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Introduction:

The undersigned was duly appointed by SERB letter dated January 7, 2026 to serve as
Fact-Finder in the matter of Upper Arlington Library and OFT/AFT, Local 6635. The OFT/AFT,
Local 6635, herein after referred to as the “Union” was represented by Miles Reinhart. The
Upper Arlington Public Library, herein after referred to as the “Library or Employer” was
represented by Mason Mackovjak, Esq.

The Factfinder reviewed all proposals, exhibits, position statements and oral arguments
presented by the parties. She appreciates the well-organized presentations and acknowledges
the hard work and effort that goes into fact-finding preparation.

As required by SERB, the Facffinder reviewed the proposals of the parties in consideration
of the standards expressed in Ohio Revised Code 4117.14 (C ) and 4117.14(G) (7) (a):

e Past collectively bargained contracts(N/A)
¢ Contracts from comparable employers

e The Interest and Welfare of the public

e Lawful Authority of the Employer



o  Such other facts which are normally or traditionally taken into consideration in the
determination of the issues submitted.

All of the tentative agreements noted in Appendix A attached to this report are deemed to

be incorporated and adopted as part of the final agreement.

Background:

Upper Arlington is an upscale suburb of Columbus in central Ohio. The Library provides
a number of services to the public including circulation of books both physical and electronic,
children’s services, student study rooms, outreach services to the home bound and other
resources to their patrons. In addition, they offer a passport services assisting the public to
apply for passports.

The Library has three branches: Tremont which the largest by far (60,000 sq .ft.); Lane
which is a much smaller, newly renovated building (10,000 sq. ft) and the smallest is Miller Park
(4400 sq. ft.). There are 106 employees and 85 of those are members of this Union. The
bargaining unit consists of a wide variety of positions from programmers, librarians, customer
service providers, acquisition managers and maintenance techs. The Union is newly certified
as of May, 2024 and this is the initial contract between the parties.

There are three main sources of funding for the Library, a ten-year property tax levy
based on 2022 valuations, the state Public Library Fund ( PLF), (which has recently become
part of the state general fund) and other miscellaneous sources of funding. Miscellaneous
revenue comes from fine/fees, passport income, and interest earned through the Star Ohic
Account.

The Employer explained that the income from the tax levy is relatively flat because itis ,
based on 2022 tax valuations. The Public Library Fund is now a line item in the general fund,
which makes it more uncertain. The Employer also has a large uncertain expense in health care
premiums, which continue to rise with no end in sight.

Bargaining History:

The bargaining history for this initial contract is more complicated than for a more mature
labor contract. The parties are building a contract from the ground up, whereas negotiations for
mature contracts only open about 20% of their agreement for discussion and renewal.

A petition for recognition was submitted January of 2024. The Union was certified by
SERB in May of that year. There was no notice to negotiate until September of 2024. There was
no response to the Union wage proposal for 10 months. While negotiations continued and

mediation was sought, the bargaining continued for sixteen months before the factfinding.



Negotiation Meetings:

September 10, 2024
October 7,2024
November 1, 2024
December 11, 2024
January 15, 2025
January 30, 2025
March 3, 2025

April 22, 2025

May 14, 2025

June 16, 2025
August 22, 2025
September 10, 2025
Mediations:

October 13, 2025
October 28, 2025
November 24, 2025
November 25, 2025
December 3, 2025

It should be noted that while there were many meetings and mediations much time was
lost (based on testimony) discussing ground rules until the parties decided to move on. Several
Unfair Labor Practice charges were filed and additional time was needed for their resolution.
The Factfinder sees these delays as part of the maturing process and not the fault of either
party. Creating a new agreement, while working through a new relationship is a monumental
task and there are bound to be a few glitches along the way.

UNRESOLVED ISSUES:

- Attendance

- Hours of Work ( Break and Lunch combined)

- Compensation (retroactivity) including Passport Language
1.Issue: Attendance

The basic disagreement is whether an employee is required to call in at 48 hours ahead
(Employer) or 12 hours ahead (Union) for an unscheduled absence. The current requirement is
for 24 hours.

Employer Position:

Unscheduled absences are those times when 1.) an employee is not going to be at work
either on time (tardy) or 2.) absent for more than one hour of their shift. The Employer envisions
these situations as any time an employee is late more than six minutes (there is a six-minute
grace period) to 60 minutes after the start of the employee’s shift. The second example is for

those times when an individual knows ahead of time that they will heed time off and they do not
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notify their manager more than forty-eight (48) hours ahead of time. For example, a pre-
scheduled medical procedure.

The Library contends that the current 24-hour notice is not adequate for the Employer to
provide replacement staffing, if necessary. The proposed 48 hour call in would better serve the
public because it gives them time to call in replacements, if needed. Further, they argue that that
after six occurrences - of failure to notify in a timely manner (counted as one occurrence) or late
arrival( after six minutes into start of work day) as one-half (1/2) an occurrence, discipline can
be initiated. They maintain that this is reasonable considering they have already addressed the
emergency use of sick time with a 30-minute call in deadline. Alternatively, notification for use of
less than one day of vacation is set at 24 hours.

Employer Proposal : Employee must call in more than 48 hours prior to unscheduled
time off.
Union Position:

First, the Union does not dispute the Library’s right to discipline for late call ins or failure
to call. Second, they are aware of the Library’s intent to implement a timekeeping system to
replace a procedure where employees mark their own time. Here too, the Union is not
contesting the Employer’s right to install the new system.

Their concerns are that under the Employer’s proposed language: 1. An employee may
not know 48 hours in advance of the need to be off work. People don’t know when they or their
family may be sick. 2.) Under the Library proposal, the bargaining unit member will have to
provide a doctor’s note for an unscheduled sick absence. This will be inconvenient and incur
additional cost to the employee.

Union Proposal : 12-hour notice for unscheduled absences
Factfinder Analysis:

The Factfinder’s was initially concerned about last minute emergencies. After reviewing
the “Sick Leave” and “Vacation” TAs, she feels there is adequate allowances for those
situations. Under the “Sick Leave” TA , the last-minute medical or sick emergency can be
called/texted 30 minutes prior to the start of work. Additionally, the “Vacation” TA allows an
employee to call management 24 hours in advance to request one(1) day or less of vacation
time. Those two (2) circumstances would not be considered “occurrences” subject to discipline
under the “Attendance” language. Furthermore, no doctor’s note is required for five(5) days
when using sick time. This addresses the Union concern regarding inconvenience and cost.

Based on the above, the Factfinder agrees with the Library that it is reasonable to have

a forty-eight-hour notice for unscheduled absences. Even if an employee is late reporting the
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upcoming absence to their supervisor, they have six(6) occurrences to correct behavior before
they may be disciplined. These occurrences are counted on a rolling year- dropping off after
twelve(12) months. Using SERB guidelines, it is in the “public interest” to keep the Library
open and running, with adequate staff.

Factfinder Recommendation:

Employer Proposal — 48- hour notice

Recommended Contract Language

2. Hours of Work:

Issue: This Article is agreed to with the exception of 17.6 Rest Breaks. Currently it is the
practice of the Library to allow employees (both management and union) who work enough
hours (7.5) for a lunch break and a rest break to combine those. For instance, if a lunch break
for noon is scheduled for one hour, then the person may also use their rest break to allow for an
hour and twenty- minute absence from the workplace. The Union provided testimony that at
least at the Tremont branch these extensions were even placed on the schedule. The Employer
did not challenge the fact that combining lunch and rest breaks was common.

Union Position:

The Union's response to Employer Proposal :

“17.86 Full-time employees who work 7.5 hours or more in a day are eligible for one paid 20-
minute rest break, which is scheduled at Manager’s discretion. Full time employees may use
their rest breaks to extend an unpaid meal break only with Manager approval. (new) Rest

broal o !  tho Lot tho dav”

The bargaining unit inserts the “Full time employees may ..." language in an effort to
continue the combination of breaks that is currently a common practice. The Employer did not
give notice that they intend to stop employees from doing this. To further give workers the ability
to set their schedules, the Union removed the restriction from using their breaks at the
beginning or end of the day.

Employer’s position:

The Employer did not indicate that they were intent on stopping the combination of the

rest and lunch breaks. Their proposed language is:

17.6 Full time employees who work 7.5 hours or more in a day are eligible for one paid
20-minute rest break, which is scheduled at the Manager’s discretion.

Factfinder Analysis and Recommendation:

It appears that the parties are in agreement on the first sentence in the language. This



includes “which is scheduled at manager’'s discretion.” The Union indicated that they want to
preserve the ability of their people to use their rest breaks to extend their lunch hours. The
Factfinder sees this language as a conflict with the first sentence. Either management has the
discretion to manage schedules or it does not. The Factfinder cannot recommend a proposal
that could lead to interpretation issues. Therefore, she recommends the Employer proposal.
Factfinder Recommendation:

Employer Language:

“17.6 Full time employees who work 7.5 hours or more are eligible for one paid 20- minute rest
break, which is scheduled at the manager’s discretion. Rest breaks cannot be taken at the
beginning or end of the work day.”

3. Compensation:
Issue:

The parties indicated several times at the hearing that the issue before the Factfinder is
not how much the raise should be but when it should be implemented. Either using a lump sum
to replace a 2025 raise or pay a 3% raise retroactively.

Employer Position:

The Library argues that there should be no retroactive pay. Instead, they offer to
increase the ranges overall by 3% in the first full payroll after ratification by both parties and
provide a lump sum “signing bonus” for the lost 2025 and early 2026 increase. The bonuses
would be $500, $750 and $1500 depending on your position and pay range. The Library
proposes that these payments would be non-pensionable. The raises going forward would be
treated as any other wages. The Employer proposes that there be no retroactive payments.
Their proposed language is based on lump sums for 2025, an increase in the whole range by
3%, increase of 3% for 2027 and 3% increase for 2028. Aside from the lump sums increases
will be made on the midpoint.

Anyone below the minimum after the adjustments will be placed at or above the minimum. In
addition, they would provide a lump sum (hon-pensionable) payment for 2025. The lump sum
payments would be $ 500, $750, or $1500 depending on your status part time/ full time and
position. The lump sum and the other increases(except 2028) would be paid the second full pay
period after the ratification of the agreement by both parties.

The Library contends that if a retroactive wage payment were provided it would 1.)
cause a problem trying to track down employees who were on the payroll as of January 1, 2025.
2.} Negotiations would begin again in eighteen (18) months. 3.) Expressed concern that other

provisions of the contract would have to be retroactively enforced. 4.) The financial statements



and submissions to the state auditor have already been completed.

Employer also referred to their current economic status as a reason to provide lump
sums versus raises. Aside from that discussed above in “Background”, the Financial officer said
that the Library pays out about 70% of their income in salaries and other benefits. The current
“best practices” indicates that this rate should be about 65%.

Employer Proposal:

Year 1: 3% adjustment to all pay ranges ( second full pay period after ratification)

Year 1: 3% raise on the mid-point, second full pay period after ratification, no retroactive pay)
Year 2: 3% on the mid-point

Year 3: 3% on the mid-point

Signing Bonus: Employees on payroll October 2024 thru ratification are entitled to $500, $1250
or $ 1500 depending on their status and range

Union Position:

The Union accepts the Library’s proposed amount of raises as they are close to SERB
reported average Wage increases for their category. But the Union argues that the lump sum
payment puts the bargaining unit members a step behind their non- union co-workers, having
had a year without any increase at all. They state that their members got no raise while paying
higher prices for ordinary things like groceries and gasoline. The non- bargaining unit
employees of the Library were provided a 2.5% increase in 2025. (internal comparable) . They
propose that the fair thing is to pay the union members retroactively for 2025 and early 2026.
Union Proposal:

Pay members 3%, 3%. 3% retroactively for 2025 and the beginning of 2026.
Increase the pay ranges by 3% prior to any new raises

Pay Passport trained employees the $425 incentive for 2025

Factfinder Analysis:

The Factfinder, in her experience is not aware of contract negotiations that went on for
sixteen months. To the parties’ credit they were making an effort as evidenced by the schedule
of meetings and mediations. They just could not get it done.

As to the Union’s proposal, retroactive payment is not unusual. It is frequently done by
making the contract effective on the earlier date and implementing wages only. It does not
require adjusting leaves and other economic benefits as the Library witnesses seemed to think.
However, after reviewing all of the materials presented, she discovered that the “Duration”
language had already been signed as a Tentative Agreement:

“ Section 30.4 This contract shall be in full force and effect upon the ratification and
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execution by the parties for three (3) years from DATE to DATE. *

In this case, the Factfinder believes she does not have the authority to undo language
that the parties agreed to in October, 2024. She is of the opinion that they did not envision that
they would be in Factfinding more than a year later. Regardless, she could not consider
retroactive pay because it would require opening a previously settled Article.

The Union accepts the amount of the raise offered by the Library. In addition to the lump
sums and 3% raise, the Employer is raising the whole pay range by 3% before calculating
raises. This action in some respects makes up for the delay in the raise for 2025/2026. The
increases are in line with SERB averages. The Factfinder then recommends the Employer
proposal, with a minor adjustment to the contract language. The language proposed uses the
term “year” throughout Article 20. The contract effective dates, according to the “Duration”
Article will be set sometime in April or May of 2026. It will not follow a calendar year. The
Facffinder suggests that the language states “contract year”. In her opinion, it would add clarity
for interpretation’s sake as year often refers to calendar year.

Factfinder’'s Recommendation:
Employer Proposal with “contract” year added

Recommended Contract Language for “ Compensation” in part:

Section 20.3 Pay Ranges: Each bargaining unit position will correspond to an assigned
position classification range which can be found in Appendix X. Each pay range will have a
minimum and maximum pay and employees 'compensation will fall within the pay range for their
position. Employees below new minimum for each range when a pay range for their position.
Employees below the new minimum for each range when a pay range change goes into effect
will first be moved to the new minimum of the pay range. Each cenfract year, starting on the first
pay of the contract year, the position classification ranges will be adjusted following Appendix X:

Contract Year 1: 3% adjustment to all pay ranges
( footnote- Taking effect in the second full pay period following ratification by both parties)

Section 20.4 Yearly Increases Each contract year employees’ base pay will increase based on
the following agreed to amounts. This adjustment occurs after base pay range adjustments
based on the mid-point of the employee’s pay range. Yearly pay increases will go into effect the
first pay period of the contract year. To be eligible for the yearly increase, the employees must
be employed by October 1 of the prior year.

The across-the-board yearly increase is as follows:
Contract Year 1: 3% on midpoint

Contract Year 2: 3% on midpoint



Contract Year 3: 3% on midpoint

“Increase Chart”, page 37 of Employer’s position statement:
“Increase added to Hourly Rate each Contract Year

Section 20.7. Passport Incentive

Add Second paragraph

Employees who were active passport agents during 2025 and employed as of the ratification
date of this agreement shall be paid the 2025 passport incentive of 2025. The payment shall
occur the first full pay period after ratification of this agreement by both parties.

4. Passport “Break” Issue:

Issue: The Union stated that two of their employees quit their Library jobs due to the stress of
passport duty. Their proposal is an attempt to alleviate this problem. They also complain that
the Library used to allow employees to let their Passport training lapse. As of August of 2025,

the Library started putting the work in job descriptions making it an essential job duty.

Union Position:

The Union proposal came about because the employees who are assigned this duty get
“burned out”. The evidence presented is that two employees left their job because the passport
appointments were too stressful and they needed a break from that work. Some employees
have the job duty required in their job description and others have a “may” perform these
functions.

Union Proposal:

The Union proposal is to allow passport agents to step away from that duty when there are 18
or more passport trained employees on available.

Employer’s Position:

The Employer objects to having any minimum staffing number specified in the contract
and further argues that the work assignment is required as an essential function of the job.
Factfinder Analysis:

The Library offers a set number of % hour appeointments each week and each available
passport trained employee is assigned to 2 or 3. This was the testimony of Mr. Stein of the
Union bargaining committee. The Library Director indicated that passport assistance is a
popular service and appeintments are booked three months out. There is a small amount of
revenue generated by this service, roughly $100,000 annually.

The Union’s argument for providing the ability to take a break from this duty is that two



employees have quit their Library job because they were “burned out” by the passport work.

Mr. Stein stated that he handles 2 or 3 half hour appointments for passports during the week. If
a full-time employee works 40 hours a week x 60 minutes= 2400 minutes of work a week. If
there are 3 appointments during that time it = 180 minutes. If the Factfinder is correct 180
minutes divided by 2400, then this duty is only 7.5% of the work week. Even if the employee is
part time, 180 minutes divided by 1200 that only equals 15% of the work week.

There was no testimony that the appointments were confrontational, difficult or tense.

The Employer stated that certain employees have the passport work in their job
description as an essential function. Others have the option of being trained to do the work as
their job descriptions say “may” perform passport work.

The Factfinder is not persuaded that performing work that may be unpleasant (though
that was not said) for 15-7.5% of work week is sufficient to allow a break per the contract.

She is also reluctant to recommend language that infringes on “management rights” as already
agreed to for this contract. Management has the right schedule employees, determine staffing
levels and job requirements. The Factfinder suggests that if the work is a problem, then it should
be discussed in Labor Management meetings, where the parties can work towards a solution.
Factfinder Recommendation:

No contract language regarding opting out of passport work or minimum staffing
Respectfully Submitted,
; P ‘,“ Ve , A L_

| HEREBY CERTIFY THAT THE ABOVE REFERENCED REPORT AND APPENDIX A WAS
SERVED ON MASON MACKOVJAK, REPRESENTIVE FOR THE UPPER ARLINGTON
LIBRARY AND MILES RINEHART, REPRESENTATIVE FOR THE OFT/AFT 6635, and SERB

Mediation Section on April 1 at 9:00 a.m. via email.
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Appendix A
Resolved Issues, Upper Arlington Public Library and
Local 6635 OFT/AFT, AFL-CIO
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ARTICLE -
ARTICLE -
ARTICLE -
ARTICLE -
ARTICLE -
ARTICLE -
ARTICLE -
ARTICLE -
ARTICLE -
ARTICLE -
ARTICLE -
ARTICLE -
ARTICLE -
ARTICLE -
ARTICLE -
ARTICLE -
ARTICLE -
ARTICLE -
ARTICLE -
ARTICLE -
ARTICLE-

PARTIES AND RECOGNITION

UNION RIGHTS

DUES DEDUCTIONS

MANAGEMENT RIGHTS

GRIEVANCE AND ARBITRATION PROCEDURE
NO STRIKE NO LOCKOUT

PROBATION, SENIORITY, AND RIF
LABOR-MANAGEMENT COMMITTEE

JOB POSTINGS, VACANCIES, AND TRANSFERS
HEALTH AND SAFETY

TUITION REIMBURSEMENT AND MEMBERSHIPS
MISCELLANEOUS WORKING CONDITIONS
PARENTAL LEAVE

ASSAULT LEAVE

HOLIDAYS

BEREAVEMENT LEAVE

SICK LEAVE

VACATION LEAVE

UNPAID LEAVE

DURATION

INSURANCE
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Library Updated Proposal 12/11/2024
Union’s Initial Proposal of 09/10/2024

1 ARTICLE 1 - RECOGNITION

2 Section 1.1. Parties: This agreement is made by and between the Upper Arlington Public
3 Library (hereinafter “the Library” or “Employer”) and Upper Arlington Public Library United Staff
4 Local 6635, AFT/OFT (hereinafter “"UAPLUS” or “Union”), the exclusive representative of
5 covered employees.

ion cognition: The Employer hereby recognizes UAPLUS as the sole exclusive
7 representative as certified by the State Employment Relations Board in case number
8 2024-REP-01-0007.

9 Included in the bargaining unit are employees in the following classifications:

10 Librarian, cataloger librarian, programmer, public services associate, customer
11 service team leader, circulation public services associate, cataloger, program and
12 outreach coordinator, custodian-courier, maintenance technician,—systema-
13 admimietrater, systems developer, training and support coordinator, branch
14 associate, graphic design and digital marketing creator, digital archives specialist,

15 acquisitions coordinator, collection development specialist, youth education
16 specialist.

17 Excluded from the bargaining unit are employees in the following classifications:

18 All positions or classifications/job titles not expressly listed as included, including
19 all managerial, supervisory, confidential positions, and season/casual employees
20 pursuant to R.C. 4117.01(C), including the following classifications/job titles:
21 Director, assistant director, fiscal officer, director of support services, human
22 resources manager, community relatons manager, marketing and
23 communications manager, administrative assistant, accounting clerk, public
24 services manager, customer service manager, facilities manager, Lane Road
25 manager, Miller Park manager, technical services manager, and information
26 technology manager,

27 FOR THE UNION FOR THE LIBRARY
29 3 AR SSU\A?/ .me'ﬂ.uv :,/‘ BWK&
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l A / D 'Zg Library Revised Proposal - Pickerington 10/28/2025

1 ARTICLE 2 — UNION RIGHTS

2

3 Section 2.1, Authorized Agents: The Union will provide the Employer with a list of its
4 elected officers, building representatives, and OFT representative(s) and update such a
s list as necessary. The list will be submitted to the Human Resources Department. The
6 Employer will recognize the OFT representative(s) as a non-employee authorized
7 agent(s) of the Union.

8 Section 2.2. Bulletin Boards, Email Accounts and Mailboxes: Authorized agents of

s the Union may provide official Union notices regarding the Library to bargaining unit
10 members via their employee email or on-site mailboxes. The Employer further agrees to
11 provide and designate a bulletin board in a non-public location agreed on by the parties
12 for the Union's communication of official Union notices regarding the Library to
13 bargaining unit members. Bulletin boards, emails, or on-site mailboxes may not be used
14 for communications or announcements that are personal, political or partisan, or for
15 non-union related elections.

ction 2 Emplo eting: With prior notice to the manager, the Union shall
17 be provided up to thirty (30) minutes to meet during work time with new bargaining unit
18 employees no later than three weeks of hire date. A new employee may choose to opt
19 out of or refuse to attend this meeting.

20 Section 2.4. Union Meetings and_Employer Facilities: The Union may schedule
21 meetings at Library facilities during open hours in accordance with the same rules and
22 regulations as apply to other public groups. Union members may attend these meetings
23 only on off-duty time. The meetings will be scheduled through the Human Resource
24 Department by a designated Union Representative. The Union is permitted to use the
25 Employer’s facilities, which may include staff conference rooms for private meetings for
26 such Union meetings with notice to administration, so long as the meeting does not
27 conflict with a previously scheduled event or otherwise disrupt or impede operations at
28 the library building where the meeting is held. Non-employee Union representatives
29 may attend Union meetings as identified in this section.

30 Employees may request union representation in matters relating to employee requests
31 for workplace adjustments or modifications necessary to support their ability to perform
32 essential functions effectively.
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Unisn. Counter 12/ 1124
Upper Arlington Public Library proposal
[Date]

ARTICLE 3 - DUES DEDUCTIONS

3.1 Dues Checkoff: The Employer agrees to deduct from the wages of a bargaining unit member
all initiation fees and dues in equal amounts each payroll period and remit all such dues deducted
to the Union on at least a monthly basis. The Employer shall transmit such information
electronically in a common, commercially available electronic format and shall include the
worker’s first and last name, wage rate, hire date, hours scheduled per week. The =« o 1
notily the B hanges u the = 10 be dedugcted.

3.2 Authorization Cards: The Emploser will deduct dues from the ra, of emplo:ees who are
members of the Union ujion receipt of written authorization cards. Authorization cards will be
submitted to the Libra:y’s Human Resources Manayer. This authorization shall remain in effect
upless revoked in writing by the bar;ajnipy unit member. Written notice for the purpose of
revokin: dues must haye the signature of the bargaining unit megmber and will be effective thirty
{30) days after delive ta@e&n&zq.ﬂ@ﬁmimwsMﬂmme@menumwm&ﬁd

such notice.

3.3. Cessation of Deductions: The obligation of the Employer to make such deductions shall
cease when the employee:

Resigus or is separated from employment;

Is laid off from employment,
Is on unpaid leave of absence when the dues deductions would otherwise be made;

Is no longer employed in a bargaining unit position;
At any time when dues are otherwise due, fails to receive sufficient wages to make
all legally required deductions in addition to the deduction of union dues; or

Revokes authorization.

VB W N

o

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

3.3 Indemnification of Emylover: The Union agrees that it will indemnify and save the employer
harmless from any action growing out of these deductions and commenced by an employee against
the Employer. The Union assumes full responsibility for the disposition of the dues deducted once

they have been turned over to the Union.
FORTHEUNION: 2] y Ly FOR THE EMPLOYER:
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08/19/2024
1 ARTICLE 4 - MANAGEMENT RIGHTS

2 Section 5. 1 Management Rights: The Employer reserves and retains solely and
3 exclusively all its legal rights to manage the operations of the Library system as such
arights existed prior to the execution of this Agreement, excepting solely such
s modifications as are made by the express provisions of this Agreement. The rights of
s the Employer shall include, but shall not be limited to, the right to determine the facts
7 which are the basis of management decisions; to establish, change or abolish policies,
8 practices, rules, or procedures for the conduct of the Employer's operations, its
9 employees and its service to the citizens using the facilities and services of the Library
10 system, and including but not limited to the following:

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

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

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

24 D. To determine the overall methods, process, means or personnel by which library
25 operations are to be conducted, the right to manage and determine the location, type
26 and number of physical facilities, equipment, programs and work to be performed;

27 E. To determine the size, composition and adequacy of the workforce, to establish, alter
28 or change work schedules, to determine the necessity for overtime and any amount
29 required thereof; to establish, modify, consolidate and to determine staffing patterns,
30 including but not limited to, the assignment of employees, qualifications required and
31 areas worked;

32 F. To determine the overall mission of the Library system;
33 G. To take actions to carry out the mission of the Library,

3aH. To determine and from time to time re-determine the number, locations and
35 relocations and types of its employees, or to discontinue any location and number of












































































































