This committee shall be empowered to adopt rules 
and regulations and to make decisions required to 
administer the ESLB.  This committee will be entitled the 
“YSU-APAS Emergency Sick Leave Bank Committee” 
(hereafter the ESLB Committee) and shall be composed of 
three (3) bank members appointed annually as follows: 

 

(i) The president of the YSU-APAS or his/her designee 
(ii) The Chief Human Resources Officer or his/her 

designee 
(iii) A bank member selected by the above two (2) 

members  
 

 2. During its annual meeting, the ESLB Committee will 
choose a chairperson from among its three (3) members. 

 

 3. Should a vacancy occur on the ESLB Committee, a 
replacement for the vacant position shall be appointed by 
the authority making the original appointment. 

 

 4. The ESLB Committee will be responsible for developing the 
forms, if any, needed to operate the ESLB. 

 

 5. The ESLB Committee shall annually review and amend (if 
necessary) the bank rules and regulations.  All members and 
potential members will be notified of any changes before the 
beginning of the new enrollment period. 

 
7.15: Legal Leave:  Bargaining unit members will be granted leave with 
pay to fulfill court or jury duty obligations when subpoenaed by the United 
States, the State of Ohio, or a political subdivision thereof including 
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hearings held by Worker’s Compensation and the State Personnel Board of 
Review unless such duty is performed outside of the bargaining unit 
member’s regularly scheduled working hours..  The subpoena or other 
written notification verifying the necessity of such leave will be presented 
to the bargaining unit member’s immediate supervisor as far in advance as 
possible.  The University has the right to adjust work schedules within a 
department to maintain operations when an employee is absent on legal 
leave.  A bargaining unit member will be excused from working if the jury 
service or court appearance: (a) lasts more than four hours; and (b) if his/her 
regularly scheduled hours: (i) starts less than eight hours after the end of the 
bargaining unit member’s jury service or court appearance, or any excuse 
from same; or (ii) ends more than eight hours after the start of the 
bargaining unit member’s jury service or court appearance, or any excuse 
from same.  A bargaining unit member who is excused from legal leave 
after having served less than three (3) hours will report to work for the 
balance of his/her shift.  All compensation in excess of fifteen dollars 
($15.00) per day (excluding travel allowance) received from a court or other 
judicial or quasi-judicial body shall be deposited with the YSU Student 
Accounts and University Receivables Office.  However, no bargaining unit 
member will be paid for court appearances related to his/her personal 
matters.  These absences will be accounted for by the utilization of vacation 
time, compensatory time, personal leave or leave without pay in daily 
increments if the absence is one day or more.  Legal leave with pay is not 
allowed for situations in which an individual is appearing as a witness for 
remuneration. 
 
7.16: Administrative Leave:  The University may, in its discretion, 
place a bargaining unit member on administrative leave with pay when such 
leave is to be used in circumstances where the health or safety of an 
employee, or of any person or property entrusted to the employee’s care, 
could be adversely affected.  The University agrees that such action shall 
not be arbitrary or capricious.  Compensation for administrative leave will 
be equal to the employee’s total rate of pay.  The length of such leave is 
solely at the discretion of the unit supervisor or designee, but shall not 
exceed the length of the situation for which the leave was granted. 
 
7.17: Professional Leave:  Professional leave is leave with pay to attend 
professional meetings, conferences, and seminars.  Requests for 
professional leave must be submitted at least thirty (30) days in advance of 
the proposed leave to an appropriate administrator, and must be approved 
by the Administration prior to the individual going on professional leave. 
 
7.18: Training Leave:  A bargaining unit member who is directed by the 
University to engage in specified training and/or education as a condition of 
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continued employment will be maintained in a regular pay status for the 
duration of such training. 
 
7.19: Emergency Leave:  If the University cancels classes and 
employees are required to work, or if a Level 3 emergency is declared by 
the governmental entity in which the employee resides, a bargaining unit 
member who is unable to report to work may utilize paid Emergency Leave. 
 
7.20: Personal Leave:  Each full-time bargaining unit member may 
request the use of four (4) Personal Leave Days per fiscal year.  Each full 
time bargaining unit member may also convert two (2) sick leave days per 
year to Personal Leave Days. Each part-time bargaining unit member may 
request two (2) Personal Leave Days per fiscal year.  Each part-time 
bargaining unit member may also convert one (1) sick leave day per fiscal 
year to Personal Leave Days.  This request shall be limited to increments of 
one-half (1/2) or one (1) workday per use unless otherwise permitted, in the 
sole discretion, by the unit supervisor.  Personal Leave Days will not be 
subject to the sign-up procedure in Article 8, and such requests will be 
granted by the supervisor if the request is made at least one (1) calendar 
week in advance of the day requested or due to emergencies, unexpected 
property repair, family emergencies, etc.  At least one (1) of the Personal 
Leave Days must be requested one (1) calendar week in advance of the day 
requested.  Personal Leave Day requests must be recorded on an 
Application for Leave form and submitted to the bargaining unit member’s 
unit supervisor within three (3) days after the leave is taken.  Personal 
Leave Days will be in addition to any other leave or vacation in this 
Agreement. 
 
7.21: Military Leave: 
 

A) An employee ordered for a pre-induction physical or 
periodic physicals for reserve status training shall be given 
leave with pay for this purpose if the leave is less than one 
day by providing a copy of the military orders to the 
employee's department head. 

 
B) All bargaining unit members who are members of the 

uniformed services of the United States are entitled to leave 
of absence without loss of pay for up to thirty-one (31) days 
in each calendar year during which they are performing 
service as required by their membership in the uniformed 
services. 

 
C) All such employees who are ordered to the uniformed 

services for longer than a month during a period under 
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which an executive order of the President of the United 
States has been issued or an act of Congress has been 
enacted are entitled to the difference between their gross 
monthly wages as University employee(s) and the sum of 
their gross uniformed service pay and allowances for the 
monthly periods beyond the initial month each calendar 
year. No such supplemental pay is due if the employee’s 
gross uniform pay exceeds the wages payable had the 
employee been in active status. 

 
D) Employees will be permitted to continue the health benefit 

coverage during their leaves of absence in accordance with 
Article 5. 

 
E) An employee, who enters military service, must show 

his/her supervisor the military orders to active duty.  Such 
an employee should keep his/her money in the retirement 
system if he/she expects to return. 

 
F) Upon return from military leave, a bargaining unit member 

will be reinstated at the applicable rate of his/her job 
classification in accordance with law.  A bargaining unit 
member who enters military service during a probationary 
period shall be credited with days worked toward the 
completion of that probationary period.  The bargaining unit 
member shall be restored to his/her former title, and his/her 
salary shall reflect all salary adjustments to the bargaining 
unit member’s former rate granted during military leave. 

 
7.22: Bereavement Leave: 
 

A) Four (4) consecutive days of paid bereavement leave will be 
granted to a bargaining unit member at the total rate of pay 
upon the death of a member of his/her immediate family as 
described in Article 7.1(E).  Bereavement leave will also be 
granted in the case of a stillbirth condition. 

 
B) If the death is the employee’s aunt or uncle, the employee is 

entitled to one (1) day of bereavement leave at the total rate 
of pay. 

 
C) Part-time bargaining unit members will receive bereavement 

leave with pay for the hours that they are normally 
scheduled to work pursuant to the limits in the article. 
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D) The University may grant additional use of sick, personal 
days or vacation leave or leave without pay in daily 
increments if the absence is one day or more in order to 
extend the bereavement leave.  The leave and the extension 
may be subject to verification. 

 
7.23 Civic Duty:  Upon advance approval of the Chief Human 
Resources Officer, bargaining unit members who are appointed by elected 
state officials or state agency heads to serve on advisory boards or 
commissions which report to the elected official or state agency, elected to 
a non-partisan board, or who are appointed to positions involved in the 
solicitation of contributions for charitable organizations approved for 
payroll deduction, may be granted paid time for any activities during the 
bargaining unit member’s regularly scheduled workday not to exceed the 
duration of the employee’s regular shift. 
 
7.24 Public Service:  Members of the bargaining unit may attend 
meetings of the boards of directors or trustees, or other committees, of 
public or private non-profit service agencies during normal work hours, 
provided that the individual's department director or supervisor approves in 
advance, and provided that the individual is a member of the board or 
committee. 
 
7.25 Emergency Relief Leave: 
 

A) Emergency Service:  Upon approval of the Chief Human 
Resources Officer and the appropriate unit supervisor, a 
bargaining unit member who is an EMT-basic, EMT-I, first 
responder, paramedic, or volunteer firefighter will receive 
up to forty (40) hours of leave with pay each calendar year 
to use during those hours when the employee is absent from 
work in order to provide emergency medical service or fire-
fighting service of an emergency nature that cannot 
reasonably be performed outside of the bargaining unit 
member’s regular workday.  The Chief Human Resources 
Officer will compensate an employee who uses leave 
granted under this section at the difference between 
employee’s total rate of pay for those regular work hours 
during which the employee is absent from work and the sum 
of the employee’s gross service pay and allowances as an 
emergency service worker.  No such supplemental pay is 
due if the employee’s gross uniform pay exceeds the wages 
payable had the employee been in active status.   In order to 
be eligible, a bargaining unit member will submit to his/her 
supervisor a written notification signed by the chief of the 
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volunteer fire department, or medical director, with which 
the employee serves. 

 
1) “Emergency medical service,” “EMT-basic,” “EMT-1,” 

“first responder,” and “paramedic” have the same 
meanings as in section 4765.01 of the Ohio Revised 
Code. 

 
2) “Volunteer firefighter” has the same meaning as in 

section 146.01 of the Ohio Revised Code. 
 

B) Disaster Service Volunteer:  Upon approval of the Chief 
Human Resources Officer and the appropriate unit 
supervisor, a bargaining unit member who is a certified 
disaster service volunteer of the American Red Cross may 
be granted leave with pay from his/her work not to exceed 
one hundred sixty (160) hours in each year to participate in 
specialized disaster relief services for the American Red 
Cross, upon the request of the American Red Cross for the 
services of that employee and upon the approval of the 
Chief Human Resources Officer.  The Chief Human 
Resources Officer will compensate an employee granted 
leave under this section at the difference between his/her 
total rate of pay for those regular work hours during which 
the employee is absent from his/her work and the sum of the 
employee’s gross service pay and allowances as a disaster 
service worker.  No such supplemental pay is due if the 
employee’s gross uniform pay exceeds the wages payable 
had the employee been in active status. 

 
C) The use of Emergency Relief Leave shall be limited to no 

more than ten (10) percent of the bargaining unit members 
at any one time.  If the number of requests exceeds the 
maximum allowable amount, then the bargaining unit 
members with the greatest seniority shall be permitted to use 
the leave, provided that the operational needs of the 
bargaining unit members work area can be satisfied in the 
bargaining unit member’s absence. 

 
7.26 Liver, Kidney, or Bone Marrow Donor Leave: 
 

A) A bargaining unit member will receive up to two hundred 
forty (240) hours of leave with pay during each calendar 
year to use during those hours when the employee is absent 
from work because of the employee’s donation of any 
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portion of an adult liver or because of the employee's 
donation of an adult kidney. 

 
B) A bargaining unit member will receive up to fifty-six (56) 

hours of leave with pay during each calendar year to use 
during those hours when the employee is absent from work 
because of the employee's donation of adult bone marrow. 

 
C) The Chief Human Resources Officer will compensate a 

bargaining unit member who uses leave granted under 
division (A) or (B) of this section at the employee's total rate 
of pay for those regular work hours during which the 
employee is absent from work. 

 
D) The Chief Human Resources Officer will provide 

information about this article to all bargaining unit members 
annually. 

 
7.27 Maternity/Parental Leave: 
 

A) Maternity leave is the authorized absence of a female 
bargaining unit member, during pregnancy, to recover from 
childbirth after pregnancy, or to care for and bond with the 
newborn.  The University shall provide up to six (6) weeks 
of paid maternity leave to each birth mother.  Application 
shall be made in writing to the department head and to the 
Chief Human Resources Officer at least thirty (30) days 
prior to the effective date for such leave, and such request 
shall state the anticipated duration of the leave.  A medical 
certificate indicating the estimated date of delivery must 
also be provided.  At the end of maternity leave, the mother 
may take parental leave.  Mothers must take maternity and 
parental leave consecutively. 

 
B) Parental leave is the authorized absence of a birth mother, 

biological father, domestic partner, or adoptive parent to be 
used following the birth or adoption of a child and to care 
for and bond with the child.  The University shall provide 
up to three (3) weeks of paid parental leave.  If more time is 
needed, accumulated sick leave and/or FMLA can be used.  
Application shall be made in writing to the department head 
and to the Chief Human Resources Officer at least thirty 
(30) days prior to the effective date for such leave, and such 
request shall state the anticipated duration of the leave.  
Employees may elect to receive two thousand dollars 
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($2,000) for adoption expenses in lieu of receiving the paid 
leave benefit provided under this section.  Such payment 
may be requested upon placement of the child in the 
employee’s home.  If the child is already residing in the 
home, payment may be requested at the time the adoption is 
approved.  

 
C) Both Maternity and Parental leaves shall run concurrently 

with Child Care leave noted in Section 7.10. 
 
7.28: Association Leave: 
 

A) A paid leave of up to thirteen (13) and unpaid leave of up to 
two (2) aggregate days will be granted to Association 
representatives to attend the Union Representative 
Assemblies and related committees off campus each year.  A 
bargaining unit member may not use more than five (5) 
working days of such leave in any one year.  Absent unusual 
circumstances, a minimum of thirty (30) calendar days 
written notice will be provided to the University prior to 
taking such leave.  Only one bargaining unit member from 
any one work area will be granted leave at any one time.  
However, leave for more than one bargaining unit member 
from any one work area at any one time may be granted at 
the discretion of the department head. 

 
B) Use of vacation time or leave without pay of up to five (5) 

days each shall be granted to no more than two (2) 
bargaining unit members to attend Leadership Academy off 
campus each academic year.  A minimum of thirty (30) days 
written notice shall be provided to the University prior to 
taking such leave.  Only one bargaining unit member from 
any one work area will be granted leave at any one time.  
However, leave for more than one bargaining unit member 
from any one work area at any one time may be granted at 
the discretion of the department head. 

 
7.29: Visiting Staff Leave:  A YSU-APAS member may be granted 
leave to work at another accredited institution of higher education while an 
employee from that institution works at YSU.  This leave shall be limited to 
a maximum of one year.  The YSU employee's full salary, fringes, OPERS 
contributions, and all other rights and privileges shall remain in effect 
during the leave as though the individual were at YSU.  The other 
individual's institution shall bear sole responsibility for his/her salary, 
fringes, and other rights and privileges.  The YSU staff member's 
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application shall provide information on the other exchange staff member 
and the proposed duties of both the YSU employee and the other individual 
during the period of leave.  Each individual shall be prepared to assume a 
regular, full load at the host institution.  This leave requires the approval of 
the Administration of both institutions.  Persons on such leave shall be 
referred to as “Visiting Staff Members” at the host institution.  Relocation 
costs shall be the responsibility of the Visiting Staff Members. 
 
 

ARTICLE 8 
VACATION 

 
8.1: Each member of the bargaining unit earns annual vacation leave 
according to his/her number of years of service with the University or with 
any of the State of Ohio’s political subdivisions.  Furthermore, total service 
for purposes of calculating vacation hereunder will also include active duty 
in the U.S. Armed Forces as well as their total Reserve Duty and National 
Guard Units as delineated on the employee(s) Department of Defense (DD) 
214 or Certificate of Release or Discharge from Active Duty, rounded to the 
nearest full year. 
 
8.2: Vacation accrual shall be credited as follows: 
 

A) Full-time bargaining unit members who have not yet 
achieved continuity of employment are entitled to vacation 
as follows: 

 

12-month staff: 144 hours per year (18 days) 
10-month staff: 120 hours per year (15 days) 
  9-month staff: 108 hours per year (13.5 days) 

 
B) Full-time bargaining unit members who have achieved 

continuity of employment but who have less than eight (8) 
years of full-time service are entitled to vacation as follows: 

 

12-month staff: 160 hours per year (20 Days) 
10-month staff: 133.36 hours per year (16.67 Days) 
  9-month staff: 120 hours per year (15 Days) 
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C) Full-time bargaining unit members with 8 years or more 
of full-time service are entitled to vacation as follows: 

 

12-month staff: 176 hours per year (22 Days) 
10-month staff: 146.66 hours per year (18.33 Days) 
 9-month staff: 132 hours per year (16.5 Days) 

 
D) Full-time bargaining unit members with 15 years or more 

of full-time service are entitled to vacation as follows: 
 

12-month staff: 200 hours per year (25 Days) 
10-month staff: 166.67 hours per year (20.83 Days) 
 9-month staff: 150 hours per year (18.75 Days) 

 
E) Full-time bargaining unit members with twenty- (20) years 

of full-time service or more are entitled to vacation as 
follows: 

 

12-month staff: 240 hours per year (30 Days) 
10-month staff: 200 hours per year (25 Days) 
  9-month staff: 180 hours per year (22.5 Days) 

 
 F) Part-time YSU-APAS bargaining unit members whose 

Appointments equal or exceed an FTE of .75, as defined in 
Article 14, Section 14.1 and specified on the individual 
contract of appointment who have completed one contract 
year of service and entered a second year of service are 
entitled to vacation prorated on the basis of the full-time 
schedule set forth in Section 8.2(A)-(E).  Bargaining unit 
members whose appointments equal or exceed an FTE of 
.50 and are less than .75 FTE as defined in Article 14, 
Section 14.1 are serving on a twelve (12) month contract of 
appointment, who have completed one contract year of 
service and entered a second year of service are entitled to 
vacation prorated on the basis of the full-time schedule set 
forth in Section 8.2(A)-(E). 

 
G) Scheduling of Vacation:  Vacation may be taken at a time 

or times mutually convenient to the YSU-APAS bargaining 
unit members and the University.  Staff members planning 
to be on vacation shall file a written request at least ten (10) 
working days before the date of anticipated vacation, unless 
a shorter notice for a vacation is acceptable to the 
department head.  In departments where two (2) or more 
staff may not be on vacation at the same time, or where 
certain seasonal departmental activities require the presence 
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of certain staff at certain times, longer range vacation sign-
up schedules may be implemented.  When multiple requests 
for vacation are received simultaneously, vacation shall be 
granted to the employee with the higher FTE; in the event 
that FTEs are equal, University seniority will prevail. 
Vacation requests will be acted upon within five (5) 
working days after the written request is received by the 
supervisor. 

 
H) Vacation is accrued on a monthly basis while in active pay 

status and may be taken as it accrues beginning with the first 
day of the fourth month of employment. 

 
I) Vacation accrual:  Vacation for full-time YSU-APAS 

bargaining unit members may accrue to a maximum of 
(fifty) 50 days; YSU-APAS bargaining unit members who 
reach the maximum accrual will not earn vacation until they 
have taken sufficient vacation to lower the balance below 
(fifty) 50 days.  Part-time YSU-APAS bargaining unit 
members shall not earn vacation except as expressly set 
forth herein.  Part-time staff entitled to vacation shall accrue 
a maximum of vacation days prorated on the basis of the 
full-time maximum accrual (i.e., a .75 part-time employee 
can accrue 50 days x .75 = 37.5 days maximum accrual).  
Following notice of intent to resign, retire or otherwise 
terminate his/her employment with the University, a YSU-
APAS bargaining unit member may not schedule vacation 
without the consent of the Chief Human Resources Officer 
or his/her designee.  Provided an employee gives at least 
thirty (30) days written notice to the Chief Human 
Resources Officer prior to the effective date of resignation, 
retirement or separation, the employee may elect to convert 
unused vacation time into cash payment.  Notwithstanding 
other provisions of this section, the bargaining unit member 
shall have the option of taking accrued vacation, with the 
approval of the supervisor, for the final two weeks of 
employment. 
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ARTICLE 9 
GRIEVANCE PROCEDURE 

All references to “day” in this Article shall mean work days. 
 
9.1: Purpose:  The purpose of this article is to set forth a prompt and 
equitable method for resolving disputes between the parties during the term 
of this Agreement.  Under this article, the Association, or a member(s) of 
the bargaining unit, may file a grievance in which he/she or they claim that 
a provision of this Agreement has been violated.  Grievances shall be 
processed on the forms which appear in Appendix E.  Nothing in this article 
is intended to discourage or prohibit informal discussion of a dispute prior 
to the filing of a formal grievance.  The procedures of this article may also 
be used by the Association or bargaining unit members to complain about 
matters not covered in this Agreement. 
 
9.2 Procedure:  A grievance is filed at Step 1 or at the lowest level at 
which the remedy sought may be granted. A grievance is filed on the form 
which appears in Appendix C to this Agreement. A completed form must be 
submitted to the Chief Human Resource Officer or his/her designee, at 
which time a grievance number is assigned. All grievances shall be filed by 
the grievant no later than sixty (60) days after the grievant knew or should 
have known of the facts giving rise to his/her grievance.  The time limits 
specified in this article may be extended by mutual agreement of the parties. 
If the grievant fails to appeal a disposition of a grievance within the 
specified time limit, the grievance shall be considered settled on the basis of 
the last disposition by the University.  If the grievant fails to appeal a 
disposition of a grievance within the time limit prescribed, the grievance 
shall be considered as resolved on the basis of the last disposition by the 
University representative. If a grievance disposition is not rendered within 
the prescribed time limits, the grievance shall be advanced to the next step.  
No grievance will be automatically advanced to Step 4 without the approval 
of the Union Executive Committee.  If the University fails to hold a hearing 
or grant a disposition within the time limit prescribed, the right to proceed 
to the next step shall be granted automatically and immediately. 
 
9.3 Grievance Hearings:  Each grievance hearing will be conducted 
by the designated administrator to determine what, if any, violation of this 
Agreement has occurred.  Hearings will be attended by the grievant, the 
Hearing Officer, and up to two (2) additional representatives each, 
designated by the parties’ respective sides. The parties may request and 
mutually agree that additional witnesses/representatives may attend.  
Witnesses will be permitted to attend hearings in those instances when the 
grievant and/or the Union needs information more specific than that 
available to the grievant or Union.  In grievances involving more than one 
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(1) grievant, no more than two (2) grievants may attend the hearings.  The 
parties agree that the University will schedule grievance hearings no later 
than two (2) hours prior to the end of the grievant's and/or Union 
representatives’ work schedule, and the grievant will be released from duty 
early enough to be able to attend the grievance hearing as scheduled.  If 
such hearings extend beyond the end of the normal work schedule of any 
bargaining unit member(s), the bargaining unit member(s) present at the 
grievance hearing will not be paid for any time spent after the end of the 
work schedule.  Grievance hearings for bargaining unit members whose 
work schedules are other than the scheduled workday will be scheduled at 
mutually convenient times. 
 
9.4 Step 1:  Within sixty (60) days following an occurrence the 
grievant believes to be in violation of this Agreement, he/she may file a 
formal grievance as specified in Procedure, Section 9.2.  Within ten (10) 
days after receiving the grievance, the appropriate department head will 
hold a grievance hearing. The University must notify the appropriate Union 
representative at least three (3) days prior to the scheduled hearing.   Within 
ten (10) days following the hearing, he/she will complete a Grievance 
Disposition Form, distributing the original to the grievant and providing a 
copy to the Union.  Within ten (10) days following receipt of the 
department head's Step 1 disposition, the grievant may appeal the 
disposition to Step 2 by completing and distributing a Grievance 
Disposition Reaction Form. 
 
9.5 Step 2:  Within ten (10) days following receipt of an appeal from a 
Step 1 disposition, the department head's administrative superior, or his/her 
designee, will either hold a grievance hearing or complete and distribute a 
Grievance Disposition Form, in the latter case providing the original to the 
grievant and a copy to the Union.  If the administrator holds a grievance 
hearing, he/she will execute and distribute a Grievance Disposition Form 
within ten (10) days following the hearing.  A hearing is required if the 
grievance is filed initially at Step 2.  Within ten (10) days following receipt 
of the administrator's Step 2 disposition, the grievant may appeal the 
disposition to Step 3 by completing and distributing a Grievance 
Disposition Reaction Form. 
 
9.6 Step 3:  Within ten (10) days following the receipt of an appeal 
from Step 2, the Chief Human Resource Officer or his/her designee must 
hold a grievance hearing or complete and distribute a Grievance Disposition 
Form, in the latter case providing the original to the grievant and a copy to 
the Union.  If the Chief Human Resource Officer holds a grievance hearing, 
he/she will complete and distribute a Grievance Disposition Form within 
ten (10) days following the hearing.   A hearing is required if the grievance 
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originates at Step 3.  Within twenty (20) days following receipt of the Step 
3 disposition, the grievant may appeal the disposition to Step 4 by 
completing and distributing a Grievance Disposition Reaction Form. 
 
9.7 Step 4:  Arbitration: 
 

 A) Within thirty (30) days following receipt of an appeal to 
Step 4, the Union will inform the University in writing 
whether it supports the appeal to arbitration. 

 
 B) Within twenty (20) days after giving written notice that it 

supports the arbitration, the Union must request from the 
Federal Mediation and Conciliation Service (FMCS) a panel 
of seven (7) arbitrators from within a 300 mile radius of 
Youngstown, Ohio.  A copy of the Union's request to FMCS 
must be sent simultaneously to the Chief Human Resource 
Officer. 

 
 C) If the parties are unable to agree upon which of those seven 

(7) nominees shall serve as arbitrator, then the arbitrator will 
be chosen by each party alternately striking names, 
beginning with the moving party, and the name remaining 
shall be the arbitrator.  Prior to commencing striking, either 
party shall have the option to completely reject one (1) 
panel of arbitrators provided by the FMCS and request 
another list.  The hearing shall be conducted in accordance 
with the rules and regulations of the FMCS. 

 
 D) If there is a question of arbitrability of a grievance, the 

parties will request the arbitrator to rule first on the 
arbitrability of the grievance.  If the arbitrator rules that the 
grievance is arbitrable, he/she shall proceed to conduct a 
hearing of the merits on the grievance. 

 
 E) The following matters shall not be arbitrable:  

determinations of bargaining unit status of any employee 
(see Article 2:  “Scope of Unit”); grievances not supported 
by the Union in the appeal to Step 4; the suspension or 
removal of a probationary bargaining unit member (see 
Article 11:  “Termination for Just Cause”); layoffs and 
recalls (see Article 12:  “Layoff and Recall”); the 
reclassification of a position or a refusal to reclassify a 
position (see Article 15:  “Classifications and Position 
Audits”); decisions on alleged violations of Non-
Discrimination (See Article 28); decisions on an application 
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APPENDIX B 
POSITIONS EXCLUDED FROM THE BARGAINING UNIT 

 
 

Academic Affairs 
 Academic Administrator and 

Director of Electronic Placement 
College of STEM 

 Academic Advisor Bitonte College of Health and Human 
Services 

 Administrator of Student Field 
Experiences 

Beeghly College of Education 

 Assessment Director Office of the Provost 
 Assistant to the Provost for 

Academic Budget 
Office of the Provost 

 Associate Dean Bitonte College of Health and Human 
Services 

 Associate Dean Beeghly College of Education 
 Associate Dean College of Liberal Arts and Social 

Sciences 
 Associate Dean Bitonte College of Health and Human 

Services 
 Associate Dean for School 

Partnership and Outreach 
Beeghly College of Education 

 Associate Director Center for Urban and Regional Studies 
 Associate Director for Information 

Services 
Maag Library 

 Associate Provost for Academic 
Programs and Planning 

Office of the Provost 

 Associate Provost for Research and 
Dean of the School of Graduate 
Studies and Research 

Graduate Studies and Research 

 Associate Provost for University 
Outreach and Executive Director of 
PSI 

Center for Urban and Regional Studies 

 Coordinator of the Reading and 
Study Skills Center 

Beeghly College of Education 

 Dean College of STEM 
 Dean College of Liberal Arts and Social 

Sciences 
 Dean and Professor Beeghly College of Education 
 Dean and Professor Williamson College of Business 

Administration 
 Dean and Professor Bitonte College of Health and Human 

Services 
 Director McDonough Museum of Art 
 Director Center for International Studies and 

Programs 
 Director Associate Degree and Tech Prep 

Programs 
 Director of Degree Audit Degree Audit 
 Director of Graduate Admissions Graduate Studies and Research 
 Director of Grants and Sponsored 

Programs 
Grants and Sponsored Programs 

 Director of Metro Credit Metro Credit 
 Director of SMARTS/Preparatory 

Division 
College of Fine and Performing Arts 
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for Staff Development Leave (See Article 6); any action that 
is appealable to the State Employment Relations Board and 
has been appealed to the Board with jurisdiction; and any 
matter not pertaining to the meaning and intent of this 
Agreement. 

 
 F) The arbitrator will have no power to add to, subtract from, 

or modify in any way the terms of this Agreement.  The 
arbitrator's decision is binding upon the University, the 
Union, and the grievant. 

 
 G) The arbitrator will render a decision within thirty (30) days 

after the arbitration hearing.  The arbitrator's fees and 
expenses will be borne equally by the University and the 
Union, except costs incurred by the calling of witnesses, 
which will be borne by the party calling that witness. 

 
 H) Arbitration hearings will be held on the University campus 

in a room provided at no cost to the Union. 
 
 I) If the Arbitrator requests a transcript of the hearing, the cost 

will be shared equally by the University and the Union; if 
either party requests a transcript, it will bear the cost of the 
transcript. 

 
 J) While attending an arbitration hearing, a maximum of three 

(3) YSU-APAS representatives and each grievant shall have 
the right to attend his/her hearing without a negative impact 
to his or her pay.  Upon mutual agreement of the parties, the 
number of APAS representatives may increase to four (4). 
Additionally, non-bargaining unit representatives designated 
by OEA and/or the Union may attend, not to exceed two (2). 
Witnesses attending an arbitration hearing on behalf of the 
Union during their regular work day will be paid for the 
time spent testifying at the arbitration hearing.  If multiple 
grievances are consolidated for arbitration, the Union shall 
submit a request to Human Resources for additional 
grievants.  With prior notice and at the request of the Union 
and upon mutual agreement from the University, unpaid 
observers shall be permitted to attend the hearing.  Neither 
the University nor the Union will abuse the authority to call 
witnesses. Absent unusual circumstances, the Union shall 
notify the University of representatives/witnesses attending 
the hearing at least ten (10) days in advance of each 
arbitration hearing. 
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9.8 Independent Grievances:  A bargaining unit member has the right 
to present a grievance to the University, and have it adjusted without the 
involvement of the Union or Union representatives if the adjustment is 
consistent with the terms of the Agreement and the Union was given the 
opportunity to have a representative present at such a hearing and/or 
adjustment.  Any grievance adjusted under Section 9.9 which the Union 
believes is inconsistent with the Agreement is grievable under Article 9 of 
the Agreement. 
 
 

ARTICLE 10 
CONTINUITY OF EMPLOYMENT 

 
10.1: Definition:  Continuity of Employment is the right of full-time 
members of the bargaining unit to continued employment at the University, 
subject to the due process provisions of this Agreement.  Continuity of 
Employment will be granted following the successful completion of one 
continuous year of full-time employment at the University. 
 
10.2: Non-Renewal of Probationary Staff:  If the University intends 
not to renew the appointment of a probationary full-service bargaining unit 
member who has not successfully completed one continuous year of full 
time employment, the individual shall be informed of the recommendation, 
in writing, by the department head or other administrative superior at the 
completion of one year of continuous full time employment at the 
University.  At that time, a meeting will be held between the bargaining unit 
member, and his/her immediate supervisor, and said bargaining unit 
member will have an opportunity to be placed on a Professional 
Improvement Plan. Such a plan shall be developed with said bargaining unit 
member, his/her unit supervisor and a Union representative. The complete 
Performance Improvement Plan will be forwarded to Human Resources for 
compliance and reviewed with the bargaining unit member, the Unit 
Supervisor and a union representative within six (6) months from the date 
the Performance Improvement Plan was approved by the makers of the 
Plan. If in the event the probationary bargaining unit member has not 
satisfactorily met the criteria outlined in his/her PIP, then such probationary 
bargaining unit member will be subject to termination for cause. 
 
10.3: Appeals Procedure:  A probationary full-service staff member 
(one who has not achieved Continuity of Employment under the provisions 
of Article 10 of this Agreement) who has been advised that he/she is to be 
terminated may, within thirty (30) calendar days, submit a written request 
for review to the President of the University.  The President will review the 
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appeal and within thirty (30) days following receipt of the appeal respond in 
writing, notifying the individual of his/her decision.  The President's 
disposition of the appeal shall be final and binding. 
 
10.4: Prior University Experience:  If a YSU employee becomes a 
member of the YSU-APAS bargaining unit because the University and/or 
SERB determines that his/her position should be placed in the P/A staff and 
he/she has served a minimum of twenty four (24) months continuous, full 
time employment in the same or similar position, then the employee will 
automatically be granted Continuity of Employment.  If a YSU employee 
becomes a member of the YSU-APAS bargaining unit because he/she is 
selected to fill a bargaining unit position that he or she has not previously 
served, the employee is subject to the probationary period as stated in 
Article 10.  Upon successful completion of the probationary period, the 
bargaining unit member will be granted Continuity of Employment.  
However, Continuity of Employment creates no vested rights in any 
specific position, title or salary.  Service as a student employee shall not be 
credited to satisfy the requirements of this Article. 
 
 

ARTICLE 11 
TERMINATION FOR JUST CAUSE 

All references to “day” in this Article mean calendar days. 
 
11.1: Termination for Just Cause:  Following an expeditious 
investigation, a member of the bargaining unit may be disciplined, 
suspended or removed for just cause, which shall include but are not limited 
to incompetency, inefficiency, dishonesty, insubordination, and 
discourteous treatment of the public, neglect of duty, or any other act of 
misfeasance, malfeasance, or nonfeasance in office.  Once an investigation 
is completed and prior to a hearing, the Union and University shall 
exchange a copy of all materials related to the matter including, but not 
limited to, police reports, statements of complaint, or any other 
documentation that may be related to employee discipline.  Documents 
which are not exchanged at least two (2) days in advance of a hearing may 
not be entered at the hearing.  At the request by either party, the hearing 
may be postponed to comply with this requirement. 
 
11.2: The Chief Human Resources Officer or his/her designee shall send 
(by certified mail), to a suspended or removed bargaining unit member’s 
address of record, written notification stating the reason(s) for the 
suspension or the removal.  Corrective action is normally progressive in 
nature; that is, repetitions of causes for disciplinary action should lead to 
progressive responses of reprimand, suspension, removal.  It is expected 
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that most cases will be disposed of by an informal verbal warning without 
formal disciplinary action; such verbal warning shall not be recorded in the 
bargaining unit member's official personnel file.  However, the seriousness 
of certain offenses justifies severe initial disciplinary action, including 
removal.  Reprimands shall be reduced to writing, with copies provided to 
the bargaining unit member, the Union and to the employee's official 
personnel file.  A bargaining unit member will be notified that disciplinary 
action materials are being inserted into his/her official personnel file, and 
that copies of said materials will be forwarded to the YSU-APAS President. 
 
 Eligibility to Grieve: 
 

A) A non-probationary bargaining unit member who is 
suspended or removed may grieve the discipline pursuant to 
Article 9. 

 
B) A probationary bargaining unit member who is suspended or 

removed may file a grievance, but the grievance may not be 
appealed beyond Step 3; this means grievances of this 
nature may not be submitted to arbitration. 

 
11.3: All aggrieved disciplinary action(s) shall be immediately moved to 
the Step 3 grievance hearing as identified in Article 9.7.  Such discipline 
shall not be included in the employee’s official personnel file pending the 
final outcome of said hearing. 
 
11.4: In situations involving any suspension or removal, the Chief 
Human Resources Officer or his/her designee shall meet with the 
bargaining unit member to discuss the reasons for such suspension or 
removal prior to issuing the order of suspension or removal.  The 
bargaining unit member shall have the choice of whether he/she wishes 
such a meeting, and shall further have the choice of deciding whether or not 
he/she wishes to have a Union representative present.  The parties agree that 
orders of suspension or removal shall be treated as confidential personnel 
matters between the University, the bargaining unit member and the Union. 
 If the suspension or removal is subsequently grieved, the Step 3 hearing 
must be held in accordance with Article 9.7. 
 
11.5: The parties agree that physical violence, sexual or verbal 
harassment, and threats of physical violence are unacceptable in any 
relationship between employees of the University.  Complaints regarding 
harassment shall be directed to the Office of Equal Opportunity and 
Diversity. Complaints regarding violence shall be directed to Campus 
Police.  Any unresolved matters shall then be subject to the grievance 
procedure, Article 9. 
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11.6: If a department head or supervisor has decided to take disciplinary 
action against a member of the bargaining unit involving a written 
reprimand and holds a meeting to discuss the matter with the bargaining 
unit member, the bargaining unit member has the right to have a Union 
representative and/or third party witness present.  The role of the Union 
representative and/ or the third party person at such a meeting is that of a 
non-adversarial witness. 
 
11.7: A member of the bargaining unit who is determined to be under the 
influence of alcohol or non-prescribed controlled and/or illegal drugs while 
on duty shall be subject to summary suspension by an appropriate 
University department head for one (1) day or for the remainder of his/her 
work shift.  The bargaining unit member and the Union will be advised of 
the reason for the suspension, and shall further be advised that he/she has 
the right to be taken immediately to a medical facility for an examination to 
determine whether he/she is under the influence of alcohol or non-
prescribed controlled and/or illegal drugs.  If the bargaining unit member 
exercises this option, and if the medical examination indicates that he/she 
was not under the influence of alcohol or non-prescribed controlled and/or 
illegal drugs, the bargaining unit member shall be paid for the time he/she 
was suspended, and no record of the incident or suspension shall be 
maintained in the bargaining unit member's official personnel file.  
Bargaining unit members who are suspended under the provisions of this 
section shall be advised by the University of off-campus resources available 
for persons suffering from problems of alcohol/drug abuse. 
 
11.8: The suspensions provided for in Section 11.7 will not preclude or 
negate any additional action taken by the University, which may include 
medical examination/treatment, counseling, and/or disciplinary action, due 
to a bargaining unit member determined to have been under the influence of 
alcohol or non-prescribed controlled and/or illegal drugs while on duty. 
 
11.9: The University through the Chief Human Resources Officer has the 
option of having a bargaining unit member who is suspended serve the 
suspension or have the hours of suspension deducted from his/her 
accumulated total of vacation and/or compensatory hours. 
 
11.10: Appeals Procedure:  A non-probationary full-service staff 
member (one who has achieved Continuity of Employment under the 
provisions of Article 10 of this Agreement) who is advised of a 
recommendation that he/she is to be terminated under the provisions of  
Section 11.2 may file a grievance under the provisions of Article 9 and 
proceed to binding arbitration. 
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ARTICLE 12 

LAYOFF AND RECALL 
 

12.1: In the event of a layoff force involving full-time positions within 
the bargaining unit, the University will provide one hundred eighty (180) 
days written notice to any individual who is to be laid off.  At the same 
time, the University will provide a seniority list to the President of the 
Association.  Layoffs shall not adversely affect this bargaining unit to a 
greater degree than other University employees. 
 
12.2: The possibility of Early Retirement Incentive Program will be 
explored before consideration is given to layoffs. 
 
12.3: Prior to any layoff of bargaining unit employees, the University 
shall first layoff non-bargaining unit employees in sequential order within 
the affected classifications and appointment type in the affected operating 
area(s) in categories 1-4 below.  The University then shall layoff bargaining 
unit employees in sequential order within the affected classifications and 
appointment type in the affected operating area(s) in categories 5-8 below. 
 

1. Retirees/Rehirees 
2. Contracted and/or Supplemental Employees 
3. Supplemental Pay, if sufficient to reduce the number of laid 

off positions 
4. Non-Bargaining Unit Employees 
5. Probationary Part-time Bargaining Unit Employees 
6. Probationary Full-time Bargaining Unit Employees  
7. Permanent Part-time Bargaining Unit Employees 
8. Permanent Full-time Bargaining Unit Employees 

 
12.4: In the event two or more members of the bargaining unit hold the 
same position (i.e., position title) within the same department, and fewer 
than the total number are to be laid off, layoffs will be determined by 
reverse bargaining unit service and service in that position at the University. 
When two or more individuals have the same effective date of appointment 
in a position, seniority will be determined as follows: 
 

A) In the event of a tie, it will be broken by giving credit for all 
prior years of employment in the bargaining unit and up to 
two years of non-bargaining unit employment with the 
University (excluding student employment).   

 
B) In the event a tie is not broken by the foregoing procedure, 

the employee(s) with the lowest rating on the most recent 

 

89 

APPENDIX A 
POSITIONS INCLUDED IN THE BARGAINING UNIT  

 
 Job Title Department 

Academic Affairs  
 Academic Advisor College of STEM 
 Academic Advisor Beeghly College of Education 
 Academic Advisor College of Liberal Arts and Social 

Sciences 
 Academic Advisor Williamson College of Business 

Administration 
 Academic Advisor Williamson College of Business 

Administration 
 Academic Advisor Beeghly College of Education 
 Academic Advisor College of STEM 
 Academic Advisor BSMD and Health Professions 
 Academic Advisor College of Liberal Arts and Social 

Sciences 
 Academic Advisor College of STEM 
 Academic Advisor College of Liberal Arts and Social 

Sciences 
 Academic Advisor College of Fine and Performing Arts 
 Academic Advisor Bitonte College of Health and Human 

Services 
 Academic Advisor, BCCHHS 

Representative 
Bitonte College of Health and Human 
Services 

 Academic Advisor/Health 
Professions Representative 

Criminal Justice 

 Acquisitions Librarian Maag Library 
 Assistant Administrator Student Field 

Experience 
Beeghly College of Education 

 Assistant Director University Scholars Program 
 Assistant Director Metro Credit 
 Assistant Director, Fine and 

Performing Arts Series 
College of Fine and Performing Arts 

 Assistant Reference Librarian – 
Business 

Maag Library 

 Assistant Reference Librarian-
Instruction 

Maag Library 

 Assistant Reference Librarian-
Science, Engineering and 
Technology 

Maag Library 

 Assistant to the Coordinator of the 
Mathematics Assistance Center 

Mathematics and Statistics 

 Assistant to the Director McDonough Museum of Art 
 Associate Reference Librarian Maag Library 
 Associate Staff Designer Theater and Dance 
 BSW Internship Coordinator Social Work 
 Catalog Librarian Maag Library 
 Coordinator Mathematics Assistance 

Center 
Mathematics and Statistics 
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evaluation will be laid off, provided the evaluation has been 
conducted within the past two years.  The evaluations will 
be reviewed by the employees’ immediate supervisor, 
department head (if applicable) and area officer. 

 
C) In the event a tie is not broken by either of the foregoing 

procedures, it will be broken by drawing lots. 
 
12.5: Bargaining unit members who were displaced or laid off will be on 
recall status for three (3) years following displacement or layoff.  This 
means that if the position from which a bargaining unit member was 
displaced or laid off is to be filled within three (3) years following 
displacement or layoff, the bargaining unit member displaced or laid off 
will be offered that position according to bargaining unit seniority.  If more 
than one bargaining unit member has been displaced or laid off from the 
same position (i.e., position title) within the same department, recall will 
occur in the reverse order of displacement or layoff (i.e., last laid off, first 
recalled). 
 
12.6: In the case of layoff of a full-time member of the bargaining unit, 
the University will examine the possibility of creating a new part-time P/A 
position and offering it to the full-time staff member being laid off; if such 
an offer is made the full-time bargaining unit member shall be under no 
obligation to accept the part-time appointment. 
 
12.7: If there is a vacant YSU-APAS bargaining unit position that is to 
be filled elsewhere in the University within three (3) years of the date the 
individual was laid off, and if the individual who was laid off has the 
established minimum qualifications for the position to be filled, the 
individual who was laid off will be granted first consideration for the 
position being filled. 
 
12.8: Within five (5) working days of receipt of a notice of layoff, a 
bargaining unit employee, who has the minimum qualifications for another 
bargaining unit position, may submit a written request to the Office of the 
Chief Human Resources Officer to displace the bargaining unit employee 
who holds that position, but who has less University service than the 
employee who has received the notice of layoff.  The request will be 
reviewed by a three (3) member committee who shall make 
recommendations based upon the qualifications and experience presented 
by the parties involved to the President of the University who will grant or 
deny the request in writing and his/her decision will be final, binding and 
non-reviewable. 
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12.9: For purposes of Article 12, seniority will be broken when a 
bargaining unit member retires, resigns, is discharged for just cause or 
otherwise leaves the employment of the University.  Time spent on inactive 
pay status (unpaid leave) will not contribute to the accrual of seniority, but 
will not constitute a break in seniority.  Seniority shall continue to accrue 
during the period an employee is receiving workers' compensation benefits, 
is on military leave or is on recall status following layoff. 
 
 

ARTICLE 13 
VACANCIES, TRANSFERS, SEARCHES AND PROMOTIONS 

 
All APAS vacancies are coordinated through Human Resources.  This 
office coordinates all employment recruiting, screening of qualifications, 
referring of and offering to qualified candidates for consideration. 
 
13.1: It is the practice of the University to provide members of the 
bargaining unit an opportunity to be promoted and/or laterally transferred.  
When vacancies are to be filled in full-time bargaining unit positions, a 
notice will be posted that a vacant position is to be filled. 
 
13.2: Subject to the provisions of Article 12, when a bargaining unit 
position vacancy occurs or a new bargaining unit position is created and the 
University decides to fill that position, the University shall post a notice of 
the opening.  The Office of Human Resources shall post the position.  
Colleges, departments, and administrative units of the University may 
publicize openings within their units and with external sources such as (but 
not limited to) journals, newspapers, Web sites, national/local publications, 
advertisement forums, and minority/protected group professional 
organizations.  The posting described in Section 13.1 will specify the period 
during which interested and qualified bargaining unit members may apply, 
which period shall be no less than ten (10) working days from the day of 
posting.  All postings will be dated.  The posting shall also specify the 
position's title, the department or work unit where the position is assigned, 
the pay grade assigned, the salary range, initial salary range, the minimum 
and preferred qualifications for the position, the hours of work (full-time or 
part-time) the designation as an APAS position, and a brief description of 
the job duties. 
 
13.3: Definitions: For purposes of this Article, the following 
definitions shall apply: 
 

A) Vacancy:  A vacancy shall be defined as any position in the 
bargaining unit which is or has been established by the 
University and which the University intends to fill.  A 
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Association an opportunity to provide input, the President of the 
Association shall designate a minimum of one (1) bargaining unit member 
to serve on the University Diversity Council each year. 
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28.10: Travel Reimbursement:  The University shall compensate 
bargaining unit members for assigned and/or authorized University duties 
per the University travel policy. 
 
28.11: Cross Training:  Upon mutual agreement, the University may, at 
the employee’s request, offer an opportunity for a Bargaining Unit Member 
to be trained in another APAS position with the approval of all parties (e.g. 
VP, Director, and both Bargaining Unit Members). 
 
 

ARTICLE 29 
NON-DISCRIMINATION 

 
29.1: Non-Discrimination:  The University and the Association reaffirm 
their mutually held responsibility, under federal and state laws and 
executive orders relating to fair employment practices, that no individual 
shall be unlawfully discriminated against on the basis of race, color, age, 
religion, sex, national origin, disability, sexual orientation, or identity as a 
disabled veteran or veteran of the Vietnam era. 
 
29.2: The University and the Association agree that neither shall 
discriminate against any individual on the basis of membership or non-
membership in the Association or on the basis of lawful participation or 
refraining from participation in the activities of the Association or its state 
or national affiliates, or because he/she exercises his/her rights under 
O.R.C. 4117. 
 
29.3: The parties agree that our society presently offers various sources 
of relief to persons found to have been victims of discrimination, such as 
the Ohio Civil Rights Commission, Equal Employment Opportunity 
Commission and the State Employment Relations Board.  The parties agree 
that allegations of illegal discrimination may be reported to the University 
Affirmative Action Officer.  Alleged violations of the provisions of Article 
22.1 may not be processed beyond Step 3 of the grievance procedure 
established in Article 8. 
 
29.4: Nothing in this Agreement will be construed to restrict the right of 
the University to take action to comply with the Americans with Disabilities 
Act. 
 
29.5: Affirmative Action Committee:  To further the parties' mutual 
goal of preventing all forms of illegal discrimination, the University's 
Diversity Council, as one of its functions, shall be responsible for providing 
ongoing education on discrimination issues.  In order to assure the 
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position shall be deemed vacant when one of the following 
occurs:  an employee resigns, dies, retires or is terminated; 
an employee transfers or is promoted to any other position 
within the University; or a position is newly created. 

 
B) Transfer:  Change in assignment of an employee from one 

existing position in the same job title and pay grade to 
another. 

 

 1. Voluntary: Bargaining unit member initiated 
reassignment. 

 2. Involuntary: Employer initiated reassignment of 
employee. 

 
C) Promotion:  The movement of an employee from one 

position into a position at a higher pay grade. 
 

D) Classification:  A combination of job title and the duties 
and responsibilities associated with the job description. 

 
E) Reclassification:  A reclassification occurs when there is a 

change or modification in the duties and responsibilities of a 
position significant enough that the position should be given 
another classification.  Duties and responsibilities may be 
increased or decreased.  Reclassifications may occur with 
positions that are filled or positions that are vacant.  If the 
position that has been reclassified is presently filled, then 
the employee serving in that position is then reassigned to 
the new classification.  

 
F) Hiring Authority:  a University employee who requests a 

position(s) to be filled and selects the individual to fill the 
position in accordance with this Article. 

 
13.4: Informational meetings shall be held at least twice each semester to 
notify the Association of possible vacancies, transfers, reclassifications, and 
promotions.  The meeting shall be held by the Chief Human Resources 
Officer or designee and the President of the Association or designee.  The 
President of the Association shall notify the bargaining unit members of the 
proceedings. 
 
13.5: Classification Review Committee:  The Classification Review 
Committee is a standing committee made up of two (2) administrators 
selected by the Chief Human Resources Officer and two (2) bargaining unit 
members who are appointed by the Union President.  Committee members 
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will be provided sufficient release time to perform the assigned duties.  The 
committee will meet as necessary to review reclassification matters that 
might result in new or reclassified bargaining unit positions.  The 
committee will evaluate the classification and pay grade assignment as 
assessed by Human Resources including the classification level, 
unclassified status per prescribed criteria, bargaining unit status, and 
overtime exemption status.  The committee will evaluate the clarity and 
appropriateness of the qualifications relative to the classification and job 
duties.  The committee will submit a report of its analysis recommendation 
to the Chief Human Resources Officer who will make a final and binding 
determination.  A copy of the decision and report shall be forwarded to the 
Union President. 
 
13.6: Transfer Procedures: 
 

A) Voluntary Transfer:  A bargaining unit member may 
submit a written request for a lateral transfer to the Chief 
Human Resources Officer stating the department and 
position to which he/she desires to transfer.  When 
vacancies occur, the University must provide qualified 
bargaining unit members who previously have made a 
voluntary request to transfer an interview and the first 
opportunity to be laterally transferred in accordance with 
this Article.  The voluntary transfer request will be denied 
only if the bargaining unit member is not qualified for the 
position.  The administrator denying the request shall 
provide a written explanation for why the bargaining unit 
member is not qualified in accordance with the requirements 
of Section 13.7(I) of this Article. 

 
 B) Involuntary Transfers:  The University may transfer a 

member of the bargaining unit from one P/A staff position 
to another, providing his/her pay is not reduced by the 
University, and providing he/she has the necessary 
credentials and qualifications for the position to which 
he/she is being transferred.  Consultation with the staff 
member being transferred shall occur no later than fourteen 
(14) days prior to the effective date of transfer. 

 
 C) Upon request, Human Resources will provide consultation 

with bargaining members designed to improve their ability 
to compete for internal vacancies. 

 
 D) If departments or programs are merged as a result of 

reorganization, bargaining unit members in the department 
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The Association will annually appoint a bargaining unit member to be a 
member of the University's Parking and Traffic Committee. 
 
28.7: Emergency Closings:  If the University decides because of 
inclement weather to dismiss P/A staff excluded from the bargaining unit, 
or tells them not to report for duty, without reducing their pay, the 
University will do the same for members of the bargaining unit. 
 
28.8: Fee Remission:  Dependent children and spouses of bargaining 
unit members shall be granted remission for instructional fees at YSU, 
including out-of-state instructional fees where applicable.  “Dependent 
children” are children who qualify as exemptions as defined by the Internal 
Revenue Service.  Dependent children shall be eligible for remission to the 
end of the academic year of age twenty-five (25).  Bargaining unit members 
shall receive remission of instructional and general fees at YSU, including 
out-of-state fees where applicable, for up to eighteen (18) semester hours 
per academic year and six (6) semester hours each summer semester.  
Courses may not be taken at times which conflict with assigned duties.  
Remission of the general fee shall be granted to members of the bargaining 
unit only.  The restriction of six credit hours shall not apply to courses 
taken at YSU as part of a Staff Development Leave granted under the 
provisions of Article 6.  Bargaining unit members with a .75 FTE or higher 
receive remission benefits as stated above. 
 
Members with .50 FTE receive remission of instructional and general fees 
as defined in Article 14, Section 14.3 C. 
 
Bargaining unit members who retire during the term of this Agreement shall 
continue to be eligible for the fee remission described above, and their 
dependents shall continue to be eligible for fee remission for dependents, as 
described above, to include remission of instructional and general fees.  The 
dependents of any bargaining unit member who dies during the term of this 
Agreement shall continue to be eligible for fee remission as described 
above, to include remission of instructional and general fees, until 
dependent children reach the end of the academic year of age twenty-five 
(25) and as long as the surviving spouse remains unmarried. 
 
28.9: The University will not reduce a full-time position held by a 
member of the bargaining unit to part-time status, or to a shorter duration 
(e.g., 12-months to 10-months) during the term of this Agreement without 
the individual's concurrence.  This provision does not apply to vacant 
positions. 
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the cost of a fifty percent (50%) discount on all athletic tickets and 
University Theater tickets for use by bargaining unit members and their 
immediate families.  (The athletic ticket discount shall be available on 
individual athletic events only if the tickets are purchased at least one day 
prior to the event). The discount shall be available only for the goods 
purchased by the bargaining unit member for his/her personal use or for the 
use of their immediate families.  Abuse of this privilege shall be grounds for 
suspension of the individual bargaining unit member’s privilege. 
 
28.4: Continuing Education Fee Remission:  Each member of the 
bargaining unit shall be entitled to instructional fee remission twice per 
calendar year for non-credit courses offered through the Continuing 
Education department of the Metropolitan College.  Further, the bargaining 
unit member’s spouse and dependent children shall each be entitled to 
instructional fee remission once per calendar year for such non-credit 
courses, provided that there is an enrollment slot available above and 
beyond the enrollment level required to fund the course.  No employee may 
receive more than two remissions per calendar year.  Application shall be 
made in advance of enrollment on a form provided by the Metropolitan 
College and in accordance with deadlines established by the Metropolitan 
College.  Charges for materials, facilities, texts, and consumable or other 
non-instructional items are the responsibility of the enrollee and shall be 
payable at the time of registration.  If an eligible individual enrolls in a non-
credit course which is subsequently canceled due to insufficient enrollment 
or other reasons, such cancellation shall not affect the number of fee 
remissions the individual is entitled to receive in a given calendar year.  
Final and binding determination of the required enrollment level in any 
given course rests with the University. 
 
28.5: Library Privileges:  Members of the bargaining unit shall enjoy 
all general privileges extended to members of the P/A staff excluded from 
the bargaining unit, including Inter-Library Loan. 
 
28.6: Parking:  The following faculty/staff parking lots shall have card-
activated gates that shall restrict parking to full-time and part-time faculty 
and staff:  Lot F-3: Williamson Hall; Lot F-6: Fedor Hall; the currently 
unrestricted portion of Lot F-7: Stambaugh Stadium; and Lot F-5 Beeghly.  
Gate cards issued to students will not have the capacity to effect entrance to 
the above designated lots.  The restrictions specified above shall be in effect 
from 7:00 a.m. to 4:30 p.m. Monday through Friday during all periods 
classes are in session, except when modifications are required because of 
special events.  P/A staff will continue to have access to parking decks and 
“mixed” lots.  Parking is part of a bargaining unit member’s fringe benefits. 
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or program to be merged or transferred will be transferred to 
the receiving department with no loss of seniority or time 
counted toward the acquisition of Continuity of 
Employment. 

 
13.7 Selection:  Bargaining unit vacancies and new positions shall be 

awarded on the basis of qualifications.  For purposes of this 
Article, “qualified” shall be defined as meeting all the necessary 
qualifications for the position to perform the required work.  In 
determining whether an applicant is qualified to be interviewed, 
the University shall give consideration to the qualifications as 
stated on the position vacancy notice.  The determination of 
qualifications is the responsibility of the University.  In filling all 
permanent full-time or permanent part-time bargaining unit 
positions, the University will implement the following procedures 
insofar as it is consistent with the process described in the 
University’s Affirmative Action Policy and guidelines: 

 
A) All applications shall be received and processed through the 

Office of Human Resources prior to submitting all materials 
to the Search Committee Chair.  Prior to posting a vacancy, 
the job description and posting will be reviewed by the 
“Classification Review Committee” as referenced in Section 
13.5, with particular emphasis paid to the minimum 
qualifications, where applicable, for the position.  The 
Classification Review Committee shall submit its report to 
the Chief Human Resources Officer within ten (10) working 
days following the submission of a potential posting for its 
review.  All postings shall be posted in-house only for a 
period of at least two (2) weeks prior to publicly advertising 
the vacancy.   

 
B) When a bargaining unit vacancy occurs or a new bargaining 

unit position is created, the affected operating area shall 
adhere to the Search Committee guidelines established in 
the University’s Affirmative Action policies and guidelines. 
  

 
C) Bargaining unit members shall be represented on Search 

Committees.  Bargaining unit members must inform the 
hiring authority and/or the Chief Human Resources Officer 
of their interest in serving on the Search Committee.  The 
Search Committee will be comprised of: two (2) employees 
selected by the unit supervisor or department head, two (2) 
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bargaining unit members appointed by the Union President, 
and one (1) person appointed by the Chief Human 
Resources Officer.  The hiring authority shall designate one 
Search Committee member as the Chair.  All Search 
Committee members should be selected on the basis of their 
knowledge of the duties and responsibilities of the vacant 
position.  It is the intent of the parties that reasonable efforts 
are made not to appoint the same bargaining unit members 
to successive Search Committees.   

 
 D) Subject to subsection (E) of this Section, the Search 

Committee shall receive and review all application materials 
that are timely submitted.  The Search Committee, in 
consultation with either the Office of Equal Opportunity and 
Diversity or the Office of Human Resources, shall reach 
agreement on which candidates to interview, except that all 
qualified internal candidates shall be granted an interview.   

 
E) The University reserves the right to use appropriate Human 

Resources staff, who may assume initial screening, 
interviewing, ranking, and oversight responsibilities of a 
Search Committee.  In such instances involving a bargaining 
unit vacancy, at least one (1) bargaining unit member 
appointed by the Union’s President who is knowledgeable 
regarding the duties and responsibilities of the vacant 
position and the Search Committee Chair or designee shall 
assist in these processes.  Human Resources will forward to 
the Search Committee a list of all qualified bargaining unit 
applicants for all promotional/transfer opportunities.  

 
 F) Upon the Search Committee either compiling or receiving a 

list of qualified candidates the Search Committee is 
responsible to identify through interviews up to the four (4) 
“most qualified” applicants, at least two of whom must be 
qualified internal applicants to be referred to the hiring 
authority for an interview.  In determining if an applicant is 
“most qualified,” the University shall give consideration to 
ability, skill, experience, the qualifications as stated on the 
vacancy notice, and such other criteria as the University 
usually considers in filling a vacancy.  If there are not at 
least two (2) qualified internal candidates, the list will be 
opened to include additional external candidates, however, 
the list must include all qualified internal candidates to be 
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recommendation is approved, the response will indicate the approximate 
date of implementation. 
 
27.6: The University retains the right to regulate smoking in all 
University facilities and/or other University property in order to promote 
the parties’ goal of a safe and healthful workplace.  Issues relating to 
smoking may be referred to the University Safety Committee. 
 
27.7: The University will ensure appropriate temperatures, according to 
Occupational Safety and Health Administration (OSHA) guidelines, within 
all staff offices and/or enclosed departmental/work areas. 
 
 

ARTICLE 28 
MISCELLANEOUS 

 
28.1: Salary Payments:  Bargaining unit salary payments shall be 
bimonthly.  Payments will be made by electronic transfer and funds will be 
available in the bargaining unit member’s account at the beginning of the 
business day on pay day. If the pay day is a scheduled University holiday, 
funds will be available in the bargaining unit member’s account at the 
beginning of the previous business day. 
 
28.2: Payroll Deductions:  Upon proper individual authorization, the 
University shall administer the following payroll deductions: 
 

A) Association dues or “Fair Share Fee”; 
 

B) Up to two tax exempt charitable organizations, including 
United Way; 

 

C) U. S. Government savings bonds; 
 

D) Tax-sheltered annuities; individual retirement accounts 
(IRA), and IRS approved 403(b) programs; 

 

E) Associated School Employees Credit Union; 
 

F) Contributions to an Association Political Action Committee 
or the Fund for Children and Public Education; and 

 

G) The YSU Annual Fund and Capital Campaign. 
 
An employee may enroll in a tax-sheltered annuity program once each year. 
 
28.3: Bookstore and Athletic Tickets:  The University will fund the 
cost of a twenty percent (20%) discount for bargaining unit members on 
purchases of $5.00 or more on items sold by the University Bookstore, and 
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involve faculty, staff, student(s), or visitor(s).  For purposes 
of confidentiality, a separate accident report will be 
prepared omitting the name(s) of the above; 

 
F) Promote health and safety education; and 

 
G) Maintain and review minutes of all Committee meetings. 

 
H) The University will make available to the University Health 

and Safety Committees information regarding ergonomic 
requirements that can be used to make appropriate 
adjustments in existing workplace settings. 

 
Members of the Health and Safety Committee shall be allowed paid time 
off from their regular work while performing Committee duties and shall 
also be allowed paid time off for training relating to health and safety. 
 
27.3: If a bargaining unit member feels that he/she has been assigned to 
work under unsafe or unhealthful conditions, he/she shall report the 
situation immediately to his/her supervisor.  If the bargaining unit member 
disagrees with the supervisor's response to the situation, he/she may report 
the situation to the Director of Environmental and Occupational Health and 
Safety or his/her designee assigned to duty that day.  The bargaining unit 
member(s) shall not be required to continue performing the duties in 
question pending the inspection by the Director of Environmental and 
Occupational Health and Safety or his/her designee, but may be assigned 
other duties.  The bargaining unit member(s) shall not leave the campus.  
The Director of Environmental and Occupational Health and Safety or 
his/her designee shall inspect the situation immediately and deliver a verbal 
report on the scene, to be followed by a written report of the situation 
within three (3) days.  The Director of Environmental and Occupational 
Health and Safety or his/her designee shall be empowered to order the 
immediate halt of any operation or activity which in his/her judgment is 
unsafe or unhealthful. 
 
27.4: The University will continue to provide optional safety training 
courses to members of the bargaining unit; those enrolled in such courses 
will be in active pay status if they are scheduled to work during the time the 
course is taught. 
 
27.5: All recommendations of the Health and Safety Committee shall be 
responded to by the Director of Environmental and Occupational Health 
and Safety or his/her designee, in writing, indicating whether the 
recommendations will be implemented or rejected.  If the recommendation 
is rejected, the response will indicate reasons for rejection.  If the 
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interviewed.  The Search Committee’s Chair shall assume 
responsibility for all reports and documentation. 

 
G) The Search Committee will use an appropriate assessment 

form to rank all applicants.  The assessment form must at 
least include measures for job related experience, education, 
and the qualifications of the specific job as posted.   

 
H) Internal qualified applicants with two (2) or more 

consecutive, evaluations with an overall rating of “N” or less 
as noted in Appendix F will be disqualified from bidding on 
promotional/transfer opportunities. 

 
 I) Hiring:  The Chair of the Search Committee shall forward 

the Committee’s recommendation(s) to the hiring authority.  
The hiring authority will interview the top four (4) 
candidates referred by the Search Committee and must 
select from these candidates.  If an employee applies for a 
posted position and is determined by the hiring authority to 
be the most qualified over an outside applicant(s) or equally 
qualified in qualifications to an outside applicant(s), the 
employee shall be awarded the position over the outside 
applicant(s).  Furthermore, if more than one employee 
applies for a posted position and if their qualifications are 
determined by the appropriate hiring authority to be equal, 
then the employee with the most seniority shall be awarded 
the position.  The University’s determination as to the 
qualifications shall be conclusive in the absence of a 
showing that such determinations were arbitrary or 
capricious. 

 
J) The University and the Union mutually agree that 

bargaining unit members will neither be encouraged to 
apply or not apply for a position solely for the purpose of 
satisfying numerical requirements for interviews. 

 
K) Prior to filling a vacancy, the hiring authority must inform 

all members of the Search Committee of his/her final 
recommendation.  If the Union has a reasonable belief that 
the search process was improperly administered, the Union 
reserves the right to file a grievance.  Furthermore, all 
search and hiring efforts shall cease and desist until a 
remedy is reached concerning the matter.  
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 1. If the parties are unable to resolve the concerns 
regarding the search process, then the Union shall have 
the right to grieve and arbitrate any procedural errors 
regarding the search process under the following 
expedited timeline that supersedes the procedures and 
timelines contained in Article 9: 

 

 a. Such a grievance shall be filed by the Union with 
the Chief Human Resource Officer at Step 3 of the 
Grievance Procedure within three (3) working days 
after the Union knows or reasonably should have 
known of the procedural error(s).  Any grievance 
that challenges the search process shall identify the 
procedural error(s) and shall identify the 
employee(s) who were adversely affected by the 
error(s). 

 

 b. The Chief Human Resource Officer shall conduct a 
hearing, if necessary, within one (1) business day 
following the receipt of the grievance. 

 

 c. The Chief Human Resource Officer shall respond 
in writing to the Step 3 Grievance no later than two 
(2) working days after concluding the Step 3 
hearing.  

 

 d. The Union shall, if it so chooses, demand 
arbitration within three (3) working days following 
the receipt of the Step 3 response. 

 

 e. The parties shall conduct expedited arbitration 
under the rules for expedited arbitration prescribed 
by the Federal Mediation and Conciliation Service 
(FMCS), with the following exceptions: 

 

 i. If more than one grievance is filed or if the 
alleged procedural error(s) affected more than 
one employee, then all grievances or alleged 
procedural errors shall be consolidated before 
one arbitrator. 

 

 ii. The parties shall select an arbitrator within 
three (3) working days after receiving the 
panel of arbitrators from the FMCS. 

 

 iii. If the selected arbitrator is unavailable for a 
hearing, then the parties shall select a 
replacement arbitrator within one (1) working 
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ARTICLE 27 
HEALTH AND SAFETY 

 
27.1: The parties agree that it is the goal of the University and the 
Association that the University be a place in which the bargaining unit 
members enjoy a safe and healthful environment.  To accomplish this, the 
University will endeavor to assure compliance with all federal, state, and 
local statutes pertaining to health, safety, and the environment.  Both parties 
recognize that it will be the University's responsibility to provide all 
bargaining unit members the necessary training, equipment, and written 
procedures necessary to conduct their job in a safe and healthful manner.  
Both parties also recognize that it will be the bargaining unit member's 
responsibility to follow University health and safety policies which may 
include the wearing of personal protective equipment and the mandatory 
attendance of training seminars.  It is understood that all mandatory training 
will be offered in accordance with Article 7, Section 7.17 of this 
Agreement.  It is further recognized that any violation of University safety 
policies by bargaining unit members may result in disciplinary action by the 
University. 
 
27.2: The University and the Union agree to establish a joint Health and 
Safety Committee with three (3) members of the Administration and three 
(3) members of the Union.  Each party shall appoint their respective 
members. 
 
The general responsibility of all the Committees will be to provide a safe 
and healthful workplace by recognizing hazards and recommending 
abatement of hazards and recommending education programs.  To fulfill 
this responsibility the Committees shall: 
 

A) Meet on a definitely established schedule, but in no case 
more frequently than once a quarter, unless otherwise 
mutually agreed; 

 
B) Arrange periodic inspections to detect, evaluate and offer 

recommendations for control of potential health and safety 
hazards including working alone situations; 

 
C) Appoint members of the Union to accompany inspections; 

 
D) Discuss Agency plans and policies for preventing workplace 

violence; 
 

E) Receive copies of all accident and illness reports, lists of 
toxic materials and exposure records, when incident reports 
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ARTICLE 26 
CONTRACTING 

 
26.1: The University retains the right to contract for services.  However, 
the University agrees that it will not lay off members of the bargaining unit 
in the exercise of this right. 
 
26.2: If the University decides to contract a service, it will: 
 

 A) Inform the Union of its intent to contract. 
 

 B) Provide the Union with relevant information about the 
decision to contract. 

 

 C) Allow the Union the opportunity to research the subject and 
submit a recommendation to the University. 

 

 D) Provide a reasonable amount of release time for up to two (2) 
bargaining unit members, appointed by the President of the 
Union, to research the subject and prepare a recommendation. 

 
The Union will be granted a reasonable opportunity to demonstrate that 
bargaining unit employees can competitively perform work, which has been 
previously contracted out, including access to available information 
regarding costs and performance audits.  In considering the granting, 
renewal or continuation of competitively bid contracts for work normally 
performed by bargaining unit employees, to the extent feasible the 
Employer will examine information provided by the Union regarding 
whether or not such work can be performed with greater efficiency, 
economy, programmatic benefit or other related factors through the use of 
bargaining unit employees rather than through renewal or continuation of 
the contract or initial contracting out of work. 
 
The University retains the sole right to make the final determination as to 
whether or not to contract services. 
 
26.3: It is not the intent of the parties to limit the University’s right to 
contract for major project(s) requiring outside expertise and/or that fall 
beyond the scope of regular bargaining unit work and/or workload. 
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day following notice of the original arbitrator’s 
unavailability, and shall continue with this 
procedure and timeline until an arbitrator is 
selected who is available. 

 

 iv. The arbitration hearing shall be conducted 
within five 10 (5) working days following the 
selection of an available arbitrator. 

 

 v. A transcript of the arbitration hearing may be 
made, but the time for preparing the transcript 
shall not delay the issuance of the arbitrator’s 
decision and award. 

 

 vi. The arbitrator’s decision and award shall be 
issued no later than three (3) working days 
following the conclusion of the arbitration 
hearing.  If the arbitrator sustains the 
grievance, then the arbitrator’s decision and 
award shall contain both a specific and detailed 
explanation of the error(s) and specific and 
detailed directions on how to remedy the 
error(s) and avoid future error(s). 

 

 f. The search process shall commence again 
immediately following receipt of the arbitrator’s 
decision and award denying the grievance or 
immediately after the University cures any 
procedural errors identified by the arbitrator in 
accordance with the arbitrator’s directions. 

 
L) Upon selection, the hiring authority is responsible to 

forward to Human Resources a written rationale in support 
of the selected candidate and the Assessment Forms 
completed by the Search Committee.  A candidate who was 
interviewed and not selected may request from Human 
Resources developmental recommendations.  The hiring 
authority shall supply such within ten (10) work days of the 
request.  

 
M) The Chief Human Resources Officer will review the 

selection rationale documents with the Union, upon request, 
prior to approving the appointments. 

 
N) The Hiring Authority shall notify qualified bargaining unit 

applicants by certified mail, returned receipt required, that 
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they have not been offered the position within thirty (30) 
days of the date on which the candidate offered the position 
has verbally accepted the position.  The grievance timeline 
for an employee who wishes to file a grievance based on the 
selection of the candidate shall commence on the date of 
receipt of the certified letter as stated above.  If a bargaining 
unit applicant is not sent a letter, the grievance timeline will 
commence when the applicant becomes aware that a 
candidate has accepted the position, but no later than sixty 
(60) days after a candidate has accepted the position. 

 
O) An employee awarded a promotion under this Article that is 

outside of his/her operating area shall serve a probationary 
period of 180 days.  An employee awarded a promotion 
under the Article that is within his/her operating area shall 
serve a probationary period of 120 days.  Any bargaining 
unit member removed during the probationary period will be 
relocated back into a position for which he/she is qualified 
at a rate no less than his/her previous position.  Any 
bargaining unit member promoted may request to return to 
his/her former position during the first fifteen (15) working 
days of his/her probationary period. 

 
13.8: The University reserves the total and explicit authority to 
determine when a vacant position exists; whether to fill it, abolish it or 
transfer it to another department or work unit within the University; and to 
determine its job title and salary range. 
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with the same financial and other information that the Association provides 
to “Fair Share Fee Payers” in compliance with the law. Within fourteen (14) 
days of the close of the annual period for bargaining unit members to file a 
challenge or objection to the Association's fair share fee procedure, the 
Association will notify the Chief Human Resources Officer in writing of 
such challenge or objection.  The University shall deduct the amount of fair 
share fee over the period of March through August in equal amounts from 
each paycheck. 
 
25.5: Individuals who are appointed to a position in the bargaining unit 
after the first pay period in September shall be required to pay full 
membership dues or the fair share fee.  The University shall arrange for 
payment of dues or the fair share fee in equal installments through payroll 
deduction to secure full payment by the bargaining unit member by August 
31. 
 
25.6: Individuals who retire or terminate employment prior to August 31 
of any year shall be required to submit the remainder of the annual dues to 
the union in the last paycheck received as a final union deduction. 
 
25.7: If a member becomes excluded through the process cited in Article 
2 of this Agreement, the employee shall be assessed the remainder of the 
full year’s Union dues in the last paycheck prior to the effective date of the 
exclusion. 
 
25.8: The University will promptly forward the dues or fair share fee 
deduction to the officer designated in writing by the Union.  The University 
will levy no charge upon the Union for administering the payroll deduction. 
 
25.9: Indemnification Agreement:  The Union agrees that it shall 
indemnify and hold harmless the University, its officers, trustees, 
bargaining unit members or agents, against all claims, demands, causes of 
action, awards, costs, expenses, attorney fees and any and all other damages 
arising or resulting from, by reason of, or touching upon the University's 
agreement to the provisions of Article 25 and the University’s actions and 
conduct with respect to those provisions.  The University agrees that its 
counsel shall give full and complete cooperation to the Union and its 
counsel at all levels of any legal proceeding relating to Article 25. 
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ARTICLE 25 

DUES DEDUCTION AND MEMBERSHIP 
 

25.1: In accordance with the provisions of Ohio Revised Code 
4117.09(B)(2), the University will provide payroll deduction of initiation 
fees, membership dues, and assessments of members of the Union who 
belong to the bargaining unit and submit a completed “OEA/NEA 
Membership Enrollment Form" form to the University.  The “OEA/NEA 
Membership Enrollment Form" form appears as Appendix L to this 
Agreement.  Dues shall be deducted from each paycheck. 
 
25.2: Membership Dues:  The amount of dues deducted shall be 
uniform for all members of each category in the bargaining unit, that is, all 
full-time bargaining unit members shall pay a uniform amount, all 
permanent part-time bargaining unit members shall pay a uniform amount 
(which may be less than the amount paid by the full-time bargaining unit 
members).  The Union may uniformly increase or reduce the amount to be 
withheld by notifying the University a minimum of thirty (30) days prior to 
the pay date on which the change is to be implemented; the Union may 
make one (1) such change each calendar year of this Agreement.  In the 
event the Union and/or its affiliates believe that membership in the Union 
and/or its affiliates obligates a member or members of the bargaining unit to 
pay dues in addition to the dues established by this article, collection of 
such dues shall be the sole responsibility of the Union and/or its affiliates, 
and the University shall have no obligation to the Union for collection of 
such additional dues. 
 
25.3: A member of the bargaining unit who has authorized payroll 
deduction of dues may revoke the authorization by submitting a “Payroll 
Deduction Authorization” form advising the University of the revocation, a 
minimum of thirty (30) days prior to the effective date.  The University will 
advise the Union of revocation of dues deduction when the request is 
received. 
 
25.4: Fair Share Fee:  In accordance with the provisions of Ohio Revised 
Code 4117, members of the bargaining unit are required, as a condition of 
employment, either to be members of the Union and its affiliates, or to pay 
a fair share fee not to exceed the Union membership dues.  The Association 
will annually provide written notice to the University of the amount of the 
“Fair Share Fee”, which shall not exceed the amount of regular membership 
dues then currently being paid by members of the Association.  At the time 
that the Association provides written notice to the University of the amount 
of the fair share fee, it will also provide the Chief Human Resources Officer 
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ARTICLE 14 
PART-TIME STAFF 

 
14.1: Part-time staff members in the bargaining unit who are appointed 
or reappointed during the term of this Agreement will receive annually 
contracts of employment which specify: 
 

A) the duration of the appointment, by reference to starting and 
ending dates; and,  

 

B) a percentage of full-time service, with full-time service 
equaling forty (40) hours per week expressed as an FTE. 

 
For example, a staff member appointed to serve eight months for thirty (30) 
hours each week will have an FTE of .75 for eight (8) months. 
 
14.2: Part-time staff in the bargaining unit shall be given a description of 
duties to be performed.  They will not be expected to work in excess of the 
total FTE specified on their contract.  The Chief Human Resources Officer 
must approve any exception to this policy.  They will be paid for holidays 
observed by the University during the terms of their contracts.  They will 
not be denied the right to enroll in courses at the University.  They will be 
issued ID cards and granted access to the Library and Beeghly Physical 
Education Center, as well as other recreational facilities.  They will be 
entitled to parking as part of their fringe benefits.  They shall be entitled to 
a discount of fifty percent (50%) on athletic and theater tickets during the 
term of their contract.  They shall be evaluated in accordance with Article 
12. 
 
14.3: In addition to the benefits specified in Article 10.2 above, part-time 
staff in the bargaining unit whose appointments equal or exceed an FTE of 
.5, as defined in Article 10.1 and specified on the individual contract of 
appointment, shall be eligible for the following: 
 

A) The part-time bargaining unit member shall have the 
opportunity to participate in the University's group 
insurance program, single or family, by enrolling for 
coverage from the effective date of appointment through the 
following June 30, by paying the University a percentage of 
the group rates equal to one (1) minus the part-time 
bargaining unit member’s FTE (for example, a .60 FTE 
bargaining unit member shall pay 40% of the group rates) 
for coverage for the preceding fiscal year through payroll 
deduction. 
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 B) The individual shall accrue sick leave prorated against the 
full-time standard and shall be entitled to the use of such 
sick leave in accordance with Article 7 of this Agreement. 

 
 C) The individual shall be eligible for remission of the 

University's instructional and general fees for up to six (6) 
semester hours during any academic year when enrolling in 
an academic semester during part of which the staff member 
is under contract.   

 
 D) The individual shall be entitled to a discount of twenty 

percent (20%) on all purchases of $5.00 or greater at the 
University Bookstore during the term of his/her contract.  
The discount shall be available only for goods purchased by 
the bargaining unit member for his/her personal use or for 
the use of their immediate families.  Abuse of this privilege 
shall be grounds for suspension of the individual bargaining 
unit member’s privilege. 

 
E) Vacation benefits as described in Article 8. 

 
F) If a part-time University employee becomes a full-time 

bargaining unit member, the individual shall receive credit 
toward Continuity of Employment for related satisfactory 
University service, up to a maximum of two (2) years, by 
using seventy-five percent (75%) of the total FTEs worked 
as a part-time employee.  For example, if an employee 
worked .50 FTE for a total of three (3) years, he/she would 
receive (3 x .5) x .75 = 1.125 years of credit. FTEs for part-
time contracts of less than twelve (12) month duration will 
be prorated by 1/12 for each month not under contract.  For 
example, if an employee worked nine (9) months each year 
at .75 FTE for five (5) years, he/she would receive [(.75 x 
9/12) x 5] x .75 = 2.11 years of credit. Current full-time 
bargaining unit members who were previously part-time 
employees and who have not yet achieved continuity of 
employment shall be granted credit as provided in this 
section.  

 
14.4: In addition to the benefits established in Sections 14.2 - 14.3 
above, part-time staff whose appointment equals or exceeds .75 FTE (as 
defined in Sections 14.1) shall receive the insurance benefits defined in 
Article 5, vacation benefits as defined in Article 8 and fee remission 
benefits as defined in Section 26.8. 
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ARTICLE 24 
SEPARABILITY 

 
24.1: The parties intend that this Agreement shall in all respects be 
construed and applied in a manner consistent with applicable statutes and 
court decisions and regulations properly enacted thereunder.  In the event 
any provision of this Agreement shall be affirmatively determined by 
appropriate authority to be contrary to any such statute or regulation, such 
provision alone shall become thenceforth invalid and of no effect, 
consistent with such determination, but the remainder of this Agreement 
shall not thereby be deemed illegal or unenforceable.  The parties agree to 
meet within one week to discuss any decision which renders any portion of 
this Agreement null and void. 
 
24.2: The parties further agree that they shall cooperate fully with each 
other in seeking an expeditious resolution of any such decision through 
litigation, in the event that either party or both parties disagree with the 
decision.  The parties agree that, should a court decision overturn any 
decision that a portion of the Agreement is illegal; the parties shall accept 
the ruling of the court of law.  However, each party shall reserve the right to 
file an appeal to a higher court and may seek to have the ruling set aside 
until the issue under appeal is decided. 
 
24.3: Any provision of this Agreement which is found contrary to law 
but becomes legal during the life of this Agreement, shall take immediate 
effect upon the enactment of the enabling legislation.  Similarly, any 
provision of this Agreement which may require legislative action for its 
implementation or its funding shall not become effective until the necessary 
legislation has been enacted and becomes effective; conversely, if 
legislative changes occur during the life of this Agreement which make it 
illegal or impossible to fund any provision of this Agreement, the obligation 
of the University hereunder to that extent shall be suspended. 
 
24.4: In the event a state or federal law affecting this Agreement is 
enacted during the term of this Agreement, the parties agree to meet 
promptly and determine those areas of this Agreement which must be 
revised to bring this Agreement into compliance with the law; this revision 
shall be limited to those areas in which a revision is mandated by the 
legislation, and there shall be no obligation on the part of either party to 
reopen or renegotiate areas in which revisions might be permissible but are 
not mandatory under such legislation. 
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C) Semester enrollment data; 
 

D) Information required for the preparation and the processing 
of a grievance; 

 

E) A comprehensive report from the office of the Chief Human 
Resources Officer each October 1 of the membership of the 
bargaining unit; 

 

F) A bi-monthly report from the office of the Chief Human 
Resources Officer of personnel changes affecting the 
bargaining unit since the previous report, which shall 
include appointments, promotions, retirements, deaths, 
separations, and name changes; 

 

G) The YSU FACTBOOK; 
 

H) The YSU GUIDEBOOK; 
 

I) Notices, agendas and official minutes of the meetings of the 
YSU Board of Trustees and its committees when released to 
the public; and 

 

J) A copy of all position announcements for 
Professional/Administrative positions will be provided to 
the Association President as soon as the position 
announcement is approved for distribution. 

 

K) A copy of the descriptors for APAS Pay Grades will be 
provided to the Association President. 

 

L) Copies of all supplemental contracts issued to bargaining 
unit members will be sent to the Association President upon 
approval. 

 
The University will furnish the Association copies of communications 
distributed generally to P/A staff in the University, or in any administrative 
unit of the University.  Similarly, the Association will furnish the 
University copies of communications distributed generally to P/A staff in 
the University, or in any administrative unit of the University. 
 
23.8: Recorded Conversations:  No conversation or conference 
between a member of the bargaining unit and a member of the 
Administration shall be mechanically recorded without the full awareness 
of the other party that the conversation or conference is to be recorded.  
“Mechanically recorded” includes any tape recorder or audio or video 
recording device in the possession of or on the person of the individual who 
records the conversation or conference. 
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14.5: Exclusivity of Application:  The parties agree that the provisions 
of this Article constitute their basic agreement concerning the terms and 
conditions of employment of members of the bargaining unit who are part-
time staff.  Thus, for members of the bargaining unit who are part-time staff 
(See Appendix A), the provisions of this Article shall supersede and replace 
the provisions of Article 5 (“Insurance Benefits”), Article 7 (“Leaves”), 
Article 8 (“Vacations”) Article 10 (“Continuity of Employment”), Article 19 
(“Retirement”), and Article 28 (“Miscellaneous”, with the sole exception of 
the provision concerning “Emergency Closings”), to the extent that any of 
these articles provide benefits that are not provided under the provisions of 
Article 14, or that benefits are provided in greater degree than in Article 14. 
For members of the bargaining unit who are part-time staff, the provisions 
of Article 14 shall be finally determinative concerning all issues addressed 
herein. 
 
 

ARTICLE 15 
POSITION AUDITS AND APPEALS 

 
15.1: Official Position Description:  Within thirty (30) days of initial 
appointment, transfer, promotion or reclassification, the University shall 
provide each bargaining unit member and APAS, a copy of his/her official 
position description.  The position description shall include the official date 
issued, pay grade, initials of reviewers, basic function and responsibility of 
the position, characteristic duties, supervision exercised, immediate 
supervisor, and minimum qualifications.  Once a position description has 
been issued to a staff member, the University will consult with the staff 
member prior to revising the description, and will not--without the 
concurrence of the staff member--add duties that are not related to the basic 
function and responsibility of the position. 
 
15.2: Position Audits:  A bargaining unit member may request at any 
time, but not more than once per fiscal year, in writing to the Chief Human 
Resources Officer that his/her position description be audited for the 
purpose of determining if the position is in the proper pay grade.  If, as a 
result of the audit, the University determines that a bargaining unit member 
has been assigned duties that would result in assignment to a higher pay 
grade, the University shall either assign the position to the appropriate pay 
grade or cease to assign the bargaining unit member that portion of the 
duties which caused the position to be assigned the higher pay grade.  If the 
University ceases to assign the bargaining unit member that portion of 
his/her duties which do not properly fall within the current pay grade, the 
University will notify the bargaining unit member of the decision in writing. 
If the position is assigned a new pay grade, the effective date of the 
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reclassification shall be no later than the beginning of the pay period 
immediately after the receipt of the written request for the audit by the 
Chief Human Resources Officer.  The University will inform the bargaining 
unit member of the results of the audit no later than ninety (90) days of the 
receipt of the request for audit.   
 
15.3: Position Audit Appeals: A bargaining unit member who disagrees 
with the results of a position audit may appeal the decision.  A completed 
Audit Appeal form must be filed with the Chief Human Resources Officer 
and Labor Relations within thirty (30) days of receipt of notification of the 
audit results.  The Executive Director will forward the appeal request to the 
Audit Appeal Committee, which will complete its review and provide 
written notification of its decision to the bargaining unit member within 
sixty (60) calendar days of the Audit Appeal request.  The decision of the 
Audit Appeal Committee is final and binding; there is no further appeal and 
the decision is not grievable. 
 
The Audit Appeal Committee will consist of one member and an alternate 
appointed by YSU-APAS, one member and an alternate appointed by the 
Chief Human Resources Officer and Labor Relations, and the Vice 
President of Administration or his/her designee.  Alternates will not serve as 
voting members unless replacing an appointee and will not attend meetings 
unless serving as a substitute for the member.  Audit Appeal Committee 
appointees and alternates will serve for one (1) fiscal year. 
 
 

ARTICLE 16 
WORKLOAD 

 
16.1: Schedules: 
 

 A) Full-Time Service:  Bargaining unit members are 
Professional/Administrative salaried staff who the 
University represents that they believe to be exempt from 
the wage/hour provisions of the Fair Labor Standards Act.  
However, full-time bargaining unit members will not be 
assigned duties that average more than forty (40) hours of 
work each week during the course of a contract year.  When 
deemed appropriate by either the University or a full-time 
bargaining unit member, a general work plan will be 
developed by the University in consultation with the 
bargaining unit member to project an approximate schedule 
of duties over the coming contract year; such a plan will 
project the peak and slack periods of the year, as well as the 
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 H) Discuss such other items as the parties may mutually agree.  
All committees will be co-chaired by a Union and a 
University representative.  The agenda for each meeting 
shall be jointly prepared by the co-chairpersons in advance 
of the meeting.  The parties are committed to a timely 
completion and distribution of the minutes.  The minutes 
shall not be construed as constituting a binding agreement or 
negotiations between the parties. 

 
23.3: Time Off:  Unless mutually agreed otherwise, such meetings shall 
be held during normal work hours. 
 
23.4: Labor/Management Relations:  The University and the Union 
recognize that the character and quality of the Union-Management 
relationship in each department has an impact upon productivity and quality 
services.  Accordingly, the parties agree to support joint labor/management 
training in skills and concepts which may contribute to increased Union-
Management understanding and cooperative relationships. 
 
23.5: No Strike - No Lockout:  In accordance with the provisions of 
O.R.C. 4117, the Association, on behalf of its officers, agents, and members 
agree that so long as this Agreement, or any written extension hereof, is in 
effect, there shall be no strikes, or unlawful interference with the operation 
of the University.  The University agrees that there shall be no lockout 
during the term of this Agreement or any written extension hereof.  The 
provisions of Article 17.1 shall be in full effect in the event a strike is called 
involving any other bargaining unit on the YSU campus during the term of 
this Agreement. 
 
23.6: Selection of Representatives:  Each party shall have the 
unqualified right to select its own representatives for purposes of 
negotiating or administering this Agreement, free from any attempt at 
control or interference by the other party with respect to such selection.   
 
23.7: Information:  Either party to this Agreement shall furnish the 
other, upon written request, information related to the negotiation or 
administration of the Agreement, provided such information is available 
and can be furnished at reasonable expense, such request allows reasonable 
time to assemble the information, and the party from whom the information 
is sought may determine the form in which such information is submitted.  
The following will be sent to the Association as soon as possible: 
 

A) The internal operating budget when adopted by the Board of 
Trustees; 

 

B) Year-end financial reports; 
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of an employee new to the bargaining unit or of a personnel action that 
results in a change in an employee's bargaining unit status:  name, home 
address, listed home phone number, classification, area assigned, effective 
date of employment, length of contract, base annual salary, and full-time or 
part-time status. 
 
22.10: The Union shall be invited to participate in scheduled employee 
orientations for the purpose of introducing all newly hired employees to the 
Union.  Such presentation will not exceed thirty (30) minutes.  The 
University shall make a good faith effort to notify the Union no less than 
five (5) days prior to each employee’s start date. 
 
 

ARTICLE 23 
UNIVERSITY-ASSOCIATION RELATIONS 

 
LABOR/MANAGEMENT COMMITTEES: 
 
23.1: Committee(s):  There shall be a committee(s) consisting of an 
equal number of Union and University representatives, unless otherwise 
mutually agreed upon by the parties.  The committee will meet at least two 
(2) times per year but shall receive, upon request, quarterly progress reports 
from Human Resources. 
 
23.2: Committee Purpose and Agenda:  The purpose of these 
committees is to provide a means for continuing communication between 
the parties and to promote a climate of constructive employee-employer 
relations.  This would include, but is not limited to, such activities as to: 
 

 A) Discuss the administration of this Agreement; 
 B) Notify the Union of changes contemplated by the University 

which may affect bargaining unit employees; 
 C) Discuss the future needs and programs of the University; 
 D) Disseminate general information of interest to the parties; 
 E) Give the Union representatives the opportunity to discuss 

the views of bargaining unit employees and/or make 
suggestions on subjects affecting those employees; 

 F) Give the parties the opportunity to discuss the problems that 
give rise to outstanding grievances and to discuss ways of 
preventing contract violations and other workplace conflicts 
from occurring.  The parties agree that the discussion of 
individual grievances is not an appropriate topic for 
Labor/Management committees; 

 G) Proposed work rules; and 
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bargaining unit member's typical forty (40)-hour schedule 
over the course of the year; and may include a flexible work 
schedule to the extent consistent with the needs of the 
department. 

 
B. Flexible Scheduling Options: 

 

1. Purpose:  The University supports the use of various 
work scheduling arrangements for bargaining unit 
members that are designed to meet the operating and 
service needs of a department in accordance with 
University policy.  The availability of flexible work 
schedules is not intended to change the department’s 
regular hours of operation, nor does it alter the 
responsibility or diminish the authority of department 
heads to establish and adjust work schedules.  
Instead, this type of flexible scheduling is intended to 
bolster staff morale and retention while maintaining 
and enhancing a department’s service delivery.  
However, a bargaining unit member’s proposed 
schedule changes must be reported to Human 
Resources to ensure that appropriate employee and 
organizational notifications are maintained. If a 
bargaining unit member wishes consideration for a 
flexible work schedule, he/she should submit the 
request in writing to his/her immediate supervisor. 

 
2. Definitions: 

 

a. Flex-time is an arrangement that may include a 
consistent daily schedule with individualized 
starting and ending times that are the same 
throughout the week or a varying daily schedule 
that starts or ends at different times each day.  
The varying daily schedule may include a 
consistent 8 hour day throughout the week or a 
varying daily schedule of more or less than 8 
hours. For full-time bargaining unit members, the 
total weekly hours for both consistent and 
varying schedules must be 40 for the work week. 

 

b. Compressed Workweek is an arrangement that 
enables a full-time bargaining unit member to 
work longer days in exchange for a shorter day 
or a day off each week.  Examples of a 
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compressed workweek schedule are: four ten-
hour days with no work on the fifth day; or a 
four-and-one-half day workweek where 40 hours 
are worked in four and one-half days. 

 
C) The parties agree, however, that the University retains the 

right to schedule bargaining unit members.  The denial of a 
bargaining unit member’s requested schedule shall not be 
arbitrary or capricious.  A bargaining unit member may 
request a meeting each semester with his/her supervisor to 
review the actual hours worked and time taken off during 
the previous semester.  A bargaining unit member who has 
concerns about his/her schedule may file a grievance or a 
complaint under the provisions of Article 8 (“Grievance 
Procedure”), or may have an informal discussion of the 
matter with the cognizant principal administrative officer 
and/or the Chief Human Resources Officer. 

 
D) The University shall provide cell phones for the use of “on 

call” employees. 
 
16.2: Attending Meetings:  Members of the bargaining unit may attend 
meetings of the Youngstown State University Board of Trustees sub-
committee and regular meetings, provided that the individual's department 
director or supervisor approves in advance. 
 
16.3: Off-Campus Duties:  Members of the bargaining unit who are 
regularly assigned to perform duties off campus, and travel in their personal 
automobile, shall be reimbursed at the rate currently in effect under the 
University travel regulations, by processing a travel voucher in accordance 
with University travel regulations. 
 
16.4: Research:  All proceeds which result from research by a 
bargaining unit member, including marketable computer software programs, 
when research is not conducted as part of the bargaining unit member's 
specifically assigned duties, belong to the bargaining unit member unless 
the research is subsidized by the University or an external agency which 
stipulates contrary terms in a separate and specific contract as a condition of 
support.  The signing of a specific contract with the University for 
subsidized research cannot be a stipulated condition of employment.  This 
policy shall not apply to royalties, which shall go exclusively to the author. 
 
16.5: Outside Employment:  Members of the bargaining unit may 
accept consulting and other employment outside the University as long as 
such employment does not interfere with the individual's University duties 
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consultation with the Chief Human Resources Officer or 
his/her designee will not be counted against the twenty (20) 
hour limit. 

 
 B) If unused in a given week(s), Grievance Officer-hours may 

accumulate to a maximum of thirty (30) hours. 
 
 C) Advance permission must be granted by the Grievance 

Officer's supervisor and by the chief Grievance Officer or 
Union President prior to investigation of a possible 
grievance and/or grievance during paid hours. 

 
 D) If a Grievance Officer leaves his/her work area to 

investigate a grievance in another work area, the Grievance 
Officer will inform the supervisor in the grievant's work 
area before talking to the grievant. 

 
 E) No individual Grievance Officer may devote more than 

eight (8) hours of paid time to possible grievance and/or 
grievance investigation during a given week without the 
permission of the University. 

 
 F) A weekly account of the grievance hours will be kept by the 

Grievance Chair.  This information will be available to the 
University upon written request. 

 
 G) If a bargaining unit member is summoned to a meeting and 

the bargaining unit member requests a union 
representative/legal counsel to be present, the request will 
be granted immediately or the meeting will be postponed to 
a mutually agreeable time typically within two (2) days. 

 
Up to five (5) duly elected officers of YSU-APAS will be accorded the 
same rights and privileges as Grievance Officers. 
 
22.8: Association Negotiating Team:  Once the process of negotiating a 
successor Agreement has commenced, each member of the Association 
Negotiating Committee shall be granted up to six (6) hours per week release 
time to prepare for bargaining.  When members of the Association 
Negotiating Team are in the same University department, a maximum of six 
(6) hours release time total per department per week shall be granted, unless 
the department head at his/her discretion, allows more. 
 
22.9: The Association shall be forwarded a copy of the following 
information within fourteen (14) working days of the signing of a contract 
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with (fifty) 50 additional copies of the Agreement free of charge.  Further, 
the Association or its members may purchase additional copies at cost. 
 
22.6: Grievance Officers:  The University shall recognize six (6) 
Association Grievance Officers.  The Association shall inform the 
University in writing of those bargaining unit members designated as the 
Grievance Officers, including the Chief Grievance Officer, prior to the 
University's recognition of those persons as Grievance Officers.  The 
Association will notify the University promptly of changes in the list of 
Grievance Officers.  Grievance Officers shall be authorized to investigate 
grievances and to represent employees in grievance adjustments, as 
provided by Article 9 (“Grievance Procedure”).  The Association will 
attempt to distribute assignments equally among Grievance Officers. The 
Association will also inform the University in writing of the bargaining unit 
member designated as the President of the Association.  The President or 
the Chief Grievance Officer will, with the prior approval of the Chief 
Human Resources Officer and with prior notice to the appropriate 
department head, be permitted to meet with the Chief Human Resources 
Officer during normal work hours to discuss and attempt to resolve labor 
management issues arising from the provisions of this Agreement. 
 
22.7: The Union President shall be granted a paid leave of absence for up 
to three one-half (1/2) days per week for each scheduled workweek during 
the life of this Agreement.  The Union President shall be free to conduct 
Union business on University premises during the three one-half (1/2) days 
release period in accordance with the other provisions of the Agreement.  
This release time is in addition to all other release time contained in the 
Agreement.  Release time should be pre-arranged with the Union 
President’s supervisor to maintain efficient operation of the departments.  
The Union President will refrain from conducting union business during 
work time except as otherwise specified in the Agreement. 
 
Union Grievance Officers recognized in Section 16.6, including the 
Grievance Committee Chair, shall be permitted up to twenty (20) Grievance 
Officer hours each week to investigate possible grievances and/or 
grievances during the paid working hours of the Grievance Officers.  The 
Union agrees that this time will be devoted exclusively to a good faith effort 
to resolve labor-management problems arising from the provisions of this 
Agreement, and will not be abused.  The University agrees that permission 
to investigate a possible grievance and/or grievance will not be 
unreasonably denied. 
 

 A) The twenty (20) hours apply to all Grievance Officers; that 
is, one (1) Grievance Officer at twenty (20) hours; or two 
(2) Grievance Officers at ten (10), etc.  Time spent in 
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and does not constitute a conflict of interest with the bargaining unit 
member's position at the University.  “Conflict of interest” includes the same 
services for the same clientele that a bargaining unit member does as part of 
his/her University duties for pay or remuneration from a person or entity 
other than the University; use of University materials, facilities, or staff to 
secure pay or remuneration from a person or entity other than the 
University; or use of the influence, authority, or privileges that derive from 
a position at the University for private gain.  The right to engage in outside 
employment exists at all times, including periods of leave other than sick 
leave. 
 
16.6: Access:  Members of the bargaining unit whose duties require 
access to campus buildings when they are normally closed will be issued 
keys to departmental offices and/or buildings, upon the approval of the 
department head. 
 
16.7: Part-Time Teaching:  A member of the bargaining unit may, with 
the prior approval of his/her department head, engage in part-time teaching 
during his/her normal work hours and be paid for such duties.  Time spent 
on limited service teaching duties shall not count toward the forty (40)-hour 
schedule referenced in Article 16.1. 
 
 

ARTICLE 17 
HOLIDAYS 

 
17.1: The University holidays for members of the bargaining unit shall 
be the first day of January, the third Monday in January, the third Monday 
in February, the last Monday in May, the fourth day of July, the first 
Monday in September, the second Monday in October, the eleventh day of 
November, the fourth Thursday in November, the twenty-fifth day of 
December, and any day appointed and recommended by the Governor of 
this state or the President of the United States. 
 
 1. New Year’s Day   6. Labor Day 
 2. Martin Luther King Day   7. Columbus Day 
 3. President’s Day   8. Veterans Day 
 4. Memorial Day   9. Thanksgiving Day 
 5. Fourth of July 10. Christmas Day 
 
17.2: Bargaining unit members shall receive any additional paid 
holiday(s) provided by the University to the employees of any other 
bargaining unit. 
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17.3: The Board of Trustees of Youngstown State University may 
authorize the observance of days other than those specified in Section 17.1 
above, those holidays normally observed on the third Monday in January, 
the third Monday in February, and the second Monday in October. 
 
17.4: Should a holiday fall on a Saturday or a Sunday, the holiday will be 
observed on the preceding Friday or the following Monday, at the 
discretion of the University. 
 
17.5: Since many important religious observances occur on days not 
designated as legal holidays under this article, the University, upon request, 
will grant a bargaining unit member any/all opportunities to observe a 
religious holiday provided that the time off is first charged to vacation, 
compensatory time, or personal leave if available, or leave without pay if 
paid leave is not available. 
 
17.6: The University must give great deference to a bargaining unit 
member’s request(s) for small amounts of vacation, compensatory time or 
personal leave in order to attend special worship services.  Any action taken 
by the University regarding use of such leaves shall not be arbitrary, 
capricious or discriminatory in nature. 
 
17.7: The University will consult with the Union prior to adopting the 
calendar for each academic year, which specifies the actual dates on which 
holidays are to be observed.  However, the parties recognize that the 
University bears responsibility and retains final authority in the 
development of the University calendar. 
 
 

ARTICLE 18 
EVALUATION 

 
18.1: The purpose of the evaluation system described herein is to help 
bargaining unit members improve professional performance, record a 
formal evaluation of how well a bargaining unit member has performed 
his/her duties, provide for regular discussions about individual performance 
and improvement thereof, provide incentives for outstanding performance, 
and formal recognition of bargaining unit members who have done well, 
and provide those individuals responsible for making career decisions with 
information concerning the quality of an individual's work. 
 
18.2: Process:  A non-probationary bargaining unit member will be 
evaluated on his/her performance not more than once each year.  The 
evaluation process will be completed by his/her immediate supervisor by 
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ARTICLE 22 
ASSOCIATION RIGHTS 

 
22.1: General:  In addition to other rights and privileges accorded to the 
Association elsewhere in this Agreement, the Association shall have the 
rights specified below. 
 
22.2: Access:  Duly authorized representatives of the Association shall 
have access to the University premises for the purpose of transacting 
official Association business consistent with the Agreement, provided that 
this shall not interfere with or interrupt the normal conduct of University 
affairs. 
 
22.3: Use of University Facilities at No Cost:  The Association shall be 
permitted reasonable use of University rooms for meetings on the same 
basis as other University groups, including exclusive representatives.  YSU- 
APAS shall be permitted reasonable use of University bulletin boards, the 
University’s physical and electronic services for communication with 
members of the bargaining unit on matters directly related to the Union's 
role as exclusive representative of the bargaining unit and P/A staff mail 
boxes, for communication with members of the bargaining unit.  YSU-
APAS shall also be permitted to use the University mail service. Such use 
shall be limited to the Association's role as exclusive representative in 
matters of mutual concern between the parties. 
 
22.4: Use of Other University Facilities:  The Association shall be 
permitted reasonable use of University printing/reproduction services, on a 
“cost-for-use” basis.  Printing/reproduction services shall be available to the 
Association solely and exclusively for activities and communication 
directly related to its role of exclusive representative of the bargaining unit 
defined in Article 2.  The Association shall also be permitted, on a “cost-
for-use” basis, reasonable use of University vehicles in the Motor Pool, 
provided that three (3) days prior to the date of planned travel the vehicle(s) 
have not been scheduled for use by any academic or administrative unit.  
Use of such vehicles shall be available solely and exclusively for travel 
directly related to the Association's role as exclusive representative of the 
bargaining unit defined in Article 2.  The charges to the Association for 
such services will not exceed those assessed against other on-campus 
groups or individuals.  
 
22.5: Printing of the Agreement:  Copies of this Agreement shall be 
printed at the University's expense within three (3) months after ratification 
by both parties and distributed to all members of the bargaining unit and 
candidates for employment.  The University shall provide the Association 
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4117.08.  These retained rights include but are not necessarily limited to the 
right to: 
 

A) Conduct and grade civil service examinations, rate 
candidates, establish eligibility lists; and make original 
appointments therefrom; or, alternatively, to post 
announcements for positions to be filled by original 
appointment from among qualified applicants responding to 
the posting, and to make appointments from the pool of 
applicants; 

 
B) Determine matters of inherent managerial policy which 

include, but are not limited to, areas of discretion or policy 
such as the functions and programs of the public employer, 
standards of services, its overall budget, utilization of 
technology, and organizational structure; 

 
C) Direct, supervise, evaluate, or hire employees; 

 
D) Maintain and improve efficiency and effectiveness of 

governmental operations; 
 

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

 
F) Suspend, discipline, demote, or discharge for just cause, or 

layoff, transfer, assign, schedule, promote, or retain 
employees; 

 
G) Determine the adequacy of the work force; 

 
H) Determine the overall mission of the employer as a unit of 

government; 
 

I) Effectively manage the work force; 
 

J) Take actions to carry out the mission of the public employer 
as a governmental unit. 
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February 28 for the previous calendar year, with the exception of an “out of 
cycle” evaluation.  A probationary bargaining unit member will be 
evaluated by his/her immediate supervisor on his/her performance at the 
end of his/her first six (6) months of University employment and again at 
the end of one year.  The evaluation period includes all work time covered 
since the last date an evaluation was due. 
 

• The evaluation shall include a discussion between the bargaining unit 
member being evaluated and the evaluator, which includes a review 
of the bargaining unit member’s position description and 
performance, before the evaluation form is finalized. 

• The bargaining unit member shall also have an opportunity to review 
the evaluation form and shall sign the evaluation form.  The 
bargaining unit member's signature shall certify that he/she has 
received the evaluation, but will not necessarily indicate agreement 
with it.   

• The University will provide the bargaining unit member with a copy 
of the evaluation within ten (10) working days after it is signed by 
the bargaining unit member. 

• Before being placed in the bargaining unit member’s official 
personnel file, a bargaining unit member’s evaluation will be signed 
off by the department head in situations where the evaluator is not 
the department head. 

 
“Out of Cycle” Evaluations: An evaluator must have supervised a 
bargaining unit member for at least six (6) months before conducting the 
evaluation process.  In the event that a bargaining unit member has a new 
supervisor, the evaluation deadline will be extended as necessary to insure 
that the bargaining unit member has been supervised by the supervisor for 
the six (6) month minimum time period.  Future evaluation dates for 
probationary bargaining unit members will revert to the annual calendar 
year evaluation cycle.  When a non-probationary bargaining unit member 
receives an “out of cycle” evaluation, such evaluation will be considered the 
bargaining unit member’s annual evaluation for that calendar year.  The 
next evaluation will be on cycle.  A non-probationary bargaining unit 
member will not be evaluated more than once in a twelve (12) month 
period. 
 
In the vent that the process has not been completed as due, a record of 
omission shall be included in that bargaining unit member’s official 
personnel file and copied to the evaluator’s immediate supervisor for 
appropriate use. 
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18.3: Optional Approaches: The following options may be initiated 
only by the bargaining unit member. 
 

1) Self-Evaluation: The bargaining unit member being 
evaluated may prepare a narrative self-evaluation in which he 
or she reports and evaluates information related to job 
performance for the period being evaluated.  If a self-
evaluation is written, the evaluator reviews the self-
evaluation, discusses it with the bargaining unit member, 
appends it to the evaluation form, and forwards it as part of 
the evaluation record.  The evaluator may attach a written 
statement regarding the self-evaluation narrative. 

 

2) Record of Goals, Objectives and Activities: In some 
instances, it is appropriate to record in writing goals, 
objectives and activities for the coming year.  The bargaining 
unit member can attach a separate page itemizing this record. 
 If a record of goals, objectives and activities is written, the 
evaluator reviews the record, discusses it with the bargaining 
unit member, appends it to the evaluation form, and forwards 
it as part of the evaluation record.  The evaluator may attach 
a written statement regarding the record of goals, objectives 
and activities. 

 
18.4: Evaluation Response Options: The bargaining unit member may 
offer verbal comments upon the evaluation, record in writing on the 
evaluation form or on an appended document a statement of any elements in 
the evaluation with which he/she disagrees. 
 
If a bargaining unit member disagrees with the judgment of the evaluator, 
the bargaining unit member may (1) so note on the evaluation form; (2) so 
note, with comments in the “Bargaining Unit Member’s Acknowledgment” 
section of the form; and/or (3) forward to the Chief Human Resources 
Officer, a written statement expressing disagreement with the evaluation 
within forty (40) days following the employee's signing of the evaluation 
form.  Comments forwarded to the Chief Human Resources Officer under 
this provision will be appended to the evaluation form in the personnel file. 
 
A bargaining unit member who believes that the procedural requirements of 
this Article have not been met, or who believes that the information upon 
which an evaluation was based was improper (i.e., erroneous, incomplete, 
untimely, or irrelevant), may file a grievance under the provisions of Article 
9 (“Grievance Procedure”).  If the adjustment of the grievance includes a 
determination that the evaluation was procedurally flawed or based upon 
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Upon the death of a retired bargaining unit member, his/her un-remarried 
spouse and dependent children to the end of the academic year of age 
twenty-five (25) shall remain entitled to the benefits specified in Article 27, 
Sections 27.3 and 27.4 
 
20.4: Retire/Rehire:  Either a member of the bargaining unit who retires 
during the previous (2006-2009 Agreement) or current term of this 
Agreement, or their department head, may submit a request to the Chief 
Human Resources Officer for consideration for rehire.  Such request will be 
evaluated for operational need, i.e. continuity of project, etc.  If the request 
is approved, a contract between the University and the bargaining unit 
member will be entered into identifying the scope of work, duration, and 
compensation in accordance with Article 4 (“Salaries”).  Such 
retired/rehired staff will be members of the bargaining unit during the term 
of their continued employment; however, they will not be eligible for 
provisions under Article 20 during their continued employment. 
 
20.5: Early Retirement Incentive Program:  The University will 
implement an early retirement incentive program for all eligible employees. 
The plan will be in effect from January 1, 2011 through December 31, 
2011, with mandatory retirement dates between April 1, 2011 and 
December 31, 2011.  The University will purchase two (2) years of service 
credit for eligible employees, unless a lesser amount is provided under 
OPERS regulations (i.e. twenty percent (20%) of employee’s service credit 
of record).  The University will abide by the rules as established by OPERS 
except as otherwise specified in this Agreement.  An eligible employee will 
provide the University with not less than six (6) months irrevocable written 
notice specifying the date upon which he/she will retire hereunder. 
 
Eligibility will be limited to the first one hundred (100) employees with the 
greatest service credit as determined by OPERS who sign up unless the 
University and Union agree to increase the number of participants. 
 
 

ARTICLE 21 
RETAINED RIGHTS 

 
The University retains all of the rights necessary to operate the University, 
except as those rights may be modified by the provisions of this Agreement. 
These retained rights include but are not necessarily limited to the general 
grant of authority specified in Ohio Revised Code 3356.  These retained 
rights include but are not necessarily limited to those rights commonly 
known as management rights, which are delineated in Ohio Revised Code 
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ARTICLE 20 
RETIREMENT 

 
20.1: No Mandatory Retirement:  There shall be no mandatory 
retirement age for members of the bargaining unit during the term of this 
Agreement. 
 
20.2: Sick Leave Conversion:  For purposes of this section the term 
“separation” will mean any retirement, permanent reduction in force, or 
death of an employee. A bargaining unit member who separates as defined, 
with ten (10) or more years of University service is entitled to convert to 
cash payment part of his/her accrued but unused sick leave.  Payment is 
based upon the bargaining unit member's hourly rate of pay, as available in 
the Banner System, immediately prior to separation.  The separating 
bargaining unit member shall receive payment for thirty percent (30%) of 
the first five hundred (500) hours (or portion thereof) of accrued but unused 
sick leave; forty-five percent (45%) of the second five hundred (500) hours 
(or portion thereof); and sixty percent (60%) of the third five hundred (500) 
hours (or portion thereof).  All accrued sick leave shall be eliminated from a 
bargaining unit member's record upon sick leave conversion.  Such payment 
shall be made only once to an individual.  “Retirement” as used in this 
section refers to retirement under the provisions of one of the Ohio public 
retirement systems at the time of separation and requested sick leave 
conversion. 
 
20.3: Continued Benefits:  A member of the bargaining unit who retires 
shall be entitled, for an unlimited period of time, on the same basis as 
bargaining unit members, the use of Maag Library; tickets for all University 
functions; the use of Beeghly Center, Stambaugh Stadium, and other 
physical fitness and recreational facilities; the use of faculty/staff parking 
facilities; and the remission of all instructional and general fees; and 
retention of electronic mail accounts. Retirees, their spouses and dependent 
children to the end of the academic year of age twenty-five (25), shall be 
eligible for remission of all instructional fees and general fees.  (See Article 
27).  Retired bargaining unit members shall be eligible to annually receive a 
parking permit to all faculty, staff and mixed parking lots, or may purchase 
a faculty/staff parking permit annually for one-fourth (1/4) the annual 
parking fee established by the University.  Bargaining unit members who 
retire with ten (10) or more years of University service are eligible for a 
convertible life insurance policy through the carrier as of the date of their 
retirement (rounded to the nearest multiple of $1,000) to a maximum of 
$75,000.  Such policy for a retiree will not include accidental death and 
dismemberment insurance. 
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improper information, the University will nullify the evaluation and direct 
that it be redone. 
 
18.5: Exclusivity:  During the term of this Agreement, the evaluation 
procedure and instrument described in this Article (See Appendix F) shall 
be the only formal system of performance evaluation of bargaining unit 
members employed at YSU, except for the evaluated judgments required by 
the other provisions of this Agreement. 
 
 

ARTICLE 19 
PERSONNEL FILES 

 
19.1: The parties agree that the University may establish regulations for 
the custody, use, and preservation of appropriate records pertaining to 
bargaining unit members.  Only one official personnel file shall be 
maintained by and in the office of Human Resources for each member of 
the bargaining unit.  Personnel files are maintained and access provided to 
them in accordance with law, including Ohio Revised Code 1347 (the Ohio 
Privacy Act). 
 
19.2: Each bargaining unit member shall have access to his/her official 
personnel file within normal working hours.  The University will also grant 
access to a bargaining unit member's official personnel file to the 
bargaining unit member's designated representative. 
 
19.3: No bargaining unit member shall be granted access to references 
written at the time of initial employment. 
 
19.4: Any bargaining unit member who has reason to believe that there 
are inaccurate or outdated materials contained in his/her personnel file has 
the right to submit a memorandum to the Chief Human Resources Officer or 
his/her designee requesting that the document(s) in question be reviewed to 
determine their appropriateness in the personnel file. 
 
19.5: The University will promptly (no more than ten (10) days) review 
requests received under the provisions of Section 19.4.  If the University 
concludes that the material is inappropriate for retention in the bargaining 
unit member's official personnel file, the material shall be removed and the 
bargaining unit member shall be so informed.  If the University concludes 
that the material is appropriate for retention in the official file, the 
University shall so inform the bargaining unit member; in this event, the 
bargaining unit member has the right to submit a written statement noting 
his/her objections to the material in question, and the Chief Human 
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Resources Officer or his/her designee shall attach the bargaining unit 
member's statement to the material objected to, and shall include a note in 
the personnel file indicating that any person reviewing the original material 
should also review the bargaining unit member's objections to the material. 
 
19.6: Individual letters of appointment, appointment forms, sick leave 
forms, vacation forms, notices of disciplinary action, and other material 
deemed appropriate by the University may be included in the official 
personnel file.  However, any document which does not include as part of 
its normal distribution a copy to the individual, or which does not originate 
with the individual, shall not be placed in a personnel file unless the 
bargaining unit member is simultaneously provided a copy by campus mail. 
 
19.7: Materials Related to Disciplinary Action: 
 
 A) Upon the written request of the bargaining unit member, 

materials related to disciplinary action (see Article 11:  
“Termination for Just Cause”) will be removed from the 
individual's personnel file, provided a minimum of twelve 
(12) months have passed since the insertion of the material 
into the file without an intervening occurrence of 
disciplinary action. 

 
 B) In the twelve (12) months following the removal of 

disciplinary action(s) from the bargaining unit member’s 
personnel file, any subsequent disciplinary action will 
remain in the personnel file as follows: 

 

  1. The first disciplinary action after an item is removed 
will remain on file for a period of eighteen (18) months. 

 

  2. Any subsequent disciplinary action(s) that occur during 
the eighteen (18) month period will remain on file for a 
period of twenty-four (24) months. 

 
 C) Materials related to discipline that are placed in the 

personnel file under Section 19.7(B)(1) or (2), may be 
removed after the employee has had no intervening 
disciplinary action(s) taken for the specified length of time 
of the last insertion of the materials.  Once materials are 
removed from an individual’s personnel file, after the 
eighteen (18) or twenty-four (24) month period of time has 
elapsed, any further disciplinary action will refer back to 
Section 19.7(A). 
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 D) Material removed under the provisions of this section will 
not be used in subsequent disciplinary or termination 
hearings.  Requests for early withdrawal of such materials 
may be submitted to the Chief Human Resources Officer; a 
written response will be issued within ten (10) working 
days. The decision regarding early withdrawal shall not be 
subject to arbitration. 

 
19.8: Job evaluations shall be removed, at the request of the bargaining 
unit member, provided the evaluations have been on file for at least five (5) 
years. 
 
19.9: Unsuccessful bids for vacancies and correspondence related thereto 
shall not be placed in a bargaining unit member's personnel file. 
 
19.10: To the extent feasible under Ohio law, official personnel files shall 
not be open to the general public. 
 
19.11: Contact Information:  Notifications that the University sends to a 
bargaining unit member’s residence shall be mailed to the current address 
on file in Human Resources. It is the responsibility of the bargaining unit 
member to provide a current residential address and telephone number to 
both the Office of Human Resources and to the unit supervisor (see 
Appendix K). Bargaining unit members are encouraged to provide contact 
information to the Office of Human Resources to be used in emergency 
situations. The University shall periodically remind members of the 
bargaining unit of their obligation to update their contact information. 
 
19.12: The Chief Human Resources Officer or his/her designee shall 
maintain a log of all individuals who have accessed the official personnel 
file of any bargaining unit member.  A copy of such log shall be provided to 
the Association each month, provided a new entry has been made in the log 
during that month.  In addition, the University shall give prompt notice to a 
member of the bargaining unit when his/her official personnel file has been 
examined, except in the normal course of university operations. (e.g. 
committee responsibilities as reflected in this contract, matters of attorney 
client privilege).  
 


