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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 2011 SERB Case No. 2011-REP-10-0098, 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.

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:

3.1

3.2:

4.1:

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

Upon ratification by the parties, this Agreement shall become effective at 12:01 a.m. on July 1,
2015, and shall remain in effect until 11:59 p.m. on June 30, 2018.

Successor Agreement: On or before January 1, 2018, 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, 2018,
to negotiate with respect to a successor Agreement.

ARTICLE 4
SALARIES

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

A)

B)

Effective July 1, 2015 through June 30, 2017 the base salaries of all full time and part
time employees shall be frozen.

Lump Sum Payments: Bargaining unit members shall receive a one-time (not on the
base) lump sum payment in the following amounts and under the following
circumstances:

1.

Should the University negotiate or implement during the term of this Agreement
the conversion from the current, income-based, floor/ceiling health insurance
benefits employee premium cost share formula to a flat percentage rate for all
employees, then each full-time bargaining unit member paying for health
insurance benefits who is in active employment or on an approved leave of
absence as of July 1, 2017, shall receive a lump sum payment according to the
following formula based upon the overall net savings or cost to each employee
from the conversion to the 10/20 floor/ceiling and the transition to the flat
percentage rate based upon 15% of the Fully Insured Equivalent:

Net Costs/Savings Amount of Lump Sum Payment
$1,000.00 or more net cost $3,000.00
$501.00-$999.00 net cost $2,000.00
$0.00-$500.00 net cost $1,000.00
$1.00-$500.00 net savings $250.00
$500.01 or more net savings $0.00

Full-time and part-time bargaining unit members not paying for health insurance
benefits as of July 1, 2017 shall receive lump sum payments of $250.00 and
$125.00, respectively.

Should the University not negotiate or implement during the term of this
Agreement the conversion from the current, income-based, floor/ceiling health
insurance benefits employee premium cost share formula to a flat percentage rate
for all employees, then the University shall pay a $1,000.00 lump sum payment
to each full-time bargaining unit member who is in active employment or on




approved leave of absence on July 1, 2017. Part-time employees shall receive
the following pro-rated shares: .50-.74 FTE: $500.00; .75-.99 FTE: $750.00.

3. Payment of the lump sum shall be made on the second pay day following the
later of July 1, 2017 or the ratification of both the ACE and Faculty labor
agreements or the University’s implementation of terms of conditions of
employment following impasse in negotiations.

4. If permitted by applicable law, employees receiving a lump sum payment shall
be entitled, consistent with law, to defer all or a portion of the lump sum
payment to a 403(b) deferred compensation account.

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. Any bargaining unit member who has achieved or
exceeded the salary maxima for his or her salary range will also receive any and all increases in the same
manner as other bargaining unit members. No bargaining unit member will be harmed.

4.3: Advanced Degree Adjustment: Full-time bargaining unit members who possess or earn a higher
degree than that 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 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 to 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 Chief Human Resources Officer will
recommend a base salary adjustment ranging from one percent (1%) to five percent (5%).

4.7: Distinguished Service Program:

A)

B)

C)

D)

E)

F)

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. Effective July 1, 2017, the
maximum number of awards shall be increased to twelve (12) full-time and two (2) part-
time members. 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.

Full-time Bargaining Unit Member Eligibility: Full-time Bargaining unit members must
have three (3) 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. Criteria for award eligibility are delineated in Appendix M to this Agreement.

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
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.

Nominations: Candidates for the Distinguished Service Award may be nominated by a
YSU student, a YSU employee, the employee’s supervisor, or a YSU alumnus/alumnae.
However, an employee may not nominate himself/herself. Such nominations shall be made
on a form designed by the APAS DSA Committee, and available in the Office of the Chief
Human Resources Officer. Written justification for the nomination must be attached to the
form. Distinguished Service Award Committee chairs are permitted to seek written input
from the supervisor of all persons nominated for an award. Nominations shall be opened
on December 1 and close on January 31.

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. However, a full-time employee who is already at or in excess of the
maximum rate of pay for his/her pay grade shall receive a full stipend of $2000 and no
additional money will be added to his/her base salary in the next contract year. A full-time
employee who is almost at the maximum will be increased to the maximum in the next
contract year. However, the remainder of the $1000 will also be treated as a stipend. A
part-time recipient shall receive a stipend of $1000. A full-time bargaining unit member
retiring before July 1 of the next contract year shall receive a full stipend of $2000.

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: 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 Section 14.1. Members of the bargaining unit who are part-time shall be paid no less
than the minimum salary of their pay grade.

4.10:  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:

A. Eligibility: All group insurance benefits provided in this Agreement and described in the
health, dental, and life insurance booklets shall be available to the following eligible employees
and their dependents except as expressly identified within this Agreement: all permanent full-time
bargaining unit members. 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 26.

B. Maintenance of Benefits/Open Enrollment: Except as provided in this article, the benefits
under the University’s group health plan shall remain equivalent to or better than those provided
in the certificates that are in place in Appendix D of this Agreement. Members of the bargaining
unit will annually have the right to choose to enroll in the plan during the open enrollment period
established by the University.

C. Working Spouse/Coordination of Benefits:

1. Working Spouse Coverage Obligations

a. As a condition of eligibility for coverage under the University’s group medical and/or
prescription drug plan(s) (“University Coverage™), if an employee’s spouse is eligible for
group medical and/or prescription drug coverage sponsored, maintained and/or provided by
the spouse’s current employer, former employer (for retirees), or business for self-employed
individuals (other than sole proprietors) (collectively or individually, “Employer Coverage”),
the spouse must enroll for at least single coverage in his/her Employer Coverage unless
he/she is entitled to Medicare. The use of the word “spouse” in this Article refers to a
traditional spouse as well as a same-sex domestic partner.

For purposes of this section, in instances where the spouse’s employer makes no monetary
contribution for Employer Coverage, such plans will not be considered to be Employer
Coverage. This is intended to apply to situations in which the spouse is a current employee in
a business, but not to situations in which the spouse is a business owner, including partner of



a company and/or firm, is a self-employed individual (other than a sole proprietor) in a
business, or retiree in a group medical and/or prescription drug insurance plan.

The requirement of subsection (a) does not apply to any spouse who works less than 25 hours
per week AND is required to pay more than 50% of the single premium funding rate OR $300
per month, whichever is greater, in order to participate in Employer Coverage.

An employee’s spouse who fails to enroll in Employer Coverage, as outlined above, shall be
ineligible for University Coverage.

Upon the spouse’s enrollment in Employer Coverage, that coverage will become the primary
plan and the University Coverage will become the secondary plan according to the primary
plan’s coordination of benefits and participation rules. Notwithstanding the foregoing, in the
event the spouse is a Medicare beneficiary and (i) Medicare is secondary to the University
Coverage, and (ii) Medicare is primary to the spouse’s Employer Coverage, the University
Coverage will be the primary coverage. The rules of O.R.C. §8 3902.11 to 3902.14 shall
govern the implementation and interpretation of these coordination of benefits rules.

Employer Coverage. Upon becoming eligible, the employee’s spouse must enroll in
Employer Coverage unless he/she is exempt from this requirement in accordance with the
exemptions stated in this section.

Every bargaining unit member whose spouse participates in the University’s group medical
and/or prescription drug insurance coverage shall complete and submit to the Plan, upon
request, a written certification verifying whether his/her spouse is eligible for and enrolled in
Employer Coverage. If any bargaining unit member fails to complete and submit the
certification during the annual certification process, such bargaining unit member’s spouse
will be removed immediately from University Coverage. Any information not completed or
provided on the certification form may be requested from the employee.

If a bargaining unit member submits false material information or fails to timely advise the
Plan via the Chief Human Resources Officer or his or her designee of a change in the
eligibility the employee’s spouse for Employer Coverage within 30 days of notification of
such eligibility, and such false information or failure results in the provision of University
Coverage to which the employee’s spouse is not entitled, the employee’s spouse will be
disenrolled from University Coverage. Such disenroliment may be retroactive to the date as
of which the employee’s spouse became ineligible for plan coverage, as determined by the
administrator for the University Coverage. The administrator shall provide at least 30 days
advance written notice of any proposed retroactive disenrollment. In the event of retroactive
disenrollment, the bargaining unit member will be personally liable to the applicable
University Coverage for reimbursement of benefits and expenses, including attorneys’ fees
and costs, incurred by the University Coverage as a result of the false information or failure.
Additionally, if the bargaining unit member submits false information in this context, the
employee may be subject to disciplinary action, up to and including termination of
employment.

The details of the working spouse limitations and coordination of benefits requirements are
available upon request from the Human Resources Office.

For purposes of salary deduction toward premium cost sharing, families in which both
spouses are employed by YSU have the option either to be treated as only one employee,
employee + one, or family, or to select individual coverage and for each to pay the single
salary share of the premium. The use of the word “spouse” in this Article refers to a
traditional spouse as well as a same-sex domestic partner.



7. If one spouse/domestic partner works for YSU and the other does not, the children remain on
the YSU insurance. If both spouses/domestic partners work for the University, in the case of
family coverage, the higher-paid employee pays for the employee + 1 or family coverage.

8. An employee may opt out of health insurance benefits (medical, prescription drug, dental
and/or vision) coverage upon submission of sufficient evidence, in accordance with the
provisions of this article, of such coverage from another source.

D. Coverage Levels and Additional Coverage Features: The University will offer a plan with
equal to or greater coverage as the SuperMed Plus plan as detailed in Appendix G. The
University shall implement any other changes recommended by the Health Care Advisory
Committee and approved in accordance with Section 5.9.

E. Booklets: 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 book-let
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.

F. 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 Committee.

G. Wellness Program: The University shall continue funding in a dedicated account for the
Wellness Program. The Wellness Program shall be developed by, and oversight shall be provided
by, the Health Care Advisory Committee. The program shall include incentives for employees to
participate in the program. The University will maintain current funding of the Wellness Program
during the term of this Agreement.

5.2a: Premium Sharing: Eligible bargaining unit members who choose to enroll in the University’s
health insurance plan will contribute the following percentages of the Fully Insured Equivalent or such
other calculation as detailed in Appendix G or such lesser percentage that the University charges to any
other employees, for medical, dental, vision and prescription drug benefits.

A. Effective July 1, 2015 through June 30, 2017, employees will contribute, via payroll deduction, an
aggregate of 15% of the Funding Level. In each year of the contract, once the Funding Rates are
determined for the Employee Only; Employee + One Dependent; and Family (Employee + two or more
dependents) contracts, the University and the Association will meet to identify the flat percentage of salary
within the bargaining unit that is required for Funding Level to be reached in each year of the contract.
Once both sides agree to the flat percentage, it will be implemented by the University. This will occur
each July 1.

B. Notwithstanding the foregoing formula, employees shall pay no more or no less than the following
percentages of the Funding Rates: the minimum will be 10% and the maximum will be 20%.

C. Effective July, 1, 2017 or such date thereafter that all University employees who receive health
insurance benefits begin contributing a uniform premium payment, all bargaining unit members shall
contribute fifteen (15) percent of the fully insured equivalent rate for their subscriber selection.

D. Payments shall be deducted in equal amounts from each eligible bargaining unit member’s semi-
monthly paychecks.

5.2b: Office Visit Co-pay: For the duration of the Agreement, the co-pay for office visits will be $15.00
per visit. Office visits exempt from co-pay shall remain exempt for the duration of the Agreement.



All Preventive Care visit(s) shall be 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 benefit levels not less than those 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 benefit 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 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: The University will maintain a prescription drug program detailed in
Appendix G.

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, meniscectomy, ton-
sillectomy/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, fully insure or change carriers as
it deems appropriate, providing that the affected benefits remain comparable, but no less than present
levels in each benefit category.

5.9: Health Care Advisory Committee (HCAC): The University and the Association support the
establishment of the University Health Care Advisory Committee, as provided for in the Health Care
Advisory Committee Policy and Guidelines. The HCAC shall recommend options that are mutually
beneficial to employees and the University. The Association representatives to the HCAC shall consult
their governing bodies prior to proceeding with any recommendations. Where a recommendation would
alter the terms of the collective bargaining agreement a draft Memorandum of Understanding (MOU) will
be presented to the chief negotiators of the Administration and the Association for proper processing.

5.10: Section 125 and Premium Pass-Through Benefits: The University shall contract with a carrier to
serve as Third Party Administrator (TPA) for Section 125; those plans are premium pass-through, flexible
spending account and dependent care account benefits for University employees. 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 for the duration of this Agreement. Employee
contributions under Section 125 shall also be made by payroll deduction up 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 maxi-mum 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 (2.5) times the bargaining unit member’s
annual salary. Each bargaining unit member’s group term life insurance shall be subject to a cap of
$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.

5.14: COBRA Rights: If a bargaining unit employee 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: Voluntary Long-Term Care Coverage: If the University is able to locate a vendor, it will provide a
bargaining unit member an opportunity to enroll in Long-Term Care coverage through payroll deduction at
the employee’s expense.

5.16: 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.

5.17: Coverage Eligibility for Approved Leaves: The parties acknowledge that employees on approved
leaves will be required to maintain timely employee premium contributions or lose eligibility for such
coverage.

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 the same cost the recipients would pay if they were not on leave,
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 of the
bargaining unit member to be incurred during the leave(s). The 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 Continuous Service 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 supervisor and approval by
the signature authority for the funding source, the University, in accordance with its travel policy, will
encourage professional development opportunities. The University agrees to pay an amount not to exceed
$500.00 each fiscal year for any full-time employee whose request for staff development is approved in
accordance with this section.

ARTICLE 7
LEAVES

7.1 Definitions: For purposes of this article, excluding Sections 7.6, Family and Medical Leave, and
7.18, Military Leave, the following definitions shall apply:

A) Child: biological, adopted, foster, stepchild, ward or child of person standing in loco
parentis until the end of the month were said child turns 26 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 continuous service.

D) Probationary member: is a member who has not yet achieved continuous service.

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 limited to “same sex” domestic partner.
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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.

)] Third medical opinion: a medical opinion that is provided when there is a conflict
between the first medical opinion provided by the employee’s medical provider and the
second medical opinion provided by the employer’s medical examiner. The persons
providing the first two medical opinions shall select the person to provide the third medical
opinion.

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, 7.5, 7.8, 7.9 and 7.25. Leave under Sections 7.4, 7.8 and 7.25 shall run
concurrently with FMLA leave until FMLA leave has been exhausted. 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 during the term of this Agreement 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 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
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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. A bargaining unit member taking Educational Leave Without Pay may maintain
his/her insurance coverage by paying the COBRA group rate to the University. During the
period of an unpaid Educational Leave, the bargaining unit member will continue to accrue
seniority and service credit for vacation calculations.

C)  Aneligible 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 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 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 (FMLA): FMLA leave shall run concurrently with any paid leave of
absence available to a bargaining unit member for care and treatment of such serious health condition
unless otherwise specified by this Article. Sick leave must be exhausted before taking an unpaid FMLA
leave.

Eligible bargaining unit members shall be entitled to receive leave under the Family and Medical Leave
Act (FMLA) to receive care for: (a) birth of a child and to care for the newborn child; (b) placement with
the bargaining unit of a child for adoption or foster care; (c) a bargaining unit member’s own serious
health condition (including pregnancy) or to care for the bargaining unit member’s child, spouse, or parent
with a serious health condition; (d) qualifying exigency arising out of the fact that the bargaining unit
member’s spouse, child, or parent is a covered military member on active duty, or has been called to active
duty, in support of a contingency operation; (e) or care for a covered service member with a serious injury
or illness if the bargaining unit member is the spouse, child, parent, or next of kin of the service member.
The University shall administer FMLA leave in accordance with law.
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1.7: 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 Section 7.6 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.

7.8: 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,
prescription, vision 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 (this applies only if any
non-self insured coverage obtained from an outside carrier, for which the University and/or the employee
pay premiums to such outside carrier, permits coverage for persons who are not in active pay status).
During the period of an unpaid workers’ compensation leave, the bargaining unit member will not accrue
any paid leave.

7.9: 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':

7.10: 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, exposure to
contagious disease and visits to or treatment by medical providers that cannot be scheduled
outside of the employee’s normal working hours. 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 five (5) hours per
semimonthly pay period. Sick leave is cumulative without limit. Bargaining unit members
may view sick and other leave balances in Banner self-service.

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. All bargaining unit members shall report all uses of sick leave via web
leave reporting in self-service Banner.

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.
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If an employee is afflicted or known to be exposed to a contagious disease, and the
presence of that employee would jeopardize other employees as determined in writing by a
physician through an investigation, that employee shall take sick leave and other pertinent
leave. The University and YSU-APAS will abide by CDC or comparable State agency
requirements for sending employees home because of contagious disease exposure. An
employee who contracts a contagious disease will be charged sick leave. An employee who
does not contract a contagious disease will be placed on administrative leave per Section
7.13

7.11:  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 .

7.11.1: YSU-APAS Sick Leave Policy:

A) Establishment:

1.

2.

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.

For purposes of this policy, the year will run from July 1 through the following June 30.

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

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 in Section 7.1. 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.

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.
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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.

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.

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
(i)  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.

7.12:  Legal Leave: Bargaining unit members will be granted leave with pay to fulfill court or jury duty
obligations when: subpoenaed to appear before any court or other legally constituted body authorized to
compel the attendance of witnesses, where the employee is not a party to the action; summoned for jury
duty by any court of competent jurisdiction; or the University appoints of or approves an appointment in
an unpaid position on an advisory board or commission, or to solicit for charities for which University
payroll deductions are made. This does not apply to situations where employees are being compensated
by a third party; i.e., expert witness testimony unless such duty is performed outside of the bargaining unit
member’s regularly schedule 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)
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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. Bargaining unit members may
retain any money received as compensation or expense reimbursement for jury duty or court attendance
compelled by subpoena. 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.

7.13:  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.

7.14: 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.

7.15: Training Leave: A bargaining unit member who is directed by the University to engage in
specified training and/or education as a condition of continued employment will be maintained in a regular
pay status for the duration of such training.

7.16: 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 vacation leave or personal leave.

7.17:  Personal Leave: Each fiscal year (July 1-June 30), each full time bargaining unit member may
convert up to four (4) sick leave days per year to Personal Leave Days.

Each fiscal year (July 1-June 30), each part time bargaining unit member may convert up to two (2) sick
leave days per 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. Such requests shall be approved unless extenuating circumstances exist to
deny such requests.

7.18: Military Leave:

A)  Eligible bargaining unit members shall be entitled to receive military leave under the
federal and Ohio Uniformed Services Employment and Re-employment Rights Act
(USERRA) to fulfill short-term (i.e., 31 consecutive calendar days or less) and extended
(i.e., more than 31 consecutive calendar days) duty obligations and to obtain reinstatement
after completing such service obligations.
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7.19:

7:20:

B)

Employees will be permitted to continue the health benefit coverage during their leaves of
absence in accordance with Article 5 that would have been in effect had they remained in
active status, providing that any applicable employee premium contributions continue to be
paid after six months of activation in accordance with Article 4 (Salaries) and provided
further that any non-self-insured coverage obtained from an outside carrier for which the
University and/or the employee pay premiums to that outside carrier permits coverage for
persons who are not in active pay status.

Bereavement Leave:

A)

B)

C)

D)

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 Section 7.1(E). Bereavement leave will also be granted in the case of a
stillbirth condition.

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.

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.

The University may grant additional use of sick, 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.

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 hature 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 volunteer fire department, or medical director, with which the employee
serves. Such leave shall be available during the term of this agreement only to the three
most senior eligible bargaining unit members employed on or before July 1, 2012. All
other bargaining unit members may be granted such leave without pay or vacation leave not
to exceed forty (40) hours each calendar year. The University will waive any notice
requirements for using vacation leave for this purpose, provided operational necessity is not
impaired.

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.
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7.21:

7.22:

7.23:

B)

C)

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 without pay or vacation leave
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. The University will waive any
notice requirements for using vacation leave for this purpose, provided operational
necessity is not impaired.

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.

Liver, Kidney, or Bone Marrow Donor Leave:

A)

B)

A bargaining unit member may take up to two hundred (200) hours of sick leave or leave
without 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 portion of an adult liver or
because of the employee's donation of an adult kidney.

A bargaining unit member may take up to forty (40) hours of sick leave or leave without
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.

Association Leave:

A)

B)

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.

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.

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 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
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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.

MATERNITY, PARENTAL AND CHILD CARE LEAVE:

7.24:

7.25:

Maternity/Parental Leave:

A)

B)

C)

Maternity leave is the authorized absence of a female bargaining unit member to receive
treatment 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, or as soon as practicable if medically necessary, and such request shall
state the anticipated duration of the leave. At the end of maternity leave, the mother may
take paid parental leave or unpaid maternity or parental leave permitted by law. Mothers
must take paid maternity, unpaid maternity and parental leaves consecutively and
concurrently with available FMLA leave or other maternity leave required by law.

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 can be used. Paid parental
leave and accumulated sick leave will be used concurrently with available FMLA leave.
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 ($2,000) in taxable income (i.e., subject to withholding) 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.

Both Maternity and Parental leaves shall run concurrently with Child Care leave noted in
Section 7.25. This means six (6) months is the maximum amount of paid and unpaid time a
female bargaining unit member may be off work when she takes maternity, parental and
child care leave.

Child Care Leave:

A)

B)

C)

D)

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.

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.

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.

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.
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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. In such cases
where the expected delivery changes or complications arise, the thirty (30) day requirement
will be waived.

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 provided that any non-self
insured coverage obtained from an outside carrier, for which the University and/or the
employee pay premiums to such outside carrier, permits coverage for persons who are not
in active pay status.

H)  Vacation/Sick Leave Substitution:

1) Six (6) Month Leave: Vacation may be used concurrently for all or a portion of the
six-month Child Care Leave, but may not be used consecutively with the Child Care
Leave. Sick leave may be used concurrently with all or a portion of the first 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 used concurrently with
all or a portion of the twelve (12) week Child Care Leave, but may not be used
consecutively with the Child Care Leave.

1) 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.

J) When applicable, Child Care Leave shall run concurrently with Family and Medical Leave.

ARTICLE 8
VACATION

8.1: Effective July 1, 2012 each member of the bargaining unit will earn annual vacation leave
according to his/her number of years of service with the University. However, any member of the
bargaining unit who had been earning vacation leave before July 1, 2012 according to his/her years of
service with the University and the State of Ohio political subdivisions will continue to earn vacation
based upon the combined service time. 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 completed a six-month probationary period
and have not been informed of an intention to discontinue the appointment shall be credited
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B)

C)

D)

E)

F)

G)

with vacation, as described below, to be taken in accordance with the provisions of this
article:

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)

Full-time bargaining unit members who have completed probationary obligations and have
completed one year 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)

Full-time bargaining unit members with 8 years or more of full-time service but less than
15 years 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)

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)

Full-time bargaining unit members with twenty (20) years of full-time service or more, and
who accrued vacation at this annual rate as of July 1, 2015, 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)

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). Appointments of less than .5 FTE do
not accrue vacation.

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 of certain staff at
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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 once the member achieves continuity of employment.

1) 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 who has achieved continuous service 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 who has achieved continuous service shall have the option of taking accrued
vacation, with the approval of the supervisor, for the final two weeks of employment.

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.

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 E to this Agreement. A
completed form must be submitted to the Chief Human Resources Officer or his/her designee, at which
time a grievance number is assigned, a date/time stamp is applied and a copy is forwarded to the Union
President and Chief Grievance Officer. All grievances shall be filed by the grievant no later than forty
(40) 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 or
the union 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. No grievance will be
automatically advanced to Step 3 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’

22



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 need information more specific than that available to the grievant or Union. 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.

A “class action” grievance is when more than one (1) employee files a grievance over the same alleged
violation of the Agreement. When such occurs the Union will attempt to identify the bargaining unit
members involved in the class action grievance, or will provide a description of the class in sufficient
detail to enable the University to investigate the grievance. In class action grievances no more than two
(2) grievants may attend the hearings.

9.4: Step 1: Within forty (40) days after the grievant knew or should have known of the facts giving
rise to his/her grievance, 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 and his/her administrative
superior, or designee, 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 the receipt of an appeal from Step 1, the Chief Human
Resources 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 Resources 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 originates at Step 2. Within twenty (20) days following receipt of the Step 2 disposition,
the grievant, with the approval of the Executive Committee, may appeal the disposition to Step 3 by the
Union President, or his/her designee, completing and distributing a Grievance Disposition Reaction Form
indicating movement to arbitration.

9.6: Step 3: Arbitration:

A)  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 whose primary addresses are within a 200 mile radius of
Youngstown, Ohio. A copy of the Union's request to FMCS must be sent simultaneously to
the Chief Human Resources Officer.

B) If, within sixty (60) days after the Chief Human Resources Officer receives the FMCS
panel of arbitrators, 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, each 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. Any grievance that
has not been scheduled for hearing within one (1) year after the Union notifies the
University in writing that it supports the arbitration will be considered withdrawn by the
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C)

D)

E)

F)

G)

H)

union. The only exception is if the University is responsible for the delay and the one (1)
year time limit does not apply.

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.

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 3; the suspension or removal of a probationary bargaining unit member
(see Article 11: “Corrective Action and 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 29: ‘“Non-Discrimination”);
decisions on an application for Staff Development Leave (see Article 6: “Staff
Development Leaves/Staff Development”); 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.

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.

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.

Avrbitration hearings will be held on the University campus in a room provided at no cost to
the Union.

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.

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.

9.7: 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.
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ARTICLE 10
CONTINUOUS SERVICE

10.1: Definition: A bargaining unit member who has worked six (6) months will be recognized as
having a non-probationary continuous service status. The bargaining unit member shall have all rights and
privileges associated with due process.

10.2: Non-Renewal of Probationary Staff: If after six (6) months of employment the University
expects it will not 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 expected non-renewal, in writing, by the department head or other administrative superior. 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 immediate supervisor and a
Union representative. The complete Performance Improvement Plan will be forwarded to the Chief
Human Resources Officer, or designee, for review and comment. Any improvement in the employee’s
performance will be reviewed with the bargaining unit member, the employee’s immediate supervisor and
a union representative within four (4) months from the date the Performance Improvement Plan was
approved by the makers of the Plan. In the event the probationary bargaining unit member has not
satisfactorily met the criteria outlined in his/her PIP, such probationary bargaining unit member will be
subject to-termination prior to the completion of one continuous year of full time employment.

10.3:  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 Continuous
Service status. 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 in, 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 Continuous Service status. However, Continuous
Service status 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
CORRECTIVE ACTION AND TERMINATION FOR JUST CAUSE

All references to “days” in this Article mean calendar days.

11.1: Following an expeditious investigation, a member of the bargaining unit may be disciplined,
suspended or removed for just cause, which shall include but is not limited to incompetency, inefficiency,
dishonesty, insubordination, 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:  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 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
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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 2; 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 2 grievance hearing
as identified in Section 9.5. 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. In addition, 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. 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
2 hearing must be held in accordance with Section 9.5.

11.5: The parties agree that physical violence; sexual or other types of unlawful discriminatory
harassment; and threats of physical violence are unacceptable in any relationship between employees of
the University. Complaints regarding sexual or other types of unlawful discriminatory harassment may be
directed to the Office of Equal Opportunity and Diversity. Complaints regarding violence may be directed
to Campus Police. Only unresolved matters may be grieved by the employee under the grievance
procedure, Article 9. Disputes concerning alleged discriminatory harassment may be grieved, but the
grievance may not be appealed beyond Step 2.

11.6: If a department head or supervisor has decided to hold a meeting or investigatory interview and
the employee has a reasonable belief that discipline or other adverse consequences may result from what
he or she says, the employee has the right to request union representation. The role of the union
representative during such meeting is non-adversarial. However, the representative does have the right to
assist and counsel the employee during the meeting.

11.7: If a manager or supervisor has reason to suspect a member of the bargaining unit is under the
influence of alcohol or non-prescribed controlled and/or illegal drugs while on duty the bargaining unit
member and the Union will be advised of the reasonable suspicion, and shall further be advised that the
employee will be taken immediately to a medical facility for an examination and/or testing to determine
whether he/she is under the influence of alcohol or non-prescribed controlled and/or illegal drugs.
Reasonable suspicion means observable behaviors such as atypical ability to reason, lack of
concentration or motor skill controls, slurred speech, erratic and/or unaccounted for changes in
behavior, dilated/pinpoint pupils, mood swings, or other similar observable behaviors and credible
report of use or being under the influence of substance abuse. If the medical examination indicates that
he/she was not under the influence of alcohol or non-prescribed controlled and/or illegal drugs no record
of the incident shall be maintained in the bargaining unit member's official personnel file. Any employee
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who is sent for an examination and/or test under this provision will, at the discretion of the University, be
placed on administrative leave with pay or assigned duties, at the employee’s regular rate of pay, that will
not pose a threat to the employee or any other person until the results of the test are known. Bargaining
unit members who are sent for an examination or testing 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. The University at its discretion shall be free to utilize an on-site testing service for
immediate testing. Confidentiality is of the utmost importance and will be maintained throughout the
process. If the medical examination indicates that the employee is not under the influence of alcohol or
non-prescribes controlled and/or illegal drugs, no record of the incident shall be in the employee’s official
personnel file.

11.8:  Any action taken by the University in accordance with 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, if applicable.

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
at Step 2 under the provisions of Article 9 and proceed to binding arbitration.

ARTICLE 12
LAYOFF AND RECALL

12.1: In the event of a layoff involving full-time positions within the bargaining unit, the University
may serve written notice of the layoff either by hand-delivery, certified mail to the bargaining unit
member’s last known address on file within the official personnel file of the University, or both. The
University will provide up to thirty (30) but no less than fourteen (14) days written notice to any individual
who receives notice via hand-delivery. The University will provide up to thirty (30) but no less than
twenty-one (21) days’ written notice to any individual who receives notice via certified mail. The date
that hand-delivery is received or the date the letter is mailed shall be the first day of the layoff notice
period. At the same time, the University will provide a seniority list to the President of the Association.

12.2:  The University shall layoff bargaining unit employees in the affected department(s) in the
following categories: part-time bargaining unit employees and then full-time bargaining unit employees.

12.3: In the event two or more full-time 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 seniority. When two or more individuals have the same effective
date of appointment in the bargaining unit, the order of layoff 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
with the University (excluding student employment).

B) Inthe event a tie is not broken by the foregoing procedure, the employee(s) with the lowest
rating on the most recent evaluation will be laid off, provided the evaluation has been
conducted within the past two years.

C) Inthe eventatie is not broken by the foregoing procedures, it will be broken by coin toss.
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12.4:  Bargaining unit members who were displaced or laid off will be on recall status for one (1) year
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 one (1) year=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).

12.5:  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.

12.6: If there is a vacant YSU-APAS bargaining unit position that is to be filled elsewhere in the
University within one (1) year 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, provided the bargaining unit member applies for the
position via the University’s applicant tracking system.

12.7:  Within five (5) working days of receipt of a notice of layoff, a full-time bargaining unit employee,
who wishes to exercise his or her displacement (bumping) rights, must submit a written request to the
Chief Human Resources Officer advising him or her of the employee’s wish to displace. The Chief
Human Resources Officer, or designee, will identify the full-time bargaining unit employee, if any, who
has the least University service, holds a position in the same or lower salary range than the laid off
employee and holds a position the laid off employee is qualified to perform. The Chief Human Resources
Officer, or designee, will share his or her findings with the President of the University, or the President’s
designee, who will grant or deny the request to displace in writing. The President’s or designee’s decision
may be grieved under an abuse of discretion standard.

12.8: For purposes of Article 12, seniority will be broken when a bargaining unit member retires,
resigns, becomes employed by the University in a non-bargaining unit position, is discharged for just
cause or otherwise leaves the employment of the University. Time spent in inactive pay status (unpaid
leave) 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.
Any inquiries an APAS member may have regarding vacancies or transfers should be directed to the
Office of Human Resources.

13.1: It is the practice of the University to provide members of the bargaining unit an opportunity to be
promoted and/or transferred.

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
announce the opening via its applicant tracking system. 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
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minority/protected group professional organizations. The announcement described in this Section will
specify the period during which interested and qualified bargaining unit members as well as other
interested and qualified applicants outside of the University 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
minimum salary , 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 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. Any newly created Academic Advisor positions
shall be open to both internal and external applicants.

B) Transfer: Change in assignment of an employee from one existing position in the same
classification and pay grade to another existing position.

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) Demotion: The movement of an employee from one position into a position at a lower
pay grade.

E) Classification: A combination of job title and the duties and responsibilities associated
with that job title. Positions that are in the same classification should have the same or
similar qualifications and should be assigned to the same pay range. “Academic Advisor”
is an example of a classification title.

F)  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.

G) 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  Transfer Procedures:

A)  Voluntary Transfer: At the time an existing vacant position is posted a bargaining unit
member may submit a written request for a transfer to the Chief Human Resources Officer
stating the department and position to which he/she desires to transfer. There must also be
an application made via the University applicant tracking system within fourteen (14)
calendar days. When such occurs, the University agrees to provide any qualified
bargaining unit members who make a voluntary request to transfer an interview and the
first opportunity to be 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.

29



13.5

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
13.5(1) of this Article. However, Academic Advisors shall not voluntarily transfer more
than once in any five (5) year period unless approved by the Provost, based upon a
recommendation from the Academic Advisor and his/her supervisor(s) stating the need or
reason for the transfer and articulating an appropriate plan to serve the needs of the affected
departments and facilitating the Advisor’s transfer.

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 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
Continuous Service.

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 announcement and the application materials submitted by
the applicant on the University applicant tracking system. 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. All postings shall be
announced as internal only for a period of at least fourteen (14) calendar days.

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 by the
University’s Office of Equal Opportunity and Policy Compliance.

C) Bargaining unit members shall be represented on Search Committees. The Search
Committee will be comprised of: two (2) employees selected by the unit supervisor or
department head, two (2) 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 by those applicants who meet the
qualifications for the position as determined by the Office of Human Resources. The
Search Committee, in consultation with either the Office of Equal Opportunity and Policy
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E)

F)

G)

H)

J)

K)

L)

Compliance 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.

The University reserves the right to use appropriate Human Resources staff, who may
assume initial screening 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.

Upon the Search Committee either compiling or receiving a list of qualified candidates the
Search Committee is responsible for identifying through interviews up to the four (4) “most
qualified” 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 knowledge,
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 on the list of the four (4) most qualified applicants, the list
will be opened to include up to the two (2) most qualified internal candidates, for a possible
maximum of six (6) applicants to be referred to the hiring authority. The Search
Committee’s Chair shall assume responsibility for all reports and documentation.

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.

Internal qualified applicants with two (2) or more consecutive, evaluations with an overall
rating of less than “Meets Requirements” or Satisfactory” as noted in Appendix F will be
disqualified from bidding on promotional/transfer opportunities.

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
candidates referred by the Search Committee in accordance with (F) above and must select
from these candidates. If an employee applies for an announced position and is determined
by the hiring authority to be the most qualified over an outside applicant(s), the employee
shall be awarded the position over the outside applicant(s). Such hiring decisions shall not
be subject to the grievance and arbitration provisions of this Agreement. The University’s
determination as to the qualifications shall be conclusive in the absence of a showing that
such determinations were arbitrary or capricious.

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.

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
in accordance with Article 9 of this agreement.

Upon selection, the hiring authority is responsible for forwarding to Human Resources a
written rationale in support of the selected candidate and the Assessment Forms completed
by the Search Committee if such forms are used by the Search Committee. A candidate
who was interviewed and not selected may request from Human Resources developmental
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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 a