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AGREEMENT 

PREAMBLE 

THIS AGREEMENT is made and entered into by and between THE CLEVELAND 

MUNICIPAL SCHOOL DISTRICT (hereinafter referred to as the "District") and the SERVICE 

EMPLOYEES INTERNATIONAL UNION, DISTRICT 1199, CTW, CLC (hereinafter referred 

to as the "Union"). 

This Agreement has as its purpose the promotion of harmonious relations between the 

District and the Union, the establishment of an equitable and peaceful procedure for the 

resolutions of differences, and the establishment of rates of pay, hours of work and other 

conditions of employment. 

Section I. 

ARTICLE I 

RECOGNITION 

The District recognizes the Union as the sole and exclusive bargaining 

representative in all matters pertaining to salaries, fringe benefits, hours of work and all other 

conditions of employment for all cleaners; all cafeteria workers, including lWlcbroom attendants, 

but not lunchroom managers; all jWlior and senior library aides; all elltemHfiaters; pi1111e tm!ers; 

tyjlll'>'fflter repllirmes; maehillists; eleek repllirmes; maintenance men; all clerical positions 

below and inclusive of the classification of Data Processing System Analyst I; and such 

additional classifications in which the majority of employees request representation of the Union. 

The District recognizes the integrity of the bargaining units and will not take action for the sole 

purpose of eroding the bargaining Wlits. 
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Section 2. New Job Classifications. Whenever the District does create or establish any new 

job classifications of non-certified personnel, for those specific classifications set forth in Article I, 

Section 1 above, the District shall send written notifications of such action to representatives of the 

Cleveland Classified School Employees Unity Committee and representatives of the Union. In its 

notifications, the District shall describe the work to be performed by this classification and the 

Union will have the same opportunity as all other unions to include said employees in its 

bargaining unit. If the District creates or establishes any new job classifications in which the 

employees perform work substantially similar to the work being performed by employees then 

represented by the Union, the employees in the newly created or established job classification shall 

be represented by the Union beginning with the first day of employment of any such employees. 

The full terms and conditions of the Agreement shall apply to those employees as of the first day of 

their employment, except that the District and the Union shall meet immediately after the Union is 

informed that the District will create or establish such new job classification to negotiate the rate of 

pay to be received by said employees. 

ARTICLE II 

UNION SECURITY. DUES DEDUCTIONS. C.O.P.E. DEDUCTIONS 
AND FAIR SHARE FEES 

Section 1. It shall be a condition of employment that all employees covered by this 

Agreement on the effective date of this Agreement shall become and remain members of the 

Union, or in lieu of Union membership, pay to the Union fair share fees through payroll 

deduction. Additionally, it shall also be a condition of employment that employees covered by 

this Agreement who are hired, rehired, or transferred after the effective date of this Agreement 

shall, on the 60th day following the beginning of such employment, become and remain members 
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of the Union, or in lieu of Union membership, pay to the Union fair share fees through payroll 

deduction. Fair share fees shall be no greater than Union dues. 

Section 2. For purposes of this Article, an employee shall be considered a member of 

the Union if the employee tenders to the Union periodic dues and initiation fees through payroll 

deduction. 

Section 3. Upon notification to the District that an employee in the bargaining unit has 

failed to become or remain a member in the Union, or has failed to pay to the Union fair share fees 

through payroll deduction, such employee shall be immediately discharged upon written demand 

for such discharge by the Union. 

Section 4. Upon receipt of a lawful, voluntary written authorization from an employee, 

the Employer shall, pursuant to such authorization, deduct from the wages due said employee each 

pay period, and remit to the Union, the regular dues, initiation fees, and as established by the 

Union and required by this Article. The initiation fees shall be deducted in two consecutive 

months beginning with the pay period after receipt of the authorization. Fair Share fee deductions 

shall be equal to the amount the employee would pay in dues and shall begin after sixty ( 60) 

calendar days. 

The Employer shall be relieved from making any such check off deductions upon (I) 

termination of employment; (2) transfer to a job other than one covered by the bargaining 

agreement; (3) lay off from work; (4) unpaid leave of absence; or (5) revocation of the check off 

authorization in accordance with its terms or applicable law. 

The Employer shall not be obligated to make deductions of any kind from any employee, 

who, during the pay period in which the dues were deducted from the employee, shall have failed 

to receive sufficient wages to equal the deductions. 
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Section 5. The Employer shall remit to the Union all deductions for dues, initiation 

fees, and fair share fees made from the wages of employees for the preceding pay period, together 

with a list that includes all employees from who dues, initiation fees, or fair share fees have been 

deducted, the amount deducted from the employee for the pay period, the employee's rate of pay 

and his/her number of hours worked and/or paid for under this agreement for such pay period, 

excluding overtime (i.e., work paid at 1.5 times usual rate), longevity, and differential pay. 

Section 6. The Employer agrees to furnish to the Union each month with the names of 

newly hired employees, their addresses, social security numbers, classifications of work, and dates 

of hire; with the names of terminated employees, together with their dates of termination; with the 

names of employees on leaves of absence; and with any address changes that may apply to existing 

employees. Such reports shall be submitted electronically. 

The Employer agrees to furnish the Union, upon request, an electronically alphabetized list 

of employees, their current addresses, social security numbers, home phone numbers, 

classifications of work, descriptions of pay, their dates of hire and employee e-mail addresses. 

Section 7. 

It is specifically agreed that the Employer assumes no obligation, financial or otherwise, 

beyond administrative costs, arising out of any of the provisions of this Article, and the Union 

hereby agrees that it will indemnify and hold the Employer harmless from any claims, actions, or 

proceedings by an employee arising from deductions made by the Employer hereunder, including 

the cost of defending against such. Once the funds are remitted to the Union, their disposition 

thereafter shall be the sole and exclusive obligation and responsibility of the Union. 
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Section 8. 

Upon receipt of a written authorization from the employee, the Employer shall, pursuant to 

such authorization, deduct from the wages due said employee each pay period the sum specified in 

said authorization and remit same to the Union for its political action fund, together with a list that 

includes all employees for whom such deductions have been made and the amount deducted for 

such employees. The Union agrees to indemnify and hold harmless the Employer in any matters 

arising out of the Employer's compliance with this provision in accordance with Section 4 above. 

ARTICLE III 

NON-DISCRIMINATION 

Both the District and the Union recognize their respective responsibilities under Federal 

and State Civil Rights Laws, Fair Employment Practice Acts and other similar constitutional and 

statutory requirements. Therefore, both parties hereby reaffirm their commitments, legal and 

moral, not to discriminate in any manner relating to employment on the basis of race, color, creed, 

national origin, sex, age or handicaps. Both the District and the Union recognize the right of all 

employees and all applicants for employment to be free to join or not to join the Union and to 

participate in Union or legal concerted activities. Therefore, both parties agree that there shall be 

no discrimination, interference, restraints, coercion or reprisal by the District or the Union, or by 

any agent or representative of either party, against any employee or any applicant for employment 

because of Union membership or because of any lawful activity in an official capacity on behalf of 

the Union. 
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ARTICLE IV 

EXCLUSIVE DUES CHECKOFF AND FAIR SHARE FEES . 

The Union is and shall continue to be the labor organization which shall have the exclusive 

right to have its dues or Fair Share Fees withheld by the District from the pay of the employees in 

the bargaining unit which it represents. 

ARTICLEV 

LABOR MANAGEMENT COMMITTEE 

Section I. A Labor Management Committee shall be established to discuss matters of 

mutual concern between labor and management. 

Section 2. The Committee shall consist of not more than four ( 4) representatives of the 

District and not more than four ( 4) representatives of the Union. 

Section 3. The parties shall meet once every month, unless the Union or District 

chooses not to meet. Meetings shall be held during non-working hours unless otherwise mutually 

agreed. Before any meeting is scheduled, a written agenda containing a description of the topics to 

be discussed must be submitted by the Union and management to the other party at least five (5) 

days before the meeting. These agendas as well as the meetings themselves shall not consist of 

disputes which are subject to the grievance procedure. 

Section4. The results of such meetings shall neither alter the provisions of this 

Agreement nor be construed as continued negotiations on terms and conditions as set out in the 

Agreement. 

Section 5. If the parties mutually agree, a third party (e.g., FMCS) shall be selected to 

participate in such meetings to assist in the improvement of the labor relationship. The third 

party's participation shall be terminated upon the mutual agreement of the parties. 
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ARTICLE VI 

VACATION 

All employees in the bargaining unit shall receive the vacation designated below, with 

pay, each year in accord with their employment with the District. 

VACATION EARNED FOR EACH 
SERVICE MONTH OF SERVICE 

Less than 4 years ..... 1.25 days (12 months= 15 days) 

From 4- 12 years ..... 1.83 days (12 months= 22 days) 

From 12- 15 years .... 1.92 days (12 months= 23 days) 

From 15-16years,,,, 2.00days (12 months= 24 days) 

Beyond 16 years ...... 2.08 days (12 months= 25 days) 

Employees hired after September I, 2000, shall accrue vacation as follows: 

SERVICE 

Less than I year ...................... . 

From I - 7 years ...................... . 

From 7- I5 years .................... . 

Beyond I5 years ..................... . 

VACATION EARNED FOR EACH 
MONTH OF SERVICE 

Odays 

83 days (12 months= IO days) 

1.25 days (12 months = 15 days) 

1.67 days (12 months= 20 days) 
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Section I. Twelve (12) Month Employees. All twelve-month employees accumulate 

vacation for each month that they are in active pay status. Employees are on active pay status 

when they are working, on vacation, sick leave, special privilege leave, jury duty or leave with 

pay. All vacation time under this Section shall accumulate beginning July I and ending June 30 

of each year. Effective July I of each year, each twelve-month employee has available that 

vacation time which has been accumulated during the previous year. Consistent with the 

parties' agreement of July 2, 2002, twelve (12) month employees are permitted to carry-over 

accrued but unused vacation time as allowed by the Ohio Revised Code. 

Section 2. Ten (10) Month Employees. Persons employed on a school yeas basis, 

such as school secretaries, cleaners, cafeteria personnel and library aides, accumulate vacation 

for each month of active employment during the school year at whatever monthly rate is 

appropriate for their years of service in the same manner as do twelve (12) month employees. 

In addition, a full twelve (12) month vacation credit will be granted to each ten (1 0) month 

employee hired prior to September 1, 2000, who has rendered regular service for the full ten (1 0) 

month school year. 

The above listed employees (who are not eligible for the Article XXVII, Section 34 

twenty (20) pay option) differ from the year round employees in that ten (I 0) month employees 

who work 1,000 or more hours per school year and whose work schedules are predictable in 

nature, such as clerical and library employees, will be paid on a salaried basis over twenty-six 

(26) annual pays, with vacation pay included in their salary, pursuant to Article XXVII, Section 

26 of this Agreement. The ten (10) month employees who work 1,000 or more hours per school 

year and whose work schedules are relatively unpredictable in nature, such as food service and 
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cleaning personnel, will also be paid pursuant to Article XXVII, Section 26 of this Agreement. 

However, these classifications will continue on an hourly deferred basis and will 

continue to accrue and use vacation time separately. At the end of the school year, any earned 

but unused vacation time will be calculated at the employees regular District rate and will be 

added to the deferred amounts owed the employees payable over the pay periods occurring 

prior to the start of the next school year. 

Because vacations may not be carried into the next school year, it is necessary for each 

employee to assure that their schedule at Winter, Spring and Summer breaks will 

accommodate the vacation days due them. In cases of approved emergencies, employees may 

opt to take vacations during other times of the year. Ten (10) month employees hired after 

September 1, 1990 shall accrue vacation only when they are in pay status subject to the 

conditions set forth in Section 3, Item 4, of this Article. 

Section 3. General Information. 

1. Employees who are eligible for vacation benefits include secretaries, clerks, 

cleaners, cafeteria and other regular employees. Excluded from vacation benefits are 

playground and community center employees, all student employees, resident tutors, lunchroom 

attendants, breakfast aides, all substitute and short-term assignment employees. 

2. Members of the bargaining unit employed for less than eight (8) hours per day 

shall be entitled to vacation pay at their regular appointed hours of work. Where the 

employee's daily hours of work change during the vacation accumulation period, 

compensation shall be based upon the person's average number of regular appointed hours 

worked (e.g., a ten-month employee (190 days of work) whose regular appointed hours are 

eight (8) per day during the first 95 days transfers to a position for which the regular appointed 
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hours of work are six ( 6) per day for the remaining 95 days shall receive vacation 

compensation based upon a regular appointed work day of seven (7) hours for purposes of 

vacation accumulation). 

3. Credit for a month's service will be granted if the employee is in pay status for 

fifteen (15) calendar days during a month, including weekends and holidays, if the employee is 

in pay status the day before and after the holiday and/or weekend days. Vacation will be 

accrued on an hourly and daily basis using the employee's regular straight-time appointed hours 

of work and the current definition of "in pay status" for purposes of making the calculation as it 

pertains to the 1987-1990 contract/IS days. 

4. At the end of the annual accumulation period, employees will have their prior 

year's accumulation totaled and rounded off with one (1) full day's credit being given for 

accumulations of .50 days or more, while anything less than this amount will be dropped. 

5. An employee does not earn vacation during any month that he/she is not in pay 

status. 

6. All vacation allowances will be paid on regularly scheduled pay dates. 

7. Holidays occurring within a vacation period will not be counted as vacation days. 

8. Vacation is not earned for supplemental assignments such as night school or 

summer school appointments. 

9. All vacation that has been earned by an employee will be paid in cases of 

resignation, discharge or death, except that an employee terminating prior to six (6) months of 

employment will not be paid for any vacation. Any vacation that may have been paid to a less 

than six ( 6) month employee will be deducted or otherwise recovered. 
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10. The employee's date of hire as a permanent (i.e., non-substitute) employee of 

the District, regardless of the original classification, shall be the date utilized in determining 

the vacation accrual rate. 

ARTICLE VII 

LEGAL AND DECLARED HOLIDAYS 

Section 1. Employees shall receive holiday pay based on their regular appointed 

hours of work during the school year for each of the following holidays. However, for the 

2010-2011 school year, the eligible employees shall only be paid for 6.5 of these days with 

the remaining 3.5 days used to partially offset the 4.62% wage reduction. They will receive 

this pay provided that within a single school calendar year they are in pay status and actually 

work the days immediately before and after the holiday: 

New Year's Day (January l) 
Martin Luther King, Jr. Day (the third Monday in January) 
President's Day (the third Monday in February) 
Memorial Day (the last Monday in May) 
Independence Day {July 4th)* 
Labor Day (the first Monday in September)* 
Veteran's Day (the ll th of November) 
Thanksgiving Day (the fourth Thursday in November) 
Thanksgiving Friday (the day following Thanksgiving Day) 
Christmas Day (Decem be~ 25) 

Veteran's Day will be observed in years when it falls on Friday, Saturday, Sunday, or 

Monday. In years when Veteran's Day falls on Tuesday, Wednesday, or Thursday, the 

District will observe Discoverer's Day. In years when Veteran's Day is not officially 

observed by the District, bona fide veterans will have the opportunity to utilize a special 

privilege day to participate in Veteran's Day events. 
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For purposes of the holiday provisions of this Agreement, the phrase "actually work" 

is defined to mean working, on paid vacation or on paid leave (e.g., sick, special privilege, 

jury duty, etc.). 

For ten-month employees hired before July I, 1988, "actually work" shall be defined to 

mean actually work the last scheduled day before and the first scheduled day after the 

Independence Day and Labor Day holidays. For ten-month employees hired on or after July 1, 

1988, "actually work" shall be defined to mean actually work the last scheduled day before and 

the first scheduled day after the Labor Day holiday. 

Section2. Should New Year's Day, Independence Day, Veteran's Day and/or 

Christmas Day occur on a Saturday, the immediately preceding Friday will be observed as the 

paid holiday. Likewise, should any of these holidays occur on a Sunday, the immediately 

following Monday will be observed as the paid holiday. 

Section 3. Any Monday which may immediately precede or any Friday which may 

immediately follow New Year's Day, Independence Day and/or Christmas Day will also be 

granted as a paid holiday provided that the employee is in pay status and actually works on the 

work days immediately before and after the holiday. For ten-month employees hired before 

July 1, 1988, "actually work" shall be defined to mean actually work the last scheduled day 

before and the first scheduled day after the Independence Day and Labor Day holidays. 

Section 4. Regular employees working on Good Friday and/or the day before 

Christmas will be given one-half (1/2) of their regularly appointed daily hours as holiday pay. 

When such early release occurs, regular employees not scheduled to work on those days will be 

given one-half (1/2) of their regularly appointed daily hours as holiday pay provided they are 

in pay status and actually work on the work days immediately before and after the holiday. 
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ARTICLE VIII 

SICK LEAVE WITH PAY 

Section l. Each current regular employee shall be credited with paid sick leave at the 

rate of .75 days for only the first twenty (20) pays during the school year up to a maximum of 

fifteen (15) days. Accordingly, there are twenty (20) pays during the school year which will 

afford the employee fifteen ( 15) total sick days. Unused sick leave shall be cumulative without 

limitation. 

Section 2. Paid sick leave may, upon approval, be granted only for pregnancy leave 

and pregnancy-related medical conditions, actual sickness or injury, confinement by reason of 

contagious disease or visits to a doctor or dentist for medical care of the employee or his/her 

immediate family (i.e., spouse, child, parent, sibling). 

Section 3. Each employee is required to submit a written signed statement to justify 

the use of paid sick leave within three work days after his/her return from sick leave. 

Falsification of a statement is grounds for a suspension or termination of employment. 

Section 4. At the District's request, a certificate from a licensed physician shall be 

required of an employee immediately upon return to work from paid sick leave if the District 

suspects sick leave abuse, or to confirm the wellness of the individual to return to work. 

Section 5. Employees who render service on a part-time basis shall accumulate sick 

leave at the same rate granted to full-time employees, but shall only accumulate sick leave at the 

rate while working their regular appointed hours. 

Section 6. Any employee who has exhausted his/her/her paid sick leave, or a new 

employee, may be advanced up to five (5) days' paid sick leave within the current year. This 
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advanced paid sick leave will be recovered during the remainder of the school contract year as 

sick leave is earned. Remaining unearned paid sick leave charged to an employee, will, at the end 

of the school year, or at the termination of service, whichever occurs earlier, result in loss of pay. 

Section 7. Paid sick leave for night and summer school employees represented by the 

Union will be allowed from the employee's accumulated paid sick leave earned during the regular 

school year. An employee reporting sick on a regular day assignment will be paid for the night 

assignment, but a proportionate amount of a day's sick leave will be calculated by the Chief 

Financial Officer and deducted from his/her accumulated paid sick leave in addition to the 

deduction from his/her accumulated paid sick leave for his/her day's absence. An employee 

reporting sick on a summer school assignment may use his/her accumulated paid sick leave and 

will have a proportionate amount of a day's sick leave deducted from his/her accumulated paid 

sick leave in a manner to be calculated by the Chief Financial Officer. 

Section 8. An employee who is hurt on the job shall have the option of using his/her 

paid sick leave, Workers' Compensation benefits consistent with the Transitional Work Program 

attached as Appendices D and E, or his/her vacation, whichever he/she prefers. The parties agree 

that the District will implement the Transitional Work Program, effective July I, 2007. 

Section 9. The District will place in each employee's pay voucher the current amount 

of accumulated but unused paid sick leave. 

Section 10. An employee returning to work after a paid sick leave of three (3) months or 

less shall be entitled to return to his/her pre-leave job classification and geographic area of 

assignment. An employee returning to work from a paid sick leave of more than three (3) months 

shall not be entitled to retum to his/her pre-leave job classification and geographic area; however, 

the District will make a reasonable effort to return the employee to his/her pre-leave job 
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classification and geographic area of assignment, provided that the employee possesses the skills, 

qualifications and ability to perform the job. If the District is unable to return the employee to 

his/her pre-leave job classification and geographic area of assignment, the District will make 

reasonable efforts to return the employee to a comparable job classification within the District. 

The employee will be returned to his/her pre-leave classification and, if possible, his/her pre­

leave geographic area of assignment when a vacancy arises, so long as the employee possesses 

the skills, qualifications and ability necessary to perform the job. 

Section 11. Sick Leave Donation. Sick day donations shall be governed by the 

"Guidelines for Donating Sick Leave." (Appendix F). 

ARTICLE IX 

PAID ASSAULT LEAVE 

Section l. An employee who is unable to work because of a physical disability 

resulting from an assault received in the course of employment, or in the discharge of other 

official assigned duties of the Cleveland Board of Education, shall be maintained in full pay 

status, on assault leave, for the period of time set forth in Section 4 herein. The parties agree to 

meet, on a case by case basis, where the Union can present information for the District to review 

in its determination whether a Union member may receive assault leave related to 

psychological trauma. Assault leave granted under these conditions shall not be charged 

against sick leave earned or unearned provided the incident is reported as seeB as jlessillle by 

the employee immediately, if medically able, to the principal, other District Administrator, 

or other appropriate District personnel if the principal or Administrator is not available, 

and the employee completes, if medically able, an incident report form and an assault 

leave form in order to be eligible for this benefit. The District may make reasonable 
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modifications to the incident forms and the assault leave forms form time to time. BftEi that 

In addition, the employee flffiSt should files for worker's compensation as soon as reasonably 

possible. 

Section 2. An employee must seek medical attention as soon as reasonably possible 

from the time that he/she has knowledge of an injury, must immediately report the assault to 

the principal, other District Administrator, or other appropriate District personnel if the 

principal or Administrator is not available, and must complete an incident report form and an 

assault leave form in order to be eligible for this benefit. The District may make reasonable 

modifications to the incident forms and the assault leave forms from time to time. The employee 

shall furnish a certificate from a licensed physician stating the nature of the disability and its 

anticipated duration with the completed assault leave form furnished by the District. Any assault 

leave extending five (5) days shall be subject to review by a District-appointed physician, 

including a physical examination at the physician's discretion to justify the use of assault leave. 

Falsification of either a signed statement or a physician's certificate will be grounds for 

suspension or termination of employment. 

Section 3. Any employee who wishes consideration for restoration of full pay and sick 

leave status (consistent with the passage and amending of Ohio Revised Code §3319.143 

effective September 30, 1976) may submit this request to the District. In the event that the 

request is rejected, the employee may file an appeal through the dispute resolution procedure. If 

any employee's absence resulting from assault is covered by Workers Compensation, the District 

shall provide the additional compensation that will provide the employee with the same pay rate 

received at the time of the assault for up to six (6) months from the date of the commencement of 
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the assault leave. If the payment from the District reduces Workers Compensation payments the 

District will make the employee whole for his/her or her full pay. 

Section 4. An employee shall be granted an assault leave of up to three (3) calendar 

months unless the employee has had a claim resulting from the assault approved by the Bureau of 

Workers Compensation, in which case the employee shall be granted an assault leave of up to, 

but not more than, six (6) months. 
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Section I. 

ARTICLE X 

FUNERAL LEAVE 

An employee will be granted a leave of absence with pay to be charged 

against his/her accumulated sick leave with pay in the event of the death of his or her spouse, 

mother, father, child, brother or sister. 

Section 2. One (1) day's paid sick leave, to be charged against accumulated sick 

leave, is authorized to attend the funeral of the employee's niece, nephew, first cousin, aunt, 

uncle, step-parent, grandparents, grandchildren or person who has been in loco parentis to the 

employee, mother-in-law, father-in-law or immediate household member. If necessary, more 

than one ( 1) day's paid sick leave may be approved by the principal, custodian or other 

supervisor. 

Section 1. 

ARTICLE XI 

JURY DUTY LEAVE 

An employee called for jury duty shall be granted a leave of absence for 

the period of jury service and will be compensated for the difference between his/her regular pay 

and jury duty pay for work absences necessarily caused by the jury duty. 

Section 2. To be eligible for jury duty pay, an employee must present to the District 

the record of the jury duty payment received showing the period of jury service and the amount 

of jury pay received. 

Section I. 

ARTICLEXll 

SPECIAL PRIVILEGE LEAVE 

Regular full-time bargaining unit members shall be excused from duty as a 

matter of special privilege and granted a leave of absence for a period not exceeding three (3) 

18 



days in any one year (July 1 through June 30), provided that the employee submits a written 

request. 

Section 2. Such leaves of absence will be granted without loss of pay and shall not be 

deducted from the employee's accumulated days of sick leave. All such requests must be made in 

writing, in advance, except in emergency situation. In the case of an emergency, the request must 

be made in advance, if at all possible, but in no case later than five (5) working days after the 

date(s) involved. 

Section 3. This leave shall not need justification or explanation by the employee, but 

the applicant will give five (5) working days' notice, except in emergencies. Emergency shall be 

defmed as a situation in which the employee has no control and the employee did not participate in 

the decision for when the event was/is to occur. The principal or supervisor can otherwise allow 

for the taking of a special privilege leave day under the conditions described below in Section I.a. 

and Section 1. b. Such a decision will be within the sole discretion of the principal or supervisor. 

Section 4. As of July I of each year, all unused special privilege days for the preceding 

year ending June 30, will be converted and credited to the employee's accrued sick leave. 

Soecial Privilege Leave Guidelines 

1. Special privilege leave requests will not be granted during the following time 

periods for all regular, full-time bargaining uuit members: 

a. One (1) month prior to and two (2) weeks after the opening of schools in 
the Fall; 

b. one (1) month prior to and two (2) weeks after the close of schools for the 
Summer; 
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c. the day before or after any school vacation or holiday and anytime during 
Spring break and Winter break. 

2. At no time will more than one (I) bargaining unit member per site or operational 

unit be granted special privilege leave except in documented emergency situations. 

3. In emergency situations during the times noted in No. I above, approval may be 

granted by the principal or supervisor. "Emergency" shall be defined as a situation in which the 

employee has no control and the employee did not participate in the decision for when the event 

was/is to occur. 

4. Written notice must be on file in the appropriate office before pay for any special 

privilege day(s) is granted. 

5. Special privilege leave may be taken in half or full day increments. 

ARTICLE XIII 

SICK LEAVE WITHOUT PAY 

Section I. After an employee has exhausted his/her/her paid sick leave, an employee 

shall be granted a leave of absence because of personal illness, pregnancy or personal injury as 

follows: 

(a) The employee must report the illness or injury to his/her department head or 
immediate supervisor by no later than the second day of absence unless failure to 
do so is due to reasons beyond his/her control and the employee does so as soon 
as possible thereafter; 

(b) The employee must make application for the leave of absence on forms furnished 
by the District within five work days after the exhaustion of his/her sick leave; 

(c) The employee must support his/her application with medical evidence from 
his/her physician establishing the need for a leave; and 

(d) The application and supporting medical evidence must state the physician's best 
estimate of the specific dates between which the employee requires the leave. 
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Section 2. Unpaid leaves of absence shall be granted in three (3) month increments or 

less, but shall not continue beyond one (I) year. Employees who have been on such leaves may 

be required to provide a doctor's certificate certifying that the employee is fit to return to work. 

If the District so desires, it may require the employee to submit to a physical examination (paid 

by the District) before being permitted to return to work. If the employee's doctor and the 

District's doctor disagree concerning the employee's fitness to return to work, the Union and the 

District shall meet and choose a third doctor whose decision will be final. The expense of the 

third doctor will be borne equally by the Union and the District. 

Section 3. Employees shall be granted a leave of absence because of industrial illness 

or injury provided the employee complies with the same terms and conditions as those set forth 

under Sections I and 2 of this Article relating to non-industrial illness or injury, except: 

(a) Such leaves of absence shall continue to be granted during the full period of 
disability provided the conditions for obtaining the original and additional leaves 
are met; and 

(b) Such leaves shall, in all events, terminate automatically when the employee is 
placed on total and permanent disability under the laws of the State of Ohio. 

Section 4. An employee returning to work after an unpaid sick leave of forty-five ( 45) 

days or less shall be entitled to return to his/her pre-leave job classification and geographic area 

of assignment. An employee returning to work from an unpaid sick leave of more than forty-

five ( 45) days shall not be entitled to return to his/her pre-leave job classification and 

geographic area; however, the District will make a reasonable effort to return the employee to 

his/her pre-leave job classification and geographic area of assignment, provided that the 

employee possesses the skills, qualifications and ability to perform the job. If the District is 

unable to return the employee to his/her pre-leave job classification and geographic area of 

assignment, the District will make reasonable efforts to return the employee to a comparable job 
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classification within the District. The employee will be returned to his/her pre-leave 

classification and, if possible, his/her pre-leave geographic area of assignment when a vacancy 

arises, so long as the employee possesses the skills, qualifications and ability necessary to 

perform the job. 

Section 5. An employee returning to work after a Workers' Compensation leave of 

one (I) year or less shall be entitled to return to his/her pre-leave job classification and 

geographic area of assignment. An employee returning to work from a Workers' Compensation 

leave of more than one (I) year shall not be entitled to return to his/her pre-leave job 

classification and geographic area; however, the District will make a reasonable effort to return 

the employee to his/her pre-leave job classification and geographic area of assignment, provided 

that the employee possesses the skills, qualifications and ability to perform the job. If the 

District is unable to return the employee to his/her pre-leave job classification and geographic 

area of assignment, the District will make reasonable efforts to return the employee to a 

comparable job classification within the District. The employee will be returned to his/her 

preleave classification and, if possible, his/her pre-leave geographic area of assignment when a 

vacancy arises, so long as the employee possesses the skills, qualifications and ability necessary 

to perform the job. 

Section 6. All leaves of absence and extensions shall be without pay and other 

economic benefits except that the District will continue to pay the premiums for all insurance 

coverage which may fall due during the first ninety (90) calendar days of a leave of absence, 

except that if an employee does not return within ninety (90) calendar days, the employee is 

responsible for the payment of all premiums beginning the frrst of the month following the 

commencement of the leave of absence. 
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Section 7. A pregnant employee requesting maternity leave will use the Maternity 

Leave of Absence fonn as prescribed by the District. A pregnant employee shall be granted an 

unpaid maternity leave of absence of up to one (I) year for childbirth or a pregnancy-related 

disability. The employee shall be afforded the opportunity to use accumulated paid sick leave 

during such maternity leave, but use of such paid sick leave shall not extend the maternity leave 

beyond one (I) year. The employee may choose to use or not use accumulated sick leave. 

The employee shall notify the Deputy Chief of Human Resources at least thirty (30) days 

in advance of the effective date of such leave except when such notice cannot be given because 

of medical considerations as detennined by the employee's attending physician. An employee 

returning from a maternity leave of absence of twelve ( 12) weeks or less shall be returned to her 

pre-leave job classification and geographic area of assignment. An employee returning from a 

maternity leave of absence of greater than twelve ( 12) weeks shall be subject to the return to 

work rules as set forth in Section 4 of this Article. An employee returning from a maternity 

leave of absence will retain all seniority. 

A pregnant employee may continue working until such date as she and her physician 

detennine that she should no longer work. There are no restrictions relative to the number of 

maternity leaves that an employee may request. 

An employee adopting a child shall be granted an unpaid leave of absence of up to twelve 

(12) weeks. The employee shall be afforded the opportunity to use up to ten (10) days of 

accumulated paid sick leave during such leave, but use of such sick leave shall not extend the 

adoption leave beyond twelve (12) weeks. 
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A male employee whose wife has given birth or who has adopted a child shall be granted 

an unpaid paternity leave of absence of up to twelve ( 12) weeks, provided that such leave is 

taken to care for the newborn child or newly adopted child. 

Employees returning from a leave of absence related to an adoption or male employees 

returning from a paternity leave of absence shall be returned to their pre-leave job classification 

and geographic area of assignment. 

Section 8. Up to one (I) year of unpaid leave shall be granted, upon request, for the 

purpose of providing personal care for ill family members. Family is specifically defined as 

child, father, mother, sister, brother, spouse, step-parent, or step-child. Unpaid leave shall be 

granted only after all personal leave days and accumulated sick leave days have been used. An 

employee returning from a family care leave of twelve (12) weeks or less shall be entitled to 

return to his/her pre-leave job classification and geographic area of assignment. An employee 

returning from a family care leave of greater than twelve (12) weeks shall be subject to the return 

to work rules set forth in Section 4 of this Article. 

Section 9. The District further commits to provide no less than the requirements 

mandated under the Family Medical Leave Act, effective August 5, 1993. 

ARTICLE XIV 

EDUCATION LEAVE. 

An employee may be granted a leave of absence without pay for education purposes 

relating to the operations of the District. 
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ARTICLE XV 

UNION LEAVE 

At the request of the Union, a leave of absence without pay may be granted to any 

employee selected for Union office, employed by the Union or required to perform any other 

function on behalf of the Union necessitating a suspension of active employment of more than two 

(2) months, provided such leave of absence does not interfere with the opemtions of the affected 

department. 

Section I. 

ARTICLE XVI 

SEVERANCE PAY AND RETIREMENT 

At retirement from active duty, employees who are eligible to retire under a 

normal severance retirement program, including those having ten (I 0) years of service, will receive 

a cash payment equal to the value of thirty percent (30%) of their accumulated sick leave credit up 

to $30,000 maximum. 

Section 2. The calculation of severance pay based on accumulated, but unused, sick 

leave will be made on the basis of each eligible employee's regular daily base mte of pay at the 

time of retirement. Excluded from such calculations will be longevity, annual differentials, shift 

differentials, in-service differentials, all premium payments, regularly scheduled overtime and all 

other forms of additional or supplemental compensation. 

Section 3 . Severance pay will be given to those employees who have given the 

District reasonable advance written notice on such forms as may be prescribed by the Deputy Chief 

of Human Resources. 
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Section 4. Individual employees who may qualify for severance pay based on 

accumulated but unused sick leave will be notified of eligibility at the time the notice of 

retirement from active status is given to the District. 

Section 5. Employees who are eligible will receive their severance pay within ninety 

(90) days of their effective date of retirement unless otherwise mutually agreed. 

ARTICLE XVII 

HOSPITALIZATION AND INSURANCE BENEFITS 

Section 1. For the purpose of this Section, regular and part-time employees shall be 

defined as follows: 

Regular Employees: 

(a) Employees who have a regular assigrunent requiring a minimum of thirty (30) 
hours of work per week during the school year excluding all student employees, 
community center employees, breakfast aides and lunchroom attendants. Also 
excluded are any employees utilized on a substitute basis or for short term 
assigrunents such as summer employment. 

Part Time Employees: 

(b) Employees who have a regular assigrunent requiring a minimum of nineteen ( 19) 
hours but less than thirty (30) hours of work per week during the school year 
excluding all student employees, community center employees, breakfast aides . 
and lunchroom attendants. Also excluded are any employees utilized on a 
substitute basis or for short term assigrunents such as summer employment. 

(c) When an employee holds two or more positions, the determination of regular or 
part-time status is based on each separate assigrunent and not on a combined 
basis. 

Section 2. Health Insurance. 

A. Working Spouse Insurance Coverage 
I. EID!etiYe Jamwy 1, 2008 BRa eKeeflt liS fll'ti'Jided ia SeetieRS A (7) BHB A(8) belew, if 

a haFga:iftiBg l:Hlit memBer's ~esse is eligiBle te :partiei~ate (either as a el:lff'eftt GIBJ'Ieyee er 
retifee) ia gFBIIfll!ealth iastlfanee BB8.1ef f!Fesefifltiea drug insufBHee speasefedlly l!isA!ef 
effillleyef Bf Fetifemeat plan fllBvldeF, the SflBIISe mi!St e!lfell iB sue!! efftfJieyeF Bf retiremeHt fllan 
SflBHSBfBG gfBIIfl instlfB!lee ee·1emge(s). The SflBIISe is aet ref!l!ired te email iB family eeYemge 
iB l!isA!ef effillleyef Bf fetifemeat plan speasefed gfBIIfl insufBBee eeYemge(s); HBf is the Sj!BIISe 
ref!l!ired te ee·1ef el!ildfea. 
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2. UpeR the speuse's eMellmeRt ia an,, SHeh eRlpleyer er retiremeBt plan, that fJian -..All 
flFeYiae fll'imary eeYeFage fer the Sflel!se aBti the Distriet' s fllan ·,viii flFeYiae seeendary ee¥erage se 
!eng 115 the bafgllifliRg llflit member is eRFelled iR the Distfiet fumily ee¥eFage. 

3. D\F&Jtg the epea eftfellmeat fJeriaS, ~,efY hargaintng wHt memher •.yfte ftB5 Hunily 
ee·;eFage whieh inell!des a SflBIISe whe f!811ieif!ates in the Distriet's gFellfl health iiiSIIFBftBe 
eeYemge an9/-er preseripH9H 9n:Jg inst:JmBee eeYeJ&ge sbaiJ eemp1ete MEl sulmlit te tfle Distflet a 
written deelaratiea 'lefifyiag whether bis.lher Sflei!Se is eligible te and shall flartieiflate iR gFellfl 
health inSIIFanee ee·;erage aruller J!reseFifl*iea dmg iiiSIIFBftBe ee¥eFage SflBnsered by the SflBIISe's 
emflleyer er retirement fllan flFe'rider, eifeeti•;e net later than JBRIIIlfY I, 20Q8. 

4. t'\ay bargainiBg anit memBer ·NBese SfJB\:ISe beeemes eligible fur any 
empleyerhetit=emeat fJl&n SfJ9flS8reEI eevemge after the epea ellftlllmeat f)eried shall aetify the 
Dis!Fiet within tbift}· tlays. 

5. If a member sllllmits false infermatien abellt !Hs/fier Sflei!Se er fails te timely aetify the 
Distfiet efa ehange in the SflBIISB's eligibility fer effif!leyer er retirerReat fllan Sflensered gFeUfl 
health Emdfer flFesel'if!tiBa dmg iRSIIFBflee ee¥erage, the member may be slllljeet te diseiflliRI!fY 
aetiea llfl te and iRelllaing terminatiea. lR additiea, the bargaintng IH!it member shall be f!erseftally 
liable te the Distriet fer reimbiiFSemeat efthe eests efl!eRBtits and elEfleRSes. The bargainiflg llllit 
memller's Sj'!ei!Se shall alse be immediately termffiatetl ffilm the Distriet's gFellfll!ealth insi!FBfiee 
aneller J3Feseriptiea dmg imn:tnmee eeYerage. Amy aetiea taiEeR pHr-SU611t te this seetiea shall l:Je 
Slllljeet te ,'\.:1ieles XY~TJ,' and XXVI. 

6. Any spease vffie fuils te emell ia any gi=Blip insamnee eevemge speasered By his.lfter 
emflleyer er retirement j'!IBR j'!rB¥iaer, liS retlllired by this seetiea, shall lle ineligillle fer benefits 
l!llder the gFeUfl insi!Fflftee ee•;erage Sjlensered by the Distriet. 

7. Any hargaining l:l:llit member wfte seleets family eevemge preYiEleEI By Kaiser shall aet 
be slllljeet te the flFe¥isiens in A:1iele XVH Seetiea 20'\). 

8. Any hargainiftg lillit me!Bher wltese speHSe is a fetifeS CP.4SD empleyee vvith at least 
IQ years effull time ser¥iee •,vith CMSD BRa whese SflBI!Se is eligible fer STRS er SIIRS health 
eare atull-er f'Feseriptiea Beaefits may eleet te eever the SfJeuse ftS primary. The fetifed SfJBHSe Sees 
Hat fla'ie te eRFeli iH the STRS er the SBRS health eare aRtl/er f!Fe5eAfltiea j'!IBR. He·lre\'BF, if the 
retired Sflei!Se she we beeeme empleyed, heJshe is retlllired te earell in his/her effif!leyer' s health 
eare aRdfer flresel'ifltien piBR fer single ee•;erage, liS j'!Fe'riaed iR Seetiens A(3) and A ( 4) abe·;e. 

Working Spouse Insurance Coverage 

1. Effective January 1, 2011G8 and except as provided in Section 7 below, if 
a bargaining unit member enrolls his/her spouse in the District's health 
insurance program and that spouse is eligible to participate (either as a 
current employee or retiree) in group health insurance andfer flresefij'!tiea 
Elmg iRSI!FaRee sponsored by his/her employer or retirement plan, the 
bargaining unit member shall pay a contribution of$50.00 per month 
in addition to the employee monthly contribution for family coverage 
set forth in Section 2, below flrB•iiaer, the Sf!ei!SB lftiiSt eRFell in Slleh 
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empleyer, er fetiFement pi8B speR5ereEl gftll:lp ia9l:lf8Bee ee·reFBge(s). The 
spe11se is aet re£tllireEi te eAF81l ia family ee·.•erage ia hislher eFApleyer er 
retiFeflleAt pl1111 speasereEi gre~~p iaSIIFIIIlee ee·1erage(s); aer is !he spei!Se 
reEJI!HeEi te ee·1er eiHIEirea. 

2. Upon the spouse's enrollment in hislher 1111y Slleh employer's healthcare 
plan or retirement plan, that plan will provide primary coverage for the 
spouse and the District's plan will provide secondary coverage so long as 
the bargaining unit member is enrolled in the District's family coverage, 
and the amount set forth in sub-section E.l. above shall not apply. 

3. During the open enrollment period, every bargaining unit member who 
has family coverage which includes a spouse who participates in the 
District's group's health insurance coverage 1111dler preseriptiea Eirllg 
iBslll'ftAee ee·lemge shall complete and submit to the District a written 
declaration verifying whether his/her spouse is eligible to IIBEi shell 
participate in group health insurance coverage lll!Ei,ler preseriptieB Eirllg 
iBsllf!IBee eevemge sponsored by the spouse's employer or retirement plan 
provider, effective not later than January 1, 2011G8. 

4 Any bargaining unit member whose spouse becomes eligible for any 
employer/retirement plan sponsored group health insurance coverage 
after the open enrollment period shall notify the District within thirty (30) 
days. 

5. If a member submits false information about his/her spouse or fails to 
timely notify the District of a change in the spouse's eligibility for 
employer or retirement plan sponsored group health wuller preseriptieB 
Eirllg insurance coverage, the member may be subject to disciplinary action 
up to and including termination. In addition, the bargaining unit member 
shall be personally liable to the District for reimbursement of the costs of 
benefits and expenses. The bargaining unit member's spouse shall also be 
immediately terminated from the District's group health insurance andlef 
prescription drug insurance coverage. Any action taken pursuant to this 
section shall be subject to A-.:tieles 6 1111Ei 18. Artic:le __ • 

6. Any spouse who fails to enroll in any group health insurance coverage 
sponsored by his/her employer or retirement plan provider (unless the 
bargaining unit member enrolls the spouse in the District's plan and 
pays the $50.00 monthly contribution as set forth above}, as otherwise 
required by this section, shall be ineligible for benefits under the group 
health care/prescription drug insurance coverage sponsored by the 
District. 

7. t'\ny hMga:iRiag lHlit meml3er v;he seleets fitm.ily eevemge J'ft)Ttided hy 
Kaiser shall Bet ile slliljeet te the pre•t-isie85 iH this Artiele 29 SeetieB l (B). 
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&, Any bargaining unit member whose spouse is a retired CMSD employee 
with at least I 0 years of full-time service with CMSD and whose spouse is 
eligible for STRS or SERS health care MEIJer f!Feserif!tieR benefits may 
elect to cover the spouse as primary. The retired spouse does not have to 
enroll in the STRS or the SERS health care asdler f!FeseFif!tieR plan. 
However, if the retired spouse should become employed, and such 
employer offers group healthcare insurance, then that spouse and 
District employee are required to comply with Sub-sections 1 through 
6 he.lsfte is rel}ltired te ellfell iR hisAier eFRf!leyer' s health eare aftdler 
~t=esefiptiea f'la:A: fur siagle eavet=a:ge, as flre·rideel ia Seetieas 3 anti 4 
above. 

Medical Insurance. 
A. Subject to the limitations of Section 1 and Section 2(A), during the enrollment period each year 
(November), each eligible employee, may elect either single or family coverage from one of the 
following health care provider plans: Aetna, Kaiser Permanente HMO, Medieal Mutual 81!f!ed.4ed 
8eleet or Medical Mutual SuperMed Plus. The level of health insurance, prescription drug 
insurance, dental, and vision coverage provided, or in the case of self insurance, under the self­
insurance program, will be the same as provided on June 30, 20W-1 0 unless as otherwise +IIese 
lleaefit le•rels are set forth in Appendix G. All pre-existing conditions will be covered unless 
currently restricted by HIP AA guidelines. 

Employees who enroll in either single or family coverage 
will pay the following monthly employee contributions 
effective August 1, 2010 f!FeHHIHB5 Q!owever, if the 
other unsigned unions agree to a different date, that 
date shall be used as the effective date) If it is 
retroactive, the parties will meet to decide how the 
retroactive portion will be paid.: 
8iBde ~amily 
Aetfta IS 30 
Kaiser() .W 
MMO Sllf!ed.4ed Pills IS 30 
MMO Sllf!erMed Seleet IS 30 

Aetna 
Kaiser 
MMO Super Med Plus PPO 
MMO Super Med Select POS 

All employee contributions are made by payroll deduction. 

Single 
40-H 
400 

40-H 
40-H 

Family 
753() 

75-W 
753() 

753() 

Effective September 1, 2010, the following changes to substantive coverage shall be 
implemented: 
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1. Preventative care-100% covered-for all services and frequencies per 
specified age/gender guidelines, and where no specific 
frequency/age/gender guidelines, then as determined by the doctor as 
to whether or not the service is preventative, in which case it shall be 
covered 100% by the District. 

Women's Health 
1. Mammogram 
2. Pap Test 
3. Bone mineral density test (age 60 and over) 
4. HPV (ages 11-26) 

Men's Health 
1. Prostate Specific Antigen and digital rectal exam 
2. Abdominal Aortic Aneurysm (age 65 and over) 

General 
1. 
2. 
3. 
4. 
5. 

Fecal occult blood test (annual) 
Flexible Sigmoidoscopy (every 5 years) 
Colonoscopy (every ten years) 
Diabetes Fasting glucose (sugar) 
Cholesterol (every 5 years) 

2. Modification to Kaiser coverage only: 
a. Modify existing generic/brand coverage from $5/$5 retail/mail 
to $5/$10 retail and $5/$10 mail for 90 day supply. 
b. Increase Emergency Room copayment from $20 to $50. 
c. Increase Urgent Care copayment from SO to $25. 

3. Modification of all healthcare providers coverages: 
a. Increase the co-payment to $25 for specialist office visit. 

(See Appendix G for level of health care benefits.) 

All empieyee eelltfiellti8RS me maee ey jlBYf8il eedtJeliea. 
* Part time empleyees me eligible fer single er family ee·;erage &em Kaiser ealy llaless the 
empleyee agrees te pay the differeaee betweeH Kaiser and the selected eaaier. 

B. Health Care Coverage Stability. With the concurrence of the Union, the District may drop any 
health care provider during the tenn of this Agreement. If the District wishes to add any new 
providers, the Union will be involved in the bidding process and the selection of providers. 

C. Self-Insurance. The District may explore and implement self-insurance for any or all 
components of its health insurance program including medical, prescription, dental, and vision, 
provided (a) the level of benefits and services set forth in this agreement or any extensions thereof 
and the respective Certificates of Coverage are equal to or better than those in effect on September 
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1, 2010 J1111e 39, 2007; (b) the disruption analysis of the non- Kaiser network of providers and 
facilities is less than ten percent; (c) the self-insurance network will include both the University 
Hospitals Health System Network and the Cleveland Clinic Health Systems Network; (d) all pre­
existing conditions will be covered unless currently restricted by HIP AA. The Union will be 
involved in the development of the self-insurance program. J>letwithstmuli11g the llhe•Je llmguage, 
Kaiser shall remai11 as 6ft eptie11 thfeagh the e11d efthe 2999 2919 seheel yeftf and shall11et lle 
eensidered as pllft efthe dismptie11 &ftalysis. 

D. Opt-Out Option. During the enrollment period each year, employees will be provided with the 
option of declining health insurance coverage for the ensuing year. Such elections are irrevocable 
until the next annual enrollment period. If the employee declines coverage for the year, s/he shall 
receive two semi-annual payments of $250.00. These payments will be made in April and October. 
If the employee elects to change his/her coverage from family coverage to single (but would 
otherwise be eligible for continued family-coverage), s/he will receive two semi-annual payments 
of$125.00, payable in April and October. Any employee who has opted-out and has any change 
in spousal coverage may be eligible to re-enroll within the current year of employment provided 
that the employee returns a pro rata share of the payments received pursuant to this Section. 

E. Hard Audit. During the open enrollment period, the District shall have the right to conduct a 
hard audit requiring employees to produce acceptable documentation to establish eligibility for 
coverage for the employee as well as any claimed dependents and/or spouse. The required 
documentation may include, but is not limited to, birth certificates, custody decrees, marriage 
licenses, working spousal coverage, and/or verification of student status. 

Section 3. Prescription Drug Plan. (See Appendix G). 

Section 4. Shared Savings. An employee shall be eligible to receive payment from the 
District equal to one-half (112) of up to $500 in savings recovered by the District where the savings 
result from the identification by the employee of errors in his/her hospital/surgicallmedical bills. 

Section 5. Vision Care. All employees will be covered by a vision care program 
administered through a provider mutually agreeable to the parties. The District will pay the full 
cost of this program. The level of vision care benefits shall be the same as provided in the previous 
Collective Bargaining Agreement between the District and the Union, provided that the Spectera 
benefits shall be described in correspondence from Spectera to the Unions and the District dated 
August 3, 2000. (Appendix G). 

Section 6. Dental Plan. (See Appendix G). 

Section 7. Blood-Borne Pathogen. The District will follow its blood-borne pathogen 
exposure control plan when an employee has been involved in an exposure incident. 

Section 8. Section 125 Plan. The Distriet agrees te pre'lide BIIIRS 8eetie11 123 piBII with 
re~eet te e!Bf3leyee ifls1:1f&11ee pFemil:UB paymeats as \Veil as ehild eare and Elet=teadeot eare 
elEpeRSes Hilder lljlplieallle pre•1isie11S; ef the lntemal Reve~~t~e Cede. Bmpleyees whe are enFelled 
ill health inslmmee plans that Fei:}Wre the empleyee te pay a p6ftie11 ef the ffi8llthly prBRiiwns may 
eleet (e11 feffiiS preserilled lly the Dis!Fiet) te hw1e saeh paymBIIts dedtleted e11 a pre !mE llasis te 
the manifiiHFII entellt permitted lly federal and state law. Bmpleyees may alse eleet (e11 ferms 
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flFeseribed by tile I>istriet) te pay deeumeftted ehlld eare and depeBEieftt eare enpeHSes efap te 
$S,QQQ.QQ peF yellf' eB a flFe tax basis (eF te tile manimi:IIB enteBt penBitted by Ia·~, flFe'o~ded tilat 
s11ek enpeBses meet tile Fell!li£ements set feflft iB tile llflfllieable lfttemal Revet111e Cede aHa 
FeglliatieHS. Empleyees may alse eleet (eB feffllS pFeseFibed by tl!e I>istriet) te flay dee~~meated 
defttal aHa •;isieB e!H'e ellfleHSes aBd \if! te $SQ,QQQ weflft ef life ms-ee peF yellf' witl! befeFe talE 

dellars tl!Fe11gh the I>istriet's SeetieB 12) Plar4 eeBsisteftt witil llflfllieable fedefai law. 

A. The District shall continue to provide a "Cafeteria Plan". The existing Plan 
shall remain in effect through December 31,2010. Effective January 1, lOll, that 
Cafeteria Plan will be expanded to: (a) allow employees who make employee contributions 
for health care coverage to elect to do on a pre-tax basis, (b) allow employees to elect to 
receive additional cash in lieu of Board paid health care coverage (as set forth herein), and 
(c) allow employees to elect to participate in the dependent care and medical care flexible 
spending accounts ("FSAs") described in paragraph C. below with FeSf!eet te emf!leyee 
iRsl:l:f'tlBee fJFemil:UB fJ&yffleRfs as vrell as ehild eare and elepeadeBt eMe eufJeRses lillfler BflfJlieahle 
pFeYisieBs ef tke IBtemal Reveooe Cede. 

B. The Cafeteria Plan will be designed to meet the requirements of Internal 
Revenue Code ("IRC") Section 125 and applicable regulations. Accordingly, each 
bargaining unit member will have an opportunity on an annual basis in November to enroll 
in the Cafeteria Plan. The election to participate may not be revoked during the current 
plan year unless there is a change in the employee's circumstances that, in accordance with 
IRC Section 125, permits the employee to change his or her election under the plan (e.g., 
divorce, death of spouse, change in employment status, a child losing eligibility for coverage, 
a court order requiring coverage, or other enrollment rights consistent with federal law). 
Details of the Cafeteria Plan will be provided on an annual basis at the time of enrollment 
and will also be available through the Human Relations Department. 

C Under the Cafeteria Plan, each employee will be allowed to make a pre-tax 
"salary reduction" election up to the maximum amount allowable under IRC Section 129 
(currently $5000 per year), and receive a corresponding credit under a child 
care/dependent care FSA. Under the dependent care FSA, reimbursement may be received 
for dependent care expenses described in IRC Section 129. 

D In addition, each bargaining unit member will be allowed to make a separate 
pre-tax "salary reduction" election up to a maximum amount of $10,000, and receive a 
corresponding credit under a health care FSA. Under the health care FSA, reimbursement 
may be received for medical (including dental and vision care) expenses (under IRC 
Section 213) that are not otherwise reimbursable by the health care plans of the District or 
of another employer. 

E To comply with the requirement ofiRC Section 125, the FSAs will each have 
a 2-1/2 month grace period during which amounts remaining in the FSAs at the end of each 
plan year can be expended for permissible benefits. However, at the end of the grace 
period, any remaining amounts will be forfeited. 
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eRlJ:tleyees \VIte are ellfelled ia health iasl:lfBBee J:tlans t-hat FeEfHiFe the emJ:tleyee te J:'&y a pertiea 
ef the meftthly jlfemi~m~s may eleet (eft fefms presefil!ee l!y the Distfiet) te hw1e saeh paymeats 
eeeaetee Bft a J3f6 tftlf aasis te the ffiffitimlm! ellteftt pefmittee ay feeeflllllfte state law. 
Bmpleyees may alse eleet (eft fef!fts pFesefil!ee l!y the Distfiet) te pay eee~m~efttee ehi!El eaFe 
IIHB eepefteeftt eaFe enpeftses efap te $S,QQQ.Q{) peF yeaF eft a pFe tan aasis (ef te the mffitim~m~ 
enteftt pefmittee ay law), pFe,·ieeEI that saeh enpei!Ses meet the fe!imFemeftts set fefth ift the 
applieallle Ifttemal Re>leftae Ceee llfta Fegalatiefts. 

F. Employees may also elect (on forms prescribed by the District) to pay 
eee~m~efttee eeatal aBEl visieft Stlfe elEjlellSeS IIHB up to $50,000 worth oflife insurance per year 
with before-tax dollars through the District's Cafeteria Seetien 12S Plan, consistent with 
applicable federal law. 

Section 9. Life Insurance. The District shall underwrite the cost of $10,000 group life 
insurance policy for all regular employees. The District also will provide employees with the 
option of purchasing lljl te $1 SQ,QQQ ef life insurance through payroll deduction up to the limits of 
the policies in effect, but not less than $150,000. Employees classified as lunchroom attendants 
having a regular assignment requiring a minimum of nineteen (19) hours of work per week, and 
who are employed on or before September I, 1996 shall be covered by a $3,000.00 District-paid 
Group Life Insurance policy. 

Section 10. Extended Coverage. 
A. Automatic Summer Coverage. Both hospitalization/prescription drug and group life 
insurance protection will be extended into the summer months for covered persons employed in 
positions which are normally school year active only. This includes personnel as defined in 
Section 548 of the Administrative Code. 

This extended coverage will terminate effective iB September 1 should the employee fall to 
return to active payroll status at that time. Any payroll deductions being made for health 
care/prescription drug hespitaliilitltiaft and/or group life insurance will be effected on a monthly 
basis during the school year with a triple deduction being made in June to cover the summer 
months. 
B. Inactive Payroll Status. Health care/prescription drug Hespitaliatian and life insurance 
coverage may be continued for any employee who becomes payroll inactive (such as resignation 
or a leave of absence) as follows: 

I. In order to continue health care/prescription drug haspitalii!tltieft the inactive 
employee will have to pay directly to the District hespitalii!tltieft ageaey the bill that will be 
received from the District or its designee them, and should they return to active duty as an 
eligible employee they must re-emoll to obtain coverage. 

2. In order to continue life insurance coverage the inactive employee must contact the 
insurance company and arrange for direct bill eefftjllete eeftveFSieft relllliremeats within thirty­
one (31) days from the last day of active payroll status. 
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Section ll. Out-Of-Network Charges. Employees enrolled in the Medical Mutual 
SuperMed Plus and SuperMed Select plans will pay the charges for services utilized outside of 
the plans' network as defined by those plans. 

Section 12. SERS Pick-Up. The District agrees to continue the ''pick-up" of employee 

retirement contributions to the School Employees Retirement System (SERS) in accordance with 

Ohio Attorney General's Opinion 82-097. 

Section 13. Mental Health. Drug Abuse and Alcoholism. The District will continue to 

provide the same level of benefits for mental health, drug abuse and alcoholism treatment as 

provided under the previous collective bargaining agreement except for MMO SuperMed Plus 

plan. Effective September 1, 2000, there shall be no lifetime maximum for mental health, drug 

abuse and alcoholism treatment services under the MMO SuperMed Plus plan. However, there 

shall be a maximum of thirty (30) days inpatient care per year, and a maximum of twenty (20) 

outpatient visits per year. 
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Section 14. Durable Medical Equipment. Effective July I, 2001, durable medical 

equipment will be provided in accordance with the standard durable medical equipment package 

under each plan. 

Seetiea IS. Health Cafe Sllbeemmittee. A Heakh Cafe Sllbeemmittee shall be 

established with ave memilefS El!l!leiRtea by the CEO !lila ave membefS !ljljleifltea by the 

Presidems ef the ave lllfgest lllliefl!l Fef!reselltiag Distfiet emjlieyees, eaeh Presidellt te !ljlpeiflt 

eae membef. Aaaitiellfll Fef!Fesea!atives m~· be illvitea te alteRe by agreemeat ef the 

managemeat BBEl Uaiea refJresefttati'les. The Sllbeemmittee sftall re>liew aaa mal<e 

reeemmeadatieRS te the CEO aBEl the Uniea Presiaeats regareillg (1) maadatery re ellftlllmellt; 

(2) e!JI ettt ejltiefl!l; (3) mediaeatiefl!l te !lilY jlertiea ef this Artiele that vlill en!Hm:ee beReats 

aaefer eeftt:t:el eests. Changes eeolEl inehule iae~eased \iSe ef mail artier J3reseriJ3tie11B, Elfttg 

aetluetibles, aaa sueh ether mediaeatieRS ll1l the subeemmittee me,· waRt te eefl!liaeF; (4) 

eetntePSiea te a f'harmaey beaef.it ftl8fl9:ger feFmat; and (5) sueh etfter matlefS as the 

Subeemmittee may eleet te elifllere. 

The Sllbee!BIIlittee' s afSt tll1lk shall be te aetermiae the mest eftieiellt; aee!lfate aaa eest 

effeeti11e metheEl ef eemfJie1:iftg beRefit re eMellmeat fer all ef the Distflet's empleyees. The 

SulleeHHBittee will sllbmit its FefleFI fer there ellftlllmellt preeeSB te be fellewed te the CBO aad 

the PresiaeRts ef the :W1e l!lfgest !lniens represelltillg Distfiet eftljlleyees by FebfllafY I, 2QQI. If 

the CEO aad eaeh ef the ave Uffiea PresiaeRts afe !lll!ll!le te llllllllime!ISiy agree te the tenus ef 

re ellftlllmellt, thea the last best effer ef the Distfiet aaa the UnieRS shall ae Sllbmittea te BR 

!lfbitrater fer fiaal, billdiag !lfbitratiea wid! the !lfbitrater seleeting either the Distfiet's er the 

Uffiefl!l' pFejlesal. Iftljllelllea!atiea shall tal<e fllaee ll1l seeR!I1l is jlff~Eltieable. 
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She\:116 the Sul3eeftlffJ:ittee pFepese eF FeeeftlftleRS a eftaflge iB 8BY 13e&etit le\'el set fefth 

ia this artiele, die ehllflge requires the appre•llll ef the G60 llfiS the Presiseats ef the affeetes 

Unieas. 

Aay reeelflfl!eases ehllflges reg&rdiag this Artiele shall reEjllire the affi.ffflative •;ete ef (a) 

eaeft aB6 e~'efY eae ef the five (5) lUHea Pt=esideats BBd fh) the Chief ~neeative Of.fieeF. If the 

pllfties agree ape a Slleh a ehllflge lnrt dispute •Nhat, if any, future iH!jlrevemeat sheuls he made 

with the s1wiags, if llfly, re911ltiag H-em the ehllflge(s), the amellllt ef the Sll\~ags te ile applies te 

fataFe iRlfJFB'IeftleMs er tfte pFejeeteEl eests ef seeh futu:re iffl:fJfe¥eRleBts, the majerity ef the 

l:Hli8BS 9f the ceo may deteffBiBe te sahmit the matter te &FhitratieR. All Uniens i:B\·elveEi \'Jill 

preseat eae pesitiea 8fl6 vJill seleet eae represefltllti'le at sueh llfhitratiea llf!S 20 says iaaEI>;IIflee 

vfill ideatiPy the issae er issues te Be &Fhitrateel ea hehalf ef alll:lftieas. 

The Uaiea agFees that a:rty sa71iags Feali2eel frem tlte medifieatiens Regetiateel in tt\rtiele 

XVII have BeeR esed te fund a par-t ef the \\Iftge inet=ease. 

ARTICLE XVIII 

TEMPORARY AND/OR SUBSTITIJTE EMPLOYEES 

The District shall not use temporary (substitute) employees to eliminate regular jobs or 

regular employees. 

ARTICLE XIX 

PROBATIONARY PERIOD 

New employees shall serve a probationary period of ninety (90) work days. If the 

employee's probationary period extends beyond the end of the school year and the employee is 

not·scheduled to work in the summer, then the summer shall not be considered as "work days" 
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for the probationary period. Discharge of an employee prior to the completion of the 

probationary period shall not be subject to the grievance procedure herein or any Civil Service 

Commission procedures. An employee must complete his/her probationary period before the 

employee is eligible for a transfer or promotion. 

ARTICLE XX 

UNION RIGHTS 

Section I. It shall not be a violation of this Agreement, and it shall not be a cause for 

discharge or disciplinary action for any employee to refuse to enter upon any property involved in 

a primary labor dispute, to refuse to go through or work behind any lawful primary picket line, or 

to refuse to do work normally done by striking members of another Union. 

Section2. Officers and/or staff representatives of the Union shall be permitted to enter the 

District's premises during working hours but at no time shall such visitation rights interfere with 

the work requirements of any employee or disrupt operations in any way unless expressly 

permitted by the District. The District agrees that during working hours, on the District's premises 

and without loss of pay, designated Union representatives shall be permitted to: 

A. Collect Union dues, initiation fees and assessments (if these funds are not collected 
through payroll deduction); 

B. Post Union notices; 

C. Distribute Union literature; 

D. Solicit Union membership during other than the employees' working time; 

E. Attend negotiating meetings; 

F. Transmit communications, authorized by the Union or its officers, to the District or 
its representatives; and 

G. Consult with District representatives, Union officers, or other Union representatives 
concerning enforcement, interpretation, application or violation of any provision of 
this Agreement. 
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Section 3. The District specifically agrees that there will be no reduction of the hours 

worked by any employee represented by the Union without negotiations with the Union. 

Section 4. 

(a) The Union shall have the authorization to use the school mails for matters 

pertaining to its members. 

(b) The Union may conduct Union business, other than membership meetings, on the 

school property during the hours of employment. The conduct of such business shaH not 

interfere with the operation of the Cleveland Municipal Schools District, nor hinder any 

employee's scheduled work. 

(c) The Union shall be permitted use of the bulletin boards in each school building, or 

other buildings, for the posting of notices concerning official Union business. The Supervisor in 

charge at each work site shall be responsible for such posting. 

(d) Permits shall be issued to the Union for Union meetings, in District owned or 

operated buildings and other facilities, without any charge to the Union, unless the District incurs 

additional costs solely because of the holding of the meeting. 

Section 5. The District will make every effort to cooperate with the Union to keep 

abreast of all pertinent programs and developments affecting working conditions of the 

employees. 

Section 6. The Union will be given two computer print-outs in October and February 

of each year; one alphabetically by employee name and the other by work site. The print-out 

shall include the following information. 

(I) Employee name; 

(2) Employee number; 
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(3) Date of appointment to current position; 

( 4) Current rate of pay; 

(5) Asterisk the names of the employees whose union dues are being collected through 
District payroll deduction; 

( 6) Code by employment status. 

Such print-outs will not be shared with private or commercial agencies for promotional 

purposes. 

Section 7. 

The District will provide the Union with the opportunity to make a presentation on this 

Agreement for bargaining unit employees as part of the District's pre-school orientation meetings. 

If additional employee orientation sessions are held for new employees, the Union will be given an 

opportunity to make a presentation for the newly hired employees provided it does not interfere 

with the services or operations of the District. 

Section 8. 

If a committee is formed that includes other bargaining unit personnel to address issues that 

materially affect or impact the duties of members of this bargaining unit, the Union will be 

provided immediate notice of the formation of the committee, and the Union shall have the 

opportunity for input into this committee on such issues. 

Section 9. The District recognizes the right of the Union to select Delegates, and 

Alternate Delegates for purposes of ascertaining whether the Agreement is being fulfilled 

and to provide employees at the various facilities of the District with Union Delegates. 

Section 10. The District agrees that the Delegates or Alternate Delegates designated by 

the Union may be released from duty if the need arises to assist in the problems related to all 

personnel represented by the Union without loss of pay during working hours. In addition, the 
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Grievance Chair, Executive Board member, or other similar-ranking single individual as the 

Union may select, shall be allowed one day per week for the purpose of handling Union Business. 

Section 11. Permission is to be secured from the proper designated supervisor by a 

Delegate or Alternate Delegate who desires to be so released to visit or to otherwise assist in 

resolving problems or matters of concern. Any Delegate leaving his/her building is to notify the 

proper designated supervisor prior to vacating the premises. 

Section 12. The ffiltrict and the Union both recogniz.e the benefits or training as 

related to Union leadership. The District shall release the Union Delegates and Executive Board 

members to attend selected Union related activities including leadership development programs. 

The Union Delegates and Executive Board members shall submit the appropriate leave of absence 

form in advance, to attend the Union related activity. The District will bear no cost associated with 

the training. 

ARTICLE XXI 

JOB POSTING- TRANSFERS AND PROMOTIONS 

In the event the District elects to fill a vacancy in any of the classifications represented by 

the Union, the District will post the job opportunity including the work location, appropriate pay 

band and the number of hours for a minimum of ten (I 0) working days on bulletin boards in every 

organizational unit where bargaining unit members are employed. In addition, the District shaD 

also send the posting to bargaining unit members through the District e mail system. 

The District will establish a pool of eligible candidates comprised of employees who file 

preferential forms or respond to job postings and applications from individuals who are not 

District employees. All individuals hired into classifications represented by the Union will be 
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obtained through this Candidate "Pool" Process. 

Lateral Transfers (Job and Work Site Preference}. 

All lateral transfers within classifications represented by the Union shall be administered 

through the use of a preferential form system. All all!'ga:iniag llnit memaefs whe desire te 

lfaflsfef Wllief this fJfeeeEillftl shall iile a preferefltial fefm, a:nEI all prefereBtial fefHIS shall enpire 

effeetive Deeembef 31 ef eaeh yell!'. Beginning July 1, 2010, preferential forms shaD be in 

effect from July 1 through June 30 of each school year. The bargaining unit member shall list 

each preference on the form in the order of that bargaining unit member's priority. 

The current practice of transferring cleaners by seniority is accomplished by a 

preferential form system based on seniority where vacancies exist. These transfers will be 

effective at the end of the first pay period in August, January and April. 

Promotions 

All promotions into classifications represented by the Union will be made through the 

Job Posting and Candidate "Pool" process. The District' will establish a pool of eligible 

candidates from responses to District promotional postings. As promotional vacancies occur, the 

District will, subject to its hiring requirements, recommend qualified candidates from the pool to 

fill the promotional position. All promotions shall occur within two (2) weeks after the effective 

date established by the District for a promotion. 

When an employee is promoted into a higher classification, the employee will receive an 

increase in compensation of either three increments or be paid the minimum salary for the 

position, whichever is greater. When an employee is promoted two or more levels in a 

promotional classification series, the employee will receive an increase in compensation 

of six increments or be paid the minimum salary for the position, whichever is greater. 
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Governing Guidelines 

The recommendation for all new hires, lateral transfers and promotions will be 

governed under the following guidelines: 

(I) First consideration will be given to qualified employees in the same 
classification who have on file a preferential form requesting a lateral 
transfer; 

(2) Second consideration will be given to qualified employees who have 
responded to relevant job postings; and 

(3) Third consideration will be given to all qualified candidates who do not fall 
within categories I or 2. 

(4) Any cleaner hired on or after July 1, 2010, shaD be classified as 

"Permanent/Various". Such cleanen shall not have permanent building/location 

assignments but will be assigned as needed by the District. Permanent/various cleanen 

shall put in preferential list by school within a region so he/she can be assigned to any 

school in the region as determined by the District. Permanent various cleanen may be 

assigned to different schools within a region with two work days notice and shall work the 

same houn as the previous assignment. 

The District will not hire an individual who is not a bargaining unit employee where 

there are current employees who have requested a transfer or bid on an opening so long as 

the bargaining unit employees are qualified, as determined by the criteria set forth below. 

In making selections among candidates in any of the above categories, the District 

will abide by its recruitment and selection regulations. In determining whether or not an 

individual is qualified, the District will adhere to the principle of meritorious service and 

specifically will evaluate the individual's skill, ability, work record, disciplinary record, 

attendance record, evaluations, recommendations, experience, education, training and 

other relevant factors, such as assessment results, test scores, etc. Where the District 
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determines that two or more individuals are equally qualified, the District shall 

recommend for hire the individual with greatest seniority. 

The parties agree that these procedures shall supersede any applicable Civil Service 

statute, rule or regulations. 
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ARTICLE XXII 

LAYOFFS -DISPLACEMENT AND BUMPING RIGHTS -

RECALLS 

Section 1. No regular employee shall be laid off until after all normal attrition and 

bumping rights specified herein have been effectuated. Layoffs shall be made on a 

classification-by-classification basis. Employees shall be laid off in inverse order of their 

service with the District in the classification in which the layoff occurs. If an employee is 

targeted for layoff status, he/she will be offered any available positions within his/her 

classification without regard to the normal bidding procedure. The process for determining 

seniority in the event of a tie-breaker is as follows: 

1. Current job entry date 

2. District seniority date 

3. Original hire date 

4. Date application signed (manually or electronically) 

5. Last four digits of the employees' social security number shall be used as the 

final tie-breaker with the highest number being laid off fint 

In the event layoffs become necessary, the District will notifY an individual identified by 

the Union by certified mail when possible at least thirty (30) days prior to the effective date of 

the proposed layoffs. 

When the District notifies the Union, the notification Jetter shall provide the following: 

1. Classifications affected by layoffs; 

2. The Union members targeted for layoff; 

3. Seniority lists by classification; and 

44 



4. Recall lists by classifications. 

The District shall schedule a meeting with the Union within ten (10) days of the District's 

mailing the certified notice of layoff to the Union. At that time, the Union may present any 

information it believes could assist the District in its layoff decisions. The District will review 

the information and consider the Union's information and presentation. The Union's failure to 

meet with the District shall not infringe upon the District's Management Rights nor postpone or 

delay the District's right to move forward with the layoffs. 

The Union members targeted for layoff shall be given the opportunity to rank their 

assignment preference based upon bumping rights. The District shall not unreasonably deny 

such preference. 

Section 2. 

Consistent with Section I, after reviewing the Union's information and presentation, if 

the District determines that layoffs are still necessary, the District will use its best efforts to 

notify the Union members targeted for layoff ten (10) work days prior to the actual layoff date(s). 

The District will notify the employee via certified mail at the employee's address as contained in 

Human Resources. P.O. Boxes are not valid addresses. Where the Union member's last known 

address is a P.O. Box, the Union member's school or building of assignment shall serve as the 

last known address. The District shall also provide a copy of all lay-off notices to a designee 

identified by the Union. 

Prior to any layoff or bumping, all temporary and probationary employees in the affected 

classifications shall be laid off first. Employees who are targeted for layoff shall have the right 

to bump ffem a higher rated elassiiieatiea te a !ewer rated elassiiieatiea if they to a previously 

held the !ewer rated classification provided that an employee cannot bump into a previously 
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held higher pay band position if the employee was either voluntarily or involuntarily 

moved from such position and shall maintain their current wage rate or the top of the pay band, 

whichever is less. In no event will an employee be laid off where there is a less senior employee 

still employed anywhere in the District in the classification. 

Section 3. Employees who are laid off or eventually bumped out of a classification 

shall be placed on a recall list for all classifications from which they have been laid off or 

bumped. Each recall list will rank employees in accord with their service in the classification on 

that list. Employees will be recalled to work er ealleEI l!aeiE te a higher rateEI or recalled to a 

previously held classification in the order in which they appear on the recall list. An employee 

shall remain on a recall list for two (2) years after his/her layoff or bumping out of a 

classification. The District shall provide the Union with a recall list for each classification in 

which it represents employees. 

Additions to those recall lists shall be sent, in writing, to the Union as soon as the 

employees are laid off from or bumped out of a classification. A complete updated list shall be 

provided to the Union at least quarterly. 

Section 4. When a vacancy occurs within a classification, the vacancy shall be 

filled by the employees on the recall list for that classification in the order in which the 

employees are ranked on the list. 

The District shall send notification by certified mail to the Union and the laid off 

employee of vacancies to be filled from the recall list. 

The letter sent to the Union shall include the name of the laid off employee(s), the 

vacant position/classification and the building/location of the vacant position as they become 

available. 
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The District will attempt on three (3) occasions within 48 hours to contact the laid off 

employee via telephone using the last known telephone number on record. If the District is 

able to contact the laid off employee by telephone, the employee will be given the opportunity 

to accept or reject the vacant position over the phone. If after three (3) good faith attempts 

within the 48 hour period described above the District has not reached the employee, the next 

senior laid off employee in that classification will be offered the position. The employee who 

the District was unable to contact will be offered the next available position in his/her 

classification. 

The District will then send a letter to the employee by certified mail indicating the laid 

off employee's acceptance or rejection of the vacant position. Included with the letter will be a 

form to be completed, signed and dated by the laid off employee indicating acceptance or 

rejection of the vacant position, and return instructions. 

An employee who is offered such a vacancy, in writing, and refuses to accept that 

position shall be removed from the recall list. The District will not fill any position with a new 

hire while a recall list for that classification is in effect. All day-to-day, substitute or 

probationary employees shall be hired from the recall list for the classification in which 

employees are needed, if such a recall list exists. However, the employees who wish to be on the 

day-to-day substitute list must inform the District of that in writing at the time their layoff 

becomes effective. The District will offer each employee the appropriate request form to be 

placed on that list prior to the last day of work of that individual laid-off employee. 

Section 5. An employee working for the District is earning service credit with the 

District regardless of the source of the funds for all or part of his or her compensation. 

Section 6. Temporary layoffs (six (6) weeks or less) occasioned by such occurrences 
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as strike, calamity, act of God, etc., shall be made on a classification-by-classification basis. 

Employees temporarily laid off shall be laid off in inverse order of their service with the District 

on a site-by-site basis in the classification in which the layoff occurs. There shall be no bumping 

between sites in effectuating a temporary layoff. 

Section 7. An employee who leaves the bargaining unit for a position within the 

District shall retain his/her seniority from the employee's previous classification for a period of 

one (I) year. If during that one-year period, the employee is bumped out of or laid off from the 

non-bargaining unit position, the employee may return to this bargaining unit, if a vacancy exists 

and no other bargaining unit employee is on the recall list that can perform the duties of that 

vacant position. In such a case, the employee shall return to the bargaining unit with the same 

seniority, for layoff and recall purposes only, as when the employee left the bargaining unit. 

If, after the above one-year period, the employee is bumped out of or laid off from the 

non-bargaining unit position, the employee may return to this bargaining unit, if a vacancy exists 

and no other bargaining unit employee is on a recall list that can perform the duties of that vacant 

position. In such a case, the employee shall return to the bargaining unit and be considered a 

new employee, for purposes of layoff and recall only. 

Notwithstanding the above, the employee who leaves and then returns to this 

bargaining unit under this Section shall retain seniority from the date the employee was 

originally hired as a permanent employee for all other purposes except for layoff and recall. 

Section 8 - Displacement 

(A) As used in this section, "displacement" sbaU mean a bargaining unit member 

who is without a position due to a building closure or program ending. Such a person shaD 

be referred to as a "displaced person". 
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(B) A displaced bargaining unit member will be notified of building closures 

and/or program termination as soon as reasonably possible after the determination is 

made and approved by CEO and/or the Board of Education as appropriate. 

(C) The District will identify the open bargaining unit positions, including those 

in which members are able to exercise their bumping rights. The displaced bargaining unit 

member(s) and Union will be notified by the District of the date and time of the meeting to 

review these positions which shaD include the building location, number of contracted 

hours and hours of work. An open position list will be provided in writing to the Union and 

displaced members prior to the meeting. At the meeting, the displaced bargaining unit 

member(s) shaD have ranked his/be preferences for the open positions and shaD select the 

open positions by seniority. The Union shall have the right to have one or more 

representatives present at this meeting and the Union and the affeeted bargaining unit 

members shall have the opportunity to observe the selection process and the Union shall 

have the right to monitor the selection process. If a member is unable to attend, be/she 

may designate in writing an individual to select on his/her behalf. This process takes 

preeedence over a non displaced employee's preference list. 

The parties agree that this procedure shall supersede any applicable Civil Service statute, 

rule or regulation. 

ARTICLE XXIII 

JOB DESCRIPTIONS 
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The District will furnish to the Union upon request a list of all job classifications 

represented by the Union and corresponding job descriptions. 

ARTICLE XXIV 

DISCIPLINE 

Fer rellSBHs iHeludiHg, but Bet limited te, iHtellieatieH, Hllfeeties, erimillfll effe11ses, 

iHsHberdiHatieFI, eneessive abseateeism er tardiHess, abse11ee •,'litheut leave, Hegleet ef duty, 

dislieHesty and HRsatisfaetery jeb f!erfermanee, em131eyees may be diseif!liHed Ufl te and 

iaeladiag ElisehaFge. 

Tile Distriet shall aet eeHRt fHReral days, jury dHty days er BHY ether eneliSed abseHee ia 

reviewiag an emjlleyee's atteHdBftee. 

The parties agree that the District will implement the Absence Abuse Policy, attached as 

Appendix H, effective July I, 2007 will be incorporated into the collective bargaining 

agreement as Section _ in Article VIII •. 

In the eveRt that an eRtfJieyee is SHspeaEied er aiseftMgeti; heAshe r:Jill he a8vised ef 

his.lfter right te liave a UHiBH Delegate f!FeSeftt aftd, Hf!BH reEjaest, will be 13ermitted te diseuss 

liis.lfter SUSf!eHsieH er disehllfge · •,'lith the Delegate. \1.1fte11 a SHf!eF¥iser determiHes that 

ref!rimBRds, suspeasieHS er ether diseipliHary aetieas, Hfl te and iHeludiHg diseharge, are iH artier, 

sueli aetie11 will be takeR iH a priYate meetiHg v.~th the empleyee BRd the UHiea Delegate. All 

diseipliflary aetieHs may be grie•ied threHgli the eeHtraetllal grie"'ftDee preeedHre. {)peR 

eemfJlaitHs er eftarges ma8e against any effi13leyee, hetsfte ma-y have a een.feFeaee \v-itft the 

Disciplinary action may be imposed upon an employee only for just cause. 
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Generally, progressive discipline will be followed. Tbe progressive discipline steps 

are: 

A. Verbal reprimand 

B. Written reprimand 

C. Suspension 

D. Termination 

The District has the right to skip any and all of the steps set forth above depending 

upon the offense. 

Prior to the imposition of discipline, consistent with the Loudermill decision, the 

employee shall be afforded the opportunity to be confronted with the charges and offered 

an opportunity to offer his/her side of the story. Where appropriate, the employee will be 

provided his/her Garrity rights. 

This meeting shall be held in private. The employee shall have the right to union 

representation at this meeting. 

Whenever in the performance of his/her duties as an employee and in carrying out the 

necessary duties thereof, an employee becomes the object of legal action directed against him/her, 

the District will provide the employee with legal defense in accordance with its obligations under 

R.C. § 2744.07. 

If complaints or charges are made against any employee, he/she may have a conference 

with the appropriate supervisor or his/her designee or at a higher supervision level. At such 

hearing, he/she may have the assistance of a Union representative. 

ARTICLE XXV 

MOVED TO ARTICLE XX 
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DEhEGATBS 

Seeliee l. The Dislfiel reeegeil1!es tlle Fig!H ef lhe Ufliee te seleel Delegates, and 

ftltemate Delegates fer fll:lfj3eses ef aseertainiag Vihether the AgFeemeftt is heing fulfilled anEl te 

flFe'lide e!Hflleyees at lhe val'iellS faeiliHes ef the Dislfiet with Ueien Delegates. 

Seetiea2. The Dislftet agFees that lhe Delegates er Altemate Delegates· designated ey ilie 

Uniee may lle Ft!leased flam duty if ilia need arises te assist in ilia f!l'8blems Ft!lated te all flet"S8DBel 

IefMseHted l!y ilie Uflien ·Nilbeut less efJlay dt!F.ng werlang heiiP.l. Ia ndditien, ilie Gl'i&vanee CbaiF, 

El1eeutive Beard Hlember, er eilieF simi!AF fllllking single intlividtlal as the Uniee may seleet, shall l!e 

allewed eHe day Jler ¥leek fer ilie flHFflese efhandling Uniee BHSiftess. 

8eetieH 3. PetiHissieH is te lle see!lfed flam the JlffllleF designated SlljleFYiS6f by a Delegate 

er AlteH!ate Delegate whe desires te ee se Ft!leased te ·lisit er te e!her\•o<ise assist iH reseh<iftg Jlfeelems er 

matters ef eeeecm. Aey Delegate len;<ing l!i!¥her l!uildieg is te ft6tUY the Jlfefl8I' desigeated superviser 

f!l'ier te vaeatieg ilia Jli en:ises. 

NEW LANGUAGE 

FACILITY CLOSURES 

Effective July 1, 2010, subject to the provisions set forth below, aU members who 

were assigned to a building at the time the building elosed for renovations or rebuilding 

shall have the right to return to that building in their previously held classification prior to 

any staff who were not at the affected building. If there are insufficient openings to 

accommodate the requests, the positions will be filled by seniority within the classification. 

For dietary staff, the first right of refusal only applies if the food service operation 

remains the same as when the building closed. 

For school secretaries, the first right of refusal only applies if the grade levels are 

the same as when the building closed. 
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Section 1. 

ARTICLE XXVI 

GRIEVANCE PROCEDURE 

A grievance is any matter concerning any alleged employee discipline or 

discharge without j~ cause, or the interpretation, application or alleged violation of a specific clause of 

this Agreement between the District and the Union. A grievance m~ be brought within ten (10) days of 

the date that the alleged violation occurred or within ten ( 10) days of the date that the employee should 

reasonably have known that the violations occurred. Pending and future grievances shall be resolved in 

the following manner: 

Step I: An aggrieved employee and/or his/her Union representative shall inform his/her 
immediate supervisor of the grievance, and the immediate supervisor shall have five (5) 
working days in which to adjust the matter. 

Step 2: If the matter is not adjusted by the immediate supervisor within five (5) working 
days, then a written grievance shall be prepared and presented within five (5) additional 
working days to the supervisory personnel designated by the District for the involved 
employee. A meeting shall be held within five ( 5) days after presentation of the written 
grievance between said supervisory personnel and the Union representatives to discuss 
the grievance. Within five (5) days after that meeting, said supervisory personnel shall 
present a written answer to the Union. 

~: If the Step 2 written response is not satisfactory, then within five (5) days, the 
Union shall appeal the grievance in writing to the Deputy Chief of Human Resources. A 
meeting shall be held between the Deputy Chief of Human Resources and his/her 
designee and the representatives of the Union within five ( 5) days after receipt of the 
written appeal. Within five (5) days after that meeting, a written response to the 
grievance shall be sent to the Union. Where the District denies a grievance, such denial 
shall include the specific grounds for, evidence regarding and rationale for the decision. 
All suspensions and terminations shall be initiated at Step 3. 

Step 4: 
(A) All grievances which have been appealed to arbitration will be referred to 

mediation. Arbitration scheduling will give priority to cases which have first been 
mediated. 

The District and the Union agree that a grievance mediation session will be held 
at some regular interval by mutual agreement of the parties to settle unresolved 
grievances properly submitted for mediation. 
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No later than 60 work days after the effective date of this Agreement the parties 
shall select a panel of five (5) mediators to serve for the first year of the contract. The 
mediator from the selected panel will be rotated alphabetically for succeeding sessions. 

The selection of a panel of five (5) mediators for successive years of the 
agreement shall be conducted not later than thirty (30) days prior to each successive 
anniversary date of the contract. The parties may, by mutual agreement, use the same 
mediators in successive years. 

(B) At the grievance mediation session the mediator shall hear outstanding post 
Step III grievances which have not been previously mediated, but have been appealed to 
arbitration as set forth above. It is the intent of the parties to make every effort to settle, 
grant or withdraw all such outstanding grievances. 

The Union may have the grievant(s) and appropriate Union representatives. 
Employees who attend the grievance mediation session shall do so on paid time. Every 
effort will be made to conduct mediation discussions as concisely as possible. 

The District may have any appropriate supervisor(s), and shall have management 
personnel empowered to settle grievances at the mediation session. 

The parties agree they will make every effort to provide each other with any and 
all information which will facilitate the resolution of outstanding grievances. 

(C) The mediator may employ all of the techniques commonly associated with 
mediation, including private caucuses with the parties, but the taking of oaths and the 
examination of witnesses shall not be permitted and no verbatim record of the 
proceedings shall be taken. The purpose of the proceedings is to reach a mutually 
agreeable resolution of the dispute, and there will be no procedural constraints in 
reviewing the facts and arguments. There shall be no formal evidence rules, Written 
evidence presented to the mediator will be returned to the party at the conclusion of the 
mediation setting. 

(D) Mediation efforts shall be informal in nature and shall not include written 
opinions or recommendations from the mediator. 

(E) Any grievance settlement, whether it represents a compromise between the 
parties or a full granting of the grievance, shall be reduced to writing and signed at the 
grievance mediation session. Grievances not withdrawn or settled in the mediation 
session will automatically proceed to arbitration. 

(F) Any settlement discussions held in the course of the grievance mediation 
process shall be considered "off the record" and shall be inadmissible in any subsequent 
arbitration hearing. The function of the mediator is to provide the parties with skilled 
advice as to what is likely to happen in an arbitration hearing in order to make settlement 
of the grievances more likely. 

(G) Fees and expenses, if any, for the grievance mediation session shall be 
shared equally by the parties. 

Section 2. Arbitration. If the answer to the grievance is not satisfactory, the Union 

shall have the sole and exclusive right within sixty ( 60) days to submit the matter to arbitration 

by requesting a panel of seven (7) arbitrators from the Federal Mediation and Conciliation 
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Service (FMCS) with a copy of the request to the District. The parties shall select a single 

arbitrator, to hear the matter, by the "strike off'' method. Upon mutual written agreement, the 

parties may elect to expedite the arbitration of particular grievances. In the event either party 

seeks expedited arbitration set forth at 62 FR 48949, effective September 18, 1997, or as 

otherwise agreed to between the parties. The fees and expenses of the arbitrator shall be paid 

equally by the District and the Union. Two (2) representatives of the Union, and all necessary 

witnesses, shall receive their regular salaries or wages for time spent in the arbitration 

proceeding, if conducted during working hours. 

The arbitrator shall render a written decision and award resolving the controversy and 

ordering all appropriate relief. The decision and award of the arbitrator shall be final and 

binding upon the District, the Union and the employees affected by the decision and award. 

The arbitrator is prohibited from making any decision or award which is inconsistent with the 

terms of this Agreement between the District and the Union or contrary to law. The arbitration 

hearing shall be held and the award shall be made in Cuyahoga County, Ohio. 

Section 3. Definition of Days. For the purpose of this provision, days shall mean a 

day that the aggrieved employee is at work unless the Union specifies in writing that for a 

particular grievance a day is to be each day, Monday through Friday, except for holiday. 

Section 4. Time Limits. Time limits specified in this procedure may be extended by 

mutual agreement of the parties. The failure of the District to comply with any time limit herein 

means that the Union may automatically process the grievance to the next step of the grievance 

procedure. Failure of the Union to comply with any time limits herein will result in the 

automatic dismissal of the grievance, if the District is in any way prejudiced by the Union's 

failure to meet the time requirements. 
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Section 5. Pursuant to Section 4117.10(a) of the Ohio Revised Code, this dispute 

resolution procedure hereby replaces and supersedes all grievance and arbitration procedures 

contained in any other agreements between the District and the Union. The District, the Union 

and the employee are subject solely to this grievance procedure and the Civil Service 

Commission shall have no jurisdiction to receive and determine any appeals relating this final 

and binding grievance procedure. 

Section 6. In grievances challenging the discharge of a non-probationary employee, 

the Union may, within the time limits prescribed above, submit the grievance to an expedited 

arbitration process which shall differ from other arbitrations and arbitration procedures only in 

the following ways: 

A. The Federal Mediation and Conciliation Service shall be asked to submit to the 

parties a panel of fifteen ( 15) arbitrators. All arbitrators on the panel shall have a 

bona fide residence within the Northeast Ohio area. The parties may agree to 

establish a permanent list of no less than five (5) arbitrators. 

B. An arbitrator will be selected by the parties using the "Alternate strike" method, 

with the Union having the first "strike." 

C. The parties shall notify the arbitrator selected of his/her selection within three (3) 

days of that selection. 

D. A hearing will be scheduled to be conducted within twenty-one (21) days of 

notice to the selected arbitrator that he/she has been selected. 

E. The arbitration process shall be informal, with an option for transcripts. The 

parties may, by mutual consent, agree to a bench decision. If there is no 

agreement to a bench decision, the arbitrator shall render a decision within 
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fourteen (14) days of the hearing. If the parties desire to submit written briefs, 

they shall do so within seven (7) days of the date of the hearing. (Seven (7) days 

is inclusive of the fourteen (14) day period.) 

NEW SECTION 7: 

ANY GRIEVANCE AT ANY STEP OF THE GRIEVANCE PROCEDURE 

MAY BE SETTLED BUT ANY SETTLEMENT THAT IS REACHED 

SHALL BE REDUCED TO WRITING AND SIGNED BY BOTH PARTIES. 

ARTICLE XXVII 

GENERAL 

I) No students or volunteers shall be used to replace any bargaining unit member 

eafeteria ef lilm~ry empleyees. 

2) The District will provide protective services to the best of its ability. Employees 

represented by the Union will have meetings with high level representatives of the District, 

including the persons in charge of the food service and library operations of the District, in 

response to agenda(s) submitted by the Union. 

3) Adult sanitary facilities shall be made available to all employees at all school 

facilities. 

4) An employee at any building who feels that the workload is not fairly distributed 

may file a grievance for adjustment of said work. 

5) The administration shall exert its best efforts to protect all employees in this 

bargaining unit from verbal abuse and physical assault while engaged in the performances of 

their duties. 
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6) Upon advance written request, approval may be given for vacation of less than 

three (3) days' duration where unusual circumstances may warrant such approval. 

7) The District shall make available to the Union upon its reasonable request, any 

and all available information, statistics and records relevant to negotiations or necessary for the 

implementation of the terms of this Agreement. 

8) Proposals and information concerning funded programs will be shared with the 

Union upon request. 

9) All bargaining unit members may file a "letter of inquiry" which requests 

information on salary, working conditions and/or fringe benefits. The Union shall process the 

letter of inquiry and where the Union believes it necessary, it may request in writing from the 

Deputy Chief of Human Resources or his/her designee information to enable the Union to 

respond to the inquiry. Information requested shall be provided to the Union in writing within 

thirty (30) calendar days of receipt by the Deputy Chief of Human Resources of the request of 

the Union. Thereafter, the Union will respond to the member. 

I 0) All employees of this bargaining unit shall have use of District telephones at all 

sites for District business and emergency use, at all times throughout the calendar year. All 

District business and emergency incoming calls to bargaining unit personnel shall be relayed 

by the office or custodial staff as soon as possible. 

11) No employee shall be required to perform a duty that is in violation of any 

applicable state law, city ordinance, rule or regulation issued by any federal, state or local 

regulatory agency, board or commission. 

12) Where an employee has reasonable belief that equipment or supplies may cause 

bodily harm, that employee's immediate supervisor shall be notified of such belief, along with 
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the employee's department head. Employees who have a medically verified detrimental 

reaction to chemicals may cease the use of such chemicals. If the District so desires, it may 

require the employee to submit to a physical examination (paid for by the District) to challenge 

the employee's medical verification. If the employee's doctor and the District's doctor 

disagree concerning the employee's medical verification concerning reaction to chemicals, the 

Union and the District shall meet and choose a third doctor whose decision will be final. The 

expense of the third doctor will be borne equally by the Union and the District. 

13) Every effort will be made to discuss with the Union new policies or policy 

changes which may affect members of the bargaining unit. 

14) No material derogatory to a bargaining unit member's conduct, service, 

character or personality shall be placed in the member's file unless the member has the 

opportunity to read and discuss the material with the author. A member shall be provided with 

a copy of the material within six (6) working days* (excluding days the member or supervisor 

is absent) of the receipt of the material by the supervisor in question. After being provided a 

copy of that material, a member shall be given the opportunity to discuss the material as soon 

as possible after the receipt of the material by the supervisor but not later than ten (10) working 

days* (excluding days the member or supervisor is absent) after such receipt. All such 

materials authorized by supervisory personnel shall be signed and dated. These time 

restrictions may be extended where circumstances warrant. The member shall acknowledge 

that such material has been read by affixing his/her signature on the actual copy to be filed, 

with the understanding that such signature merely signifies that the material to be filed has 

been read, and does not necessarily indicate agreement with its content. If the member refuses 

to sign the actual copy to be filed, it shall be noted on that copy by the supervisor involved 
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who shall also procure the signature of one witness. The signature of the witness shall 

constitute acknowledgement for the purposes of this paragraph. Any such material placed in a 

member's file, after the date of this Agreement, without the acknowledgment of the member, 

or where the member refuses to sign, the signature of a witness, cannot be used against the 

member in any proceedings, and is to be removed from the file. The employee shall have the 

right to answer any material filed, and his/her answer shall be attached to the file copy. 

Where a supervisor is not normally stationed at the building where the member is 

assigned, or where a member is not normally stationed at the building where the supervisor is 

assigned, the material shall be provided to the member within twenty (20) working days of 

receipt and an opportunity to discuss the material will be scheduled no later than twenty (20) 

working days after the member is provided a copy, without reference to the absence of the 

member or supervisor. The employee shall have the right to answer any material filed, and 

that answer shall be attached to the file copy. Upon an appropriate request by an employee, 

he/she shall be permitted to examine his/her file. An employee may not remove or change any 

documents or information in his/her personnel file except in accordance with law. 

15) The District is currently conducting a study on staffing. The District will use 

Union representation on the committee which is gathering preliminary information necessary 

to refine and implement cleaning standards, prior to finalizing a staffing plan. The Union will 

designate three (3) representatives for this purpose. 

The District will develop a procedural manual and job description for cleaners. The 

District will seek input into developing the procedural manual and the job description from 

three (3) representatives designated by the Union. 
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16) Time and one--half of the current hourly rate is to be paid beyond eight (8) 

hours per day, forty ( 40) hours per week when authorized by the District. 

17) If it is necessary for an employee to leave the premises for emergency and/or 

illness, the employee shall report only to the supervisor in charge. 

18) The District will consult with the appropriate Union Delegates with respect to 

the selection of required uniforms. 

19) The District shall furnish the Union a list of all supervisory personnel, in 

addition thereto and shall choose the singular supervisor from whom the employees will 

receive their orders. 

The supervisors who are over the designated supervisor shall channel their orders 

and/ or directions through the main supervisor. 

20) The District shall place improved information on pay stubs as follows: 

(A) Identification Coding: When the employee receives pay for extra duties, in­
service meetings, differentials, longevity, etc., the amount for each item shall be 
identified by a code on each pay stub. 

(B) Listing Fringe Benefit Costs: The amount of each fringe benefit cost paid by the 
District will be indicated on each employee's pay stub on a yearly basis. 

21) An employee shall be notified when garnishee orders are received by the District. 

Such notification shall be given as soon as such order is received. 

22) If a formal school closing committee is formed by the District, the Union shall 

select a representative to serve on the committee and release time shall be provided whenever 

meetings or school visits are scheduled during the school day. 

23) Seniority based on length of service as a legally and permanently appointed 

employee and meritorious service shall be the basis for transfers, promotions, or filling of 

vacancies within the service. Such vacancies shall be filled as soon as practicable after such 
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vacancies occur. In the filling of such vacancies, references will be made to the preferential lists 

of employees on file in the appropriate office at the date when vacancies occur. 

24) The District will develop a procedural manual for clerical personnel. The District 

will seek input into developing the procedural manual from three (3) representatives designated 

by the Union. 1 

25) Issues pertaining to the reevaluation of Food Service Staffing shall be deferred to 

a Committee made up of management representatives and not more than three (3) Union 

representatives. The Committee shall issue a recommendation to the administration within 

ninety (90) days of ratification of this contract. 

26) All employees working over one thousand (1,000) hours per year, except those 

noted in paragraph 34 below, shall be paid on a calendar year (rather than school year) basis. 

This provision shall not increase or decrease the annual compensation to be paid to employees 

pursuant to the wage and salary schedules set forth in this Agreement and its attachments, nor 

shall it be applied to any employee if the application of the provision would result in the 

reduction of public assistance for which the employee would otherwise be entitled. 

27) The Union shall have the right to utilize the District's E-Mail system. The 

District may review any literature intended to be sent out through E-Mail. The Union agrees to 

comply with any reasonable policy by the District regulating E-Mail. Upon request of a 

member, the member shall be provided an e mail account upon submission of the 

required consent form. 

28) The District agrees to provide all employees clean eating space within their 

facility. 

1 It is understood that the representatives from the Union for the clerical procedural manual may be different from 
the representatives for the procedural manual for cleaners, and that representatives on the clerical procedural manual 
may vary as different clerical areas and needs are addressed. 
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29) Secretaries and cleaners may be required to work on the two (2) professional days 

associated with Cleveland Teachers Union members during the school year if requested by the 

principal for the secretaries, and the Deputy Chief of Business Operations, or his/her designee for 

cleaners. Secretaries and cleaners will be paid their appropriate hourly rate for all time worked. 

30) The Executive Director of Food and Child Nutrition Services will meet with 

appropriate Union representatives to discuss labor-management issues, including additional work 

guidelines. 

31) The Union and the District shall meet to discuss the relationship of the cleaner 

and permit work through a Labor-Management Committee. The Union can request that the 

Executive Director/Deputy Chief of Business Operations be present at such meeting. 

32) The District will establish and maintain the following minimum clerical positions 

at the below listed school sites: 

levels. 

High School - Chief Secretary 

Pre-K-8- Principal Secretary 

Middle School - Principal Secretary 

Elementary School - Senior Secretary 

33) The Union and the District agree to meet annually to discuss cleaner staffing 

34) Deferred Pay Option. Bargaining unit members shall have the option to select 

either the District's established twenty (20) or twenty-six (26) biweekly pay plan. The eJ!tieH 

w411 ae J!ftasea ifl, •,v*ft 2Qqt .. ef Bftfgaifliflg unit memaeJS 'ey seniefity efferea the efllien eaeh yeftf 

startiHg with the 21lll7 21lll8 sel!eel yell!'. The deferred amount for ten month hourly 

employees shaU be calculated at 15 percent. 
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35) The parties agree that the District may carry out the Charter School Memorandum 

of Understanding, attached as Appendix I, effective July 1, 2007. The Union recognizes the 

District's right to own and operate charter schools. If the District opens a charter school 

that it owns and operates such school shall be staffed by SEIU District 1199 members as 

identified in Article I of this agreement. 

36) Food service employees shall be notified by their last work day of the school 

year as to their first day of work in the succeeding school year. 

ARTICLE XXVIII 

HOURS OF WORK AND OVERTIME/SUPPLEMENTAL ASSIGNMENTS 

Section l. Clerical and library aide persollllel shall be on duty seven and three-

quarters (7-3/4) hours per day, five (5) days per week, excluding lunch hour. All persollllel will 

be scheduled in keeping with the needs of their assignments. Deviations may be authorized to 

meet unusual or unexpected operational requirements. 

Section 2. On a case-by-case basis, and subject to prior approval of management, 

based on operational needs, overtime hours will be offered to General Fund employees in an 

equitable mallller among the affected employees at the specific site. 

Section 3. If an employee is found to have been improperly passed over for an 

overtime opportunity, his/her remedy shall be limited to an offer of the next available 

opportunity for overtime of equal or greater hours. The District shall not be required to pay for 

missed overtime opportunities with cash, except where the Union establishes that such improper 

pass over was intentional. 

Section 4. Employees who are assigned to work seven and three-quarters (7-3/4) 

hours or over are entitled to two (2) fifteen (15) minute breaks. 
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SectionS. Supplemental assignments are those work assignments outside of the 

employees normal work schedule (i.e. night school, summer school, summer assignments). 

Employees shall be allowed to use a sick leave or special privilege leave during a 

supplemental assignment. Supplemental assignment pay is calculated at the straight time 

rate. 

ARTICLE XXIX 

ASSIGNMENT OF AVAILABLE HOURS 

Any employee whose schedule of hours to be worked in his/her regular job classification 

is reduced below nineteen (19) hours per week shall be offered any available employment in any 

other job classification for which he/she is qualified, to provide employment of at least nineteen 

(19) hours per week before any new employees are hired to fill such positions. A minimum of 

nineteen ( 19) hours of employment is hereby made available, if possible, to all employees to 

ensure the continuation of their coverage under all insurance programs. The District has the right 

to assign employees with hours below nineteen (19) to other non-classification duties where 

agreeable with the employee and at the appropriate rate of pay, 

Whenever an employee working under the General Fund, i.e., non-dietary employees, 

regularly working at a facility, is terminated for any reason or laid off and the District has 

decided to fill the vacancy, or where hours are expanded in that classification, the remaining 

employees, by seniority, shall be permitted to acquire, at their respective facility, the available 

hours of the terminated or laid-off employee, or expanded hours, provided that said increase for 

the employee does not result in more than forty ( 40) hours per week. Further, the District will 

not assign any cleaner in a facility whereby the employee is performing his/her duties alone in 

any property, unless the cleaner consents to the assignment. The District will assign cleaners 
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consistent with the Cleaner Contingency Plan, attached as Appendix J, effective July I, 2001. 

The purpose of this provision is to maximize an employee's hours worked per week. If 

an employee is hired or employed for less than nineteen (19) hours, said employee shall be 

offered any other available hours at other locations within and outside of his/her normal job 

responsibilities for which he/she is qualified, agreeable to the employee, in order to increase 

his/her hours of work per week. 

ARTICLE XXX 

LEAD CLEANER 

There shall be one lead cleaner for any building with three or more night shift 

cleaners. In addition to his/her regular cleaning assignments, the lead cleaner shall have lead 

person responsibilities over the cleaning staff and be responsible for issuing supplies and 

providing in-service training to substitute cleaners and new employees assigned to the building. 

The lead cleaner shall report any and all pertinent information to the custodian in charge in 

regard to the work site including any such information received from the cleaning staff. The lead 

cleaner will be compensated based on a differential under the following schedule: 

3 cleaners a building...................................................................... .35* per hour 
4 to 6 cleaners in a building ......................................................... .41* per hour 
7 and above cleaners in a building ............................................... .47* per hour 

*Employees utilized as alternate lead cleaners will be compensated at the same differential rate 

as the lead cleaner for the time they are working in that position. 

Individuals shall be selected for the position of lead cleaner based upon seniority and 

meritorious service. An individual selected for lead cleaner may continue in that position only so 

long as the employee continues to demonstrate meritorious service in the position. Lead cleaners 

shall be reviewed at least annually on the effectiveness of cleaning activities in their building. 

Upon their option, employees Who achieve lead cleaner positions may obtain additional in-
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service and training which would qualifY them for positions in the custodial staff. The District 

will share the cost of the training and, prior to advertising outside the District to fill assistant 

custodial positions, the District.will solicit and review applications from cleaning staff for such 

vacancies. Applicants for assistant custodian positions must satisfY civil service and state 

testing and license requirements. 

ARTICLE XXXI 

CALL-IN PAY 

An employee required to report back to work after the close of his/her shift, or on any 

day that is not a regular work day, shall perform necessary tasks or other assigned duties. In 

the event the matter for which one is called back to work takes less than three (3) hours to 

resolve, the union member has the option of (a) resolving the matter and receiving pay for time 

worked with a minimum of one (1) hour pay; or (b) remaining on duty for three (3) hours and 

performing work to be determined by the District. A union member choosing option (b) shall 

provide a written summary of the tasks performed during the call back. 

ARTICLE XXXII 

INCLEMENT WEATHER 

When the schools are closed because of inclement weather and employees who are not 

required to be present are paid for the day, then any employee who is required to work shall 

also be paid for the day and in addition will be paid for all hours worked. This applies to 

regular employees only. 

Those hours paid because of this inclement weather provision (and not actually worked) 

will be paid at a straight-time rate and will not be considered in any overtime calculations. 

ARTICLE XXXIII 

WORKING OUT OF CLASSIFICATION 
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Section I. No person covered by this Agreement will be required to accept the 

responsibilities and carry out the duties of a position or rank other than that which he normally 

holds except in emergency situations. No employee shall be requested to perform duties that 

are in violation of law. Where the Union contends that employees are being unreasonably 

subjected to circumstances outside of their normal course of duties, the District shall meet and 

work to resolve said problem. 

Section 2. When an employee is assigned by management to work in another job 

classification which is higher in pay, he/she shall receive a flat increase of ten cents ($.1 0) for 

food service workers for each hour worked in the higher classification beginning with the first 

(1st) working day and each day worked thereafter. For a secretary Union member assuming 

the head secretary position, that member shall be compensated for each hour worked as a head 

secretary. If an employee is required to accept the responsibilities and to carry out the duties 

of a position or classification below their current position or classification, the employee shall 

continue to receive his/her regular rate of pay. This clause shall not be construed to grant to 

bargaining unit members any rights to any higher paid classification. 

Section I. 

ARTICLE XXXIV 

WAGE DIFFERENTIAL 

An increment of eleven and eight-tenths cents (.118) per hour shall be paid 

for all hours worked between the hours of 10:00 p.m. and 6:30a.m. 

Section 2. Secretarial employees who volunteer and receive training shall be allowed to 

distribute medication to students. The District shall pay one secretary per building $565.00 per 

school year for distributing medication (equally divided over 20 pays). Secretarial employees 

who volunteer and receive training shall be allowed to distribute medication to students 
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attending summer school. The District shall pay one secretary per summer school building 

$70.68 per summer school session for distributing medication. 
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ARTICLE XXXV 

SUBCONTRACTING OF WORK 

No work which is, or could be, performed by employees of the District without any 

additional training shall be subcontracted, so long as active employees of the District or 

employees on a recall list are willing to perform that work. If said employees are unable to 

complete the job within a reasonable time, then outside services shall be contracted, but only 

after or simultaneously with all employees on the recall list in the affected classification being 

returned to work. The District also will not subcontract services either to fill any vacated 

positions or to fill newly created positions within the Union's jurisdiction. 

ARTICLE XXXVI 

CAREER LADDER 

See Appendix C of this Agreement. 

ARTICLE XXXVII 

WAGeS 

A. ~ffeetive July 1, 2QQ7, there shall J:,e an iaerease ef 3q' en 13ase ftel:lfly rates. 

B. BKee)3t as previdetl ia seetieB a. Bele\Y, effeetive Jaly 1, 2998, there shall Be 8B 
inerease ef 3 q' ea l:lase hetifly f&les, 

a. This iaerease is eeatiageat IIJleB the Distriet eeatiauiag te reeei·;e ia iiseal year 
2QQ9 ae less tfiaa the IHftellat ef memes ia tetal state fellftdatiea aid (Bet iaelliEiiag 
pre sefteal an8 speeial eElueatieR mmspeftatieR) as reeeiYetl ia f.iseal year 2QQ7 
as stated ia liae 22 ef the 2QQ7 SF 3. If the Distriet aetities the desigaated 
Uaiea effieial ae later tftftft Jatntary 15, 2QQ8 ef tke reEktetiea ifl teftl:l state 
fellftdatiea aid (aet iaeludiag pre seheel aad speeial edueatiea transpertatiea), 
the iaerease shall aet llflply aad the Distriet aad the Uaiea shall reepea 
aegetiatieas fer all matters eKeept sueeeatreetiag, as fellftd ia l\rtiele XXXV, 
aad iasllftlftee eeaef.its as fell8d ia Artiele XVII (iaeludiag health iaSllftlftee, 
tleMal, ;risie&, flFeser-ifJtiea ee'let=age, aed life insl::lfQftee~. In sueh ease, the 
parties shall immediately eeHl:IBenee aegetiEKiens a:nf:l the imJ:Jasse pFeeedwe ia 
Artiele XLIII shall llflfliY aad the pre·risieas ef Artiele XVII seetiea 2(,'\) (i.e., 
Wefkiag Speuse) shall elCpire effeeti•;e Jaauary I, 2QQ9. 
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C. gneept as pre'tided iB seetiea a. Belevt, effeetiYJe Jely I, 2QQ9, thefe shall Be an iaerease 
Bf Jq~ BR BIISe heafiy rates 

a, This iBerease is eeatiBgeat 1:!13BR Rm8s saft.ieieat te SHf'f'BFt t:be Fates. If the 
DistFiet Ratifies the designated UaieR eftieilll RB later thftll Mllfeh I, 2QQ9, er 
saeh later date liS mlHHelly agreed, that there life Ret satfleieRt fillies te sappeft 
these wage flltes, the iaereiiSe shall aet aflflly ftlld the DistFiet ftlld the Uaiefl shllll 
Feepea aegetiatieas fer all mat-ters eneept suBeeatmetiag, as fetilld ia ),ftiele 
XXXV, ftlld iRSHfiiRBe eeaefits liS fetlfld iR Miele XVII (iReladiRg health 
iBsl:l:fanee, deatal, 'tisien, f'FesefiJ'tieB eeYemge, EmS life iasltfanee). Ia sueD ease, 
the pllfties shllll iRHRediately eemmeaee aegetiatieas ftlld the ifflfJIISSe preeedHFe 
iR Aftiele XLIII shllllaflflly llftd the tJreYisieRs ef Miele XVII seetieR 2(A) (i.e., 
Wefi<iag Sflease) shall extJire effeetiYe JMHftfY I, 2QI Q. 

For the 2010-2011 s~:hool year, employee wages shall be redu~:ed by 4.62%. 
This redudion shall be a~:~:omplished for employees working more than four 
hours per day (a) modifying Artide VII, Holidays to provide eligible employees 
6.5 paid holidays instead of 10 paid holidays; (b) two 1:ost savings days to be 
seleded by su~:h employees subjed to Distrkt approval ( a ~:ommittee will be 
established to establish parameters for use of these days); and foregoing any 
annual in~:rement provided for in this agreement. For employees working four 
hours or less, the wages paid those individuals will be redu~:ed by 4.62% which 
shall indude the holidays and foregoing any annual increment provided for in 
this agreement. Cost savings days shall not be used for employees working four 
hours or Jess to account for any portion of the 4.62°/o reduction. 

ARTICLE XXXVIII 

FOOD SERVICE EMPLOYMENT CONTINUATION. 

PHYSICALS AND SALARY SCHEDULE 

Section I. In the event that the District subcontracts or otherwise changes the 

operation of its food service operations, employees currently employed in that program shall 

continue to be employed by the District in the same classifications in which they are currently 

employed, and shall continue to have Service Employees International Union, the Union, as their 

sole and exclusive representative during said employment, if said employees are represented 

by the Union at the time of the subcontracting or other change in food service operations. 

These employees shall also continue to be employed for the entire school year and shall work 
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under the terms and conditions of employment contained in the then current agreement or 

agreements between the District and the Union. 

Section 2. Physical Examinations. Effective beginning the 1988-89 school year, all 

employees within the food service operation may be required to undergo physical examinations 

at the District's expense. Such physical examinations must be completed and filed with the 

food service director prior to the beginning of the school year. This provision shall not be 

applied in an arbitrary, capricious or discriminatory manner. 

ARTICLE XXXIX 

WORK DURING SUMMER SCHOOL AND HOLIDAY BREAKS 

Section I. All bargaining unit employees shall be given priority over all other 

employees for work within their respective classifications during summer school and/or 

supplemental assignments. If summer school or a supplemental assignment is to be conducted 

at a school, the bargaining unit employees working in that school at the end of the regular 

school year shall have priority in accord with their building seniority, for all positions available 

at that school. If openings exist for summer school or supplemental assignments for 

bargaining unit employees which are not filled by the bargaining unit employees at that school 

in which summer school or a supplemental assignment will operate, then the most senior 

sehool secretary who applies, regardless of the job elassification qaalifiee applie&Bt will be 

notified and offered the opportunity to fill the position. Notice of summer school or 

supplemental assignments operations at a school will be given to the bargaining unit 

employees as soon as possible. 

The District will not assign substitute employees on a regular basis to summer and/or 

supplemental assignments as long as there are regular employees who have applied and are 
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willing to take said assignments. 

Section 2. On an employee-by-employee basis, based upon expressed organizational 

needs, clerical employees in the Transportation Department may be allowed to work during the 

Winter and Spring breaks, with the appropriate written administrative approval. 

ARTICLE XL 

SAVINGS CLAUSE 

If any provision of this Agreement is found to be violation of law by a final order of a 

court of competent jurisdiction, or the District and the Union agree that said provision is in 

violation of this law, then said provision shall be considered void and the other provisions of this 

Agreement shall remain in effect during the term of this Agreement. The parties shall begin 

negotiations with respect to any provision or provisions of this contract determined to be void or 

in violation of law, as specified herein, and any provision of this contract affected by such a 

conclusion, within fifteen ( 15) days of the determination of such voidness or violation of the law. 

ARTICLE XLI 

MANAGEMENT RIGHTS 

Except as specifically limited herein, the District shall have the sole and exclusive right to 

control all functions, operations and set all policies regarding the Cleveland Municipal School 

District, including, but not limited to, the sole and exclusive right to: 

I. Determine matters of inherent managerial policy in the best interest of children 
which include, but are not limited to areas of discretion or policy such as the 
functions and programs of the public employer, standards of services, its overall 
budget, utilization of technology, and organizational structure; 

2. Direct, supervise, evaluate or hire employees; 

3. Maintain and improve the efficiency and effectiveness of operations; 

4. Determine the overall methods, process, means, or personnel by which operations 
are to be conducted; 
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5. Suspend, discipline, demote, or discharge for just cause, or lay off, transfer, assign, 
schedule, promote or retain employees; 

6. Determine the adequacy of the work force; 

7. Determine the overall mission of the District as a unit of government; 

8, Effectively manage the work force; 

9. Take actions to carry out the mission of the District as a governmental unit. 

Notwithstanding Section 4117.08 of the Ohio Revised Code, the District is not 
required to bargain on any subjects -- including, but not limited to, those 
enumerated above -· reserved to and retained by the District under this Article. 

Therefore, the Union agrees that during the life of this Agreement, the District 
shall have no obligation to bargain collectively with respect to the exercise of any 
rights reserved to and retained by it in this Article. Provided, however, that 
where the exercise of such a management right impacts upon the wages, hours or 
other terms and conditions of employment of employees in this bargaining unit, 
the District will bargain collectively with the Union over the effects of such 
management decisions when requested by the Union. 

ARTICLE XLII 

STRIKES AND LOCKOUTS 

There shall be no strikes, walkouts, sick-outs, or any other like or similar work 

stoppage during the life of this Agreement. Any employee engaging in such conduct will be 

subject to discipline, up to and including discharge. 

In addition, the District may utilize the procedures and rights contained in Ohio 

Revised Code§ 4117.15 and§ 4117.23. 

There shall be no lockout during the life of this Agreement. 

ARTICLE XLIII 

DURATION OF AGREEMENT 

The EiiiF!ltiaa af this AgFeemeat shall be flam Jtily 1, 21lll7111 ti!fe11gh Arne 31l, 2QIQ . 

Hewe'l'er, if the Distriet aetif.ies the desig~~eted Uffiea effieial He later thaH JllllllftfY 15, 21l98, liS 
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pr8vided ia Miele XXXVII, Seeti8R B, the e8Rifaet sltall eupire 811 Jooe 39, 2998 fer all matters 

eJ£eept Slibe8Rtfaetiag, as fe~md ia Artiele XXXV, BRa iRSI!fBRee beaefits, as fellfta ia ,'\fiiele 

XVII (iaeludiag health ifiSI!f!lflee, defttftl, ·;isi81!, presefipti8a e8verage, tlllil life ii!SIIftlftee~. I11 

sueh ease, the Regetiatiea preeedllre f81lfta ia Artiele XXXVII, Seeti8R B shall !lflf!ly. If the 

Distfiet aetifies the desigaated Um8R 81'1'ieial R8 later thBR JBHl:IBfY IS, 2999, as previded ia 

Ar-tiele XXXVII, SeetieR C, the e8Rtfaet shall e!Epire eft J~me 39, 2999 fer all matters eJte!lflt 

sube8Rtmetiag, as ful:llld ia ,'\ftiele XXXV, 8lld iRSI!ftlllee beaefits, as ful:lllEI ia Miele XVII 

(iael1:1diag health iRSl:lfllflee, deRtal, Yisi8R, presefiptiea eeverage, tllld life iasl:lfllflee). Ia Slleft 

ease, the aegetiati8R preeeilllfe fe1:1ad ia Artiele XXXVII, SeetieR C shall !lflf!ly. 

A. This Agreement shall be effective from July 1, 2010 through June 30,2013, 
except as provided below. 

B. The Union shall have the right to reopen negotiations for salaries only upon 
the availability of new monies in excess of Five Million Dollars from sources where such 
funds are not earmarked and not restricted or directed to be used for specific purposes, but, 
rather, may be used for compensation of bargaining unit members. In such case, the 
Parties shall immediately commence negotiations and the contractual impasse procedure 
shall apply. The District shall immediately inform the Union in writing if such new monies 
become available. Nothing in this paragraph shall limit the right of the District to re-open 
under paragraphs C. and D., infra. 

C. If the Board projects a deficit in general fund monies of more than Five 
Million Dollars as of June 30, 2012, the District may re-open this Agreement only with 
respect to any economic provision, including but not limited to, wages, holidays, vacations, 
differentials, increments, health insurance and any other provision of the agreement with 
an economic impact on the District by notifying the designated Union representative no 
later than January 15, 2011. In such case, the Parties shall immediately commence 
negotiations and the contractual impasse procedure shall apply. 

D. If the Board projects a deficit in general fund monies of more than Five 
Million Dollars as of June 30, 2013, the District may re-open this Agreement only with only 
with respect to any economic provision, including but not limited to, wages, holidays, 
vacations, differentials, increments, health insurance and any other provision of the 
agreement with an economic impact on the District by notifying the designated Union 
representative no later than January 15, 2012. In such case, the Parties shall immediately 
commence negotiations and the contractual impasse procedure shall apply. 
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ARTICLE XLIV 

DRUG TESTING 

When there is reasonable cause to believe that an individual employee is using illegal 

drugs or alcohol at work or is under the influence of drugs or alcohol at work, and/or pursuant 

to current District CDL Drug Testing regulations such employee will be directed to report to 

the District designated physician or medical clinic, on District time and expense, for a fitness 

for duty examination. This will involve appropriate testing, including possible urine or blood 

tests or breathalyzer exam as determined by the appropriate medical personnel. The 

circumstances supporting the allegation shall be reduced to writing, signed by two (2) referring 

supervisors who have received drug/alcohol abuse education, and provided to the appropriate 

personnel and the Union prior to testing. 

An employee may be referred for such fitness for duty screening if two (2) referring 

supervisors who have received drug/alcohol abuse education have a reasonable suspicion that the 

employee is then under the influence of alcohol or a controlled substance. The demand for a 

urine, blood or breath specimen shall be made based only upon specific, objective facts, and 

reasonable inferences drawn from those facts in light of experience, that the employee is then 

under the influence of drugs or alcohol so as to endanger fellow employees, the public, or 

otherwise adversely impact on the employee's ability to perform his/her job duties. In addition, 

employees may be referred for mandatory urine, blood or breathalyzer tests to determine 

substance abuse as part of a disciplinary probation for employees who have violated the 

District's drug and alcohol rules. 
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An employee shall be entitled to the presence of a Union representative before testing is 

administered. An employee who refuses to take a drug or alcohol test may be discharged 

immediately by the District. 

As concerns urine samples for drug testing, subject employees will undergo an initial 

screening (EMIT) test. For any positive results, a confirmatory test employing the gas 

chromatography/mass spectrometry (GC/MS) test will be used. The District will insure that 

there is a continuous chain of custody of any sample taken from an employee. Specimen 

collection will occur in a medical setting and the procedures shall not demean, embarrass, or 

cause physical discomfort to the employee. 

The results of a drug or alcohol screening test will be kept strictly confidential. An 

employee who tests positive for drugs and/or alcohol will have the opportunity to review the test 

results and, if desired, a reasonable opportunity to rebut the results. Copies of any such 

evaluation shall be provided to the District and to the individual tested. Where urine or blood 

samples have been taken, the samples will be preserved for a reasonable period of time and 

such employee will have the opportunity to take these samples to a reputable physician, or 

laboratory of his/her choosing for a re-testing. An employee shall be deemed to have failed an 

alcohol test if: 

(1) The person has concentration often-hundredths (10/100) of 
one-percent (1 %) or more by weight of alcohol in his/her blood; 

(2) The person has a concentration of ten-hundredths (I 0/1 00) 
of one (1) gram or more by weight of alcohol per two hundred ten 
(21 0) liters of his/her breath; 

(3) The person has a concentration of fourteen-hundredths 
(14/100) of one (1) gram or more by weight of alcohol per one 
hundred ( 1 00) milliliters of his/her urine. 
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Employees who may be drug or alcohol dependent are encouraged to voluntarily seek 

professional assistance through a reputable treatment program. The District's Employee 

Assistance Program (EAP) can provide counseling and referral, All records of an employee 

seeking medical rehabilitation for drug and alcohol dependency, either through the EAP or 

otherwise, will be kept strictly confidential. Voluntary assistance should be sought before 

dependency affects job performance so as to endanger fellow employees, the public, or otherwise 

adversely impact on the employee's ability to perform his/her job duties. 

The EAP program does not supplant the normal discipline and grievance procedure. An 

employee subjected to disciplinary charges which include substance abuse on the job will be 

given access to the drug or alcohol screening results, the ability to have privately tested the blood 

or urine samples at an independent laboratory and the opportunity to rebut any allegations of 

substance abuse. Any charging letter issued to an employee which included allegations of 

substance abuse on the job shall list the basis upon which it was determined that there was 

reasonable cause to believe the employee was using drugs or was under the influence of drugs or 

alcohol at work. 

Any employee found to have positive screens for drugs and/or alcohol must be given 

medical clearance by a qualified physician acceptable to the District before returning to work. 

An employee who fails a drug or alcohol test for the second time during his/her 

employment with the District may be discharged immediately by the District, subject to just 

cause and the provisions of the grievance procedure. 

The District, after bargaining with the Union, shall adopt random drug testing policies 

only for employees who are required to be randomly tested under law (e.g., Department of 
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Transportation regulations regarding employees required to have a Commercial Drivers 

License). 

The District is not responsible for any legal obligations and costs for claims based on 

the Union's duty of fair representation. 

The Union shall be indemnified and held harmless by the District for any violation of 

an employee's constitutional common law, or statutory rights. 

The District agrees that it will implement this or a substantially similar drug/alcohol 

testing procedure with all other District employees. 

ARTICLE XLV 

EMPLOYEE DISCLOSURE REQUIREMENTS 

Section I. Disclosure of Criminal Violations. Any employee who pleads guilty to 

or is convicted of any offense set forth in Section 3319.39 of the Ohio Revised Code, any 

substantively comparable ordinance of a municipal corporation or any substantively 

comparable statute of another State shall be required to disclose such conviction or plea of 

guilty to the School District. Failure to do so can result in disciplinary action up to and 

including termination. Convictions of, or pleas of guilty to the offenses described above are 

not an automatic bar to continued employment, but the District has the right, on a case-by-case 

basis and for just cause, to terminate employees convicted of such offenses, in the future. 

Section 2. Disclosure on Emplovment Application. Pursuant to the Management 

Rights clause, the District reserves the right to take appropriate disciplinary action with regard 

to employees who fail to truthfully fill out their employment application. 

Section 3. Disclosure of Arrest Warrants. Employees knowledgeable of outstanding 

arrest warrants must notifY the School District of the warrant and resolve the warrant as 
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expeditiously as possible. An employee may use a vacation day or a restricted special privilege 

leave day to resolve the warrant; otherwise, an employee arrested on a warrant will not be 

allowed to return to pay status until submission of documentation that the warrant has been 

resolved. 

Section 4. Pre-Employment Criminal Background Investigation. Pursuant to Section 

3319.39 of the Ohio Revised Code the employment of any employee is conditional until a 

criminal records check has been completed and reveals that the employee has not been convicted 

of any of the crimes listed in that statute. 

Provided: This Section shall not apply to the above-described offenses for which a plea 

of guilty, or conviction was made prior to October 29, 1993, unless such plea or conviction was 

misrepresented on the employee application. Except as required on the employment application, 

employees shall not be required to disclose O.R.C. 3319.39 convictions or guilty pleas occurring 

between October 29, 1993 and the date of execution of the reopener provisions. However, such 

non-disclosure shall not insulate the employee from disciplinary action as set forth in Section 1, 

above, where such conviction or guilty plea has ultimately come to the attention of the District. 

Provided further, that employees who are conditionally employed under the term of this 

Section shall otherwise be subject to the terms of this Agreement. 

The District agrees that it will implement this or a substantially similar Employee 

Disclosure procedure with all other District employees. 
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SIDE LEITER 

The District shall be entitled to schedule cleaners to work up to four (4) weeks prior to 

the start of school in September, and cleaners shall have taken all accrued vacation by that time, 

except where the District implements a voluntary work schedule program for General Cleaning. 
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SIDE LETTER 

All meetings or hearings held in regard to disciplinary action which an employee is 

required to attend will be held during the employee's working hours, whenever possible. If 

such meetings or hearings are held outside of an employee's working hours, he/she shall be 

compensated for the time spent at the meeting or hearing. 
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SIDELETIER 

REGARDING NON-SCHOOL DIETARY EMPLOYEES 

Non-School Dietarv Reclassification: 

Those dietary employees who perform work at facilities other than school sites shall be 

reclassified as follows: 

DIETARY II 

DIETARY IV 

(Formerly classified as Cashiers) 

(Formerly classified as Assistant Manager) 

Four individuals will be promoted to the Dietary II classification due to the work that 

they perform. (These employees shall revert back to their original classification and seniority 

date if a lay-off should occur). 

A Dietary employee transferring into the non-school work site shall be slotted into the 

proper pay band of their classification. 

A new hire at a non-school building will be considered a Dietary II, paid within the pay 

band of a General Prep. 

SIDELETIER 

The parties agree to develop a joint committee to discuss the District's plan for permanent and/or 
temporary building closures. A discussion item of the committee will be to review any displaced 
individuals affected by such building closures. 

SIDELETIER 

Subject to the availability of appropriate funding, the District will consider the feasibility of 
implementing staff development training for Union members. 
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IN WITNESS WHEREOF, the parties have set their hands and seals this 31 day of 

December, 2007. 

SERVICE EMPLOYEES 
INTERNATIONAL UNION, DISTRICT 
1199, CTW, CLC 

By __________________________ __ 

Dave Regan, President 

By~~~~~--~~---------­
Lisa Hetrick, Secretary Treasurer 

By 
Carol Sims, Coordinator 

By~--~--~~~~~~~---­
Marquis Frost, Administrative Organizer 

By __________________________ __ 

Lynn A. Radcliffe, Executive Board 

By~~~~~~--~~~-----­
Lorraine Bradley, Executive Board 

By __________________________ _ 

Cecelia Flonnoy, Executive Board 

By __________________________ ___ 

Jacquelyne Lane, Executive Board 

By __________________________ __ 

Barbara Smith, Executive Board 

By __________________________ ___ 

Margaret Wilson, Executive Board 

By __________________________ __ 

Lorraine Donnelly, Negotiating Team 

By ________ ~--~--~-------­
Brenda Evans, Negotiating Team 
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BOARD OF EDUCATION OF THE 
CLEVELAND MUNICIPAL 
SCHOOL DISTRICT 

By ______________________ _ 

By ____________________ _ 

By ____________________ _ 



ICE EMPLOYEES 
INTERNATIONAL UNION, DISTRICT 
1199, CTW, CLC 

By __________________________ __ 

Maler Goddard, Negotiating Team 

By __________________________ __ 

Ava Hicks, Negotiating Team 

By~~~~~~~~----------­
Velita Hill, Negotiating Team 

By __ ~~~~--~~~~-----­
Carolyn Henderson, Negotiating Team 

By=-~~--~~~~~--------­
Betty Johnson, Negotiating Team 

By __________________________ __ 

Patricia Kovar, Negotiating Team 

By--~~~--~~~~-------­
Martha Landers, Negotiating Team 

By=-----~----~~~-------­
Renee Lindsley, Negotiating Team 

By __________________________ __ 

Joseph McCrystal, Negotiating Team 

By __________________________ __ 

Delisa Pryor, Negotiating Team 

By~--~~~--~~~-------­
Kathleen Scott, Negotiating Team 

By __________________________ __ 

Patricia Smith, Negotiating Team 

By __________________________ _ 

Kimberly Ward, Negotiating Team 
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APPENDIX A 

Positions Currently Covered as of 07/01100 

Auditor 
Chief Secretary 
Cleaner (Regular) 
Clerk III 
Clerk IV 
Computer Operator I 
Computer Operator II 
Computer Operator Ill 
Data Control Clerk 
Data Entry Operator I 
Data Entry Operator II 
Data Entry Operator III 
Data Entry Operator Trainee 
Data Processing Documentation Technician 
Data Processing Systems Analyst I 
Dietary I (Lunchroom Attendant) 
Dietary II (Assistant Satellite Cook, Cashier, 

General Prep and Cook's Helper) 
Dietary III (Cook, Satellite Cook) 
Dietary IV (Assistant Manager) 
Exterminator 
Film Inspector 
Internal Auditor Assistant 
Junior Bookkeeper 
Junior Secretary 
Junior Library Aide 
Junior Payroll Audit Clerk 
Junior Stenographer 
Lead Cleaner 
Library Technologist 
Machinist 
Maintenance Man 
Network Support Specialist 
Office Assistant I 
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Office Assistant II 
Payroll Audit Clerk 
Principal Bookkeeper 
Principal Secretary 
Principal Stenographer 
Procurement Specialist 
Program Documentation Clerk 
Programmer I 
Programmer II 
Programmer III 
Programmer Trainee 
Records Retention Clerk (student records) 
Resource Coordinator 
Scheduler 
Senior Bookkeeper 
Senior Secretary 
Senior Library Aide 
Senior Stenographer 
Senior Stores Clerk 
Senior Typist 
Specialist I 
Specialist I - Adult Ed./Hrly. 
Specialist I - Stranded Students 
Specialist II 
Specialist III 
Systems Programmer I 
Tabulation Machine Operator 
Tape Librarian 
Telephone Operator 
Window Cleaner 
Word Processor I 
Word Processor II 
Word Processor Trainee 



APPENDIXB 

Classified Salary Schedule• 2007-2008 (3 °/o) 
Clerical Non/Supervisory Positions 

Service Employees International Union District 1199 
Effective July 1, 2007 

Annual 
Job Class Title Minimum Maximum Increment 

350020 D.P. Systems Analyst 34965.05 57606.48 787 
350015 Network Support Specialist 34965.05 57606.48 787 
350070 Programmer III 34965.05 57606.48 787 
350090 Specialist III 34965.05 57606.48 787 
350025 System Programmer I 34965.05 57606.48 787 

450610 Office Assistant II 34953.21 42551.73 822 

450370 Computer Operator III 33110.12 55411.28 787 
350040 Programmer II 33110.12 55411.28 787 
450450 Word Processing Operator II 33ll0.12 55411.28 787 

450090 Chief Secretary 3054l.l3 48755.82 662 

450060 Auditor 29613.64 44562.30 662 
450360 Computer Operator II 29613.64 44562.30 662 

450600 Office Assistant I 29584.07 37801.93 822 

450030 D.P. Documentation Teclmician 28686.17 44562.32 662 
450445 Internal Auditor Assistant 28686.17 44562.32 662 
450285 Lead Telephone Operator 28686.17 44562.32 662 
450185 Procurement Specialist II 28686.17 44562.32 662 
450540 Specialist II 28686.17 44562.32 662 
450440 Word Processing Operator I 28686.17 44562.32 662 

450560 Clerk IV 26557.66 39250.18 529 
450010 Computer Operator I 26557.66 39250.18 529 
450410 Data Control Clerk 26557.66 39250.18 529 
450050 Data Entry Operator 26557.66 39250.18 529 
450070 Payroll Audit Clerk 26557.66 39250.18 529 
450350 Program Documentation Clerk 26557.66 39250.18 529 
350030 Programmer I 26557.66 39250.18 529 
450385 Scheduler 26557.66 39250.18 529 
450200 Senior Storekeeper 26557.66 39250.18 529 
450380 Tape Librarian 26557.66 39250.18 529 
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Classified Salary Schedule* 2007-2008 (3%) 
Clerical Non/Supervisory Positions 

Service Employees International Union District 1199 
Effective July 1, 2007 

Annual 
Job Class Title Minimum Maximum Increment 

450550 Clerk III 24934.64 36627.89 529 
650250 Library Technologist 24934.64 36627.89 529 
450140 Principal Bookkeeper 24934.64 36627.89 529 
450100 Principal Secretary 24934.64 36627.89 529 
450300 Principal Stenographer. 24934.64 36627.89 529 
450095 Procurement Specialist I 24934.64 36627.89 529 
350060 Programmer Trainee 24934.64 36627.89 529 
450522 Records Retention Clerk 24934.64 36627.89 529 
650255 Resource Coordinator - Arts 24934.64 36627.89 529 
450220 Shipping Clerk 24934.64 36627.89 529 
450530 Specialist I 24934.64 36627.89 529 

450400 Data Entrv Operator II 23775.33 35567.53 529 
450210 Senior Store Clerk 23775.33 35567.53 529 
450020 Tabulating Machine Operator 23775.33 35567.53 529 
450430 Word Processor Trainee 23775.33 35567.53 529 

450040 Data Entry Operator I 23311.57 33851.57 529 
450150 Senior Bookkeeper 23311.57 33851.57 529 
450270 Senior Library Aide 23311.57 33851.57 529 
450110 Senior Secretary 23311.57 33851.57 529 
450290 Senior Stenographer 23311.57 33851.57 529 
450320 Senior Typist 23311.57 33851.57 529 

450390 Data Entry Trainee 22616.02 32013.96 529 
450490 Film Inspector 22616.02 32013.96 529 
450160 Junior Bookkeeper 22616.02 32013.96 529 
450260 Junior Library Aide 22616.02 32013.96 529 
450080 Junior Payroll Audit Clerk 22616.02 32013.96 529 
450120 Junior Secretary 22616.02 32013.96 529 
450310 Junior Stenographer 22616.02 32013.96 529 
450280 Telephone Operator 22616.02 32013.96 529 

*Salaries indicated are for twelve-month services. Ten-month service employees are on the 
deferred 26-pay plan. 
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Clerical/Non-Supervisory Positions 
Service Employees International Union District 1199 

Effective July 1, 2007 

Below listed personnel receive an ANNUAL DIFFERENTIAL of $693.00 in addition to their 
salary. This differential is payable pro-rata for the period or portion of the year that the 
employee serves in the capacity listed below. 

• Secretaries to personnel listed as Directors or above in certificated and classified 
positions. 

• Head Secretary-in-Charge 

Senior High Schools (all schools) 
PreK -- 8, Middle Schools (900+ enrollment) 
Elementary Schools (900+ enrollment) 

• Supervisory Telephone Operator (I) 

• Secretaries to Directing Supervisors 

Below listed personnel receive an ANNUAL DIFFERENTIAL FOR DISPENSING 
MEDICATION in addition to their salary. This differential is payable pro-rata for the period 
or portion of the year that the employee serves in the capacity listed below: 

School Secretaries $565.00 
Summer School Secretaries $ 70.68 one payment 

• Data Processing persons who serves in the capacity listed below receive an HOURLY 
DIFFERENTIAL of $0.37 in addition to their salary. 

• Afternoon Shift Duty 
• Night Shift Duty 

LONGEVITY YEARS OF SERVICE 

20 
25 
30 
35 

89 

ANNUAL RATE 

$855 
$1822 
$3039 
$4499 



Job Class 

350020 
350015 
350070 
350090 
350025 

450610 

450370 
350040 
450450 

450090 

450060 
450360 

450600 

450030 
450445 
450285 
450185 
450540 
450440 

450560 
450010 
450410 
450050 
450070 
450350 
350030 
450385 
450200 
450380 

Classified Salary Schedule• 2008-2009 (3°/o) 
Clerical NoDISupervisory Positions 

Service Employees International Union District 1199 
Effective July 1, 2008 

Title Minimum Maximum 

D.P. Systems Analyst 36014.00 59334.67 
Network Support Specialist 36014.00 59334.67 
Programmer III 36014.00 59334.67 
Specialist III 36014.00 59334.67 
System Programmer 1 36014.00 59334.67 

Office Assistant II 36001.81 43828.28 

Computer Operator III 34103.42 57073.62 
Programmer II 34103.42 57073.62 
Word Processing Operator II 34103.42 57073.62 

Chief Secretary 31457.36 50218.50 

Auditor 30502.05 45899.17 
Computer Operator II 30502.05 45899.17 

Office Assistant I 30471.59 38935.99 

D.P. Documentation Technician 29546.76 45899.19 
Internal Auditor Assistant 29546.76 45899.19 
Lead Telephone Operator 29546.76 45899.19 
Procurement Specialist II 29546.76 45899.19 
Specialist II 29546.76 45899.19 
Word Processing Operator I 29546.76 45899.19 

Clerk IV 27354.40 40427.69 
Computer Operator I 27354.40 40427.69 
Data Control Clerk 27354.40 40427.69 
Data Entry Operator 27354.40 40427.69 
Payroll Audit Clerk 27354.40 40427.69 
Program Documentation Clerk 27354.40 40427.69 
Programmer I 27354.40 40427.69 
Scheduler 27354.40 40427.69 
Senior Storekeeper 27354.40 40427.69 
Tape Librarian 27354.40 40427.69 
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Annual 
Increment 

811 
811 
811 
811 
811 

846 

811 
811 
811 

682 

682 
682 

846 

682 
682 
682 
682 
682 
682 

545 
545 
545 
545 
545 
545 
545 
545 
545 
545 



Classified Salary Schedule• 2008-2009 (3%) 
Clerical Non/Supervisory Positions 

Service Employees International Union District 1199 
Effective July 1. 2008 

Anuual 
Job Class Title Minimum Maximum Incremrol 

450550 Clerk III 25682.68 37726.73 545 
650250 Library Technologist 25682.68 37726.73 545 
450140 Principal Bookkeeper 25682.68 37726.73 545 
450100 Principal Secretary 25682.68 37726.73 545 
450300 Principal StenoWo~pher 25682.68 37726.73 545 
450095 Procurement Specialist I 25682.68 37726.73 545 
350060 Programmer Trainee 25682.68 37726.73 545 
450522 Records Retention Clerk 25682.68 37726.73 545 
650255 Resource Coordinator - Arts 25682.68 37726.73 545 
450220 Shipping Clerk 25682.68 37726.73 545 
450530 Specialist I 25682.68 37726.73 545 

450400 Data Entry Operator II 24488.59 36634.57 545 
450210 Senior Store Clerk 24488.59 36634.57 545 
450020 Tabulating Machine Operator 24488.59 36634.57 545 
450430 Word Processor Trainee 24488.59 36634.57 545 

450040 Data Entry Operator I 24010.92 34867.12 545 
450150 Senior Bookkeeper 24010.92 34867.12 545 
450270 Senior Library Aide 24010.92 34867.12 545 
450110 Senior Secretary 24010.92 34867.12 545 
450290 Senior Stenographer 24010.92 34867.12 545 
450320 Senior Typist 24010.92 34867.12 545 

450390 Data Entry Trainee 23294.50 32974.38 545 
450490 Film Inspector 23294.50 32974.38 545 
450160 Junior Bookkeeper 23294.50 32974.38 545 
450260 Junior Library Aide 23294.50 32974.38 545 
450080 Junior Payroll Audit Clerk 23294.50 32974.38 545 
450120 Junior Secretary 23294.50 32974.38 545 
450310 Junior Stenographer, 23294.50 32974.38 545 
450280 Telephone Operator 23294.50 32974.38 545 

* Salaries indicated are for twelve-month services. Ten-month service employees are on the 
deferred 26-pay plan. 
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Clerieal/Non-Supervisory Positions 
Serviee Employees International Union District 1199 

Effective July 1, 2008 

Below listed personnel receive an ANNUAL DIFFERENTIAL of$693.00 in addition to 
their salary. This differential is payable pro-rata for the period or portion of the year that 
the employee serves in the capacity listed below. 

• Secretaries to personnel listed as Directors or above in certificated and classified 
positions. 

• Head Secretary-in-Charge 

Senior High Schools (all schools) 
PreK- 8, Middle Schools (900+ enrollment) 
Elementary Schools (900+ enrollment) 

• Supervisory Telephone Operator (I) 

• Secretaries to Directing Supervisors 

Below listed personnel receive an ANNUAL DIFFERENTIAL FOR. DISPENSING 
MEDICATION in addition to their salary. This differential is payable pro-rata for the 
period or portion of the year that the employee serves in the capacity listed below: 

School Secretaries $565.00 
Summer School Secretaries $ 70.68 one payment 

• Data Processing persons who serves in the capacity listed below receive an 
HOURLY DIFFERENTIAL of$0.37 in addition to their salary. 

• Afternoon Shift Duty 
• Night Shift Duty 

LONGEVITY YEARS OF SERVICE 

21 
26 
31 
35 

-92-

ANNUAL RATE 

$855 
$1822 
$3039 
$4499 



Classified Salary Scheduler• (3%) 
Clerical Non/Supervisory Positions 

Service Employees International Union District 1199 
Effective Julv I, 2009 

Annual 
Job Class Title Minimum Maximum Increment 

350020 D.P. Svstems Analvst 37094.42 61114.71 835 
350015 Network Support Specialist 37094.42 61114.71 835 
350070 Programmer III 37094.42 61114.71 835 
350090 Specialist III 37094.42 61114.71 835 
350025 System Programmer I 37094.42 61114.71 835 

450610 Office Assistant II 37081.86 45143.17 871 

450370 Computer Operator III 35126.52 58785.83 835 
350040 Programmer II 35126.52 58785.83 835 
450450 Word Processing Operator II 35126.52 58785.83 835 

450090 Chief Secretary 32401.81 51725.06 702 

450060 Auditor 31417.11 47276.15 702 
450360 Computer Operator II 31417.11 47276.15 702 

450600 Office Assistant I 31385.74 40104.07 871 

450030 D.P. Documentation Technician 30433.16 47276.17 702 
450445 Internal Auditor Assistant 30433.16 47276.17 702 
450285 Lead Telephone Operator 30433.16 47276.17 702 
450185 Procurement Specialist II 30433.16 47276.17 702 
450540 Specialist II 30433.16 47276.17 702 
450440 Word Processing Operator I 30433.16 47276.17 702 

450560 Clerk IV 28175.02 41640.52 561 
450010 Computer Operator I 28175.02 41640.52 561 
450410 Data Control Clerk 28175.02 41640.52 561 
450050 Data Entry Operator 28175.02 41640.52 561 
450070 Payroll Audit Clerk 28175.02 41640.52 561 
450350 Program Documentation Clerk 28175.02 41640.52 561 
350030 Programmer I 28175.02 41640.52 561 
450385 Scheduler 28175.02 41640.52 561 
450200 Senior Storekeeper 28175.02 41640.52 561 
450380 Tape Librarian 28175.02 41640.52 561 
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Classified Salary Schedule• (3%) ( 

Clerical Nou/Supervisory Positions 
Service Employees International Union District 1199 

Effective July 1, 2009 

Annual 
Job Class Title Minimum Maximum Increment 

450550 Clerk III 26453.16 38858.53 561 
650250 Library Technologist 26453.16 38858.53 561 
450100 Principal Secretary 26453.16 38858.53 561 
450140 Principal Bookkeeper 26453.16 38858.53 561 
450300 Principal Stenographer 26453.16 38858.53 561 
450095 Procurement Specialist 26453.16 38858.53 561 
350060 Programmer Trainee 26453.16 38858.53 561 
450522 Records Retention Clerk 26453.16 38858.53 561 
650255 Resource Coordinator - Arts 26453.16 38858.53 561 
450220 Shipping Clerk 26453.16 38858.53 561 
450530 Specialist I 26453.16 38858.53 561 

450400 Data Entry Operator II 25223.25 37733.61 561 
450210 Senior Store Clerk 25223.25 37733.61 561 
450020 Tabulating Machine Operator 25223.25 37733.61 561 
450430 Word Processor Trainee 25223.25 37733.61 561 

450040 Data Entry Operator I 24731.25 35913.13 561 
450150 Senior Bookkeeper 24731.25 35913.13 561 
450270 Senior Library Aide 24731.25 35913.13 561 
450110 Senior SecretarY 24731.25 35913.13 561 
450290 Senior Stenographer 24731.25 35913.13 561 
450320 Senior Typist 24731.25 35913.13 561 

450390 Data Entry Trainee 23993.36 33963.61 561 
450490 Film Inspector 23993.36 33963.61 561 
450160 Junior Bookkeeper 23993.36 33963.61 561 
450260 Junior Library Aide 23993.36 33963.61 561 
450080 Junior Payroll Audit Clerk 23993.36 33963.61 561 
450120 Junior Secretary 23993.36 33963.61 561 
450310 Junior Stenographer 23993.36 33963.61 561 
450280 Telephone Operator 23993.36 33963.61 561 

• Salaries indicated are for twelve-month services. Ten-month service employees are on the 
deferred 26-pay plan. 
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Clerical/Non-Supervisory Positions 
Service Employees International Union District 1199 

Effective July 1, 2009 

Below listed personnel receive an ANNUAL DIFFERENTIAL of $693.00 in addition to 
their salary. This differential is payable pro-rata for the period or portion of the year that 
the employee serves in the capacity listed below. 

• Secretaries to personnel listed as Directors or above in certificated and 
classified positions. . 

• Head Secretary-in-Charge 

Senior High Schools (all schools) 
PreK- 8, Middle Schools (900+ enrollment) 
Elementary Schools (900+ enrollment) 

• Supervisory Telephone Operator (l) 

• Secretaries to Directing Supervisors 

Below listed personnel receive an ANNUAL DIFFERENTIAL FOR DISPENSING 
MEDICATION in addition to their salary. This differential is payable pro-rata for the 
period or portion of the year that the employee serves in the capacity listed below: 

School Secretaries $565.00 
Summer School Secretaries $ 70.68 one payment 

• Data Processing persons who serves in the capacity listed below receive an 
HOURLY DIFFERENTIAL of$0.37 in addition to their salary. 

• Afternoon Shift Duty 
• Night Shift Duty 

LONGEVITY YEARS OF SERVICE 

22 
27 
32 
35 
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ANNUAL RATE 

$855 
$1822 
$3039 
$4499' 



Classified Salary Schedule 2007 (3%) 
Food Service Positions 

Service Employees International Union District 1199 
Effective July 1, 2007 

Hourly Rate 
Annual 

Job Class Title Minimum Muimum Increment 

630067 Dietary IV 10.89 14.45 0.37 
630060 Assistant Manager* 10.89 14.45 0.37 

630065 Dietary III 10.58 13.55 0.37 
650450 First Cook 10.58 13.55 0.37 
650430 Satellite Cook 10.58 13.35 0.37 

650445 Dietary II 10.47 13.38 0.37 
650380 Assistant Satellite 10.47 13.38 0.37 
650420 General Preparation 10.47 13.35 0.37 
650440 Cashier 10.47 13.38 0.37 
650480 Cook's Helper 10.47 13.38 0.37 

650415 Dietary I 10.16 N/A N/A 
650410 Lunchroom Attendant 10.16 N/A N/A 

• May be rotated from facility to facility as directed by the Executive Director of Food and 
Child Nutrition Services. School settings only. 

N/ A- Not applicable 

LONGEVITY YEARS OF SERVICE 

20 
25 
30 
35 

HOURLY RATE 
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Classified Salary Schedule 2008 (3%) 
Food Service Positions 

Service Employees International Union District 1199 
Effective July I, 2008 

Hourly Rate 
Annual 

Job Class Title Minimum Maximum Increment 

630067 Dietary IV 11.22 14.88 0.38 
630060 Assistant Manager 11.22 14.88 0.38 

630065 Dietary III 10.90 13.96 0.38 
650450 First Cook 10.90 13.96 0.38 
650430 Satellite Cook 10.90 13.96 0.38 

650445 Dietary II 10.78 13.78 0.38 
650380 Assistant Satellite 10.78 13.78 0.38 
650420 General Preparation 10.78 13.78 0.38 
650440 Cashier 10.78 13.78 0.38 
650480 Cook's Helper 10.78 13.78 0.38 

650415 Dietary I 10.47 N/A N/A 
650410 Lunchroom Attendant 10.47 NIA N/A 

*May be rotated from facility to facility as directed by the Executive Director of food and 
Child Nutrition Services. School settings only. 

N/ A - Not applicable 

LONGEVITY YEARS OF SERVICE 

20 
25 
30 
35 
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HOURLY RATE 

0.40 
0.86 
1.44 
2.15 



Classified Salary Stbedule 2009 (3 •fu) 
Food Service Positions 

Service Employees International Union District 1199 
Effective July 1, 2009 

Hourly 

Annual 
Job Class Title Minimum Maximum lntrement 

630067 Dietary IV 11.56 15.33 0.39 
630060 Assistant Manager 11.56 15.33 0.39 

630065 Dietary III 11.23 14.38 0.39 
650450 First Cook 11.23 14.38 0.39 
650430 Satellite Cook 11.23 14.38 0.39 

650445 Dietary II 11.10 14.19 0.39 
650380 Assistant Satellite 11.10 14.19 0.39 
650420 General Preparation 11.10 14.19 0.39 
650440 Cashier 11.10 14.19 0.39 
650480 Cook's Helper 11.10 14.19 0.39 

650415 Dietary I 10.78 N/A N/A 
650410 Lunchroom Attendant 10.78 N/A N/A 

* May be rotated from facility to facility as directed by the Executive Director of Food and 
Child Nutrition Services. School settings only. 

N/ A - Not applicable 

LONGEVITY YEARS OF SERVICE 

20 
25 
30 
35 
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HOURLY RATE 

0.40 
0.86 
1.44 
2.15 



Classified Salary Schedule 2007 (3%) 
Other Classified Positions 

Service Employees International Union District 1199 
Effective July 1, 2007 

Job 
Hourly Rate 

Assignment In-Charge 
Class I!!k Minimum Maximum Differential Differential 

450585 Specialist I Adult Education 12.38 18.16 NIA N/A 

650595 Specialist I Stranded Students 12.38 18.16 N/A NIA 

650060 Lead Cleaner 11.90 N/A **.26 * 

650090 Cleaner 11.90 N/A **.26 N/A 

650450 Window Cleaner 16.60 N/A N/A 0.28 

650130 Exterminator 20.04 N/A N/A N/A 

550490 Machinist. 19.83 N/A N/A 0.47 

650200 Maintenance Man 16.12 17.94 N/A N/A 

*The following in-charge differentials are added to the hourly rate. Differentials may 
very according to the number of cleaners at worksite as follows: 

3 Cleaners 
4-6 Cleaners 
7+ Cleaners 

.35 per hour 

.41 per hour 

.47 per hour 

**The assignment differential is added to hourly rate after 10:00 pm or for "Mat Cleaning." 

LONGEVITY YEARS OF SERVICE HOURLY RATE 

20 
25 
30 
35 
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0.40 
0.86 
1.44 
2.15 



Classified Salary Schedule 2007 (3 o/o) 
Other Classified Positions 

Service Employees International Union District 1199 
Effective July 1, 2008 

Job Hourly Rate Assignment In-Charge 
Class Title Minimum Maximum Differential Differential 

450585 Specialist I Adult Education 12.75 18.71 N/A N/A 

650595 Specialist I Stranded Students 12.75 18.71 N/A N/A 

650060 Lead Cleaner 12.26 NIA **.26 • 

650090 Cleaner 12.26 N/A **.26 N/A 

650450 Window Cleaner 17.10 NIA N/A 0.28 

650130 Exterminator 20.64 NIA N/A N/A 

550490 Machinist 20.43 N/A N/A 0.47 

650200 Maintenance Man 16.60 18.48 N/A N/A 

*The following in-charge differentials are added to the hourly rate. Differentials may very 
according to the number of cleaners at worksite as follows: 

3 Cleaners 
4-6 Cleaners 
7+ Cleaners 

.35 per hour· 

.41 per hour 

.47 per hour 

**The assigmnent differential is added to hourly rate after 10:00 pm or for "Mat 
Cleaning." 

LONGEVITY YEARS OF SERVICE HOURLY RATE 

20 
25 
30 
35 
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Classified Salary Schedule 2007 (3°/o) 
Other Classified Positions 

Service Employees International Union District 1199 
Effective July 1, 2009 

Job Hourly Rate Assignment In-Charge 
Class !ill£ Minimum Maximum Differential Differential 

450585 Specialist I Adult Education 13.13 19.27 N/A N/A 

650595 Specialist I Stranded Students 13.13 19.27 N/A N/A 

650060 Lead Cleaner 12.63 N/A **.26 • 
650090 Cleaner 12.63 N/A **.26 • 
650450 Window Cleaner 17.61 N/A N/A 0.28 

650130 Exterminator 21.26 N/A N/A N/A 

550490 Machinist 21.04 N/A N/A 0.47 

650200 Maintenance Man 17.10 19.03 N/A N/A 

*The following in-charge differentials are added to the hourly rate. Differentials may 
very according to the number of cleaners at worksite as follows: 

3 Cleaners 
4-6 Cleaners 
7+ Cleaners 

.35 per hour 

.41 per hour 

.47 per hour 

**The assignment differential is added to hourly rate after 10:00 pm or for "Mat 
Cleaning." 

LONGEVITY YEARS OF SERVICE HOURLY RATE 

20 
25 
30 
35 
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0.40 
0.86 
1.44 
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APPENDIXC 

MEMORANDUM OF UNDERSTANDING 

CAREER LADDER 

A. All Career Ladder issues raised in these negotiations shall be deferred to the 

Career Ladder Committee. Any unresolved issues at the Committee level shall be referred 

to the Deputy Administrator for Support Services for a resolution. If no resolution can be 

achieved at the level of Deputy Chief of Human Resources, the Chief Executive Officer shall 

be the final arbiter for all unresolved issues. Both the Union and the District representatives 

shall submit their respective positions in writing to the Chief Executive Officer. Nothing in 

this clause shall be construed to limit the final decision-making authority of the District with 

regard to financial matters. 

B. The Board of Education is committed to the concept of the Clerical Career 

Ladder and is prepared to extend the operation of the ladder in existence until the expiration 

of the current collective bargaining agreement between the Union and the District. Funding 

shall be contingent upon the availability of financial resources as determined by the Chief 

Executive Officer. Persons currently placed in clerical career ladder positions shall maintain 

their career ladder positions, absent a uniform District-wide reduction in the clerical work 

force. 
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APPENDIXD 

RETURN TO WORK I TRANSITIONAL WORK PROGRAM 

General. Any employee who is assaulted or disabled while in the performance of his/her duties, 

under such circumstances as would cause such injury or disability to be compensable under the 

Workers' Compensation Laws of the State of Ohio shall have the following options: 

Option A 

Remain on the regular payroll of Management through the CLEVELAND MUNICIPAL 

SCHOOL DISTRICT Wage Continuation Program; or, 

Option 8 

Go off the regular payroll on an unpaid Workers' Compensation leave and receive compensation 

through the Bureau of Workers' Compensation. 

However, an employee who has settled his/her workers' compensation claim with Cleveland 

Municipal School District through the Industrial Commission will not be eligible to participate in 

the Retum-to-Work!fransitional Work Program for the conditions which were settled. An 

employee who elects to participate in the CLEVELAND MUNICIPAL SCHOOL DISTRICT 

(CMSD) Wage Continuation Program agrees to the terms and stipulations as described in the 

CLEVELAND MUNICIPAL SCHOOL DISTRICT Return to Work!fransitional Work Policy. 

(See Appendix E). 

An employee unable to return to the job classification in which he/she was working when the 

injury or disability occurred due to permanent restrictions as described by the treating physician, 

shall have the option of bidding in accordance with the provisions of the Collective Bargaining 

Agreement to a different job classification for which they are qualified and able to perform 

within their work restrictions. He/She will receive the rate of pay for the job in which he/she is 

placed. If that transfer results in loss of his/her current benefits under the Collective Bargaining 

Agreement, that employee will continue with the benefits that he/she had at the time of the injury 

or disability. However, an employee assigned in this manner must bid on the next available 

job(s) for which he/she is qualified and be able to perform within his/her restrictions, to continue 

with the benefits. If an employee refuses to bid or accept any bid which is awarded, the 

employee's eligibility for benefits will be based upon the hours assigned to the position to which 

he/she had transferred due to his/her restrictions. 
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OPTION A- CLEVELAND MUNICIPAL SCHOOL DISTRICT 

WAGE CONTINUATION PROGRAM 

Eligibility Requirements and Benefits. Eligibility for the CLEVELAND 

MUNICIPAL SCHOOL DISTRICT Wage Continuation Program requires the employee to 

be off work due to a work related injury, provided the employee reports the injury within 

twenty-four (24) hours of the incident of illness or injury. A Workers' Compensation 

claim will be filed for payment of medical benefits through the Bureau of Workers' 

Compensation. Paid leave shall be granted for a period of time as recommended by a 

Provider from the CMSD Preferred Provider Panel not to exceed two (2) years, during 

which time the employee will remain on the District's payroll, provided proof of continued 

disability is submitted. Such proof shall be accompanied by a "statement of attending 

physician" setting forth the illness or injury, work restrictions, if any, estimated duration of 

disability, and estimated return to work date. Attending physician statements must be 

submitted to the District within forty-eight ( 48) hours of treatment. Should these 

requirements not be fulfilled by the employee, a request for wage continuation extension 

may not be considered. All benefits, including insurance, will continue during the duration 

of the Wage Continuation Program. 
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APPENDIXE 

CLEVELAND MUNICIPAL SCHOOLS 
RETURN TO WORK/ TRANSITIONAL WORK PROGRAM 

Statement of Policy 

Cleveland Municipal Schools has experienced ever increasing costs in the area of Workers' 
Compensation. It is the goal of both management and labor, through the Cleveland Municipal 
School District Transitional Work Committee, to implement a return to work/transitional work 
program that will assist in reducing these costs as well as benefiting the injured employee and 
Management. These benefits include, but are not limited to: 

For Employee 
• Increased morale 
• Full wage vs. 72%, then 66-2/3% after 12 weeks ofBWC compensation 
• No interruption of benefits 
• More "hands-on" claims management 
• Ability to return to work as determined by physician 

For Management 
• Reduced workers' compensation costs 
• Increased productivity 
• Decreased absenteeism 
• Increased employee relations 
• More "hands-on" claims management 
• Assistance with compliance to ADA and FMLA 

This program shall emphasize that job accommodation, modified duty activity or transitional 
work will not aggravate the medical condition of injured employees. Every effort will be 
made to ensure that their safety and health will be protected while they are working within 
physical restrictions. Additionally, job accommodation, alternate duty assignments, and 
transitional work are meant to be temporary, not permanent work assignments. 

Goals & Objectives 

Managed return to work allows employees who are temporarily or partially disabled due to 
work-related injuries or illnesses to return to the workplace in a restricted or modified capacity 
and be productive before they are able to return to their normally assigned duties at full capacity. 
The goals and objectives for the Cleveland Municipal Schools Return to Work/ Transitional 
Work program include, but are not limited to: 

• Develop a plan to return injured employees to work safely and in a meaningful capacity, 
without risk ofre-injury, aggravation of the injury, or risk to others. 

• Ensure that managed return-to-work develops within the requirements of the Americans 
with Disabilities Act (ADA) and applicable state laws. 
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• Coordinate with Human Resources representatives. 

• Create an effective process for monitoring injured employees from the date of injury or 
illness until the injury is resolved or the injured worker is maximum medically improved 
(MMI). 

• Focus on what the employee can do, not on what he or she cannot do 

• Focus on the temporary nature of the modified work assignment or job accommodation. 

• Enlist the support and commitment of management, labor, and co-workers. 

• Perform detailed job assessment/analysis for each job classification identifying the physical 
demands and requirements of each job, especially for jobs or classifications that have a high 
accident rate, to include: 

(a) the essential and nonessential tasks, 
(b) the tools, machines, and equipment used, 
(c) posture requirements, 
(d) height and weight of object to be lifted and/or moved, 
(e) endurance factors, such as degree of strength and physical demands required. 

• Develop detailed job descriptions (including essential and nonessential functions and 
physical requirements) to help medical care providers and medical care reviewers understand 
the physical and mental demands of each job. 

RETURN TO WORK OPTIONS 

When an injury occurs, Management intent is to return the employees to work as quickly as 
circumstances permit as determined by the provider of record. Instead of waiting until an 
injured employee reaches maximum medical improvement (MMI), or 100 percent recovery, to 
bring the employee back to work, the focus should be on what the employee can do during 
recovery to accommodate the injury or disability. (One hundred percent recovery means the 
employee has regained his or her pre-injury physical capacity. MMI means the employee has 
recovered as much as possible.) 

Managed returns to work options include job accommodation, temporary alternate or modified 
duty assignments, and transitional work. Positions identified for such assignments are not 
intended to replace vacant positions. Return to work positions are recognized as temporary, 
supplemental positions and are not considered to be regular bid jobs or to become regular bid 
jobs. Such positions within the District 1199 bargaining units are intended for District 1199 
employees and not employees of any other bargaining unit unless specifically agreed to by the 
affected Union President(s) and Management. 

Job accommodation. The first choice is to bring the employee back to his/her regular job 
through a process called job accommodation, which is intended to allow employees to return to 
their regular jobs while recovering from an injury. Accommodation may require some 
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modification of the injured employee's regular assignment. For example, it may be possible 
for the employee to return to his/her regular job with instructions not to perform specific 
activities or to complete only a limited number of the tasks usually performed in a day's time. 
This type of job modification is often most desirable because it enables injured workers to 
perform familiar work. It also helps avoid injuries that could result from performing unfamiliar 
tasks. 

Temporary alternate duty assignments. If job accommodations are not possible, another 
option is to place the disabled employee in temporary alternate duty assignments. In some cases, 
provisions shall be made to allow employees to temporarily perform work in a different job 
classification or even a different department. An employee may only temporarily perform work 
in a different union under this program so long as the affected Union President(s) and 
Management agree in writing. Alternate duty assignments shall be integrated into mainstream 
operations as much as possible. Jobs or tasks for alternate duty assignment shall be identified in 
advance and reviewed by both management and labor for approval. Each alternate duty job shall 
be assessed/ analyzed and its physical requirements documented. Returning injured employees 
will be matched with suitable alternate work, given his/her medical restrictions. Alternate duty 
assignments shall keep pace with the injured workers improvement and shall not be considered 
either long-term or permanent. 

Transitional work. An important part of both job accommodation and temporary duty 
assignments is a concept known as transitional work (work hardening). With work hardening, 
injured employees may return to their regular job or an alternate job on a reduced schedule (in 
keeping with their medical restrictions), possibly working only a two- to three-hour work-day 
during early recovery. The number of hours gradually increases to keep pace with the 
employee's recovery and rehabilitation and is tailored to the employee's changing medical 
restrictions. Other work hardening activities could include exercise programs to rebuild strength, 
and these could be obtained off-site in a hospital or rehabilitation center setting. 

Coordinating with Treating Physician 

A Cleveland Municipal Schools preferred provider network and facility(s) will be selected 
through the Cleveland Municipal School District Transitional Work Conunittee. The employee 
will not be responsible for the cost of treatment by the CMSD preferred provider network and 
facility. 

Employees sustaining a work related injury that requires medical attention at a medical treatment 
facility (i.e., sprains, simple fractures, etc.) will receive treatment by a program physician or 
medical facility. The program physician, along with rendering a diagnosis and prognosis, will 
determine if the employee is capable of returning to work, and under which option as described 
above. This plan will include any necessary rehabilitation plan to be followed, the approximate 
duration of any return to work assignment, and indicate any physical therapy the injured 
employee may require. The program physician(s) may require follow-up medical evaluations. 

Employees sustaining a work related emergency/trauma injury (i.e., life threatening, severe body 
injury) may be treated at any medical treatment facility to which emergency medical personnel 
transport them. The employee will subsequently be examined by the program physician. The 
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designated program physician will determine if the employee is capable of returning to regular 
duties, or, if restricted, returning to work under the options as described above. This plan will 
include any necessary rehabilitation plan to be followed, the approximate duration of any return 
to work assignment, and indicate any physical therapy the injured employee may require. The 
program physician(s) may require follow-up medical evaluations. 

An employee may, after the initial evaluation by the program physician, elect to continue 
treatment with their personal physician provided the program physician's recommendations are 
followed. The employee will sign any necessary waivers to allow their personal physician(s) 
to release information to the program physician. The employee's personal physician will be 
the physician of record for Workers' Compensation purposes. 

Upon the program physician's determination that an injury requires the employee to be off work, 
paid leave shall be granted by Management so long as the employee reported the injury within 
twenty-four (24) hours of the incident of illness or injury. 

If the opinion of the employee's treating physician conflicts with that of the program 
physician and such opinion is presented to Management in seven (7) work days of the program 
physician's evaluation, and if the physicians cannot agree after consultation, the employee will 
be referred for a third opinion. A panel of occupational health specialists for third opinions 
shall be established by the Cleveland Municipal School District Transitional Work Committee. 
The third opinion shall be determinative of the employee's injury pay status under the Contract 
and shall not be subject to further appeal or review. If the third opinion is consistent with the 
program physician's plan and the employee enters and later drops out of the plan, then 
Management can recoup injury wage continuation pay from the employee's sick time 
accumulation. If the employee does not have a sufficient sick time balance, Management shall 
recoup the injury pay by reducing future sick leave earnings by one-half (1/2) until the injury 
pay is fully recouped. 

Employees in an alternate work assignment shall be evaluated at least once a week and any 
appropriate modifications and upgrades shall be discussed with the program physician. A 
medical release from either the program or personal treating physician of an injured worker is 
required prior to returning an employee in an alternate work assignment to his/her original 
position. 

Employees who sustain injury in the course of and arising out of their employment under such 
circumstances as would cause such injury or disability to be compensable under the Workers' 
Compensation Laws of the State of Ohio who choose NOT to be evaluated by the program 
physician or who choose NOT to follow that physician's recommended program and go only to 
the physician of their choice are NOT entitled to any paid wage continuation benefits 
contained in this program. 

Compensation 

An employee working in the return to work/transitional work program will be compensated at 
their regular rate of pay. The employee will not be entitled to bid rights, overtime (unless the 
employee is performing within his/her bid position and overtime does not violate work 
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restrictions), etc., since the employee is not fit to perform all of the duties of the classification. 
With regard to the rights of other employees, the employee in the return to world transitional 
work program will be deemed not to be working out of classification. 

An employee shall be given up to two (2) hours release time, if needed, to attend workers' 
compensation hearings. 

An injured employee will make every effort to schedule follow-up examinations and/or 
physical therapy during non-working hours. These appointments shall be coordinated with the 
Cleveland Municipal Schools' Managed Care Organization. If scheduling during non-working 
hours is not possible, an employee shall be given up to two (2) hours release time with 
approval of Management, if needed, for follow-up appointments and/or physical therapy 
appointments. 

Permanent Restrictions/Disability 

In the event that an employee cannot be returned to work due to permanent restrictions in their 
regular job or alternate position, or is applying for a disability retirement, and if the employee 
has followed the wage continuation program, Management will continue wage continuation for a 
period of forty-five ( 45) days in addition to the two (2) years of wage continuation for which 
the employee is eligible under Appendix D of the Collective Bargaining Agreement. Human 
Resources will continue to review the vacancy list every two (2) weeks for a position for which 
the employee would qualify. Where appropriate, if the employee qualifies for BWC 
rehabilitation, Management will cooperate with the BWC in allowing on-the-job training to 
help qualify the injured worker for a position. 
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APPENDIXF 

CLEVELAND MUNICIPAL SCHOOLS 

GUIDELINES FOR DONATING SICK LEAVE 

Employees of the Cleveland Municipal Schools arc granted a specified number of sick leave days each 
year, and unused days accumulate wtthout limit. The District and Unions are cooperating with employees 
who wish to "donate" days from their accumulated totals to other employees who are in need of sicK leave 
for a serious illness or injlliY, but who have exhausted their own supplies. The District and Unions Joint 
Health Care Committee witr continue to assess this program as it progresses. 

Donated sick da>::s used bY. a recipient represent an additional cost to the District. Each day used costs the 
District I 00% of the user's daily rate, funds which would not have been expended if tlie sick day had 
remained in the donor's accumulated total. For this reason, and for the protection of both the donor and 
recipient, the District will regulate these transactions, m cooperation with the Joint Health Care 
Committee. The following guidelines will govern the practice of donating sick days. 

I. 

2. 

3. 

4. 

5. 

6. 

7. 

8. 

9. 

Sick leave may be donated on~)' for a serious illness or serious injury of 
the employee or the employee s immediate family. 

The request to donate sick days will be made only on the official District form attached to these 
guidelines and must be reviewed by the employee's Supervisor. Any employee may donate to any 
other employee. 

For all occurrences of five (5) consecutive work days or more, recipients of donated sick days must 
file with the Division of Employee Services an application for medical leave, or a letter from their 
physician describing their condition and pro~osis, or a copy of their application for disability leave. 
Thts information snail be segregated from the employee s general persormel file and wilT not be 
subject to disclosure pursuant to a public records request. 

Completed requests to donate sick days will be submitted by the Supervisor to the Division of 
Employee Services, which will check for medical leave or disability applications before forwarding 
them to the Payroll Division for processing. 

An employee may receive an annual total of no more than 50 donated sick days. 

The total of an emJlloyee's sick day donations to all recipients may not exceed 5 days per year with 
the following additional limitation: Only employees with an accumulated sick leave balance of 15 or 
more days may donate more than one day per year, and must, after the donated days are subtracted, 
maintain a balance of at least fifteen (IS) stciC days. 

The donation of sick days is irrevocable. Any donated days which are not used by the recipient will 
remai!l credited to the recipient's accumulated sick day total and will not be returned to the donor by 
the Dtstnct. 

Unused donated sick days will not count toward the severance pay of the recipient. The total of all 
donated sick days, whether useciOr not, will be subtracted from tlie recipient's sick leave balance at 
retirement. 

Donations to either classified or certificated recipients are permitted, regardless of the classification 
of donor. 

I 0. The donation of sick leave days by one emplor.ee to another is a charitable act to be undertaken at 
the sole discretion of the donor. No employee has a ril!ht to expect to receive donated days, and no 
undue pressure on employees to donate stck days to another employee will be allowed. Sohcitation of 
sick days must be undertaken by a third party, not by the intended recipient. 

II. Th" sick day donat!on process is a discretionary service; any employee's refusal to donate will not be 
subject to formal gr1evances. 
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Sick Day Donation Request 

The WlCiersigned agree to donate the specified nwnber of their accwnulated sick days to the recipient identified below. The signatories 
understand and agree that the donation of sick days in IRREVOCABLE and may affect severance pay. Any donated days which are 
not used by the recipient will remain credited to the recipient's accumulated sick day total and will not be returned to the donor. Donated 
days will not count toward the recipient's severance pay at retirement Donors may give no more than 5 days per year. Recipients are limited to 

a total of 50 donated days per year. EXCEPT WHERE INDICA 1ED, PLEASE TYPE OR LEGIBLY PRINT ALL INFORMATION. 

SS#: LAST4 
DIGITS 

Recipient Phone: _____ _ ONLY: School/Office:--------
(as shown on paycheck) 

- ~--- ---- ---- ---~---

DONOR NAME SIGNA lURE JOB WORKSI1E DA1E Last 4 digits 
NO. OF NO. OF 

(Please Print) CLASSIFICATION 
only of Social 

DAYS HRS. 
Security DONATED DONATED 
nwnber 

CONTACTPERSON:.~------- SCHOOUOFFICE: PHONE:. _______ _ 

REVIEWED: ___ ~~-~~~-----------------------~--
Name of Recipient's Principal or Supervisor Signature Date 

HUMANRESOURCES: ___ -=---------
Signature 

PAYROLL: Signature 

"The primary goal of the Cleveland Municipal School District is to become a premier school district in the United States of America" 
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APPENDIXG 

PayNII Dedaetie11s 
Eff, 91.1411/t7 

UNION/CROUP 

l<ull !J:ime Empleyees 
1. • ..1 • • .<" 1 n L . ' 

• 
v .. tn,..D . " 

,. ......... ........... , ........ . n 

,. .......... "'· .. .... .......... 

ln. •.n -· 
Ealutaeed Deatal 

¥isiea Yaiea Eye Care 
I r r>f"'A'" ~ An'>-~~ .,. 

l,Zisiea Speetera 
LOCALS 1199,279,791,777, ft6H uRiaH, CCAS & 
AllmiHistfetefS 

CAbENDAR YEAR 1997 

8i&gle l<amily 

$1~.99 $39.99 

$(),00 $19.99 

$1§.99 $39.99 

$1!i.99 $39.99 

$(),00 $(),00 

$11.94 $38.89 

$G,OO 

$9.00 

*Qualifyiag eligibility lteuFS are based ea Distriet appreved assigumeats aad lteuH. 
Review yeur eelleetive bargaiBiag agreemeat fer speeifie ee'l'erage aad eligibility 
Fltles. 
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Deatal Reaefit SuMmary 
MetLife Iasul'llaee 

Deserip,iea Belie Eahaaeed 
Deduetible S2S ladi•titlaal/ SSQ Family $2S IRdividual/ $S9 Famil,· 
Calendar year Ma1:imam S I .~QQ per perseR: S I,QQQ per persea 

In Net~rJork Qul eJ l'lelwerli Ia Network QIK-
of. Neh,,erli 

PFe'leatati'le 
Qral 8nami&atieRs 2 per yeftf 
Pfephylanis {eleaniHgs~ ;a peF )181tf 

Tapieal Fluoride ApplieatieRs te age 894' efPDP 89" efR&C 89" efPQP 89%efR&C 
19 BJIRtiBII)I F1le* FeeU- ~ Feell 
8 ile\Yi&g ~ rays 2 per year 
Full Melllh ~ rays enee eveey 3 6 
melllils 

Basie 
Filli&gs, Simple lllllfaelieRs, 
Haeleelen*ies, Qral SurgefY, 89% efPOP 89%efR&C 89% efPDP 894o efR&C 
PeriedeRties, General i'znesthesia, fee:. feeU ~ FeeU 
beRsYitatieR:s 

Maj&P-
Bridges and Deatuns 9R:Se eYBfY S 
:tellfS 
T-T• •. -- . -, -, 
~ 299' efPQP ::!94' efR&C 89% efi'QP 899' efR&!G 
Prestheties (Fined) eRee evef)· S ~ FeeU F1le* Feell 

:tellfS 
Grew& 8aild ups 
V.e&eers, H&FR\ful Habit lzpJJiiB:Rse, 
GFaw.n, QeRtuFe A 8FiEige KepaiF 

QFibedealiea Child 0Aiy ::!99o efPDP ::!94o efR&C 899' afPm' 894' efR&C 
Depe&deAis ee•rereii11Riil l.ge 19 Hei FeeU ¥ee!. FeeU 

OrlheileRiill bil"elime $1,§99 per SI,S99 per $1,999 per $1,999 per 
MuimHRI perseR perseR perseR perseR 

tpgp Fee nfers te the negotiated fees that paHieipating PQP dentists luwe ag~=eeel te aeeept as p~meat iR: full. 
~ tReaseHabJe ed Gustem~~ ehMge is based eB the lesser: {I~ the deatisf's eetuel eluwge {2~ Hie deHtisfs aetual 
eh:arge fer the same ar similar sePdees er (3~ the usual eharge efmest dentists ia the same geegrapRieal ana fer tfte 
same er similar sen1iee as EleteFmineQ by J.4etLife. 

¥0\1 DO PlOT l'IEED TO PRESENT Al'IID C/,RD TO PRQVE COVEIV£E QR CQl'IFIRllt YQll ,.._'tE 
EblGIBbE, YOUR DEI'ITIS'f C/..N E,\Sib¥ VERIFY EbiGIBibiTY /J<ID Pbl.l'lll'IFORMATIOI'I VIA PHQI'IE OR 

QNbll'IE WITH METbiFE DEl'ITAb 
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Visiea Iasuraaee Heaefits summary 

Speelera ~Gaited 9pfieal ¥ish:.a PlaeJ 
!l.eeals ;1;9, ;o1, ++;, 11991 aea aaiea1 c;;c:;,+,s & Admiaisfraaei'S) 

Deseripfiea Emple~ee Re11eAUSe pa, 

l;samiaafien 
Qae enam eve.=,~ ~ 4 lfteRths fep empleyees &Ad ElepeREieAts }1uafft $9 Ce p&y 
19 yeaFs af age aF allieF, aoli eoee eYefY I;! meo~hs fe• 
emple~~ees &ftd ElepeAEiests YRdeF age 19 

benses ~ FPamea 
Siagle Visiea S4S.99 Ce pa,~ GRe paiF e~,~e-,~ ;!4 maHlhs fer emple~~ees aBEl depeAdeats 

19 ~~eaFs efage eF elder, &Btl ertee e~~~e~~ I;! meRths feF St&REhwd Bifeeals 
St&IIG&Fd Trifeeals 

empla,•ees llflli depe11tleots uotler flgtl 19. Ge•,•ered io full, 
LeRtieulaF SF AphaiEie LeAs i11eludiag leas aptieas sueh as tiated leases aad 

sefllteh resis!flot eeatiHgs. JLrames en Elispla~~ 

Geafaet l.eases 
QAe p&iF e~rery ~4 meatfis feF emple,~ees &Hd depeAEieats 
19 ''ellfs afage aF elder, 1111d aaee eYefY I;! maaths fer 
emple~ees aad depertdeAts uadeF age 19. IR lieu ef CeRtaet leases S4S.QQ Ce ~ay 
speetaele leAses &Ali a H=ame, emple~~ees &Ali depeAdeats 
may eheese eeRt&ef leAses. f;esme,ie &Rd l.4edieally 
Neeessat=y eeftfaet leAses &Fe eeveFeli iR full (Yp te 4 henes 
ef dispesahle leases.) 

(Uaiaa Eye CaPe (beealsl44, 447, aad Buildiag Trade~ 

Enmiaatiea 
GHe e*ftfH elf~e,~ i! 4 meRf:Rs fer empla,.~ees aRd ElepeREieHts R:egulftf speeteele eHSDH ~uU be~.~erege 

19 ~'e&fs ef age eF elder, &REI eH:ee e~~er,~ I~ meaths feF Ceataet lens eJE&Hl: $49.00 AllewaRee 
empla,'ees end ElepenEients HREieF age 19. 

~eases t Frames 8i11gle \1isie11 Full Ge•;erage 
fl11e pair eYefY ;! 4 ma11~hs fer empla)•ees aad liepe11EieHts Staad&FG Bifeeals Full GaYef8ge 
19 ,•eaFs af age aF aide•, aad aae pair e•,•efY I;! maRths fer StaREI&Fd +rifeeals Pull CeYerage 
emplayees 11111i depe11tle11ts ualieF age 19. belltieui&F aF ,6,phakie be11s Full Gtwerage 

~fames $;tQ.QQ Ptllev.~aRee 

(;eataet beases 
lA lieu e~ffltme aadleRses, eyepY ~4 meRihs fer S I QQ Alle•:raAee 
emf'le~~ees aBEl ElepeadeRts 19 ~~e&Ps ef age eF eldeF, aBEl 
eYeFy I~ meaths fer emple~ ees and depeadents uoder 
age 19. 
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Diseeuats l'rftfftes 4 ~~' ~9~' aff MSit.'~ 
Diseel:lBts at=e givea l:Jefere yetif beaeHt is apJ3lied. Lens pradtiets }Jet liste8 4 5~~ eff Fetail 

MSRP 
~1eB Jnesefl~HeB sunglasses 2594 eff 

retail MSRP 
lbJ:eeessefies ~594 ea: feHtil J\48R:P 

Caataet Leas Saletiaa 2~~ retail MSR!> 

Fees Hr Leas Options Pel~~e&FheHate @el~~~i~e~ SiHgle l.lisieBJ. 
All fees are per pair. Meltife eal $2~ I $4 ~ fee 

Sefltteh Resist&Rt Caatiag $14 fee 
Ultra-vialet Allsarptive Caatiag $12 fee 

Salili Tiat $6 fee 
Gr&liieat Tiftt $19 fee 

lbJ:ffii &eAeeti:r;e ~eEHiBg $;J § fee 
Phataehramie (glass) Siagle Visian/ 

Bifeeal $1 ~ I $39 fee 

WileR yae are rea~· ta ~tse yallf beaefit, si!RJliY eall the Speetef£11Uniteli Optieal ar Uaiaa r;ye 
Care feeility mast eaa•reaieftt ta yae Mil make 8ft appaifttiReRt. SpeeteftiiURiteli Optielli will 
re~est the e!RJllayee's saeial seellfity BII!Reer ltftli patieat'sliate afllirtft ta yerify eligibility. 

These eh&Fta .,. a hread SiHRI'III_,. ef the Medieal, EleR&I:I. lift and , isiea iRSHI'8Rel pF8, isieRS. Qth., piM pFevisieM amllimital:iens mer &I' PI). 
If theN is a diseFBJIMey hiM\oeeR the pllll dee'WftiN 11111 this htdlltiR, the J!IMIIBBI:IMIM ill J'fftail. 

APPEND IX T (All medical benefit forms will be submitted separately for printing.) 

Medical Benefit Summary 

BENEFITS 
KAISER HMO AETNA MMO-SUPERMED 

Network 0Dly (No coverage if SELECTPOS 
outside Kaiser. except in Autboriudl Noa-.Autboriud emergency) Network I No•Network 

Hospital Servltes (Emergency Co- S20 Co-pay (ER) S7S Co-pay (ER) S7S Co-pay (ER)' 
pay (ER), Urgent Care Co-pay (UC)) S 0 Co-pay (UC) $35 Co-pay (UC) /70'Yo $35 Co-pay ( UC) /70% 

Pbysi<iliD Services (Office Visit) $lOCo-pay SIS Co-pay /7(1% SIS Co-pay 170% 

Pbysitiaa Servicn (Surgery. 2 .. 
Surgery Opinion) 100% 100%/70% I 00% /700/o 

Physician ~rvitts (X-Ray&. Lab) 100% I O<t"/o I 7<r'.t. 100% 

Presc:ription Drug- Generic S S Co-pay s s Co-pay S s Co-pay 

Formulary S S Co-pay SIO Co-pay $10 Co-pay 

Non-Formuhuv SS Co-pay $lOCo-pay SIS Co-pav 

Contraceotives Covered ISS Co-pay Covered Covered 

Mtil Order /Days Supply per 62 Days 90Days 90 Days 
prtStription 

Generic S S Co-pay $lOCo-pay SIO Co-pay 

Formulary S S Co-pay $20 Co·pay $20 Co-pay 

Non-Fonnulary SS Co-pay $20 Co-_pay SJO CO::I>ay 

Physical/ Occupational I SIO Co-pay 1 $15 Co-pay /70% I $15 Co-pay /70% 
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MMO-Sffi 
PLUS 

Nctwork/Nt 

S75 Co-pa~ 

SJS Co-pay ( l 

SIS Co-pa) 

100%/ 

1000/ol 

SSCo-

SIOCo-

SIS Co-

Cover 

90 Da 

sro c(} 
$20 C(} 

SJOCo 

I SISC 



Therapy 

Annual Maximum Up to 2 months or 30 visits 60 visits 60 visits I 
per therapy, whichever is 

gn:aoer 

Speeeh Therapy SIO Co-pay SIS Co-pay 170"11. SIS Co-pay 170"11. SISC 

Up to 2 months or 30 visits, 20 visits per calendar year 20 visits per benefit period 20 visits 1 
whichever is greater 

Mental Health (MH) and 
Substance Abuse (SA) 

Mental Health - In Patient 100% 100%/70%· 100%/70% 10< 

Substance Abuse -In 100% I OOVo /700/o lOOVo/50% 10 

patient One (I) admittance per year Three (3) admissions per 'lbree (3. 
lifetime 

MH & SA - In patient 45 days per caJendar year 30 days per caJcndar year 30 days per benefit period 30 days p 

(Combined) 

Mental Health - Outpatient 20 visits per year nt $15 C(}.pay /70% after SIS Co-pay /70% after SIS Co-

SIO Co-pay deductible doductible d· 

Substance Abuse- 100% SIS Co-.pay /70%after $15 Co-pay /SO"A.after $15 Co-

Outpatient deductible deductible d· 

MH & SA - Outpatient Unlimited 50 visits per calendar year 50 visits per benefit period 50 visits J 

(Combined) 

Major Medieal 

Single (doductible) so SOI$250 SOIS250 $ 
Familv !deductible) so $01$500 SOIS500 $ 

Single (Max Out-of~Pocket for Co-- $0 S 0 I S2,250 (excludes S 0 I$ 2,250 (excludes $01$2, 
Insurance) deductible) deductible) det 
Family (Max Out-of-Pocket for Co- so S 0 I $4,500 (excludes S 0 IS 4,500 (excludes $01$4, 
Insurance) deductible) deductible) de< 

imum Unlimited Unlimited I S2 500 000 $2,500 000 $2 500 000 

To Age 23 {if allowed as a To Age: 23 (if allowed as a To Age 23 (if allowed as a To Age 23 (if allowed as a 
ge Limit federal tax exemption) federal tax exemption) federal tax exemption) federal tax exemption) 

1rnl>lc Mcd. 1000/o 100%/70% 100%/7()8/o 10<>-/o/80% 

~spice 100% 1000/o 100% 100% 

illed Nursing 100% IOOo/t/70% 1000/o/70% I 00% I 800/o 

gan Transplnnt l 00% I 70% (if pre- I 00"/o I 50% 10()0/o/50% 
100% alllhorizcd) Seoarate S I Million Lifetime Separate $1 Million Lifetime 

ervices 7£)CV-Scc Certificate for 
Not Covered 

Limited Coverage - See 
Not Covered 

exclusions Certificate for exclusions 
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THE ABOVE CHART IS A BROAD SUMMARY OF THE MEDICAL, Dlo"NTAL, LIFE AND VISION INSURANCE 
PROVISIONS. OTHER PLAN PROVISIONS AND LIMITATIONS MAY APPLY. IF THERE IS A DISCREPANCY 
BETWEEN THE PLAN DOCUMENT AND THIS BULLETIN, THE PLAN DOCUMENT WILL PREY AIL. *SEE 
CERnFICATE OF COVERAGE FOR DETAILS. 

REV. 04104107/MM 

CLEVELAND METROPOLITAN SCHOOL DISTRICT 
Vision Insurance Benefits Summary 

Spectera (United Optical Vision Plan) 
(Local279 

Description Employee Benefit/Co-pay 
Examination 
One exam every 24 months for employees and 
dependents 19 years of age or older, and once every 
12 months for employees and dependents under age Exam $0 Co-pay 
19. 

Lenses I Frames 
One pair every 24 months for employees and Single Vision $45.00 Co-pay 
dependents 19 years of age or older, and once every Standard Bifocals 
12 months for employees and dependents under age Standard Trifocals 
19. Covered in full, including lens options such as Lenticular or Aphakic Lens 
tinted lenses and scratch-resistant coatings. Frames on display 

Contact Lenses 
One pair every 24 months for employees and 
dependents 19 years of age or older, and once every 
12 months for employees and dependents under age 
19. In lieu of spectacle lenses and a frame, employees Contact lenses $45.00 Co-pay 
and dependents may choose contact lenses. Cosmetic 
and Medically Necessary contact lenses are covered 
in full (up to 4 boxes of disposable lenses.) 

When you are ready to use your benefit, simply call the Spectera/United Optical or Union Eye 
Care facility most convenient to you and make an appointment. Spectera/United Optical will 
request the employee's social security number and patient's date of birth to verify eligibility, 

This chart is a broad summary of the medical, dental, life and vision insurance provisions. Other plan provisions and limitations may apply. 
If there is a discrepancy between the plan document and this bulletin, the plan document will prevail 
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CLEVELAND METROPOLITAN SCHOOL DISTRICT 

Dental Benefit Summary 

MetLife Insurance 

Description Basic Enhanced 
Deductible 

$ 2S Individual/$ SO Family $ 2S Individual/ $ SO Family 

Calendar Year Maximum 
$1,500 per person $ 1,000 per person 

In-Network Out-1lf- In-Network Oat-1lf-
Network Network 

Preventative 
Oral Examinations - 2 per year 
Prophylaxis (cleanings)- 2 per year 
Topical Fluoride Applications- to age 
19 annually 80%ofPDP 80%ofR&C 800/o of PDP 800/o of R&C 
Bitewing X-rays-- 2 per year Fee• Fecu Fee• Fee .. 
Full Mouth X-rays-Qnce every 36 
months 
Space Maintainers for children under 
19 

Basic 
Fillings, Simple Extractions, 
Endodontics, Oral Surgery, 80%ofPDP 80%ofR&C 800/o of PDP 80%ofR&C 

Periodontics, General Anesthesia, Fcc• Fee•• Fee• Fee .. 

Consultations 

Major 
Bridges and Dentures - once every 5 
years 
Inlays, Onlays & Crowns- once every 
5 years 200/o of PDP 200/o of R&C 800/o of PDP 800/o of R&C 
Prosthetics (Fixed)- once every 5 Fee• Fee .. Fee• Fee .. 
years 
Crown Build-ups 
Veneers, Harmful Habit Appliance, 
Crown, Denture & Bridge Repair 

Orthodontics - Child Only 
20%ofPDP 20%ofR&C 800/o of PDP 800/o ofR&C 

Fee• Fee .. Fee• Fee•• 
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Dependents covered until age 19 

Orthodontia Lifetime Maximum $1,500 per $ 1,500 per $1,000 per $1,000 per person 
person person person 

• PDP Fee refers to the negotiated fees that participating PDP dentists have agreed to accept as 
payment in full. •• Reasonable and Customary charge is based on the lesser: (I) the dentist's 
actual charge (2) the dentist's actual charge for the same or similar services or (3) the usual 
charge of most dentists in the same geographical area for the same or similar service as 
determined by MetLife. 

Th1s clwt JS a txu.d summary of the dcntll benefits provts1ons. OdJet plan proVISIOns and hm1tabons m1y apply. If there ll a discrepancy between the plaa documenc 
and this but~ the plaD document wiJJ prevail. 

YOU DO NOT NEED TO PRESENT AN ID CARD TO PROVE COVERAGE OR 
CONFIRM YOU ARE ELIGIBLE. YOUR DENTIST CAN EASILY VERIFY 
ELIGIBILITY AND PLAN INFORMATION VIA PHONE OR ONLINE WITH 
METLIFE DENTAL. 

CLEVELAND METROPOLITAN SCHOOL DISTRICT 

Payroll Deductions 
Eff. 01/01/0708/01/10 

UNION/GROUP CALENDAR YEAR 2007 

Full Time Employees Single Family 
(assigned a minimum of 19 hours per week)* 

Aetna $~ a.00$4o.oo $ 30.00$75.00 

Kaiser HMO (PCP required) $ 0.00$40.00 $ ~0.00$75.00 

MMO-SuperMed Select POS (PCP 
required) 

$~5.00$40.00 $ 30.00$75.00 

MMO-Su~erMed Plus PPO $15.00$40.00 $ 30.00$75.00 

Basic Dental $0.00 $0.00 
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Enhanced Dental $ 11.94 $38.80 

Vision - Union Eye Care $0.00 
LOCALS 244, 407 & Building Trades 

Vision - Spectera 
$0.00 LOCALS 47, 279, 701, 777, non-union, 

CCAS & Administrators 
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APPENDIXH 

ABSENCE ABUSE 

For purposes of this Article, the District shall not count absences for vacation days, Special 

Privilege leave days, funeral days, jury duty days, or any other documented excused absences 

or leaves when suspecting absence abuse. 

Section 1. Definition of Absence Abuse 

a. Abuse of sick leave is the use of sick leave other than legitimate reasons as cited 
in Articles VIII (Sick Leave with Pay); IX (Paid Assault Leave); X (Funeral 
Leave); XI (Jury Duty Leave); XII (Special Privilege Leave) XIII (Sick Leave 
Without Pay); Article XIV (Education Leave); and XV (Union Leave) of the 
CBA. 

b. Pattern absence may be abuse of absence privileges. Pattern absence abuse will 
be defined as those undocumented absences that occur with repetition. 
Repetition of undocumented absences shall include incidents of undocumented 
absences immediately before or after vacation and/or Special Privilege leave 
days; immediately before or after weekends or holidays; immediately before or 
after paydays; immediately before jobs or assignments that are scheduled to meet 
a deadline. 

Section 2. Implementation of the Absence Abuse Program. If there are five (5) incidents of 
undocumented absences or suspected and documented pattern abuse, as defined in Section I 
above, the following steps will apply: 

Step One 

a. The supervisor will notify the employee and the appropriate Union Hearing 
Chair, in advance, in writing, that a meeting will be held to discuss the 
employee's alleged absence or pattern abuse. The supervisor will include in the 
notification the documentation supporting the alleged absence or pattern abuse. 
All rights afforded by the Loudermill & Weingarten Rights shall apply. The 
supervisor will inquire of the employee whether there is/are specific problem(s) 
which may be the reason(s) for the employee's absences. The employee shall be 
provided the opportunity to explain his/her reasons for the absences. If a 
reasonable explanation is provided, the matter will be considered resolved. If a 
reasonable explanation is not provided, the employee shall be informed that if 
the absence or pattern abuse persists, this step will be considered a verbal 
notification and that discipline measures may be taken. 

b. A letter summarizing the meeting and its conclusion(s) will be presented to the 
employee, in writing, and sent to the Union Hearing Chair/Delegate, within three 
(3) working days after the meeting has been held. The letter shall be kept on file 
with the employee's immediate supervisor. 
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c. The employee will acknowledge receipt of the letter by affixing his/her signature and 
entering the date received on the original letter in the appropriate space provided. The 
appropriate space shall include the following statement: "The employee's signature 
merely signifies that the employee has read the letter, is in receipt of the letter and does 
not necessarily indicate agreement with its content" along with a signature and date line. 
The supervisor will also affix his/her signature on the original letter and enter the date 
signed. If the employee refuses to acknowledge receipt by signature, the supervisor 
shall note the refusal and shall procure the signature of one witness along with the date 
signed. The signature of the witness shall only constitute acknowledgement for the 
purposes of this paragraph. 

Step Two 

a. After seven (7) incidents of undocumented absences or suspected and documented 
pattern abuse, as defined in Section 1 above, the supervisor will notify the employee and 
Union Hearing Chair, in advance, in writing, that a meeting will be held to discuss the 
employee's undocumented absences or pattern abuse. The supervisor will include in the 
notification the documentation supporting the alleged absence or pattern abuse. A 
Corrective Action Plan will be presented to the employee and the Union Hearing 
Chair/Delegate within 30 days. 

b. A letter summarizing the meeting and its conclusion(s) will be presented to the 
employee, in writing, within three (3) working days after the meeting has been held. 
The supervisor will include in the written conclusion the Corrective Action Plan. 

Step Three 

a. If there is an incident of an undocumented absence or suspected and documented 
pattern abuse, as defined in Section I above, during the time period identified in the 
Corrective Action Plan, the supervisor will notify the employee and the Union Hearing 
Chair, in advance, in writing, that a pre-disciplinary hearing will be held. The 
supervisor will include in the notification the documentation supporting the alleged 
absence or pattern abuse. 

b. If the employee does not provide a reasonable explanation for the undocumented 
absence or suspected and documented pattern abuse, the employee may be subject to 
appropriate discipline. A letter surmnarizing the meeting and its conclusion(s) will be 
presented to the employee, in writing, within three (3) working days after the meeting 
has been held. 

c. The Rolling Twelve (12) Month Calendar Rule will be in effect the date the employee 
is in receipt of the surmnary letter as indicated in Section b of Step Three. Occurrences 
of undocumented absences or documented pattern abuse shall not be considered for 
purposes of this Article after the rolling twelve (12) calendar months period. 

Step Four 
If an employee continues to demonstrate undocumented absences and suspected 
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and documented pattern abuse, as identified in Section 1 above, during the rolling twelve 
(12) month calendar period the issue shall go to the Executive Director of Human 
Resources. The Deputy Chief of Human Resources, or hislher designee, shall schedule 
a hearing and advise all parties, including the Union Hearing Chair, of the date, time and 
place of the hearing. Based on the information presented at the hearing, the Executive 
Director of Human Resources will summarize the hearing and its conclusion(s) in a 
letter and send a copy of the letter to all parties, including the Union Hearing 
Chair/Delegate within 30 workdays. 

Any suspensions and termination shall be initiated at Step 3 of the Grievance Procedure of the 
Agreement. 

This policy shall take affect on July I, 2007. No incidents prior to this date may be used after 
the effective date of the policy. 

For the purpose of this Article, tardiness is defined as being late to work: 

• at the beginning of the scheduled starting time; 
• returning from lunch; or 
• returning from break. 

District employees are responsible for reporting to work at their regularly scheduled time. 
Tardiness abuse may exist if an employee repeatedly is late without reasonable excuse so that the 
tardiness recognizably interferes with the employee's performance of assigned duties or 
disrupts the performance of other employees' duties. 

Early Deoarture 

Any employee leaving his/her building before the end of the shift or workday is to notify the 
designated supervisor prior to vacating the premises. Employees may not substitute their lunch 
hour to report to work late or to leave early without prior approval. 

Absent Without Leave CA WOL) 

District employees are responsible for reporting to work at their regularly scheduled time. For 
purpose of this Article, any employee who is unable to report to work due to illness or for any 
other emergency will not be considered Absent Without Leave (AWOL). Employees who do 
not report to work and do not provide notice will be considered AWOL and may be subject to 
discipline in accordance with Article XXIV, Discipline. 
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APPENDIX I 

MEMORANDUM OF UNDERSTANDING BETWEEN THE CLEVELAND MUNICIPAL 
SCHOOL DISTRICT AND DISTRICT 1199 REGARDING DISTRICT SPONSORED 

CHARTER SCHOOLS. 

The Cleveland Municipal School District (hereinafter "District") and Service Employees 
International Union District 1199 (hereinafter "SEIU 1199") agree to follow the terms of the 
following Memorandwn of Understanding (MOU) that will govern the District's selection and 
assignment of any eligible SEIU 1199 bargaining unit members assigned by the District to 
provide secretarial or cleaning services to District Sponsored Charter Schools in District 
buildings. 

1. SEIU 1199 represents those bargaining unit members identified in Article I 
(hereinafter "1199 Members) of the Collective Bargaining Agreement (hereinafter 
"Agreement") between the District and SEIU 1199. The District intends to sponsor 
charter schools during the existence of the 2007-2010 Labor Contracts. 

2. The District represents that it will notify the Board of Directors (hereinafter "Board") 
of any District Sponsored Charter School that SEIU 1199 is the sole bargaining agent for 
the bargaining unit members identified in Article I of the Agreement between the 
District and SEIU 1199. The District further represents that any District Sponsored 
Charter School Board of Directors or agent, acknowledges and understands the 
District's obligations relative to this MOU. The Parties recognize, agree and 
understand that pursuant to R.C. § 4117.103 the District and any District Sponsored 
charter school may use volunteers. 

3. SEIU 1199 shall identify and appoint a non-voting advisor to any District Sponsored 
Charter School's Personnel Selection Committee ("PSC") to assist the PSC in making 
the secretarial assignments for the District Sponsored Charter School. The advisor shall 
meet with the PSC prior to the selection and assignment of a secretary. The SEIU 
1199 advisor will: (I) be available to meet with the PSC; (2) advise the PSC on the 
skill sets necessary to meet the unique needs of the District Sponsored Charter School; 
(3) review the applications and personnel file(s) of all SEIU 1199 members who have 
applied for the District Sponsored Charter School secretarial position; ( 4) offer 
opinions on the applicants; (5) participate in the applicant interviews; (6) rank the 
candidates based on criteria established by the PSC and the SEIU 1199 advisor. The 
District Sponsored Charter School will use the opinions of the SEIU 1199 advisor as a 
non-binding guide when making the secretarial assignment. SEIU 1199 cannot grieve 
the PSC's selection and assignment process, selections or assignments. 

4. If the District Sponsored Charter School selects an eligible SEIU 1199 member to 
provide secretarial services, the District shall compensate the person so that the SEIU 
1199 member so selected receives compensation at the entry-level rate of pay for a 
Secretary or the appropriate level of increments as set forth in the Labor Agreement. 
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5. SEIU 1199 members chosen to provide secretarial services at a District Sponsored 
Charter School shall maintain seniority within their classification pursuant to the 
Agreement. Any eligible SEW 1199 member desiring to bid on an available District 
position may do so at any time in accordance with the Agreement. 

6. SEIU 1199 shall identify and appoint a non-voting advisor to the PSC to assist the PSC 
in making the cleaning services assignments for the District Sponsored Charter School. 
The advisor shall meet with the PSC prior to the selection and assignment of a cleaning 
services employee. The SEIU 1199 advisor will: ( l) be available to meet with the PSC; 
(2) advise the PSC on the skill sets necessary to meet the unique needs of the District 
Sponsored Charter School; (3) review the applications and personnel file(s) of all SEIU 
1199 members who have applied for the District Sponsored Charter School cleaning 
services position; ( 4) offer opinions on the applicants; (5) participate in the applicant 
interviews; ( 6) rank the candidates based on criteria established by the PSC and the SEIU 
1199 advisor. The PSC will use the opinions of the SEIU 1199 advisor as a non­
binding guide when making the cleaning services selection and assignment. SEIU 1199 
cannot grieve the PSC's selection and assignment process, selections or assignments. 

7. SEIU 1199 members chosen to provide cleaning services at the District Sponsored 
Charter School shall maintain seniority within their classification pursuant to the 
Agreement. Any eligible SEIU 1199 member desiring to bid on an available District 
position may do so at any time in accordance with the Agreement. 

8. The District shall determine the hours of work for the SEIU 1199 member chosen to 
provide services to the District Sponsored Charter School. All hours worked by eligible 
SEIU 1199 members beyond 40 hours per week are overtime hours and shall be paid at 
the time and one-half rate. 

9. SEIU 1199 members covered by this MOU are entitled to all benefits and holiday pay 
provided to SEIU 1199 members covered by the Agreement. 

10. This agreement expires on June 30,2010. 

11. The Parties agree that a District sponsored charter school administrator may transfer a 
SEIU 1199 member for just cause but may not utilize the transfer as a means of 
disciplining a SEIU 1199 member. The decision of the District Sponsored Charter 
School to transfer a SEIU 1199 member is not challengeable by SEIU 1199 through the 
grievance procedure established in the Agreement. Instead, SEIU 1199 may request a 
meeting with the Governing Board, or a representative of the Governing Board, to 
discuss the transfer and may request that such transfer be overturned. The ultimate 
determination of the Governing Board, or a representative of the Governing Board, 
regarding the transfer is not a grievable decision. However, any SEIU 1199 member may 
grieve consistent with Articles III and XXVI of the labor agreement. If an SEIU 1199 
member is transferred he or she will return to a vacant secretary or cleaner position 
consistent with his or her current classification, or his or her previous classification. 
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12. Any existing SEIU 1199 member or an SEIU 1199 member who transfers from his or 
her current bargaining unit position to a position at a District Sponsored Charter School 
will not be required to undergo a criminal records check. 

13. Unless expressively stated herein, all other terms of the CBA between SEIU 1199 and 
the Board of Education of the Cleveland Municipal School District shall apply. 

14. The District and SEIU 1199 agree that all provisions of the Agreement as modified and 
extended through June 30, 2010, as well as other binding agreements in the form of a 
memorandum of understanding shall remain in full force and effect. 

Cleveland Municipal School District SEIU District 1199 

By: _______________ _ By: _______ __ 

Date:----------------- Date: ________ _ 
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APPENDIXJ 

CLEANER CONTINGENCY PLAN 

Traditional High School (18-20 Bracket; 200,000+ Sq. Ft.) where the staffing has been reduced 
to three (3) cleaners: 

All restrooms, locker room areas, offices, dispensaries, multipurpose areas and corridors 
must be cleaned on a daily basis. All trash throughout the building is to be emptied on a 
daily basis. Stairways are to be cleaned on an as needed basis. 

One half (50%) of the total number of classrooms and related areas are to be cleaned 
every other day. This means that 50% of the classroom and related areas are thoroughly 
cleaned every other day. (Keep a daily log of the alternating schedule for the rooms and 
areas that are cleaned). 

Pre-K-8 Schools (17-18 Bracket; 100,000-149,999 and 150,000-199,999 Sq. Ft.) where the 
staffing has been reduced to two (2) cleaners: 

All restrooms, locker room areas, offices, dispensaries, multipurpose areas and corridors 
must be cleaned on a daily basis. All trash throughout the building into be emptied on a 
daily basis. Stairways are to be cleaned on an as needed basis. 

One half (50%) of the total number of classrooms and related areas are to be cleaned 
every other day. This means that SO% of the classroom and related areas are thoroughly 
cleaned every other day. (Keep a daily log of the alternating schedule for the rooms and 
areas that are cleaned). 

Cleaner Options for Buildings That Only Have One (1) Cleaner Reporting: 

In any situation where there is only one (1) cleaner reporting to work (i.e., only one (1) 
cleaner is assigned to the building, two (2) cleaners are assigned but one cleaner is out 
due to a leave of absence, etc.), that cleaner may not be required to work beyond the time 
that the Custodian, Assistant Custodian, or District designee leaves the building, which 
ever person leaves the building last. If the cleaner desires to continue working that day, 
the cleaner must be given the choice of one of the following options: 

1. The cleaner can agree to either work the full normal shift hours alone or work any 
partial amount of the remaining normal shift hours after the District staffing leaves. Time 
not worked shall be made up within five days. 

2. The cleaner shall be afforded the opportunity to work the remainder of his/her shift 
at another building while District staffing is present. 

IF THE CLEANER DECLINES EITHER OPTION, THEN THE CLEANER WAIVES 
HIS/HER RIGHT TO WORK THAT DAY. HOWEVER, THE CLEANER'S REFUSAL 
TO WORK SHALL NOT BE DEEMED AN UNEXCUSED ABSENCE UNDER 
THE ABSENCE ABUSE POLICY. 
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CLEANERS WILL NOT BE ALLOWED TO USE SICK TIME ARBITRARILY 
IF THEY CHOOSE NOT TO WORK BEYOND THE TIME THE CUSTODIAN 
LEAVES. 

Cleaner Notification 

Every cleaner is required to give the custodian a telephone number for contact purposes 
only. It is the cleaner's responsibility to inform the custodian of any change to the 
telephone number. 

When the Facilities Manager receives notification that the absence of one or more 
cleaners will result in only one cleaner reporting on a particular day, the Facilities 
Manager must make every effort to contact that cleaner. The Facilities Manager must 
inform the cleaner of the absence and allow the cleaner to report to work in compliance 
with the above-mentioned options. 

If the Facilities Manager cannot contact the cleaner on the first try the Facilities 
Manager's office will make 2 additional attempts to make contact. If contact cannot be 
made and the cleaner arrives for regular duty at the regular time, and does not choose to 
stay beyond the time that the custodian, assistant custodian, or District designee leaves, 
then the cleaner has the right to choose one of the above-mentioned options. 

Multi-cleaner Building Where Staffing Is Reduced 

The custodian must develop a schedule that outlines what is to be cleaned, the 
corresponding day that the cleaning is to take place, and who is responsible for the 
cleaning. The custodian, assistant custodian, and laborer are to assist in the cleaning of 
the building wherever there has been a reduction in staff. No exceptions. 

If at any time there is no cleaner reporting to perform the cleaning duties, the custodian 
and the rest of the custodial staff are to address all restrooms, corridors, and empty all 
trash throughout the building and provide other needed services that can be performed in 
the prescribed normal workday. 

NO OVERTIME SHALL BE GRANTED OR WORKED TO CLEAN THE 
BUILDING. 
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SIDE LETTER OF AGREEMENT 

between 

SERVICE EMPLOYEES INTERNATIONAL UNION, DISTRICT 1199 

& 

CLEVELAND METROPOLITAIN SCHOOL DISTRICT 

On or about December 31, 2008, the parties executed a Collective Bargaining Agreement, 
effective July I, 2007 through June 30,2010. 

During the course of negotiations, the parties agreed to make no changes to Appendix B, 
regarding the Longevity and Years of Service. Furthermore, the parties agree that there was not 
a proposal or intent to modify the language regarding the Longevity and Years of Service 
provisions of this Agreement. 

However, upon further review, the Employer and the Union agree that the changes that exist on 
pages 80 and 83 of the July I, 2007 through June 30, 20 I 0 executed Collective Bargaining 
Agreement were typographical errors. Therefore the Employer and the Union have corrected the 
typographical errors and agree that page 80 and page 83 of the Collective Bargaining Agreement 
should read as attached hereto. 

The Union agrees to send a copy of this Side Letter of Agreement along with the corrected copy 
of page 80 and page 83, by U. S. mail to all current bargaining unit members. The Employer 
agrees to include a copy of this Side Letter of Agreement and a copy of the corrected page 80 
and page 83 in all current printed copies of the Collective Bargaining Agreement that they 
distribute. 

The parties further agree that any copies of the Collective Bargaining Agreement created in the 
future shall contain the corrected pages 80 and 83. 

For the Union: For the Employer: 

President 

Date Date 
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