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September Board Meeting Agenda 
Tuesday, September 28, 2021 – 6:00 p.m. 

801 W. Union Street, Athens 

The Mission of the Athens County Board of Developmental Disabilities  
is to serve our community with compassion, innovation, and transparency 

1. Call to Order – Margaret Demko, Board President. 
2. Board Member Roll Call – Arian Smedley. 
3. Reading of Mission Statement. 
4. Motion to approve Agenda.       
5. New Business: 

 
Items for review and discussion: 

a. ACBDD’s response to COVID-19.  
b. ACBDD’s letter to stakeholders (Exhibit 1, Pages 1-2). 
c. ACBDD’s DSP Support Strategies (Exhibit 2, Pages 3-6). 
d. COVID-19 Vaccine Incentive Plan (Exhibit 3, Pages 7-8).  
e. Insurance update.  
f. Reminders on future meetings/trainings  

i. Next board training: Tuesday, Oct. 26, 5:00 p.m. (Probate Court and the ACBDD) 
ii. Next regular meeting: Tuesday, Oct. 26, 6:00 p.m. 

        Motions for vote: 
 

a. Approve August Regular Meeting Minutes (Exhibit 4, Pages 9-15). 
b. Approve the ACBDD’s 2022-2024 Strategic Plan. 
c. Approve updated quote for replacing heating and cooling system in the Integrate Athens 

office (Exhibit 5, Pages 16-22). 
d. Approve the Teamsters contract (Exhibit 6, Pages 23-57). 
e. Approve plan for discarding items that are not needed or obsolete (Exhibit 7, Page 58).  
f. Approve recommendation from the Ethics Committee regarding opinion from the Ohio 

Ethics Commission (Exhibit 8, Page 59).  
 

6. Board Reports: 

a. Superintendent, Dr. Kevin Davis (Exhibit 9, Pages 60-64).  
b. Director of Finance and Operations, Steve Kramer (Exhibit 10, Pages 65-74). 
c. Director of Human Resources, Gwen Brooks (Exhibit 11, Pages 75-77). 
d. Director of Facilities and Transportation, Bridget Gilmore (Exhibit 12, Page 78-80). 
e. MUI Coordinator, Katie Evans (Exhibit 13, Page 81). 
f. Director of Service and Support, Tristin Lawrence (Exhibit 14, Pages 82-83). 



g. Director of Education, Becky Martin (Exhibit 15, Pages 84-85).  
h. Director of Employment Options, Angela Carter (Exhibit 16, Pages 86-87). 
i. Director of Integrate Athens, Autumn Brown (Exhibit 17, Pages 88-89). 

 
7. Comments from Visitors relative to the agenda. 
8. Comments from Unions relative to the agenda. 
9. Comments from the Board. 
10. Motion to adjourn. 

 

Tentative ACBDD Regular Board Meetings and Board Trainings for 2021 

 

Board Meeting Trainings    

Tuesday, May 25 Remotely Sunshine Law 5 p.m. 
Tuesday, Oct. 26 Beacon School Probate Court and the ACBDD 5 p.m. 

 
Regular Board Meetings   
Tuesday, Jan. 26 Remotely 6 p.m. 
Tuesday, Feb. 23 Remotely 6 p.m. 
Tuesday, March 23 Remotely 6 p.m. 
Tuesday, April 27 Remotely 6 p.m. 
Tuesday, May 25 Remotely 6 p.m. 
Tuesday, June 22 Remotely 6 p.m. 
Tuesday, Aug. 24 Beacon School 6 p.m. 
Tuesday, Sept. 28 Beacon School 6 p.m. 
Tuesday, Oct. 26 Beacon School 6 p.m. 
Tuesday, Dec. 14 Beacon School 6 p.m. 
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September 13, 2021 

Dear Stakeholders, 

The health and safety of the individuals we serve is our highest priority.  This has been driving our actions 
since the start of the COVID-19 pandemic, and it will continue to be our priority.  

Some of you are already aware of the long-standing shortage of Direct Support Professionals (or DSPs) in the 
state of Ohio.  Our system has been struggling with this workforce shortage for many years.  Unfortunately, 
the COVID-19 pandemic has only exacerbated the problem.  

If you or a loved one receive services from a DSP, please know this staffing shortage may impact the services 
you receive – if not now, at some point in the future.  For the agencies in the county that provide this service, 
we know you and your staff are stretched thin.  We are fortunate, in that, the DSP shortage has not impacted 
Athens County as harshly as it has in other parts of the state.  However, we are not immune.    

A group of professional associations in the field of developmental disabilities have crafted a joint letter 
further explaining the DSP staff shortage in the state and the implications it may have on individuals served 
and employers.  You will find it attached to this letter.   

The ACBDD has been working hard to prevent this from becoming a prevalent issue in our community.  We 
are working with providers, and our partners (both local and statewide).  We will provide additional updates 
to the community on this issue as they become available.  Until then, please let us know if you have any 
questions or concerns.  

Respectfully, 

Kevin Davis, Ed.D. 
ACBDD Superintendent 

Exhibit 1
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September 10, 2021 

We write to you today to start an important conversation about the ability of Ohio’s developmental disability 
service delivery system to continue meeting your needs in the weeks, months, and years ahead. 

Our system has been struggling with a workforce crisis for a long time. Unfortunately, with the end of the 
pandemic now predicted to be much later than we expected due to the Delta variant and other factors, and with 
direct support professionals (DSPs) leaving our field for jobs in other industries that have significantly increased 
their wages to attract new employees (like restaurants, retail stores, warehouses, and others), our system is 
entering a new, much more difficult phase of its workforce shortage.  

Examples of actions that some DD service providers have recently had to take because they don’t have enough 
employees to support them include: 

• No longer accepting new people for services (also called “closing the front door”);
• Ending services to some people they already serve because their level of need can’t be met with

the agency’s current staff;
• Creating waiting lists for some services (such as residential/Intermediate Care Facility (ICF),

Homemaker Personal Care, vocational and adult day hab, transportation, and others);
• Completely shutting doors and/or closing homes.

Our system’s leaders, including the Ohio General Assembly, the Ohio Department of Developmental 
Disabilities, Ohio’s 88 County Boards of DD, and thousands of DD service providers, have taken several action 
steps in response to these staffing shortages: 

• Many providers have slashed all non-staffing expenses to significantly raise DSP and nursing
wages.

• The Ohio General Assembly has allocated state funds to allow for a 4% rate increase for DD
services when it passed its most recent two-year State Operating Budget earlier this year.

• County boards of DD across the state have provided millions of dollars in grants, resources, and—
at times—even loaned their professional staff to provide direct care for people in need.

Unfortunately, these efforts are not yet enough to fix this problem. We will need your help to ensure our system 
can continue to meet everyone’s needs.  

The following are some ways you can help: 

• We are asking for your patience. It has taken our system years to reach this point. It is going to
take time and planning to work our way out of this crisis.

• We are asking for your support. Talk with your county board SSA about how this crisis might
impact your ability to accomplish the goals in your plan. If you feel comfortable, check in with your
provider and ask how they are coping with the current workforce crisis. Ask if there are ways you
can help.

• We are asking for your partnership. Partner with your county boards and providers during the
planning process to come up with creative solutions that can meet your needs with fewer staff by
reading this guide (www.oacbdd.org/workingtogether).

This letter is only the beginning of our long journey with you. We will continue to keep you informed as to how 
you can be involved in this discussion as we move forward.  

We look forward to working closely with you to ensure a bright future for all people with developmental 
disabilities and their families in Ohio. 

The letter below was written by a group of professional associations in the field of developmental disabilities. 
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Administration 
801 West Union Street - Athens, Ohio 45701 
Phone: 740-594-3539 - Fax: 740-593-3189 

Dr. Kevin Davis, Superintendent 
 athenscbdd.org  
 

ACBDD’s DSP Support Strategies 
Updated September 2021 

 
In response to the ongoing DSP staff shortage, the ACBDD has developed various strategies to 
support providers and stem the impact this has on individuals served.   
 
We are fortunate, in that, the DSP shortage has not impacted Athens County as harshly as it has 
in other parts of the state.  However, we are not immune.  The ACBDD has been working hard, 
in close collaboration with our partners, to prevent this from becoming a prevalent issue in our 
community.     
 
The first list below includes efforts that the ACBDD has already implemented.  The second list 
includes additional opportunities for consideration.   
 
What the ACBDD has implemented: 
 
Advocacy 

• Working with state groups to find solutions to this DSP crisis and the related waiver 
sustainability crisis 

 
Administrative support 

• Host monthly provider meetings (and now quarterly, at providers’ request) where 
information is shared and collective brainstorming of common problems are discussed  

• Identified a designated provider and financial liaison, which offers providers easy and 
quick access to a contact person for those specific areas 

• Provide fingerprinting and background checks at no cost to the provider does  
• Created a digital message board for providers to communicate and share information 
• Included DSP- and provider-specific initiatives in agency’s strategic plan, specifically:  

o Exploring opportunities for improving availability of skilled workforce  
o Conducting provider needs assessments (surveys) 
o Attracting new providers to Athens County 
o Developing new independent provider periodic training opportunities 
o Developing provider recognition initiatives  
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• Ensure families are informed of the possible outcomes if staffing shortages require a 
change in how a loved one receives services so they are prepared to step in as necessary 
to address outcomes. 

• Sharing DODD-created DSP recruitment material with provider network 
• Working with agencies to fill shifts – Collaborating between multiple agencies and 

independent providers in order to meet individual needs and identifying DSPs who have 
the capacity to work more hours     

• Working with the SSA Department to create and maintain a list of contacts and develop 
a triage system for instances in which no DSPs are available to cover shift.  Triage 
options include all available resources.  

• Maintain a provider resource network/pool of available DSPs (including those who work 
in the ADS setting) who want to pick up additional hours or are available to work on 
different days for different agencies 

• Work with families to see if there are additional natural supports that can be offered 
• Discussion and exploring the consolidate service settings/homes (when appropriate) to 

reduce strain on individual DSPs 
• Identify staffing ratios that can be reduced to permit larger groups to be served with 

one DSP 
• Promote remote supports (as appropriate) and identify candidates on caseloads that 

can make best use of technology and remote supports 

Training support 
• Offer First Aid and CPR training  
• Provide support to new Independent Providers in the certification process. 
• Notify Providers of available local, regional, and state trainings. 

 
Financial support 

• Offer ongoing grant opportunities through the ATCO Legacy Fund 
 
Recruitment support 

• Inclusion of DSP training within the Nursing Tech track Tri-County Vocational School 
• Post job openings on social media and through community partner organizations 
• Developed universal job application – shared among providers 
• Distribute provider recruitment materials at local job fairs (Ohio University, Tri-County 

Career Day, Hocking College career fair, JFS career fair) 
 
Supplies support 

• Supply and deliver PPE (personnel protective equipment), at no cost 
• Supply and deliver COVID test kits, at no cost 
• Supply and deliver meals to households that request it or are on quarantine, at no cost 
• Supply and deliver food boxes and groceries, at no cost  

 
Moral support 

• Coordinated a monthly DSP “shout outs” initiative, and shared on social media 

Page 4 of 89



Exhibit 2 

3 
 

• Coordinated a monthly DSP gift card award 
• Create and distribute DSP care packets during DSP awareness month  

 
What the ACBDD could do:  
 
Administrative support 

• Enhance existing efforts to promote remote supports (as appropriate) and continue to 
identify candidates on caseloads that can make best use of technology and remote 
supports 

• Increase efforts to promote awareness of the DSP shortage  
• Educate and assist providers with the Education Waiver  

 

Training support 
• Offer DSP training at no cost to providers – or will reimburse the cost to providers – 

including:  
o DSP Initial and Renewal 
o Medication Administration Initial and Renewal 
o Medication Administration Category B and C as needed which is G-Tube and 

Insulin injection trainings. 
o CPR/First Aid Initial and Renewal 
o Crisis Prevention Intervention (CPI) Preventative Techniques and CPI Physical 

Intervention Techniques only if a hold has been approved in the Individualized 
Plan 
 

Financial support 
• Offer grants/reimbursements (or encourage them to use ATCO Legacy Fund) to provider 

agencies to cover the hourly wage cost for DSPs and supervisors to complete the DODD 
60-hour training, thereby qualifying them for the state-funded $1/hour wage add-on 

• Offer grants/reimbursements (or encourage them to use ATCO Legacy Fund) to provider 
agencies to purchase technology devices/services that increase DSPs’ ability to: 

o Complete the DODD 60-hour online training module; 
o Enhance DSPs’ ability to attend virtual meetings, trainings, etc. without incurring 

travel costs or requiring travel time; and/or 
o Manage their mental or physical health 

• Offer a county wide commitment bonus to any DSP who remains employed at an agency 
provider (and working with at least one Athens County individual) past certain 
benchmark periods (i.e., 180 days, 1 year, etc.) 

• Similar to the one above – Offer a county wide recruitment bonus to any CB staff, 
family, DSP, or provider who recruits a new DSP and that DSP remains employed at an 
agency provider (and working with at least one Athens County individual) past certain 
benchmark periods (i.e., 180 days, 1 year, etc.) 

• Send information to independent providers (IP) of needs of agency provider.  Offer the 
following incentive bonus to independent providers:   
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o Offer IP a bonus, such as $500 to sign up for 32 hours with a provider and $500 
per quarter for working all scheduled shifts 

o Providers would report to CBDD IP who qualify for incentive bonus 
o If IP is no longer needed at one agency they could qualify to do this again at a 

different agency 
• Encourage providers to hire DSPs via an employment agency – ACBDD covers any costs 
• Reimburse providers for cost of onboarding (Example: Providers are reimbursed a flat 

rate of $x per DSP hired. This flat rate covers training costs, and the DSPs time taken to 
complete this work) 

Recruitment support 
• Speak at events featuring public officials and community leaders (i.e., Chamber of 

Commerce luncheons, county commissioner meetings, city council meetings, etc.) about 
the need for DSPs and the opportunities available locally 

Advocacy 
• Advocate for earned income exclusion for HCBS wages to allow for expanded Medicaid 

eligibility 
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ACBDD’s Vaccine Incentive Plan 
Prepared September 2021 

 
Summary and Recommendation 
 
The health and safety of those we serve has been, and will continue to be, our first priority.  Those 
we serve are at a higher risk of severe illness or death if they contract the virus; therefore, it is 
critically important that staff of the ACBDD receive the COVID-19 vaccine, if they are able.   
 
To stress the importance of getting the vaccine (and in lieu of a mandate), the ACBDD explored the 
option of creating an incentive program for those who have already received the vaccine and for 
those who choose to get it. 
 
We gathered feedback from ACBDD and ESC staff via an anonymous and voluntary electronic 
survey.  Both a cash incentive and additional paid time off were assessed.   
 
After consideration of all factors, the cash incentive is recommended for those who have received 
the vaccine or will receive it.  This is based on the level of interest from the survey and also 
considering what is most equitable.  Proof of vaccination would be required in order to receive the 
incentive.    
 
Options for cash incentive amounts, and the financial impact on the agency, are listed below.  
 
Lastly, it is worth noting the survey feedback indicated some staff needed more information from 
credible sources before deciding to get vaccinated.  In response, we scheduled private one-on-one 
sessions for any interested staff member to have a conversation with Health Commissioner Dr. 
Gaskell.  Two staff members took advantage of this opportunity.  
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Survey Results Summary 
 
We have 101 employees (including staff of the ESC).  58 people completed the survey.  Of those, 54 
stated they are vaccinated. 4 are unvaccinated. We are assuming the 43 who did not complete the 
survey are unvaccinated.  
 
In answering the question, “What would you value as an incentive for getting the vaccine?” 35 said 
monetary, and 11 said time off.  The remaining said “other” or “no incentive necessary.” 
 
 
Options and Cash Incentive Levels 
 
Options 

A No incentive or testing* 
B Cash incentive with no testing* 
C Staff mandatory testing* + no incentive 
D Cash incentive + mandatory testing* 

 
 
Cash Incentive Levels 
Amount Currently Vaccinated (54 people) All Staff + ESC (101 people) 

$500 $27,000 $50,500 
$250 $13,500 $25,250 
$100 $5,400 $10,100 

 
 
*If mandatory testing is selected by the board, the administration will develop a plan 
outlining rules and regulations for how it will be administered. 
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The Mission of the Athens County Board of Developmental Disabilities is to serve our 
community with compassion, innovation, and transparency 

 
DRAFT UNTIL BOARD APPROVED 

 
1. Margaret Demko, Board President, called the meeting to order at 6:01 p.m.  

 
2. Arian Smedley did roll call (all attended via Zoom). 

ALLEN   Present 
BOND   Present 
CONNER  Present 
DEMKO  Present 
JOLLEY   Present 
LEWIS   Absent 
OLIVER   Present 
 
Administrative Staff in Attendance:  
 
Dr. Kevin Davis Superintendent 
Steve Kramer  Director of Finance 
Bridget Gilmore  Director of Transportation & Facilities  
Tristin Lawrence Director of Service & Support 
Becky Martin  Director of Education 
Angela Carter  Director of Employment Options 
Arian Smedley  Assistant Superintendent 

See sign-in sheet for full list of attendees. 
 

3. Oliver read the Mission Statement.  
 

4. Bond motioned to approve the amended the agenda, which moved item C under 
“Motions for Vote” to item A of under “Items for Review and Discussion.”  

MOTION#: 8-24-21-1 
MOTION: BOND 
SECOND: JOLLEY 

ATHENS COUNTY BOARD OF DEVELOPMENTAL DISABILITIES 
Board Meeting Minutes 

Tuesday, August 24, 2021 – 6:00 P.M. 
801 W. Union Street, Athens 

 

 

Page 9 of 89



Exhibit 4 

2 
 

AYES:  ALLEN, BOND, CONNER, DEMKO, JOLLEY, OLIVER  
CARRIES: YES 

5. New Business: 
 

Items for review and discussion: 

a. Dr. Jolley motioned to approve resolution thanking Myrdith Sherow for her $5,000 
donation to Beacon School to cover the cost of specialized training for classrooms staff 
of Preschool I through Primary II (Exhibit 5, Page 25). 
 
MOTION#: 8-24-21-2 
MOTION: JOLLEY 
SECOND: ALLEN 
AYES:  ALLEN, BOND, CONNER, DEMKO, JOLLEY, OLIVER  
CARRIES: YES 
 

b. Dr. Davis shared an update on the ACBDD’s response to COVID-19.  As of August 1, all 
staff are now mostly working in the offices.  As of August 9, we have reinstituted a 
mask/face shield mandate for all staff.  Safety committee still meets regularly, and it still 
reviews all plans.  School started and staff have been great.  We will still continue to 
monitor case rates and will make adjustments if deemed necessary. 

Board members discussed vaccine mandates that other institutions are imposing and 
whether it was something the ACBDD would entertain.  They also discussed the idea of 
an incentive program.  Dr. Davis will collect feedback from staff about whether or not 
incentives would be valued and will report back to the board in September (or sooner, if 
deemed necessary).              

c. Dr. Davis provided a wrap-up summary of the 2021 Beacon Summer Camp.  The camp 
went very well – it was extremely successful.  He thanked the board for supporting the 
in-person program.  The camp hosted 35 campers and approximately 20 staffers.   
 

d. Dr. Jolley motioned to approve the first reading of reviewed policies Batch 15 (Exhibit 1, 
Pages 1-15).   
 
MOTION#: 8-24-21-3 
MOTION: JOLLEY 
SECOND: ALLEN 
AYES:  ALLEN, BOND, CONNER, DEMKO, JOLLEY, OLIVER  
CARRIES: YES 
 

e. Board members reviewed the 2021 Managers’ List (Exhibit 2, Page 16).   
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f. Board members reviewed the ACBDD’s 2022-2024 Strategic Plan (Handout).  Dr. Davis 
walked the board members through the booklet that was provided to them that 
evening.  He asked the board to review and provide any feedback.  If the board is ready, 
the goal would be to approve it during the September board meeting.  
 

g. Board members discussed the Teamsters negotiations process.  Dr. Davis shared a 
tentative agreement has been reached.  If it is ratified, it will be included in the 
September board packet for board review and approval.    
 

h. Board member reviewed reminders on future meetings/trainings.  The next regular 
meeting will be Tuesday, September 28, 6:00 p.m.  Dr. Davis added that meeting in 
person is an unfortunate requirement.   

        Motions for vote: 
 

a. Dr. Jolley motioned to approve June Regular Meeting Minutes (Exhibit 3, Pages 17-23). 
 
MOTION#: 8-24-21-4 
MOTION: JOLLEY 
SECOND: ALLEN 
AYES:  ALLEN, BOND, CONNER, DEMKO, JOLLEY  
ABSTAIN: OLIVER 
CARRIES: YES 
 

b. Dr. Allen motioned to approve resolution officially naming the ACBDD’s bus garage as 
the “Robert ‘Butch’ Withem Bus Garage” (Exhibit 4, Page 24).  
 
MOTION#: 8-24-21-5 
MOTION: ALLEN 
SECOND: OLIVER 
AYES:  ALLEN, BOND, CONNER, DEMKO, JOLLEY, OLIVER  
CARRIES: YES 
 

c. Oliver motioned to approve agreement with Athens-Meigs Educational Service Center 
for Occupational Therapy services provided at Beacon School, pending Prosecuting 
Attorney approval (Exhibit 6, Page 26). 
 
MOTION#: 8-24-21-6 
MOTION: OLIVER 
SECOND: JOLLEY 
AYES:  ALLEN, BOND, CONNER, DEMKO, JOLLEY, OLIVER  
CARRIES: YES 
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d. Dr. Jolley motioned to approve quote from Carpet One Floor and Moore to install 
remaining tile around pool deck (Exhibit 7, Page 27).  
 
MOTION#: 8-24-21-7 
MOTION: JOLLEY 
SECOND: OLIVER 
AYES:  ALLEN, BOND, CONNER, DEMKO, JOLLEY, OLIVER  
CARRIES: YES 
 

e. Dr. Allen motioned to approve PGO contract and summary page (Exhibit 8, Pages 28-73). 
 
MOTION#: 8-24-21-8 
MOTION: ALLEN 
SECOND: JOLLEY 
AYES:  ALLEN, BOND, CONNER, DEMKO, JOLLEY, OLIVER  
CARRIES: YES 
 

f. Dr. Allen motioned to approve new position (In-Take Specialist) for the SSA Department 
(Exhibit 9, Pages 74-75). 
 
MOTION#: 8-24-21-9 
MOTION: ALLEN 
SECOND: JOLLEY 
AYES:  ALLEN, BOND, CONNER, DEMKO, JOLLEY, OLIVER  
CARRIES: YES 
 

g. Bond motioned to approve hiring two individuals who receive ACBDD services as part-
time administrative assistants for Employment Options / PersonnelPlus (Exhibit 10, Page 
76). 
 
MOTION#: 8-24-21-10 
MOTION: BOND 
SECOND: JOLLEY 
AYES:  ALLEN, BOND, CONNER, DEMKO, JOLLEY, OLIVER  
CARRIES: YES 
 

h. Bond motioned to approve FANs COMCorps Agreement, pending Prosecuting Attorney’s 
approval (Exhibit 11, Page 77). 
 
MOTION#: 8-24-21-11 
MOTION: BOND 
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SECOND: JOLLEY 
AYES:  ALLEN, BOND, CONNER, DEMKO, JOLLEY  
ABSTAIN: OLIVER 
CARRIES: YES 
 

i. Bond motioned to approve administration to explore entering into a multi-county 
guardianship board (Exhibit 12, Pages 78-79). 
 
MOTION#: 8-24-21-12 
MOTION: BOND 
SECOND: ALLEN 
AYES:  ALLEN, BOND, CONNER, DEMKO, JOLLEY, OLIVER  
CARRIES: YES  
 

j. Dr. Allen motioned to approve updated Table of Organization (Exhibit 13, Page 80). 
 
MOTION#: 8-24-21-13 
MOTION: ALLEN 
SECOND: BOND 
AYES:  ALLEN, BOND, CONNER, DEMKO, JOLLEY, OLIVER  
CARRIES: YES  
 

6. Board Reports: 

a. Superintendent, Dr. Kevin Davis (Exhibit 14, Pages 81-93).  
Report stands.  He introduced two new directors – Angela Carter and Bridget Gilmore.  
He also introduced Doug Mitchell, who is the agency’s new Transition Coordinator.  He 
also updated the board on the progress being made with the insurance committee.  He 
shared at the end of this year, it is likely the agency will change plans, which will result 
in savings for the board and better health plan for staff.  Some details with dental and 
vision are still being sorted out.  He also highlighted the critical state of the DD system’s 
waiver sustainability.  He and his team are working with the OACB and others to try to 
bring more attention to and address this issue. 
 

b. Director of Finance and Operations, Steve Kramer (Exhibit 15, Pages 94-107). 
Report stands. 

 
c. Director of Human Resources, Gwen Brooks (Exhibit 16, Pages 107-109). 

Report stands. 
 

d. Director of Facilities and Transportation, Bridget Gilmore (Exhibit 17, Page 110). 
Report stands. 
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e. MUI Coordinator, Katie Evans (Exhibit 18, Page 111). 
Report stands. 
 

f. Director of Service and Support, Tristin Lawrence (Exhibit 19, Pages 112-114). 
Report stands.  She also thanked the board for approving the PGO contract and for 
approving the in-take specialist position.  
 

g. Director of Education, Becky Martin (Exhibit 20, Pages 115-118).  
Report stands.  School has started, and all is going well so far.  Paraprofessionals from 
ESC received a raise.  With that, along with the ACBDD-provided stipend, they now earn 
$15/hour.  She is also pleased to have David Sincoff located at Beacon School.  
 

h. Director of Employment Options, Angela Carter (Exhibit 21, Pages 119-120). 
Report stands.  She thanked the board for approving the two part-time administrative 
assistant positions.  She added the new job trainers, who were hired through Career 
Connections, are doing very well. 
 

i. Director of Integrate Athens, Autumn Brown (Exhibit 22, Pages 121-123). 
Report stands.  
 

7. No comments from Visitors relative to the agenda. 
 

8. No comments from Unions relative to the agenda. 
 

9. No comments from the Board. 
 

10. Dr. Jolley motioned to enter into Executive Session per ORC 121.22 (G)(1) to consider the 
appointment, employment, dismissal, discipline, promotion, demotion, or compensation of a 
public employee or official and (4) preparing for, conducting, or reviewing collective bargaining 
strategy. 

MOTION#: 8-24-21-14 
MOTION: JOLLEY 
SECOND: ALLEN 
AYES:  ALLEN, BOND, CONNER, DEMKO, JOLLEY, OLIVER  
CARRIES: YES  

11. Oliver motioned to return from Executive Session.  

MOTION#: 8-24-21-15 
MOTION: OLIVER 
SECOND: JOLLEY 
AYES:  ALLEN, BOND, CONNER, DEMKO, JOLLEY, OLIVER  
CARRIES: YES  
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12. Dr. Allen motioned to approve a stipend for Autumn Brown for administering the Beacon School 
Summer Camp.  

MOTION#: 8-24-21-17 
MOTION: ALLEN 
SECOND: OLIVER 
AYES:  ALLEN, BOND, CONNER, DEMKO, JOLLEY, OLIVER  
CARRIES: YES  

13. Bond motioned to adjourn. 

MOTION#: 8-24-21-16 
MOTION: BOND 
SECOND: OLIVER 
AYES:  ALLEN, BOND, CONNER, DEMKO, JOLLEY, OLIVER  
CARRIES: YES  
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Quotes for replacing heating and cooling system at Integrate Athens office 

 

Airclaws $12,979.00 
Dowler Heating and Cooling & Refrigeration $13,913.80 
Lanning Mechanical, Inc. $15,872.00 
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2021 Negotiated Changes with Teamsters 637 
• Updated negotiation procedures and impasse language to be more consistent with other 

contracts 
• Changed timing for when new employees may become dues paying members – new employees 

will be eligible to be members after their 31st day of employment rather than 181st day. 
• Seniority classifications updated to remove unnecessary number of working days 
• Procedures for filling supplemental trips updated to remove restriction of conflicts with regular 

route schedules – allowing all drivers to be eligible for bidding for supplemental trips, regardless 
of their regular schedule. 

• Updated vacation language: 
o Twelve-month, part-time staff working at least 20 hours per week will earn vacation 

according to regular prorated accrual rates as full-time staff (consistent with others 
eligible for vacation) 

o Academic schedule staff (primarily drivers) will earn vacation at a rate of 0.03846 hours 
for every hour worked. 

o Academic schedule staff (primarily drivers) who have more than 8 years of service with 
the ACBDD will also receive a lump sum of 5 hours of vacation time on the contract 
anniversary date each year. 

• Updated personal leave language to eliminate unnecessary language pertaining to 248-day 
employees and removed restrictive language on using personal leave time before/during/after 
vacation. 

• Updated holiday language to clarify eligibility for holidays and added specific language to ensure 
that drivers get pay for the Christmas, New Year day, and Indigenous People’s day as long as in 
active pay status immediately before and following the Beacon winter break period. 

• Wages:  2.5% increase to hourly rate each year of the contract (2021, 2022 and 2023).  In 
addition, the Custodial Worker and the Lead Custodial Worker to receive a 1-time base pay 
market adjustment increase of $1.00 per hour. 

• Insurance:  Employees earning less than $40,000 annually will pay 10% of the premium cost for 
single coverage and 15% of the premium for family coverage (reduced from 15% and 20% 
respectively). 

• Duration of the contract is through 8/31/2024 (3 years). 
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ARTICLE 1:  PURPOSE 

A. This Agreement is entered into between the Athens County Board of Developmental Disabilities 
(hereinafter referred to as the “Employer” or “Company”) and the Teamsters Local Union No. 637, 
(hereinafter referred to as the “Union”).  

B. The Employer recognizes the right of all employees and all applicants for employment to be free to 
join the Union and to participate in lawful concerted Union activities. Therefore, the Employer 
agrees that there shall be no discrimination, interference, restraint, coercion, or reprisal by the 
Employer against any employee or any applicant for employment because of Union membership or 
lack of union membership because of any lawful activity in an official capacity on behalf of the 
Union. 

C. The parties intend, to the fullest extent allowed by law, for this agreement to supersede and take 
the place of the Ohio Revised Code (ORC) specifically the articles where the contract requirements 
differ from ORC requirements. 

D. The parties intend for this agreement to supersede any specific board policy when subject is 
addressed in the agreement and is in conflict with board policy. 

 
ARTICLE 2:  RECOGNITION CLAUSE 

A. The Athens County Board of Developmental Disabilities, “the Board” or “the Employer,” recognizes 
Teamsters Local Union Number 637, “the Union,” as the sole and exclusive bargaining 
representative for the purposes of and as defined in Chapter 4117 of the Ohio Revised Code, for 
negotiating wages, hours, or terms and conditions of employment and provision for all members of 
the bargaining unit.  

B. Defined as:  all full-time and part time bus drivers, van drivers, substitute drivers, mechanics, 
custodial workers, maintenance workers, including lead on all shifts as certified in the SERB Election 
Case No 2017-REP-02-0023.   

C. Excluded from the bargaining unit are all supervisors, foremen, management personnel and all 
others excluded by the State Employment Relations Board (where appropriate, as defined by ORC 
Chapter 4117.01C 6 and 13): 
• Seasonal and Casual Staff 
• Confidential staff 
Substitute drivers as mentioned above refer to an employee who fills in for individuals on a regular 
basis as needed.   

D. When new positions that have a community of interest with the current bargaining unit are created 
by the Board, or a change in title of a bargaining unit positions is made, the recognition status of such 
position shall be discussed with the Union within thirty (30) days of establishment of the position. 
Should the Board and the Union not agree on the inclusion or exclusion of the new position(s) in the 
bargaining unit within sixty (60) days of the establishment of the position, the Union may petition 
the State Employment Relations Board (SERB) for a determination. Should such positions be 
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determined to be in the bargaining unit, the Board and the Union shall meet to determine placement 
on the salary schedule. 

E. Employees Defined:  Full-time employees shall mean an employee whose regular scheduled hours 
are a minimum of 25 hours per week as determined by the employer. 
Part-time employees shall mean an employee whose regular scheduled hours are less than 25 
hours per week as determined by the employer. 

 
ARTICLE 3:  MANAGEMENT RIGHTS 

A. The Union recognizes that the Board has the obligation of serving the contracting agencies with the 
highest quality and most efficient and economical patient care in meeting emergencies. 

B. The Board and the Union further agree that the provisions of this Agreement shall be expressly 
limited to wages, hours, and working conditions of employees, and no provisions shall be construed 
to restrain the Board from the management of its operations. 

C. The Board shall have the rights afforded it by this Agreement and except as limited by a specific 
provision of this Agreement.  All inherent and common law management functions and prerogatives 
which the Board has not modified or restricted by a specific provision of this Agreement are retained 
and vested exclusively by the Board. 

D. The Board also retains the right to discipline and/or discharge employees for insubordination, 
absenteeism or tardiness, violations of patient rights and other Board rules and regulations, and for 
just cause; provided that, in the exercise of this right, the Board will not act in violation of the 
expressed terms of this Agreement.  No complaints that the Board has violated this Article may be 
taken up through the grievance procedure without a specific listing of which article of the contract 
has been violated.  For there to be a grievance, the Board would have had to have violated another 
provision of this Agreement. 

E. The Board, by not exercising any function hereby reserved to it or by exercising any such function in 
a particular way, shall not be deemed as waiver of its right to exercise such function or preclude the 
Board from exercising the same in some other way not in conflict with the expressed provisions of 
this Agreement. 

F. In addition, those management rights not listed in this contract are exclusively reserved by the 
Board.   

ARTICLE 4:  NEGOTIATIONS PROCEDURE AND IMPASSE 

A. Either the Union or the Employer may initiate negotiations in accordance with the Ohio Revised 
Code 4117 and SERB rules, not earlier than the one hundred twenty (120) days and no later than 
sixty (60) days prior to the expiration of the contract. The parties shall mutually schedule its first 
negotiations session immediately following such written notice.  The first meeting shall be for the 
parties to exchange packages. 
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B. Negotiating Terms: The collective bargaining procedure shall be conducted between 
representatives of the Employer and the Union. Bargaining collectively means to perform the 
mutual obligation of the public employer by its representatives, and the representatives of its 
bargaining unit members to negotiate in good faith at reasonable times and places (as agreed to by 
members of both parties) with respect to wages, hours, terms and other conditions of 
employment, and the continuation, modification or deletion of an existing provision of a collective 
bargaining agreement, with the intention of reaching an agreement or to resolve questions arising 
under the agreement. This includes executing a written contract incorporating the terms of any 
agreement reached. The obligation to bargain collectively does not mean that either party is 
compelled to agree to a proposal nor does it require the making of a concession. 

 
C. Negotiations time shall not be considered as time worked for any member of the Union bargaining 

team unless it falls during the member’s normal work shift.  Time spent during negotiations will not 
be counted toward the calculation of overtime in a week. 
 

D. Negotiating in Executive Session: All negotiations shall be in executive session, meaning: only 
members of the teams, third party consultants as provided for in this procedure, and others as 
mutually agreed to between the teams shall be in the room in which the negotiating session is 
being held. 

 
E. Consultants: Either team may utilize the assistance of consultants or staff personnel as it deems 

necessary, at any session to assist in the process. Cost of such consultants or staff personnel shall 
be borne by the party utilizing them. 

 
F. If, after forty-five (45) calendar days from the first negotiations session, agreement has not been 

reached on all items under negotiation, either party may call for the services of the Federal 
Mediation and Conciliation Service (FMCS) or the State Employment Relations Board (SERB) to 
assist in negotiations. If a party calls for mediation involvement, the other party shall join in the 
request. 

G. This impasse procedure shall supersede and replace the impasse procedures set forth under Ohio 
Revised Code 4117.14.  The parties pledge to negotiate in good faith and in the event of failure to 
achieve a settlement, to utilize in good faith mediatory facilities of the Federal Mediation and 
Conciliation Service (FMCS) or the State Employment Relations Board (SERB). 

1. Either party may declare impasse; once impasse is declared, FMCS or SERB shall be contacted 
for the assignment of a mediator. 

2. The parties will mediate in good faith for a period of time not to exceed thirty (30) days.  This 
time limit can only be extended by mutual agreement of the parties reduced to writing. 

3. If at the end of the mediation period a voluntary settlement has not been achieved, the Board 
will make a final offer to the Union.  The Union will cause a vote of its membership on this 
final offer. 

Page 26 of 89



4 
 

4. If the Union rejects the Board’s final offer, the Union may choose to return to the negotiations 
table, or give the Board a ten (10) day strike notice in accordance with Ohio Revised Code 
4117 procedures. 

ARTICLE 5:  MAINTENANCE OF STANDARDS 

A. Extra Agreements:  The Employer agrees not to enter into any agreement or contract with his 
employees, individually or collectively, which in any way conflict with the terms and provisions of 
this Agreement.  Any such agreement shall be null and void. 

B. New Equipment:  Where new types of equipment and/or operations for which rates of pay are not 
established by this Agreement are put into use, rates governing such operations shall be subject to 
negotiations between the parties. Rates agreed upon or awarded shall be effective as of the date 
equipment is put into use.  
 

ARTICLE 6:  PROTECTION OF RIGHTS 

A. Picket Line:  The purpose of this Agreement is to ensure working harmony for its duration, and in 
furtherance of such objective, the parties have provided for the resolution of grievances or 
disputes by binding arbitration. 

Accordingly, the Board agrees that during the term of the contract it shall not shut out or lock out 
the bargaining unit members.  The Union agrees that during such term its members shall not 
engage in any work stoppage, slow down, sit down or sympathy strike, nor honor any picket line by 
non-Board bargaining unit members unless failure to do so reasonably would jeopardize the 
personal safety of the Union member involved. 

B. The Employer agrees that the function of supervisors is the supervision of employees and not the 
performance of the work of the employees they supervise. Accordingly, the Employer agrees that 
supervisors or other employees of the Employer who are not members of the bargaining unit shall 
not perform any bargaining unit work on a regular basis; however, these are working supervisors as 
they have always been.  The Employer shall make every reasonable effort to maintain a sufficient 
workforce to staff its operations with bargaining unit employees. 

C. Separation of Employment:  Upon discharge, the Employer shall pay all money due to the 
employee.  Upon quitting, resigning or retiring, the Employer shall pay all money due to the 
employee on the pay day in the week following such quitting, resignation or retirement. 

ARTICLE 7:  STEWARDS 

A. The Employer recognizes the right of the Union to designate job stewards and alternates from the 
Employer’s seniority list. The authority of job stewards and alternates so designated by the Union 
shall be limited to, and shall not exceed, the following duties and activities: 
1. The investigation and presentation of grievances with his employer or the designated Board 

representative in accordance with the provisions of the collective bargaining agreement; 
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2. The collection of dues when authorized by the appropriate Local Union action; 
3. The transmission of such messages and information, which shall originate with and are 

authorized by the Local Union or its officers, provided such messages and information 
a) Have been reduced to writing; or 
b) if not reduced to writing, are of a routine nature and do not involve work stoppages, 

slowdowns, refusal to handle goods, or any other interference with the Employer’s business; 
provided, however, that the activities referred to in (1), (2) and (3) shall not be performed in 
such fashion as to unreasonable conflict with the steward’s work duties. Any disputes as to 
whether or not such activities have been performed in a manner so as to unreasonably 
conflict with the steward’s work duties shall be submitted to the grievance procedure. 

 
B. Stewards shall be permitted reasonable time not to exceed more than 4 hours per month of paid 

time by the Board for up to two (2) stewards to investigate, present and process grievances on the 
Board property without loss of time or pay during his/her regular working hours and without 
interruption of the Employer’s operation.  Such time spent in handling grievances during the 
Steward’s regular working hours shall not be considered working hours in computing daily and/or 
weekly overtime if within the regular schedule of the Steward.  All pay referred to above shall be 
mutually agreed  as part of the Collective Barganing Agreement to by the Union and the Employer. 

 
The Employer recognizes the employee’s right to be given requested representation by a Steward or 
the designated alternate at such time as the employee reasonably contemplates disciplinary action.  
There shall be a steward present whenever the Employer meets with an employee concerning 
grievances, discipline, or investigatory interviews when requested by the employee. 

 
ARTICLE 8:  BULLETIN BOARD 

The Union may use designated bulletin board space in the bus garage, Beacon School and ATCO to post 
and remove notices of Union activities and matters of concern.  Union representatives shall have 
access to such bulletin board space and the right to post and remove notices of Union activities.  Items 
may not be posted if the material contained is defamatory, obscene, libelous, derogatory, or tends to 
impede or disrupt the normal operations of the Agency.  

ARTICLE 9:  UNION DUES  

A. The Employer recognizes and acknowledges that Teamsters Local Union 637, affiliated with the 
International Brotherhood of Teamsters, is the exclusive representative of all employees in the 
classification of work covered by this Agreement for the purposes of collective bargaining as 
provided by the State Employment Relations Board – Case 2017-REP-02-0023. (Recognition Clause) 

Employees who have a probationary period of 180 days shall become eligible to be members after 
their 31st day. 
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B. A new employee shall work under the provisions of this Agreement but shall be employed on a one 
hundred eighty working day (180) probationary period, during which period he/she may be 
discharged without further recourse; provided, however, that the Employer may not discharge or 
discipline for the purpose of evading this Agreement or discriminating against union members.  
After one hundred eighty (180) working days, the employee shall be placed on the seniority list 
with a seniority date retroactive to his/her date of hire. Probationary period may be extended upon 
agreement of all parties. 
 

C. The Employer agrees to deduct from the pay of all employees covered by this Agreement the dues, 
initiation or re-initiation fees and/or uniformly levied assessments of the Local Union, and agree to 
remit to said Local Union all such deductions prior to the end of the month for which the deduction 
is made. Where laws require written authorization by the employee, the same is to be furnished in 
the form required. 

The Local Union shall certify to the Employer in writing each month a list of its members working 
for the employer who have furnished to the Employer the required authorization, together with an 
itemized statement of dues, initiation fees (full or installment), or uniform assessments owed and 
to be deducted for such month from the pay of such member, and the employer shall deduct such 
amount from the first paycheck following receipt of statement and remit to the Local Union in one 
lump sum. The employer shall add to the list submitted by the Local Union the names of all new 
employees hired since the last list was submitted and delete the names of employees who are no 
longer employed. 

D. D.R.I.V.E.   The Employer agrees to deduct from the paycheck of all employees covered by this 
Agreement voluntary contributions to DRIVE.  DRIVE shall notify the Employer of the amounts 
designated by each contributing employee that are to be deducted from his/her paycheck on a bi-
weekly basis for all weeks worked.  The phrase, “weeks worked,” excludes any week other than a 
week in which the employee earned a wage.  The Employer shall transmit to DRIVE National 
headquarters on a monthly basis, in one check, the total amount deducted along with the name of 
each employee on whose behalf a deduction is made, the employee’s identification number and 
the amount deducted from the employee’s paycheck.  The International Brotherhood of Teamsters 
shall reimburse the Employer annually for the Employer’s actual cost for the expenses incurred in 
administering the bi-weekly payroll deduction plan. 
 

E. Union Business  The Union Field Representative shall be permitted to appear on work sites during 
working hours for the purpose of investigating and/or resolving grievances (with notice to Director 
of Transportation & Facilities, or alternate administrator), provided that he/she shall not disrupt or 
interfere with work performance.  Local Union officials may investigate and/or resolve grievances 
during non-working hours. A local union official may investigate and/or resolve grievances, 
discipline, or attend hearings during work hours (with prior permission from supervisor) as long as 
involvement does not disrupt Board services.  
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F. Union Meetings As the recognized agent for collective bargaining, the Union will be permitted to 
use program buildings for meetings. Meetings shall not interfere with and shall not occur during 
the normal work day, and shall not interfere with nor interrupt normal programs. The Union will be 
permitted to use Board-owned, designated equipment such as the approved copier and the 
approved computer.  All materials and supplies used by the Union for Union business shall be 
furnished by the Union.  The Union will give prior notice of meetings in which Board facilities are to 
be used to avoid scheduling conflicts.  The Union must comply with board policies on facilities and 
equipment usage. 

 
ARTICLE 10:  SENIORITY 

A. The length of service with the Employer is computed from the first day of work as a regular employee 
from the most recent date of hire. Seniority shall be defined as system wide seniority and 
classification seniority. 

1. System wide seniority – The length of service with the Employer computed from the first day 
of work as a regular employee from the most recent date of hire. 

2. Classification seniority – The employee’s length of continuous service in his/her current 
classification, computed from the most recent date of hire into that particular classification. 
When an employee moves to another classification they shall retain any classification 
seniority accumulated in that classification. The accumulated seniority will be used within 
the guidelines in the Layoff and Recall Article. 

3. The following are the classifications in which employees can accrue seniority: 
 

B. Seniority Principle 
1. Seniority rights for employees shall prevail.  Seniority shall be broken only by discharge for 

just cause, voluntary quit, retirement, or more than two (2) year layoff.  In the event of a 
layoff, an employee so laid off shall be given two (2) weeks’ notice of recall sent to his/her 
last known address by registered or certified mail with verification of delivery.  The 
employee must notify the Employer within fourteen (14) calendar days after receipt thereof 
as to whether or not he/she intends to report for work and must actually report to work 

CLASSIFICATION TITLES HOURS 
Vehicle Operation 1/3 5-7 
Vehicle Operator 1/Facilities Maintenance Worker 8 
Vehicle Operation 1 (Van Driver)  
Vehicle/Facilities Maintenance Mechanic 8 
Facilities/Vehicle Maintenance  Mechanic 8 
Substitute (floater) Varies 
Facility/Transportation Aide 8 
Lead Custodial Worker 8 
Custodial Worker 8 
Assistant Custodial Worker 4 
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within two (2) weeks after receipt thereof, unless otherwise mutually agreed to.  In the 
event the employee fails to comply with the above, he/she shall lose all seniority rights, and 
the employee will be terminated under this Agreement.  In the event an employee on lay-
off accepts a recall to work and actually returns to work when called, he/she shall be 
considered as being a full-time employee and it shall not be necessary that he/she be 
notified by recall letter.  A list of employees arranged in the order of their seniority shall be 
posted in a conspicuous place at their place of employment.  Any controversy over the 
seniority of any employee on the seniority list shall be submitted to the grievance 
procedure within 30 days of the posting of the most recent seniority list. 

 
2. When it becomes necessary to reduce the working force, the last person hired for that 

position shall be laid off first, and when the force is again increased, the persons are to be 
returned to work in the reverse order in which they are laid off. 

 
3. The Local Union shall be entitled to a seniority list each six (6) months or upon request. 

 
4. The Employer shall post a seniority list at least once every six (6) months. Employees shall 

make written complaint to the Company and Union within thirty (30) days after such 
posting. Any such complaint not settled between the Company and the Union may be 
submitted to the grievance procedure. 

 
C. Reduction in Force 

1. The provisions in this Article are intended to supersede ORC 124.321.  When it becomes 
necessary, as determined by the Employer, to reduce the number of bargaining unit 
employees, the Employer shall proceed as follows: 

a. The Employer shall determine the number of employees to be laid off in each 
affected classification, Job classifications are listed in the Article on Recognition. 

b. The Employer shall endeavor to provide affected employee with at least fourteen 
(14) days’ notice of intended layoff, except in emergency circumstances. 

c. The Employer may consider laying off an employee(s) in the classification(s) to be 
reduced who submits to the Fiscal Officer written notice of his/her willingness to be 
laid off. The Employer has absolute discretion to lay off or retain any such 
volunteer(s). 

d. In the absence of a volunteer(s) deemed suitable by the Employer, the Employer, in 
its discretion, shall determine which employee(s) is to be laid off, giving 
consideration to the following factors: 
i. Classification Seniority 

ii. Overall ability to perform the required duties 
2. The Employer may permit an employee who is to be laid off as a result of a reduction in force 

to bump an employee with less system wide seniority in another classification in the 
bargaining unit described in the Article on Recognition.   
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a. No employee may bump into the Assistant Custodial Worker Classification, as these 
positions are reserved for clients of Athens County Board of DD. 

b. An employee who is to be laid off may be eligible to bump into a classification for 
which he/she is qualified.  A displaced employee who bumps into a new 
classification will be assigned to the appropriate wage in the new classification.  The 
employee is permitted to bump into another classification where the employee has 
previous classification seniority. 

3. Employees who are laid off shall be placed on a recall list for a period of twenty-four (24) 
months. If a position opens up in a classification in the bargaining unit described in the Article 
on Recognition in which an employee on the recall list was employed at the time he/she was 
laid off, such employee(s) will be recalled in reverse order of layoff. 

4. It is agreed by all parties that total system wide seniority will be used for layoffs and bumping 
rights. 

ARTICLE 11:  VACANCIES AND BID PROCEDURE 

A. In all buildings owned and operated by the Employer and staffed by bargaining unit members, the 
Employer shall provide a location accessible to all bargaining unit members for the purpose of 
posting announcements of job vacancies. 

B. All job vacancies shall be posted for a period of at least ten (14) calendar days.  A vacancy is an 
existing or new position that the Employer has authorized to be filled, whether created as a result 
of the resignation, retirement, termination, transfer or death of an employee.  The employee 
desiring the posted position shall submit a bid in writing to the office of the individual designated 
on the posting prior to the close of the bid period.  All postings shall contain the position’s location, 
hours, hourly rate, and pay range and qualifications.  

C. It is understood that the Employer will decide when a vacancy exists and whether to fill a vacancy.  
Nothing in this Article shall restrict the Employer’s right not to fill a posted vacancy. 

D. The Employer shall use the following procedures in choosing a person to fill a vacancy: 
1. The position will first be offered to employee applicants who are currently working in the 

bargaining unit.  If more than one employee within the bargaining unit applies for the 
vacancy, applicant with the greatest classification seniority will be awarded the position.  
Applicants who are currently employed in other classification will be interviewed for the 
position, but it is understood that the Employer will select the applicant it deems most 
qualified out of all of the applicants. 

2. All other applicants for the position will then be considered and the position will be awarded 
to the applicant that is the most qualified. Criteria for selection shall include, but are not 
limited to relevant skills, qualifications, experience, work record, attendance and seniority 
with the Agency, if any.  

E. Employees who have been awarded a new position shall serve a trial period of forty-five (45) 
calendar days in the new position.  During the trial period, the Employer may return the employee 
to his/her previous position for unsatisfactory performance.  During the trial period, the employee 
may choose to return to his/his previous position, but may only choose to do so one time.  If an 
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employee has previously exercised his/her right to return during the trial period, then the 
employee shall have no right to choose to return during the trial period in the future.  An 
opportunity to discuss the return will be provided by the Employer upon request.  No grievance or 
legal action of any kind may be filed against the Employer on the basis of the return of an employee 
to his/her previous position. 

F. The union shall be provided with the current seniority list (by system-wide and classification 
seniority) of all employees in the bargaining unit upon request, but no more than two times per 
calendar year. 

G. The Union President shall receive notice of a posting award within five (5) calendar days of the 
posting being awarded. 

ARTICLE 12:  PROCEDURES FOR CERTAIN SUPPLEMENTAL TRIPS 

A. All supplemental trips utilizing a qualified driver shall be posted on the designated trip board at the 
Bus Garage.  All trips shall be assigned on a rotational basis from a trip rotation list, beginning with 
the most senior driver, which will be utilized on a continuing basis.   

B. The time for driving supplemental trips shall be rounded up to the nearest quarter (1/4) hour, if 
total time is not in a quarter hour increment.  The driving time for all supplemental trips will be a 
minimum of one and one half (1 ½) hours.  

C. Supplemental trips will be posted and awarded at least one working day prior to the date 
scheduled for the trip.  If a driver is passed or missed on the rotation list for a supplemental trip, 
then the affected driver will be offered the next available trip.   

D. The Employer reserves the right to cancel any posted trip, either before or after the trip is assigned.  
If a trip is not canceled prior to the end of a driver’s a.m. route on the same day, then the driver 
will be paid for the scheduled trip time.  

E. Drivers shall be paid their regular rate of pay for driving time and downtime when they drive a 
supplemental trip.  Drivers must assist with consumers at the trip destination, if requested to do so.  
Drivers will not be requested to assist with any procedure that requires special training.  Drivers 
must remain at the destination during all downtime, except that drivers may take the vehicle to get 
meals if the trip goes through a mealtime only when the driver is not invited to join the consumers 
for the meal.  If there is nowhere to park the bus at the destination, the driver shall park the bus in 
the nearest available parking place or, if the trip is local, may return to the bus garage.  Drivers may 
not use the bus during downtime for personal business (e.g., going to the mall or the driver’s 
home). 

F. If a driver refuses a posted trip when offered or is not available when the trip is assigned, then the 
diver loses his or her turn in the rotation. 

ARTICLE 13:  PROBATIONARY PERIOD 

A. All new employees shall serve a probationary period for the first one hundred eighty (180) actual 
working days of their employment.  Only days an employee actually spends on the job count 
towards the 180-day period, i.e., leaves of absence and calamity days, etc., do not count. 
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B. During the probationary period, an employee may be terminated at any time and for any reason. 
Any such termination shall not be subject to the grievance procedure of this Agreement or to any 
legal challenge. 

C. During the probationary period, the employee shall have no seniority rights and shall not have 
recourse to the grievance procedure in connection with probationary discharge.  Upon successful 
completion of the probationary period, the employee’s seniority shall be computed from the original 
date of hire into a bargaining unit position. 

 
ARTICLE 14:  EMPLOYEE EVALUATIONS 

A. Each probationary employee shall receive a midpoint evaluation after completing ninety (90) days 
of actual work, at which point the individual shall be advised of any areas needing improvement in 
order to achieve permanent status. 

B. The work performance of permanent employees will be evaluated by the immediate supervisor on 
an annual basis, unless circumstances suggest the need for more frequent performance reviews. 

C. Upon completion of the employee’s evaluation conference with his/her immediate supervisor, the 
employee shall sign the evaluation to acknowledge receipt. The employee’s signature does not 
indicate that the employee is in agreement with the contents of the evaluation, but only that the 
employee has received the evaluation. 

D. Should the employee wish to submit a written reply or rebuttal to the evaluation, he/she must do 
so within five (5) working days of receipt of the evaluation and present the reply to the evaluator. 
The evaluator shall sign the reply/rebuttal to acknowledge receipt. The reply/rebuttal shall be 
attached to the evaluation, accompany it through all Employer channels, and become part of the 
employee’s permanent personnel record. 

E. The evaluation process shall assess the employee’s current job assignments, identify performance 
areas requiring improvement, establish performance objectives for the next evaluation period, and 
develop a plan for improvement of the employee’s performance. 

F. As with all articles of this agreement, the evaluation procedure is grievable, but the text of the 
evaluation is not grievable.  However, if any employee is in disagreement with his /her evaluation, 
then the employee may attach a rebuttal statement to the evaluation form. 

 
ARTICLE 15:  EDUCATION, TRAINING, CERTIFICATION/LICENSE 

A. Employees of various positions are responsible for meeting the professional, educational, and/or 
experience requirements in order to maintain the proper state-required certifications, licensures, 
and registrations.  Questions regarding the certification, license, or registration required for specific 
positions should be directed to the supervisor.  Questions which cannot be answered at the 
supervisory level should be directed to the Superintendent. 

B. The required fees for certification applications or for course work related to certification are the 
responsibility of individual staff members. 
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C. All employees shall be paid for attending all staff meetings, department meetings, workshops, 
seminars, and/or in-service training sessions.  In the event such attendance exceeds one (1) hour, 
such employee shall be paid for all hours spent at such meeting, workshop, seminar or session. 

D. The Employer will reimburse all employees the cost of attending courses, seminars and/or 
workshops for which the employer requires they attend.  Successful completion documentation 
must be provided to the Employer to be eligible for reimbursement.  

E. All employees will be reimbursed for Board approved expenses incurred while performing official 
county business, and must present the original receipt for the expense.  

F. Charges for parking at the destination and any highway tolls are reimbursable at the actual 
amount. Receipts are required.  

G. The maximum amount of reimbursement for meals is $30.00 per day.  
H. Expenses covering the cost of any motel room may be reimbursed by the Employer when an 

employee travels out of the county on approved official business for each overnight stay.  
 
ARTICLE 16:  EXAMINATIONS AND IDENTIFICATION FEES 
A. Physical, mental or other examinations required by a government body or the Employer shall be 

promptly compiled with by all employees, provided, however, the Employer shall pay for all such 
examinations.  The Employer shall not pay for any time spent in the case of applicants for jobs and 
shall be responsible to other employees only for time spent at the place of examination or 
examinations.  Examinations are to be taken at the Holzer Medical Center and are not to exceed 
one (1) in any one (1) year excluding blood tests for drug or alcohol use determination unless the 
employees has suffered serious injury or illness during the year. Employees will not be required to 
take examinations during their working hours.  The Employer will pay for all Ohio Department of 
Education (O.D.E.) examinations. 

 
The Employer reserves the right to select its own medical examiner or physician, and the employee 
may, if he/she believes an injustice has been done him/her, be re-examined at his/her own 
expense and by the physician of his/her choice. 

 
The employer shall notify the employee in sufficient time prior to the renewal of the ODE physical.  
The Employee shall make the necessary appointment with the Medical Examiner.  Failure to do the 
necessary medical examination will result in loss of driving privileges.  

B. Should the Employer find it necessary to require employees to carry or record full personal 
identification, such requirements shall be complied with by the employees.  The cost of such 
personal identification shall be borne by the Employer. 

C. The Board may require that an employee submit to a medical examination at Holzer’s Medical 
Center or similar entity, in order to determine the employee’s capability to perform the substantial 
and material duties of the employee’s position.   
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The Board shall supply the examining physician with facts known to it relating to the employee’s 
condition.  The cost of the medical examination shall be paid by the Board or by the medical 
insurance (board carrier) if it is a completely covered expense. 

If not found qualified by the Board, the employee may request use of available sick leave, vacation 
and when exhausted, disability leave with the right to return within 2 years under OAC 123:1-30. 

 
ARTICLE 17:  EMPLOYEE DISCIPLINE AND DISCHARGE  

A. Under ORC 124.34 Employees may be demoted, suspended, or discharged from their job for just 
cause, including incompetency, inefficiency, dishonesty, drunkenness, immoral conduct, 
insubordination, discourteous treatment of the public, neglect of duty, violation of work rules or 
personnel policies of the Board or administration, or any other acts of misfeasance, malfeasance, or 
nonfeasance on the job. 

B. Depending on the severity of the offense, the Administration may initiate discipline at any step of 
the following progressive discipline procedures: 
1. Oral warning 
2. Written reprimand 
3. Disciplinary suspension, which may be a paid working suspension or unpaid non-working 

suspension 
4. Termination 

C. Removal, reduction in pay or classification, or suspension of a bargaining unit member shall be only 
for just cause.  Employees charged with a Major Unusual Incident or Unusual Incident will be 
placed on administrative leave with pay pending the conclusion of the investigation. 

D. The Administration may duplicate any step in an appropriate case or may adjust the duration of the 
disciplinary suspension as it deems appropriate, depending upon the offense involved, the 
bargaining unit member's work record, the number of other effective record offenses possessed by 
the bargaining unit members and the presence or absence of mitigating circumstances.  

E. A bargaining unit member cannot be disciplined twice for the same offense and the Administration 
shall investigate every disciplinary case as promptly and as thoroughly as is practical. Should new or 
additional evidence or facts be discovered within five (5) days of imposition of discipline, and that 
evidence reflects upon the severity of the offense or reveals other or additional offenses, the 
discipline imposed may be adjusted appropriately in light of such new or additional evidence or facts. 

F. Any discipline involving neglect, abuse, mistreatment and violations of client’s rights will remain a 
part of the bargaining unit member’s permanent record. 

G. The Board, in connection with a potential disciplinary case, may suspend a bargaining unit member 
from duty pending investigation.  The bargaining unit member's regular pay shall continue during 
any such investigative suspension and said suspension shall not be deemed to be a form of discipline 
nor treated as a disciplinary suspension for any purpose.  If charged with a felony, the Board may 
suspend from duty pending investigation without pay. 

H. A bargaining unit member who has been disciplined will be given a copy of the notice describing the 
reason or reasons for which he/she has been disciplined.  The Union will be provided a copy by email. 
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I. PRE-DISCIPLINARY CONFERENCE 
1. When the Superintendent or designee determines that an employee has committed an offense 

which may cause reduction in pay or position, suspension or termination, a pre-disciplinary 
conference will be scheduled to inform the employee of the nature of the charge or allegation.  
The conference will be held normally within thirty (30) days of the Director of Transportation & 
Facilities’ knowledge of the alleged infraction or misconduct. 

2. Pre-disciplinary conferences will be conducted by the Superintendent or a neutral hearing 
officer designated by the Superintendent. 

3. Not less than seventy-two hours prior to the scheduled starting time of the conference, the 
Superintendent or designee will provide to the employee a written outline of the charges which 
may be the basis for disciplinary action. This outline will state the date(s), location(s), and nature 
of the alleged offense(s). If known and applicable, the written outline will also include the 
approximate time of day that the alleged offense(s) occurred. (Example: “time of day” would 
not be applicable if the charges dealt with loss of certification or conviction of a felony, etc.) 
Any evidence in Management’s possession dealing with electronic, digital or video evidence 
will be shared with the Union prior to the hearing. 

4. At the pre-disciplinary conference, the hearing officer will ask the employee or his/her union 
representative to respond to the allegations of misconduct which were outlined to the 
employee. Employees are not required to respond. 

5. At the conference, the employee may present any testimony, witnesses, or documents which 
explain whether or not the alleged conduct occurred. The employee has the right to union 
representation. 

6. The conference shall be informal and conducted by the Superintendent or a neutral hearing 
officer assigned by the Superintendent.  The Superintendent or hearing officer will prepare a 
written summary and determination as to whether or not the alleged conduct occurred.  The 
Superintendent will decide what discipline, if any, is appropriate, and notify the employee in 
writing.  A copy of the report will be provided to the employee within five (5) days following its 
preparation.   

7. Any discipline shall be for just cause.  An employee discharge may be appealed directly to Step 
4 of the grievance procedure by the Union. 

 
ARTICLE 18:  GRIEVANCE PROCEDURE 

A. DEFINITIONS 
Grievance:  An alleged violation, misinterpretation, or misapplication of any specific provision of this 
Agreement between the Board and the Union.  

Grievant:  An employee or group of employees alleging a grievance. A grievance alleged by a group of 
employees shall have arisen out of and be confined to the same circumstances affecting each member 
of said group.  

Day:  A work day.  
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B. WRITTEN GRIEVANCE:  The written grievance used in the formal levels of this procedure shall state:  

1. The specific contract article and section(s) alleged to be violated, misapplied, or misinterpreted; 
2. A complete description of the grievance and the time, place and date it occurred;  
3. The relief sought, and  
4. The date of submittal.  

The written grievance must be filed on the appropriate grievance form, a copy of which is attached 
hereto as Appendix x.  Grievance forms are available, upon request, from the Union or the 
Superintendent’s office. 

C. RULES  
1. Time limits given shall be considered as maximum unless otherwise extended by mutual 

agreement of the parties involved. 
2. Failure to file the written grievance within the time frame specified in Step 1 will result in the 

grievance being considered waived. 
3. Failure of the grievant to proceed within the specified time limits to the next step(s) shall mean 

the grievance has been resolved by the response stated in the previous step.  A grievance filed 
untimely is barred from grievance. 

4. Failure of the Board to respond to a grievance within the specified time limits shall enable the 
grievant or union to advance the grievance to the next step of the procedure.  Only the Union 
may advance to arbitration. 

5. Nothing contained in this procedure shall be construed as limiting the individual rights of an 
employee having a complaint or problem to discuss the matter informally with members of the 
administration through normal channels of communication. 
 

D. PROCEDURE 

Informal Step  
Prior to filing a formal written grievance, the grievant shall request a meeting with the Director of 
Transportation and Facilities for the purpose of attempting to resolve the matter informally.  If the 
grievance is not resolved at the informal meeting, the grievant and the supervisor must sign the relevant 
portion of the grievance form indicating the date and time the informal meeting occurred. 

Step 1 - Supervisor 
If the problem is not resolved as a result of the informal discussion, the grievant shall, within five (5) 
working days of occurrence which gave rise to the grievance or when the employee reasonably knew of 
such occurrence, submit the grievance on the appropriate form to the Director of Transportation & 
Facilities.  A meeting shall be mutually arranged between the grievant and the supervisor within five (5) 
working days after submittal.  Within seven (7) working days after the meeting, the supervisor shall 
provide the grievant with a written disposition of the grievance.  

Step 2 - Superintendent 

Page 38 of 89



16 
 

If the grievant is not satisfied with the disposition at Step 1, he/she shall within seven (7) working days 
of receipt of the supervisor’s disposition, submit the grievance on the appropriate form to the 
Superintendent.  A meeting shall be mutually arranged within seven (7) working days after submittal.  
Within seven (7) working days after the meeting, the Superintendent shall provide the grievant and the 
Union President with a written disposition of the grievance. 

Step 3 - Mediation 
If the grievant and the Union are not satisfied with the disposition at Step 2, the Union shall submit the 
grievance to FMCS or AMS grievance arbitration within fifteen (15) days.  The parties will attempt to 
agree on an FMCS or AMS mediator.  If the parties are unable to agree, the Union will request that FMCS 
or AMS appoint a mediator. No grievance that may result in a precedent-setting outcome or that 
involves a suspension of 5 or more days shall be appealed to mediation. 

Step 4 - Arbitration 
If the Step 3 mediation does not resolve the grievance, the Union shall have fifteen (15) days to file a 
written request for arbitration. Appeals to arbitration shall be solely at the Union’s discretion.  The 
Federal Mediation and Conciliation Service (FMCS) or Arbitration Mediation Services (AMS) shall be 
petitioned by the parties to provide a list of fifteen (15) arbitrators.  If there is no mutually selected 
arbitrator, another list of fifteen (15) arbitrators shall be sent.  The Board and the Union shall attempt 
to mutually select an arbitrator within ten (10) days of receipt of the appeal. If the parties cannot 
mutually agree on an arbitrator, the parties shall submit the grievance to FMCS or AMS. An arbitrator 
shall then be chosen using FMCS or AMS procedures. Either party has a right to reject one list. 

A decision shall be rendered within 30 days by the arbitrator and that decision shall be final and binding 
on the Board, the grievant(s), and the Union. The procedures contained in this Article constitute the sole 
and exclusive method of redressing grievances arising from this Agreement. 

All costs for obtaining the list of arbitrators shall be borne equally by the parties.  Expenses of any 
witnesses shall be borne by the party calling the witness.  If a party requests a court reporter, the cost 
of the reporter shall be borne by that party, unless the other party requests a copy of the transcript, in 
which case the cost of the reporter shall be borne equally by the parties.  All cost for the services and 
expenses of the arbitrator shall be  equally shared between the Employer and the Union.  

E. POWER OF THE ARBITRATOR 
1. The arbitrator shall limit his/her decision strictly to the interpretation, application or 

enforcement of those specific articles and/or sections of this Agreement in question and his/her 
decision shall be consistent with applicable law.  The arbitrator shall not have the authority to 
add to, subtract from, modify, change or alter any provision of this Agreement in arriving at a 
determination.  The arbitrator shall expressly confine him/herself to the precise issues submitted 
for arbitration and shall have no authority to determine any other issues not so submitted for 
arbitration. 
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2. The arbitrator, in ruling on issues specifically left to the discretion of the Board by this 
Agreement, shall be limited to deciding whether the Board’s actions violated the collective 
bargaining agreement. 

3. The arbitrator shall be without authority to recommend any right or relief on an alleged 
grievance occurring at any time other than the contract period in which such right originated, or 
to make any award based on rights arising under any previous Agreement, grievance or practices. 
The arbitrator shall not establish any new or different wage rates not negotiated as part of this 
Agreement.  

4. In the event that either side challenges the arbitrability of a grievance submitted for arbitration, 
the parties may mutually agree to require the arbitrator to first consider and rule upon the 
arbitrability issue before scheduling a hearing on the merits of the grievance.  If necessary, the 
parties may agree to conduct a separate hearing on the arbitrability issue prior to the scheduling 
of a hearing on the merits of the grievance.  In the event an alleged grievance is appealed to an 
arbitrator and the arbitrator determines that he/she has no authority or power on which to rule, 
it shall be referred back to the Union and the Board without decision or recommendation on its 
merits. 

5. The arbitrator shall hear and determine only one grievance; multiple grievance arbitration by 
one arbitrator at a single hearing is prohibited except upon specific written agreement of the 
Board and Union to do so. 
 

F. MISCELLANEOUS 
1. The grievant may be represented at any level of the grievance procedure only by the union or 

union legal counsel. 
2. A grievance may be withdrawn at any level without prejudice or record, but would be considered 

resolved. 
3. Copies of all written decisions of grievances shall be sent to all parties involved: the Union 

President, the grievant, the Superintendent, and the appropriate supervisor. 
4. Forms for processing grievances shall be made available, duplicated and distributed by the 

Union.  Forms will be found in Appendix X of this agreement and may be obtained from the Public 
Forms folder on the Public ACBDD network drive, Director of Human Resources, building 
representatives, Chairperson of the Union Grievance Committee, and the President of the Union. 

5. No grievant may be represented in the grievance procedure by any organization other than the 
Union. 

 
ARTICLE 19:  ABSENCE 

A. Time Off for Union Activities:  The Employer agrees to grant the necessary and reasonable time 
off, without discrimination or loss of seniority rights and without pay, to any employee designated 
by the Union to attend a labor convention or serve in any capacity on other official Union business, 
provided forty-eight (48) hours’ written notice is given to the Employer by the Union, specifying 
the length of time off.  The Union agrees that in making its request for time off for Union activities, 
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due consideration shall be given to the number of persons affected in order that there shall be no 
disruption of the Employer’s operation due to lack of available employees. 
 

B. Leave of Absence:  Any employee desiring leave of absence from his employment shall secure 
written permission from both the Union and Employer. The maximum leave of absence shall be for 
thirty (30) days and may be extended for like periods. Permission for the same must be secured from 
both the Union and Employer.  During the period of absence, the employee shall not engage in 
gainful employment in the same industry. Failure to comply with this provision shall result in the 
complete loss of seniority rights for the employees involved. Inability to work because of proven 
sickness or injury while on leave of absence shall not result in the loss of seniority rights. 
 

C. Alcohol and Drug Use 
1. Illegal Drugs and Intoxication:  When the Employer has reason to believe that an employee 

is intoxicated, that employee shall be requested (in the presence of a Union Shop Steward, if 
available) to go to a medical clinic to undergo a urine specimen collection and a breath 
alcohol analysis.  The Employer’s testing procedure shall be a method approved by the Union.  
A refusal to give both specimens shall constitute a presumption of intoxication and shall 
constitute the basis of discharge without receipt of a prior warning. 

2. Leave of Absence – Alcohol and Drug Use:   An employee shall be permitted to take a 
leave of absence for the purpose of undergoing treatment pursuant to an approved program 
for alcoholism or drug use. The leave of absence must be requested prior to the commission 
of any act subject to disciplinary action. 

The Employer shall give random testing notice to an employee of the Employer’s intention 
to request a test for drug use during a DOT physical examination. 

3. Return from Leave of Absence – Testing:  Employees requesting to return to work from a 
leave of absence for drug use shall be required to be tested as set forth in subsection A of 
this Section. Failure to take the test to meet the approved standards shall be cause for 
discharge without prior warning letter. 

4. Laboratory Testing Methodology:  Testing Methodology will comply with DOT regulations 
49CFR Part 40. The parties agree if new federally mandated changes are brought about, they 
too will become part of this Agreement. 

5. The provisions of this Section shall not apply to probationary employees. 
 

D. Random Testing Policy Compensable Time:  The following policy has been approved by the 
Union in response to the requirements of the Department of Transportation as those requirements 
relate to Random Testing, FMCSR §391.109. 

Rule No. 1: Where an employee is notified by the Employer to submit to Random Testing 
under DOT Guidelines, the employee shall be compensated for actual time spent at the collection 
site not to exceed one (1) hour.  In cases where actual time spent exceeds one (1) hour through no 
fault of the employee, such situations shall be subject to the grievance procedure. 
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The Employer shall have the right to establish controls to monitor time spent at the collection site. 

It is also recognized that the Employer shall have the right to discipline employees for dishonesty if 
time spent at the collection site is abused. Such discipline shall be subject to the grievance 
procedure. 

The procedures identified in this Rule No. 1 shall apply when the Employer notifies the employee to 
submit to Random Testing either prior to the start of a shift or tour of duty; or after the employee 
completes a route of duty or ends a shift. 

Rule No. 2:  Where an employee is notified by the Employer to submit to Random Testing 
under DOT Guidelines during periods other than those identified in Rule No. 1, then all time spent 
shall be compensable to the employee including travel time to and from the collection site. 

Compensable time under this Rule No. 2 shall also include time spent where the employee is 
required to submit to Random testing during periods the employee is in “on duty” status. 

E. FMLA:  When an employee is taking leave to which he/she is entitled under the provisions of the 
Family and Medical Leave Act (FMLA), he/she shall not be required by the Employer to substitute 
any paid leave earned under this Agreement for unpaid leave without his/her consent when the 
employee can show good cause. During FMLA leave, the Company will maintain the employee’s 
health coverage on the same terms as if the employee had continued to work. Leave can be taken 
intermittently. 
 

F. Military Leave:  Employees in service in the uniformed services of the United States, as defined by 
the provisions of the Uniform Services Employment and Reemployments Rights Act (USERRA), Title 
38, U.S. Code, Chapter 43, shall be granted all rights and privileges provided by USERRA and/or other 
applicable state and federal laws. This shall include continuation of health coverage as provided by 
USERRA, and retirement contributions for the employee’s period of service, as provided by USERRA. 
Employees shall be subject to all obligations contained in the USERRA which must be satisfied for 
the employees to be covered by the statute. Employees on USERRA shall continue to accrue vacation 
to be used upon return. 

Employees shall be granted leaves of absence up to thirty-one (31) days or a maximum of one 
hundred seventy-six (176) hours paid leave within one calendar year with pay for military training in 
the Guard or Reserve in accordance with the Ohio Revised Code without sacrifice of vacation time. 

G. Leave Without Pay:  Employees covered by this Agreement may be granted a personal leave of 
absence for a maximum duration of two (2) years upon recommendation of the Superintendent.  
This leave shall exclude issues covered under FMLA.  Upon completion of such leave the employee 
is to be returned to the position formerly occupied or to a similar position.  Such employee may 
return to work before the scheduled expiration of leave.  Leave without pay cannot be utilized until 
such time as all other forms legally available have been exhausted including vacation, sick and paid 
personal leave. 
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H. Americans with Disabilities Act & Reasonable Accommodation:  The Employer shall comply with 

the Americans with Disabilities Act.  
 

ARTICLE 20:  PROGRAM CLOSING AND DELAYS 

A. Cancellation of programs or closing of facilities due to calamity will be governed by the following 
provisions, which have been revised due to the termination of excused days by the State. 
1. Closing for days beyond the hours authorized by the State of Ohio for instructional hours will be 

made up as required by the Employer. Employees will suffer no loss of their regular 
compensation during their regular scheduled hours of work, within scheduled hours of 
instruction. 

a. A Calamity day is when the total program is closed, cancelling a division of the Agency 
such as the Beacon School does not constitute a calamity day for purposes of this 
Article. 

2. Instances of severe weather conditions, when a program and/or facility is closed, those unit 
members who are required to work and are unable to report for work or who report after their 
regularly scheduled starting time (in no event later than 10:00 a.m.), unless approved by the 
Superintendent, shall be permitted to use sick leave time (when criteria for use of sick leave is 
met), personal leave time, vacation time or leave without pay to account for the time missed 
from work. If an emergency has been declared that prevents employees from traveling on the 
roads (Level 3 declared by County Sheriff’s Office), then employees will not be required to report 
to work until the emergency conditions have expired. If the emergency conditions continue 
throughout an employee’s scheduled work hours, then the employee will be paid for a calamity 
day, up to a maximum of five days in a school year. If the emergency conditions expire during 
the course of the first half of an employee’s scheduled work day, then the employee will be 
expected to report to work at that time, but will be paid for a portion of a calamity day for the 
time period the emergency conditions existed.  

3. The Employer will attempt to make a determination on the closing of a program or facility as 
early as possible. 

4. Employees are responsible for listening to the designated radio stations or enrolling in the 
automated notice system to learn of “calamity day” status. 

5. Employees who are required to work when there is a “calamity day” shall receive 1 additional 
day of personal leave for each occurrence. 

ARTICLE 21:  VACATIONS 

A. Twelve-month employees who have completed one year who work at least  20 hours per week shall 
earn paid vacation leave to be used during the year after it is earned. Vacation time will be credited 
based on the following rate of accumulation: 

• Less than 8 years of service - 2 weeks per year 
• After 8 years of service - 3 weeks per year  
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• After 15 years of service - 4 weeks per year  
• After 25 years of service - 5 weeks per year 

B. All other employees scheduled at least one hundred eighty (180) days but less than 260 days shall 
earn paid vacation leave based on hours worked at an accumulation rate of 0.03846 hours for every 
hour worked.  (One week of which shall be used during a time approved by the employer i.e. Spring 
or Christmas break.)  In addition, those scheduled to work more than 180 days but less than 260 
days and have more than 8 years of service with the ACBDD shall receive a lump sum deposit of 5 
hours of vacation time on the contract anniversary date each year. 

C. No employee will be entitled to use vacation leave during his/her first year of employment, whether 
or not the employee has completed his/her probationary period.  If an employee has not completed 
his/her probationary period by the end of his/her first year of employment, the employee shall not 
be entitled to use vacation leave under any circumstances until he or she has completed the 
probationary period.  Upon successful completion of the probationary period, the employee will be 
credited with vacation leave computed from the original date of hire into a bargaining unit position. 

D. Vacation pay shall be calculated by multiplying the number of vacation days by the number of hours 
for which the employee is normally scheduled to work and then by the employee’s straight-time 
hourly rate at the time vacation is taken. 

E. Employees may carry over with permission unused vacation leave into a subsequent year for no 
more than three (3) years. 

F. Vacation requests must be submitted to the Transportation Supervisor in writing at least fourteen 
(14) calendar days before the first day of the proposed vacation, except in emergency or extenuating 
circumstances, when an employee may submit a vacation request 1 to 13 days before the first day 
of proposed vacation. Regardless of how much notice is given, vacation may only be taken if 
approved by the Employer. 

G. The Employer reserves the right to limit the number of employees who may take vacation at any 
particular time. 

H. Vacation time shall not accrue based on the accumulation of paid overtime. 
I. Earned leave balances based on the most available information shall be included in the employee 

paychecks. 
J. Vacation leave shall be charged in quarter (¼) hour increments. 

ARTICLE 22:  PERSONAL LEAVE  

A. Each 180-day employee shall be entitled to three (3) days of unrestricted paid personal leave each 
calendar year, which shall be pro-rated for employees hired after the first of the year.  Employees 
working two hundred sixty (260) days or more shall be entitled to five (5) days of unrestricted paid 
personal leave each calendar year, which shall be pro-rated for employees hired after the first of 
the year.  It is the intent of personal leave to give employees extra days they need for emergencies 
and personal obligations not covered by other leave.   

B. Personal leave shall be requested on the approved form and requires written approval of the 
Transportation Supervisor.  Personal leave must be requested at least three (3) work days in 
advance, unless it is an emergency situation.  In an emergency situation, the employee must advise 
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the Transportation Supervisor of the nature of the emergency.  If the employee reminds the 
supervisor of the request within two work days of the request and does not receive approval, the 
request shall be considered approved, unless the request has been denied in writing.  

C. In an emergency situation, the employee must submit the leave request form no later than the 
next working day to be paid for the personal leave.  

D. No more than one (1) employee in each classification can be on personal leave on any one day (to 
be determined on a first-come, first-serve basis).  

E. Paid personal leave may only be used during the calendar year in which it is granted. Unused 
personal leave will paid in accordance with Article 27, Leave Conversion. 

F. To use personal leave, an employee must be in active pay status and scheduled to work that day. 
G. A personal day earned shall be equivalent in hours to the employee’s normally scheduled work day. 

 
ARTICLE 23:  HOLIDAYS 

A. Full time and part time employees are eligible for the following holidays at their regular per diem 
rate:  

New Year's Day Labor Day 
Martin Luther King Day Indigenous People’s (aka Columbus) Day* 
President’s Day Veteran’s Day* 
Memorial Day Thanksgiving Day 
Juneteenth Day Christmas Day 
Independence Day (July 4th)  *Designated floating holiday 

 
B. In addition, the Board will extend the observance of the Christmas holiday as follows: 

If December 25th falls on…. ACBDD offices will also be closed on… 
Monday Tuesday, December 26th 
Tuesday Monday, December 24th 

Wednesday Tuesday, December 24th 
Thursday Friday, December 26th 

Friday Thursday, December 24th 

December 31st program is closed. 

 
C. Aside from this, if a holiday falls on Sunday, it will generally be observed on the following Monday; 

if it falls on Saturday, it will generally be observed on the preceding Friday. 
D. In order to be compensated for holidays, an employee must be regularly scheduled to work and 

must actually work all scheduled hours on the Beacon School workday immediately before and 
immediately after the holiday, unless the employee is on approved vacation leave or sick leave.  As 
an exception to this rule, those working on the academic schedule will be eligible for Christmas Day, 
Indigenous People’s Day, and New Years Day holiday pay if they are in active pay status for all 
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scheduled hours the last day before the winter break begins and the first day after the winter break 
ends. 

E. If a holiday occurs while an employee is on vacation or sick leave, a vacation or sick day will not be 
charged against his or her vacation leave or sick leave. 

F. If an employee is in a non-pay status the entire day before or after a holiday, she or he will not be 
paid for the holiday. 

G. An employee who actually works as required, with prior approval of the Superintendent or 
designee, on days of observance of the recognized legal holidays shall receive his/her regular rate 
of pay for the holiday and compensated at one and one half (1 ½) times that rate of pay for all hours 
worked on the holiday (i.e. two and one half (2 ½) times the regular rate of pay for the first 8 hours 
worked on a holiday).  

ARTICLE 24:  SICK LEAVE 

A. Sick leave may be requested for the following reasons: 
1. Personal illness, injury, pregnancy, childbirth, and/or related medical conditions, or exposure to 

contagious disease, which could be communicated to others. 
2. Illness, injury or death of a member of the employee’s immediate family. 
3. Medical, dental, or optical examinations or treatment of the employee or a member of his or 

his immediate family. 
4. For purposes of this provision, immediate family is defined as: mother, father, brother, sister, 

child, spouse, or person who stands in place of spouse as significant other, grandparent, 
grandchild, mother-in-law, father-in-law, sister-in- law, brother-in-law, daughter-in-law, son-in-
law, legal guardian, or other person who stands in the place of parent. 

B. It is the responsibility of each employee to report any anticipated absence as soon as possible to the 
Transportation Supervisor or, in the absence of the Transportation Supervisor, to the Superintendent 
or designee.  Vehicle Operators must call the Transportation Supervisor no later than 9:00 p.m. the 
night before their absence or, if the employee wakes up sick, no later than 5:00 a.m. on the day of 
their absence for a morning route and no later than 12:00 p.m. (Noon) on the day of their absence 
for an afternoon route.  All other employees must call the Transportation Supervisor no later than 
9:00 p.m. the night before their absence or, if the employee wakes up sick, no later than one hour 
before their scheduled starting time on the day of their absence.  An employee is required to notify 
the Transportation Supervisor or designee of his/her absence and the reason within the required 
time and to complete the required leave request form, as set forth in the Board Personnel Manual.  
If an employee has prior knowledge of a medical appointment, he/she must submit an application 
for use of sick leave as far in advance as possible.  All notifications will be made by direct 
communication between the employee and the designated person.  Voice and text messages are not 
acceptable.  It is the employee’s responsibility to maintain correct phone numbers and designated 
contacts.  

C. The Employer maintains the right to investigate any employee’s absence, to require a physician’s 
written certification of the nature of any illness of an employee and/or to require a fitness-for-duty 
examination by a physician appointed by the Board at Board expense. 
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D. For each completed eighty (80) hours of service in active pay status, an employee shall earn 4.9 hours 
of paid sick leave. For the purposes of this Article, active pay status is defined as hours worked, hours 
on paid vacation leave, hours on holiday leave, hours on paid sick leave and other compensated time 
off.  The amount of sick leave time one employee may accrue is unlimited. 

E. To utilize sick leave, the employee must be scheduled to work that day. 
F. Employees shall schedule medical appointments for themselves and members of their immediate 

family after regular working hours whenever possible. 
G. Vacation or personal leave shall be used for sick leave purposes after paid sick leave is exhausted. 
H. An employee who fraudulently obtains sick leave or falsifies sick leave records shall be subject to 

appropriate disciplinary action, up to and including dismissal. 
I. Medical verification of illness from a physician shall be required for every absence for illness of more 

than three consecutive days. Alteration of a physician’s certificate and/or falsification of a sick leave 
usage form shall be grounds for immediate dismissal. 

J. Employees who transfer between county departments or agencies, or from another public agency, 
or who are reappointed or reinstated, will be credited with the unused balance of accumulated sick 
leave, provided that such re-employment takes place within ten (10) years of the date on which the 
employee was last terminated from public service. It is the employee’s responsibility to request that 
sick leave from prior service be transferred and to provide documentation concerning the balance 
to be transferred. 

K. The Employer may discipline employees for abuse of or an established pattern of use of sick leave. 
Abuse may be defined as the use of sick leave for reasons other than those listed in Section (A) of 
this provision. The Employer may also use other non-disciplinary methods to control an employee’s 
excessive sick leave usage, including, but not limited to, the following: requiring an employee to 
meet with his/her supervisor after each absence; requiring an employee to bring a doctor’s 
statement justifying the use of sick leave for each absence; and requiring doctor’s appointments to 
be scheduled outside of the work day. 

L. SICK LEAVE DONATION (as per current Board Policy) 

ARTICLE 25:  FUNERAL LEAVE 

A. An employee who is absent from work in order to attend the funeral of the employee’s father, 
mother, step parents, spouse, child, brother, sister, mother-in-law, father-in-law, brother-in-law, 
sister-in-law, grandparents, spouses’ grandparents, grandparents-in-law or grandchildren, will 
receive pay for time lost from work, not to exceed three (3) consecutive work days, guaranteed pay 
for each day at his/her regular straight time rate.  Consecutive work day is understood to mean 
three (3) regular scheduled work days in a row, regardless of regular days off.  Funeral pay will not 
exceed one (1) days after the funeral for the employee, and the employee must provide the Board 
with satisfactory proof of the death of a relative and his/her attendance at the funeral, if requested 
by the Board.   

B. In the event of a death of a person covered under article, the Board will grant the employee up to 
an additional five (5) days off with pay from unused vacation or personal days in addition to the 
funeral leave allowed in this Article.  In the event of the death of a relative who is not a member of 
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the immediate family (as defined herein), the employee will be granted one (1) day of bereavement 
leave without pay. 

C. The relatives designated shall include brothers and sisters having one parent in common; and those 
relationships generally called “step” providing persons in such relationship have lived with or have 
been raised in the family home and have continued an active family relationship. 

 
ARTICLE 26:  JURY DUTY AND OTHER COURT LEAVE 

A. Court leave with pay shall be granted to employees summoned for jury duty, during regularly 
scheduled work hours, by a federal, state, or local court. In cases where the employee’s absence 
will create a hardship on the Agency or jeopardize the safety of students or clients, the employee 
will be requested to ask to be excused from jury duty. 

B. Court leave with pay shall be granted to employees subpoenaed to appear before any court or 
other body authorized by law to require attendance of witnesses, during regularly scheduled work 
hours, where the employee is not a party to the action, if the appearance is job-related. 

C. An employee who is the appellant in an action before the State Personnel Board of Review, or the 
claimant before the Bureau of Worker’s Compensation for a Board- related claim, and who is in 
active pay status at the time of a scheduled hearing or examination in the employee’s case, shall 
be granted court leave with pay for purposes of attending such hearing or examination during 
normal working hours. 

D. Any compensation or reimbursement received by the employee related to jury duty or for court 
attendance, compelled by subpoena, must be submitted to the Fiscal Officer, when such duty was 
performed during regularly scheduled work hours. Employees will be paid their regular rate of pay 
for time spent on jury duty or court attendance during regularly scheduled work hours upon 
presentation of verification and any compensation/reimbursement to the Fiscal Officer. 

E. An employee who is appearing before a court or other body authorized by law to require 
attendance of witnesses in a case in which he/she is a party to the action, except as noted herein, 
may request vacation time, personal leave, or leave without pay for that purpose.  Such instances 
would include, but not limited to, criminal or civil cases, traffic court, divorce proceedings, custody 
proceedings, or appearing as directed as a parent or guardian of juveniles. 

F. The employee should provide the Transportation Supervisor with two weeks’ notice whenever 
possible. 

G. Jury duty and other court leave may only be used for regularly scheduled work time the employee 
actually spends at court and travel to and from the courthouse.  When the employee is released 
from court prior to start of their shift or with more than 1 hour left on their shift, the employee 
must return to work to complete any regularly scheduled work hours that day except in the case of 
a vehicle operator whose last run of the day has already begun or in the case of any other 
classification if the employee has only one (1) hour or less remaining in his/her shift. 

 
ARTICLE 27:  LEAVE CONVERSION 
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A. All employees covered by this Agreement that have worked at least twenty-four (24) consecutive 
months for the Employer shall be entitled to leave conversion.  The maximum amount of converted 
sick leave, vacation or personal leave that can be considered earnable salary is the amount the 
employee earns in one calendar year, less any amounts taken during the calendar year.  

B. Any employee who has an accumulated balance of thirty (30) days sick leave may convert the 
balance of the sick leave earned in the calendar year less any leave used during the calendar year at 
50%. 

C. Employees may convert any unused personal leave for the calendar year at 50% of his/her current 
rate of pay. Unused personal leave balances do not carry over and will be lost if not used or 
converted.  The employee may convert unused personal leave to sick leave on an hour for hour basis. 

D. Eligible employees may request vacation leave conversion at any time in the calendar year up to the 
amount of their annual accrual. The conversion amount will be paid at 100% of the value of the 
vacation leave computed at his/her rate of pay at the time the request is made, less any applicable 
taxes. 

E. Leave conversion payments will be received in the employee’s paychecks within thirty (30) days of 
the request and accrued leave balances will be adjusted accordingly. 

ARTICLE 28:  UNIFORMS 
The Employer agrees that if the employee is required to wear any kind of uniforms, safety equipment, 
steel-toed work boots, etc., as a condition of his/her continued employment, such shall be furnished 
and maintained by the Employer, free of charge, at the standard required by the Employer.  The 
Employer has the right to establish and maintain reasonable standards for wearing apparel and personal 
grooming.  The Employer will also pay the full cost of one pair of prescription safety glasses every two 
(2) years for the mechanics who need them.  

ARTICLE 29:  SAFETY 
 
A. Protective clothing including but not limited to gloves and masks shall be furnished for all drivers. It 

is the employee’s responsibility to report to work with all required equipment and to wear and use 
same in the performance of his/her job.  Failure to do so when required shall be subject to 
discipline. 

B. In the event an employee’s clothing is destroyed or damaged beyond repair through no fault of 
his/her own, or in a wreck or fire, the Employer agrees to reimburse the employee for full loss 
sustained. 

C. The Employer will comply with the standards in the Public Employment Risk Reduction Program 
(ORC 4167). 

 
ARTICLE 30:  WORKERS COMPENSATION CLAIMS 

A. The Employer agrees to cooperate toward the prompt disposition of employee on-the-job injury 
claims when such claims are due and owing as required by law. The Employer shall provide Worker’s 
Compensation protection for all employees.  
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B. An employee who is injured on the job and is sent home, or to a hospital, or who must obtain medical 
attention, shall receive pay at the applicable hourly rate for actual hours worked or for the daily 
minimum guarantee for that day, whichever is greater. 

C. If medical necessity requires employee to be absent, employees may use paid sick leave or vacation 
leave at the employee’s choice up to seven (7) days injury leave at his/her regular straight time rate 
(number of hours per day), or until workers’ compensation pay begins. 

D. The Employer agrees to provide any employee injured locally, transportation at the time of injury 
from the job to the medical facility and return to the job, or to his/her home if required. 

 
ARTICLE 31:  DEFECTIVE EQUIPMENT AND DANGEROUS CONDITIONS OF WORK 

A. The Employer shall not require employees to take out on the streets or highways any vehicle that is 
not in safe operating condition. It shall not be a violation of this Agreement where employees refuse 
to operate such equipment unless such refusal is unjustified. All equipment which is refused because 
not mechanically sound or properly equipped, shall be appropriately tagged so that it cannot be used 
by other drivers until the mechanics have addressed the complaint.  

B. Under no circumstances will an employee be required or assigned to engage in any activity involving 
dangerous conditions of work or danger to a person or property or in violation of any applicable 
statute or court order, or in violation of a Government regulation relating to safety of person or 
equipment. 

C. Employees shall immediately, or at the end of their shifts, report all defects of equipment.  Such 
reports shall be made on suitable form furnished by the Employer and may be made in multiple 
copies, one copy to be retained by the employee.  Such reports shall be made out on Board time. 
The Employer shall not ask or require any employee to take out equipment that has been reported 
by any other employee as being in an unsafe operating condition until same has been approved, in 
writing, as being safe by the mechanics or a qualified representative of the Employer. 

ARTICLE 32:  HOURS OF WORK AND OVERTIME  

A. The Employee is responsible for working all their scheduled hours.  The Employer necessarily 
retains the right to require employees to work more than their regularly scheduled hours, including 
more than forty (40) hours in a work week and/or more than eight (8) hours in a day as it determined 
the needs of the Agency may require.  However, each employee will be paid at the rate of one and 
one-half (1-1/2) times his/her regular straight-time hourly rate for all hours worked in excess of forty 
(40) hours in any one work week.  Overtime must be authorized in advance by the Employer.  For 
purposes of calculating, the work week begins at 12:01 a.m. on Saturday and ends at midnight the 
following Friday. 

B. Payment of overtime and/or premium rates shall not be duplicated or pyramided for the same hours 
worked, and under no circumstances shall more than one basis of calculating overtime and/or 
premium pay be used for the same hours. For purposes of computing overtime pay, holidays, 
vacation, personal leave, sick leave and compensatory time taken shall not be treated as hours 
worked. 
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Employees who are currently receiving compensatory time in lieu of overtime pay may continue to 
do so.  Any change of an employee’s choice to stop receiving compensatory time in lieu of overtime 
pay shall be given to the employer no more than once every month. 

C. Each full time employee who works five (5) continuous hours in a work day shall be entitled to one 
(1) thirty (30) minute meal period each workday.  The meal break will be taken at a time set by the 
employee’s supervisor. 

Employees will not be permitted to work through a meal period in exchange for arriving at work late 
or leaving early, unless expressly authorized by their supervisor. 

D. The Superintendent reserves the right to temporarily assign bargaining unit work to supervisors, 
temporary, casual, intermittent or seasonal employees, or to others outside the bargaining unit to 
deal with work overloads, employee absences, promotional probationary periods, emergency 
situations where no qualified employee is readily available, or in other similar circumstances. 

E. No such temporary assignments shall exceed eighty-five (85) working days.  The employees shall be 
assigned to the appropriate bargaining unit classification and wage scale and will receive all other 
rights and benefits conferred to bargaining unit employees under this Agreement.  Said appointment 
will be on an interim basis until such time as the original employee returns to assume his/her former 
position.  In this event, the Superintendent will lay off the interim employee.  This layoff shall not be 
subject to the provision of the Article on Layoff and Recall (Reduction in Force).  Temporary 
Assignments to fill-in for approved bargaining unit members’ leaves of absence may exceed eighty-
five (85) working days. 

F. Should the original employee not return, the position shall be posted and filled in accordance with 
Article on Vacancies. 

ARTICLE 33:  PAID FOR TIME 

A. All employees covered by this Agreement shall be paid for all time spent in the service of the 
Employer. Rates of pay provided for by this Agreement shall be minimums.  Time shall be computed 
from the time that the employee is ordered to report for work and registers in and until the time 
he/she is effectively released from duty.  

B. Call In Time - Employees called to work shall be allowed sufficient time, without pay, to get to the 
garage or work site, and shall draw full pay from the time they report to work.  If not put to work, 
employees shall be guaranteed two (2) hours pay at the hourly rate specified in this Agreement.  If 
an employee is put to work, the employee shall be guaranteed three (3) hours pay. 

C. On breakdown or impassable highways, inclement weather delays, or hazardous road conditions,  
drivers shall be paid the minimum hourly rate for all time spent on such delays, commencing with 
the first hour or fraction thereof, but not to exceed more than eight (8) hours out of each twenty-
four (24) hour period, except when that employee is required to remain with his/her equipment 
during such breakdown or impassable highway, he/she shall be paid for all such delay time at the 
rate specified in this Agreement. 
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Where an employee is held longer than an eight (8) hour period, he/she may in addition be furnished 
clean, comfortable, sanitary lodging, plus meals.  

ARTICLE 34:  WAGES  

A. Teamsters Local Union No. 637 and the Athens County Board of Developmental Disabilities agree to 
the following terms for the 2021 negotiations for Article on Wages.  All new employees covered by 
this Agreement shall be paid on an hourly rate, which shall be considered the minimum rate, as 
follows: 

POSITION Pay Range Entry level 
Minimum Rate 

Vehicle/Facility Mechanic $20.00 

Facility/Vehicle Mechanic $20.00 

*Vehicle Operator I/III $15.00 

Lead Custodial Worker $14.00 

Vehicle Op 1/Facilities Mnt Wkr $12.50 

Facility/Transportation Aide Trainee $12.50 

Vehicle Operator 1 (Van Driver) $12.50 

Custodial Worker $11.50 

Assistant Custodial Worker $9.50 

*Individuals driving an 84 passenger transit bus shall receive an additional $1.00 per hour. 

The Employer reserves the right to hire new employees above the minimum rates. 

B. Effective September 1, 2021, all employees shall receive an hourly increase of 2.5%. Additionally, the 
Custodial Worker and Lead Custodial Worker will receive a one-time base pay market adjustment 
increase of $1.00 per hour. 

Effective September 1, 2022, the bargaining unit members shall receive a 2.5% pay increase to their 
current rate of pay.  

Effective September 1, 2023, the bargaining unit members shall receive a 2.5% pay increase to their 
current rate of pay. 

C. If at the successful completion of a new employee probationary period, after consulting with other 
facility/transportation employees, the Facility/Transportation Director may determine the new hire 
employee should be placed at a higher rate of pay.  The Facility/Transportation Director may 
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recommend that the ACBDD consider placing the new hire employee at a higher rate of pay as 
recommended by the Facility/Transportation Director. 

D. All work performed on Sundays shall be paid at two times the employee’s hourly rate. 

E. When shortages occur in custodial classifications, employees in other classifications will be 
considered to fill the shifts on a voluntary basis. 

ARTICLE 35:  OPERS/SALARY REDUCTION PLAN 

A. The Board shall contribute to the Ohio Public Employees Retirement System (OPERS) in addition to 
the Board’s required employer contribution, an amount equal to each employee’s contribution in 
lieu of payment to such employee. The amount contributed by the Board on behalf of the 
employee shall be treated as a mandatory salary reduction from the contract salary otherwise 
payable to such employees.  

B. The total annual salary for each employee shall be the salary otherwise payable under their 
contracts.  The total annual salary shall be payable by the Board in two (2) parts: (1) deferred 
salary; and (2) cash salary.  An employee’s deferred salary shall be equal to that percentage paid by 
an employee’s contribution; the salary reduction shall be paid by the Board to OPERS on behalf of 
said employee as a salary reduction of the OPERS employee contribution, otherwise payable to the 
employee.  An employee’s cash salary shall be equal to said employee’s total annual salary less the 
amount of the salary reduction for said employee and shall be payable, subject to applicable 
payroll deductions, to said employee.  

C. The Board’s total combined expenditures for employee’s total annual salaries otherwise payable 
under the contracts (including salary reduction amounts) and its employer contributions to OPERS 
shall not be greater than the amount it would have paid for those items had this provision not been 
in effect.  

D. The Employer shall compute and remit its employer contributions to OPERS based upon the total 
annual salary, including the salary reduction.  The Employer shall report for federal and Ohio 
income tax purposes as an employee’s gross income said employee’s total annual salary less the 
amount of the salary reduction.  The Employer shall report for municipal income tax purposes as an 
employee’s gross income said employee’s total annual salary, including the amount of the salary 
reduction.  The Employer shall compute income tax withholding based upon gross income as 
reported to respective tax authorities.  

E. The salary reduction shall be included in the employee’s total annual salary for the purpose of 
computing daily rate of pay, for determining salary adjustments to be made due to absence, or for 
any other similar purposes.  

F. The salary reduction shall be a uniform percent for all employees, and it shall apply to all payroll 
payments made after the effective date of this provision and shall not be at the individual 
employee’s option.  

G. The current taxation or deferred taxation of the salary reduction is determined solely by the 
Internal Revenue Service (IRS), and compliance with this section does not guarantee that the tax on 
the salary reduction will be deferred. If the IRS or other governmental entity declares the salary 
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reduction not to be tax deferred, this section shall be null and void and the OPERS contribution 
procedure in place prior to the effective date of this provision shall be in effect. 

ARTICLE 36:  PAY PERIOD 

A. All regular employees covered by this Agreement shall be paid in full each pay period. Not more than 
fourteen (14) days shall be held on an employee.  Each employee shall be provided with a statement 
of gross earnings and an itemized statement of all deductions made for any purpose on behalf of the 
employee. 

The pay period will begin at 12:01 a.m. Sat, and end Friday at midnight. 

B. All pay shortages will be corrected in seven (7) days to allow the employee to be paid on the next 
scheduled pay period.  

ARTICLE 37:  SEVERANCE PAY 

A. Severance pay shall be a one-time, lump sum payment to eligible employees according to the 
following provisions: 

1. Eligibility:  An employee’s eligibility for severance pay shall be determined as of the final date 
of employment.  The criteria are: 

a. The employee retires from employment with the Board pursuant to OPERS regulations. 
b. The employee must, within one hundred twenty (120) days of last day of employment with 

the Board, prove acceptance into the retirement system by having received his/her first 
retirement payment. 

c. The employee must sign for the severance check certifying that the eligibility criteria have 
been met. 

d. At the time of retirement, the employee must be a full-time employee with ten (10) or 
more years’ service with the Board. 

 
2. Benefit Calculation:  The amount of the severance benefit due an employee shall be calculated 

by: 
a. Multiplying the employee’s accrued but unused sick leave by: 

•  twenty-five per cent (25%) for employees with more than ten (10) and less than fifteen 
(15) years of service with the Board, 

• thirty per cent (30%)  for employees with more than fifteen (15) years and less than 
twenty (20) years of service with the Board, 

• forty per cent (40%) for employees with more than twenty (20) years of service with the 
Board. 

b. Multiplying the product times the employee’s per diem rate of pay at the time of 
retirement. 

c. The amount of the benefit calculated in steps a and b shall not exceed the value of: 
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• sixty (60) days accrued but unused sick leave for employees with more than ten (10) and 
less than fifteen (15) years of service with the Board,  

• seventy-five (75) days accrued but unused sick leave for employees with fifteen (15) and 
less than twenty (20) years of service with the Board, 

• ninety-six (96) days accrued but unused sick leave for employees with more than twenty 
(20) years of service with the Board.  
 

B. Receipt of payment for accrued but unused sick leave shall eliminate all sick leave credit accrued by 
the employee. 

 
ARTICLE 38:  INSURANCE 

A. For those employees that choose insurance coverage, the Employer shall provide a hospitalization 
and major medical health insurance plan(s), a vision insurance plan, a dental insurance plan(s), a 
prescription drug plan(s), and a group term life insurance plan(s).  The Board has the right to 
choose all insurance carriers so long as the coverage is comparable to the present coverage. 
 

B. For those who choose insurance coverage, the Employer shall pay 100% of the premiums for vision 
and dental insurance regardless of the type of plan chosen (single, employee/spouse, 
employee/child, or family).  The Employer shall also pay the full cost of group term life insurance in 
the amount of $50,000 coverage for all full-time employees. 

The Employer shall offer health insurance coverage in the form of an HRA plan.  The employees 
earning $40,000 or more annually shall pay 15% of the total premium for single coverage and 20% 
for employee/spouse, employee/child or family coverage.  Employees earning less than $40,000 
shall pay 10% for single coverage, and 15% for family or employee/spouse coverage The premium 
is for hospitalization, major medical health insurance and prescription drug plans. 

C. Employees scheduled to work less than 25 hours per week shall not be eligible for the benefits 
described in this Article. 
 

D. The Employer shall request that the county auditor’s office continue to maintain a Section 125 Plan 
(insurance premiums only – not a cafeteria plan). 
 

E. An employee on unpaid leave of absence shall continue to be carried on payroll records for 
insurance purposes, but the employee shall be responsible for payment of 100% of his/her 
insurance premiums for the specified time of the leave, except as may be otherwise provided 
under Board policies or Articles in this Agreement for an employee on Family and Medical Leave.  
The employee taking unpaid leave shall choose either to pay the amount of the first month’s 
insurance premiums directly to the Board prior to the commencement of unpaid leave and directly 
to the Board prior to the beginning of the month for each subsequent month that the employee is 
on leave, or to authorize that the premiums be payroll deducted from the employee’s paycheck. 
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F. Employees shall be responsible for notifying the Personnel Office of changes in dependent or 

covered persons as soon as such change occurs.  If an employee fails to notify the Personnel Office 
as soon as the change occurs, the employee shall reimburse the Board for all premiums paid for 
ineligible persons. 
 

G. The employer has an established Insurance Committee to study various plans and make 
recommendation to the Board for the health insurance for all employees.  Local 637 shall have 
representation to this committee with two members from Local 637.  The Committee shall make 
recommendations to the Board concerning premiums, plan features and coverage, and plan design.  
Representatives are expected to discuss the proposals of the Insurance Committee with Local 637 
membership and provide feedback. 

If adopted by the other Collective Bargaining Units of the ACBDD, the Insurance Committee will be 
modified to contain 5 members (one member each from:  ABEA, PGO, Teamsters, ACBDD and a 
non-bargaining employee).  The committee members will have voting rights to modify and accept 
different policies and plans on behalf of the group.  The selection will then be presented to the 
ACBDD for approval or rejection.  If adopted, the previous language in G will be null and void. 

H. During the duration of this contract, if any other ACBDD employee or employee group receives an 
employer-paid premium and/or deductible percentage that differs from those in this contract, 
Management and Union agree to enter into a negotiations re-opener to negotiate regarding the 
employer-paid premium and/or deductible percentage. 

 
ARTICLE 39: SUBCONTRACTING 
 
A. The Employer may determine it is necessary to subcontract with independent vendor(s) in order to 

maintain the flexibility to provide continuous services to meet the needs of consumers and address 
the mandates required by state and federal statutes while operating as effectively as possible, 
given the availability of funds and the needs of the workforce. 

 
B. If the Employer determines it is necessary to subcontract with an outside vendor, the employees 

working under the related job classification(s) shall be provided with an opportunity to offer input. 
 
C. It is understood that the Employer has the right to determine whether to subcontract with an 

independent contractor, except when doing so would lead to a reduction in the hours and/or 
wages of a particular bargaining unit classification or be used to permanently avoid employing a 
sufficient number of employees to handle increases in the number of consumers. 

 
D. Subcontracting occurs when the Employer contracts for services with independent vendor(s) to 

perform some or all of the core duties related to a Teamster classification as listed in the Wages 
Article. 
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ARTICLE 40:  MISCELLANEOUS 

A. All employees shall have a right of reasonable inspection of his/her personnel file. Inspections shall 
not take place during the employee’s scheduled work time. The employee shall have the right to add 
rebuttal on any material in his file that he deems incorrect or incomplete.  The following documents 
will not be made available for a public record request: medical records, records pertaining to 
adoption, probation or parole proceedings; confidential law enforcement investigatory records; 
records of which the release is prohibited by State and Federal Law; drug testing results; social 
security number. When an employee’ personnel file has been requested by a member of the public, 
the employee shall be notified within three (3) days of the request prior to the review. 

B. All employees authorized by the Board upon the Superintendent’s recommendation will be 
reimbursed for mileage, lodging, and meals at the Board approved reimbursement rates.  Employees 
will be required to furnish receipts showing their payment of costs to be reimbursed at the next pay 
period after they turn in their requests for reimbursement. 

ARTICLE 41: DURATION 

A. This Agreement supersedes all previous oral and written agreements or practices between the 
Employer and the Union and between the Employer and any employee, except for Board policies, 
the subject of which is not in conflict with any provision of this Agreement.  The parties hereby agree 
that the relations between them shall be governed exclusively by the terms of this Agreement only 
and no prior agreement or practice, amendments, modifications, alterations, additions, or changes, 
oral or written, pertaining thereto shall be controlling or in any way affect the relations between the 
parties or the wages, hours and working conditions of the employees covered by this Agreement. 

B. This Agreement shall become effective as of September 1, 2021, except as otherwise indicated 
herein, and shall remain in effect up to and including August 31, 2024 and shall automatically renew 
itself from year to year thereafter, unless written notice to terminate or amend this Agreement is 
given by either party to the other at least sixty (60) days prior to August 31, 2024, or prior to the 
date of expiration of any annual renewal thereof. 

C. If notice of termination shall be given, negotiations for a new Agreement shall take place during the 
sixty (60) days prior to the expiration of this Agreement. 
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Administration 
801 West Union Street - Athens, Ohio 45701 
Phone: 740-594-3539 - Fax: 740-593-3189 

Dr. Kevin Davis, Superintendent 
 athenscbdd.org  
 

Discarding Items Not Needed or Obsolete 
 
Per Administrative Policy 27 – Disposal of Property:  
 

Regardless of the property’s value, the ACBDD may sell property by internet auction 
after annually adopting a resolution of intent, which describes how the auctions will be 
conducted, number of days for bidding on the property, the name of a representative or 
contact person for the auction, and the general terms and conditions of sale.  
 

 
Details of internet auctions are as follows: 

• Online auctions will use an web-based service, like a survey 
• The number of days for bidding will be no more than 30 days 
• The name of the representative or contact person will be the Director of Facilities 
• With regard to general terms and conditions, all sales will be final and without any type 

of warranty 
 
 
Proposed motion: Allow administration to dispose of property deemed unneeded or obsolete 
by internet auction, as per Administrative Policy 27, and following the auction details as 
outlined in Exhibit 7.   
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1. Ethics committee members Dr. Lewis, Sherri Oliver, and Pam Bond met with Dr. Kevin 

Davis and Arian Smedley to review an advisory opinion issued by the Ohio Ethics 
Commission concerning an ACBDD employee. 

2. Dr. Lewis motioned to accept the Ohio Ethics Commission’s advisory opinion issued 
Sept. 7, 2021, to an ACBDD employee. 
 
MOTION#: 9-20-21-1 
MOTION: LEWIS 
SECOND: OLIVER 
AYES:  BOND, LEWIS, OLIVER  
CARRIES: YES 

3. Meeting adjourned at 9:15 a.m. 

 

ATHENS COUNTY BOARD OF DEVELOPMENTAL DISABILITIES 
Board Meeting Minutes 

Monday, Sept. 20, 2021 – 9 A.M. 
801 W. Union Street, Athens 
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Administration 
801 West Union Street - Athens, Ohio 45701 
Phone: 740-594-3539 - Fax: 740-593-3189 

Dr. Kevin Davis, Superintendent 
 athenscbdd.org  
 
  

September Board Report 
Kevin Davis, Superintendent 

 
Pandemic COVID-19 updates: 

 
The following action items are being implemented as precautionary measures to 
help reduce the spread of COVID-19 and protect the individuals we serve.  We will 
continue to monitor the situation and adjust accordingly.  This is a very fluid 
situation, so we will make additional announcements as necessary.       
 
COVID Updates: 
 

• On Monday, August 9, 2021 we began requiring masks/shields for all 
staff/people/guests in our buildings (regardless of vaccination status) 
unless you are alone in an office or confined work space 

• The safety committee has completed, and we have released, the return to 
school plan for Beacon School 

• While we have returned to “in office” work on August 4th, 2021 - the safety 
committee will continue to meet, monitor the county’s COVID levels, and 
make adjustments/recommendations as needed 

• We are continuing to ask staff that all “in-person group” meetings be 
evaluated on whether it needs to be in person, or if it can be held remotely 
(if you need help please check with your supervisor) 
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• We have been sending out regular updates to the staff and Board to keep 
everyone aware of happenings and changes. 

 
The health and safety of the individuals we serve remains our highest priority. 
This will continue to drive our actions over the next few weeks/months. 
 

 
Regular Monthly Board Updates: 

 
• Leadership Meetings – Various leadership meetings were held over the past 

month.  The meetings were conducted by Zoom (we had one in person 
meeting).  Topics of interest to all managers were discussed in order to have 
all working together including; updates on critical issues, preparation for 
events, negotiation discussions, and board planning.  The meetings were 
held on August 31, and September 14 and 21. 

• The Family Children First Council executive committee meetings were held 
on Wednesday, September 1 and September 15.  I attended the meeting on 
September 1 but was not able to attend the meeting on the 15th.    

• The MEORC Board Meeting will be held on Friday, September 24.  I plan to 
attend on behalf of the Board and Athens County. 

• We had a meeting with leadership from Ohio Association of County Boards 
(OACBDD) on September 15.  During this meeting, we expressed our 
concerns for the long-term sustainability of the waiver program, along with 
other local issues.    

• We will be hosting the Director (Jeff Davis) of DODD for a meeting on 
Tuesday, September 28.  At this meeting, we will express our grave concerns 
regarding the long-term sustainability for the waiver program, how waiver 
funding can limit local control over local tax dollars, and our need to work 
with developmental centers.   

Page 61 of 89



Exhibit 9 

 
 

  

 

 

 

    

 

 
Administration & MUI  

801 W. Union Street 
Athens, Ohio 45701 

Phone: (740) 594-3539 
Fax: (740) 593-3189 

ATCO Legacy Fund 
801 W. Union Street 
Athens, Ohio 45701 

Phone: (740) 594-3539 
Fax: (740) 593-3189 

 

Beacon School  
801 W. Union Street 
Athens, Ohio 45701 

Phone: (740) 594-3539 
Fax: (740) 593-3189 

 

F.A.N.s Program 
9033 Lavelle Road 

Athens, Ohio 45701 
Phone: (740) 594-3539 

Fax: (740) 593-3189 

Integrate Athens 
9033 Lavelle Road 

Athens, Ohio 45701 
Phone: (740) 594-3539 

Fax: (740) 593-3189 

Employment Options & 
PersonnelPlus 

The Market on State 
1002 E. State St., Suite 4 

Athens, Ohio 45701 
Phone: (740) 592-3416 

Fax: (740) 593-8236 

Service & Support 
8 Harper Street 

The Plains, Ohio 45780 
Phone: (740) 592-6006 

Fax: (740) 594-5048 

Transportation  
& Facilities  

9033 Lavelle Road 
Athens, Ohio 45701 

Phone: (740) 594-7489 
Fax: (740) 594-5048 

 

• We are working with local partners to try and develop a guardianship board.  
We held meetings on August 26 and September 22.  I will continue to 
update the board as any progress is made. 

• I have been having regular (once a week or once every two weeks) individual 
meetings with the managers to ensure that everyone feels supported and 
that our new managers get started off on a good note.   

• On September 20, we held an ethics committee meeting to discuss a 
situation that required attention.  The meeting will be discussed at the full 
Board meeting.  

• We have started having a Waiver Planning group here within the county 
board to help address long-term issues with sustainability regarding the 
waivers.  We are meeting two times a month to develop strategies to help 
us move forward in a way that meets our current needs and the needs of 
the future.  We met on September 1 and September 22.   
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September 2021

Health and Welfare Alert
Fall Prevention 
#20-9-21
Direct support professionals (DSPs) are uniquely 
positioned to actively assess a person with disabilities’ 
risks for falling and to support them to get assistance 
and teach them prevention strategies. 
   
Common Fall Risk Factors:
Home hazards; weather and outdoor conditions; 
lower body weakness; chronic health conditions such 
as seizures, depression, diabetes, obesity, and COPD; 
use of multiple medications; reduced vision; disability; 
poorly fitting shoes and clothes; adaptive equipment 
that is not functioning properly; nutrition; lack of 
physical activity and a fear of falling.
 
Impact of Seizures on Falling: 
Many of the people we serve have a seizure disorder, 
which may place them at a higher risk of falling. 
Seizures can happen with little warning causing the 
person to fall directly to the floor, from a seated 
position to the floor, or fall into a fixed structure. It is 
important to make sure the person’s environment is 
as safe as possible for them.

Medical Considerations:
Medications can also contribute to falling because 
medications like sedatives and anti-depressants can 
reduce a person’s alertness. Some medications can 
affect balance or cause a drop in blood pressure while 
a person is standing.
    
People on medications with “blood thinner” effects 
(like aspirin, Plavix, Motrin, Advil, Coumadin, Eliquis, 
etc.) are at increased risk for bleeding when they fall. 
Unseen bleeding inside the head can be fatal.   

You can help prevent falls and even deaths by paying 
attention to the “Three H’s”. Home, Health, and Habits.

Home: Look at each room in the person’s home and learn 
how to recognize and remove hazards that could create a trip 
hazard. Check out lighting to make sure it is sufficient and pay 
attention to steps.

Health: Support the person in making healthy choices 
and have ongoing conversations with their health care 
professionals like doctors and pharmacists to reduce the risk of 
falling. Consider physical therapy and core strengthening.
   
Habits: Bodies change as we age, and so should the ways we 
do certain everyday tasks. Promote a healthy lifestyle.

Fast Facts: 
•	 Falls were the second leading cause of accidental deaths 

for Ohioans with developmental disabilities in 2020. 
•	 Nearly 50 people getting supports have died as a result of 

falls, in the last five years alone. 
•	 On average 50 percent of all significant injuries, MUIs for 

the last decade were due to a person falling. These injuries 
could result in broken bones, surgery, and hospitalizations. 

•	 Falls are the leading cause of injury among Ohioans aged 
65 and older.

•	 In 2019, falls among older Ohioans led to 1,490 deaths, 
18,856 hospitalizations, and 75,091 emergency department 
visits.

•	 A fall can lead to depression, loss of mobility, and loss of 
functional independence.
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Ohio Administrative Code 5123-17-02 requires all developmental disabilities employees to review Health and Welfare 
Alerts released by the department as part of annual training. View previous alerts on the DODD website.

MUI Fall Examples:
•	 A 60-year-old man fell, hitting the door frame. He 

later passed away following a brain bleed.
•	 While walking in a parking lot, a 49-year-old 

woman lost her balance and fell forward, hitting 
her head. She suffered a broken nose and required 
stitches. 

•	 A 25-year-old woman was sitting on the front 
porch in her wheelchair. Her chair was not secured, 
and she tipped over fracturing her elbow. 

What to do if someone falls or loses their 
balance?
•	 Complete a medical assessment, making sure to 

note any injury and loss of range of motion.
•	 Follow your first aid training and make sure the 

person gets immediate medical care if needed.
•	 Remember, if someone is on a medication with 

a blood thinner effect, they need to be closely 
monitored. 

•	 Just because a person didn’t fall completely to the 
ground, doesn’t mean they may not have injured 
themselves, including hitting their head. 

 
Head Injuries:
•	 Monitor the person closely in the 24 hours 

following a head injury.  
•	 Every two-hour check for level of alertness; 

lethargy (sleepiness, ability to arouse); confusion; 
vomiting; and unequal pupils. 

•	 Signs and symptoms of brain injury that may 
continue for weeks or months after a head 
injury should be immediately reported to the 
individual’s physician and include headache, 
difficulty sleeping, feeling dizzy, and behavior or 
psychological changes. 

Steady U Ohio is a statewide 
collaborative falls prevention 
initiative supported by 
government and state 
business partners to ensure 
that every county, community, 
and Ohioan knows how to 
prevent falls.

Health and Welfare Alert
Fall Prevention #20-9-21

Strategies for Fall Prevention: 
•	 You can take simple steps to make sure people are safe in 

their homes. It starts with planning and providing the right 
supports (bathing equipment, supervision, etc.). 

Talking to a Health Care Provider:
•	 Medications: request a review of medications the person 

takes and discuss risks? 
•	 Vision loss: Does the person need a vision check?
•	 Hearing loss: Should a hearing check be completed?
•	 Discuss if the person has fallen, or nearly fallen (i.e., slipped 

or tripped).
•	 Share if the person has experienced problems with walking 

or balance; felt dizzy or lightheaded, or fainted.
•	 What types of physical activity would be appropriate? 

Specific exercises?
•	 Is a home assessment needed?
•	 Would physical therapy be appropriate? 
•	 Is the person afraid of falling?
•	 What assistive devices would be appropriate?
•	 Demonstrations on how to use devices.
•	 Are there resources or classes that could help reduce 

falling? 
•	 Discuss if the person is rushing to get to the bathroom, 

causing risks.
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