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PREAMBLE 

This Agreement entered into by the Tiffin City School District Board of Education, Se­
neca County, Ohio, hereinafter referred to as the "Board or Employer," and the Ohio 
Association of Public School Employees Local #570, AFSCME, AFL-CIO, hereinafter 
referred to as the "Union," has as its purpose the mutual satisfactory relationship between 
the Employer and the Union; the establishment of an equitable and peaceful procedure 
for the resolution of differences which may arise; the establishment of wages, hours and 
other terms and conditions of employment and to comply with the requirements of Chap­
ter 4117 of the Ohio Revised Code. 

ARTICLE I- RECOGNITION 

The Board recognizes the Union, as the sole and exclusive bargaining representative for 
the bargaining unit. 

A. The bargaining unit shall include employees working in a regular contracted posi­
tion in the following classifications: 

Food Service Department: Department Head 
Assistant Department Head 
General Worker 
Food Truck Driver 

B. Positions specifically excluded from the bargaining unit include: 

1. Transportation Supervisor 
2. Assistant Transportation Supervisor 
3. Bus Drivers 
4. Food Service Supervisor 
5. Food Service Department Secretary 
6. All custodians 
7. Secretaries 
8. Aides 
9. Substitutes (non-contracted employees working on an intermittent basis) 
10. All certificated personnel 
11. Confidential, supervisory, and management level personnel 
12. All other positions not specifically included 

ARTICLE II-NEGOTIATIONS PROCEDURE 

A. Subjects of Negotiations- Negotiable issues will be all matters pertaining to wages, 
hours, and terms and conditions of employment. 
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B. Representation -The Board and the Union shall each designate a bargaining team of 
up to four (4) members, which may include a professional negotiator if so desired. 
Each team may also have two (2) observers present. 

C. Directing Requests - Either pa1ty desiring to open negotiations to modify this 
agreement shall notify the other party in writing not earlier than one hundred and 
twenty (120) days and not later thau sixty (60) days prior to the expiration of this 
agreement. Notification in writing from the Union shall be addressed to the Super­
intendent and from the Board shall be directed to the President of the Union. 

D. Negotiation Meetings 

1. The parties agree to exchange, upon reasonable request, all routinely prepared 
information concerning issues under consideration. 

Either team may request caucuses of up to thirty (30) minutes each during ne­
gotiations, unless time is extended by mutual consent. 

3. It is the intent of the parties to insure the confidentiality of negotiations. 

a. All negotiations meetings shall be held in closed session. 

b. News releases or statements to the media shall be issued only by mutual 
agreement until impasse or final agreement is reached. 

c. Tape recorders or other electronic recording devices shall not be permit­
ted at any negotiations meeting. 

4. Proposed fully written amendments to this agreement shall be exchanged dur­
ing the first two negotiations meetings. 

5. Once proposals are submitted by both parties, no new items shall be added 
during the bargaining period unless mutually agreed to by the Union and the 
Board bargaining teams. 

E. Agreement 

1. All tentative agreements reached by the pmties pertaining to articles or sec­
tions shall be reduced to writing and initialed by both parties. Once a 
tentative agreement is reached, no further discussions shall take place on the 
issue unless by mutual agreement. 

2. When agreement is reached on all matters being bargained, the tentative 
agreements shall be reduced to writing and submitted as a complete package 
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agreement to the Union for its ratification and to the Board for approval. 
Once ratified by the Union, the Board shall take action within thirty (30) days 
following the Union's action. If approved, in accordance with the provisions 
of this Section, this Agreement shall be signed by both parties and shall be­
come a part of the official minutes of the Board. This Agreement shall be 
binding on both parties. 

3. Any agreement reached and accepted by the Union and the Board shall super­
sede any contrary terms contained in any individual employment contract 
hereinafter in effect. All future individual employment contracts shall be 
made expressly subject to terms of this Agreement. 

F. Disa~reement 

1. In the event negotiations are not completed within sixty (60) days following 
the first meeting, and no further progress can be made, either party may de­
clare impasse. The parties shall request a mediator from the Federal 
Mediation and Conciliation Service whose rules and regulations will govern 
the mediation process. 

2. The cost of such mediation shall be shared equally by the Board and the Un­
ion. 

G. General Provisions 

1. Upon final approval by both the Union and the Board, two (2) copies of the 
total agreement shall be signed by the President of the Board and the President 
of the Union. Both parties shall retain a signed copy of the final agreement 
which shall be binding on both parties. 

2. The Board shall be responsible for typing and the duplication and distribution 
of the agreement to bargaining unit personnel as well as administrative per­
sonnel and Board members. Copies of the agreement will also be provided to 
new bargaining unit members, and the Union may, at its expense, request ad­
ditional copies for its use. 

3. All present language unless deleted or modified will be incorporated into a 
successor agreement at such time a successor agreement is ratified and ap­
proved. 

ARTICLE III- GRIEVANCE PROCEDURE 

A. Definitions 

l. A "grievance" shall be defined as an alleged violation, misinterpretation, or 
misapplication of the negotiated agreement. 
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2. A "grievant" shall be defined as any employee, group of employees and/or the 
Union. 

3. The word "days" when used in this section shall mean school days unless oth­
erwise indicated, except during the summer when "day" shall mean weekdays. 

B. General Provisions 

1. If the grievant does not file a grievance within ten (10) days of the date on 
which the grievant knew or should have known of the occurrence of the act or 
condition on which the grievance is based, then the grievance shall be consid­
ered waived. 

2. Time limits within this Article shall be considered a maximum unless mntual 
written agreement to extension by the parties is made. 

3. If the grievant fails to file within the time limits set forth in the steps below, 
the grievance shall be waived. 

· 4. Any grievance not answered by the administration within the time limit in that 
step shall be advanced to the next step. 

5. Time limits may be extended by the administration and the local union offi­
cials in writing, then the new date shall prevail. 

6. A union representative shall be in attendance at all formal steps of the griev­
ance procedure. 

7. Grievances shall be filed on the proper grievance form, the grievant shall in­
clude the article(s) of the agreement alleged to have been violated. 

C. Step Procedures 

~- A grievant shall first discuss the grievance with the appropriate immediate 
supervisor. This meeting shall be on an informal basis and shall be held within ten 
( 10) days following the act which is the basis of the grievance. 

Step 2 - If the grievance is not resolved in Step 1, the grievant may file a written 
grievance with the immediate supervisor within ten (10) days following the Step 1 
meeting. The grievant shall be granted a conference to be conducted within five (5) 
days after the immediate supervisor's receipt of the request. The grievant shall be 
advised in writing of the time, place, and date of such conference. The immediate 
supervisor shall address the written grievance within five (5) days after the conclu­
sion of the conference. The action taken shall be reduced in writing and copies sent 
to the individual, President of the Union, and the Superintendent. 
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Step 3 -If the action taken by the immediate supervisor does not resolve the griev­
ance to the satisfaction of the grievant, the grievant may appeal in writing to the 
Superintendent and request a conference. Failure to file such appeal within five (5) 
days from receipt of the written answer at Step 2 shall constitute a waiver of the 
right to appeal. Upon request, a conference shall be conducted by the Superinten­
dent within ten (10) days. The Superintendent shall address the grievance in 
writing within ten (10) days after the conclusion of said conference. Copies of the 
written answer shall be sent to the grievant, building principal/supervisor and Union 
President. 

Step 4 If the action taken by the Superintendent does not resolve the grievance to 
the satisfaction of the aggrieved party, the aggrieved party may appeal the grievance 
to the Board. 

Within ten (10) days of receipt of the written Step 3 disposition, the aggrieved party 
may appeal the grievance to the Board. The appeal to the Board shall be in writing 
and filed with the Treasurer of the Board. The Treasurer of the Board shall place 
the item on the agenda for the next regular meeting of the Board. If it chooses to do 
so, the Board may conduct a special meeting to deal with the situation. The 
grievant shall be assured the right to present his/her case and argument with repre­
sentation before a sub-committee of the Board. 

The Board shall act on the appeal no later than the next regular Board meeting fol­
lowing the Board meeting at which the grievance was received. The Board shall 
notify the aggrieved pa1ty in writing of its decision within ten (10) days following 
the Board meeting during which the decision is made on the grievance. 

Step 5 - If a satisfactory answer of the grievance is not made as a result of the pro­
cedure provided for in Step 4, the employee, and his/her designated local Union 
representative, shall have the right to appeal the dispute to an impartial arbitrator 
under and in accordance with the rules of the American Arbitration Association. 
Such appeal must be taken within fifteen (15) working days from the date of receipt 
of the Board's response as provided in Step 4 by filing notice with the "Statement 
of Grievance" attached thereto with the American Arbitration Association, and a 
copy of the notice served on the administration's representative. 

1. It shall be the function of the arbitrator and he/she shall be empowered except 
as the powers are limited below, after due investigation to make a recommen­
dation to the Board in case of alleged violations outlined in Atticle Ill(A)(l) of 
this Agreement. 

2. The arbitrator shall have no powers to add to, subtract from, disregard, alter, 
or modify any of the terms of this Agreement. 

3. The arbitrator shall have no power to establish salary schedules or change sal­
ary schedules. 
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4. The arbitrator shall have no power to decide any question which, under this 
Agreement, is solely within the responsibility of management to decide. In 
rendering decisions, an arbitrator shall give due regard to the responsibilities 
of management except as they may be conditioned by this Agreement. 

5. 

6. 

7. 

In the event that a case is appealed to an arbitrator on which he/she determines 
he/she has no power to rule, it shall be referred back to the Union with a noti­
fication to the administrator without decision or recommendation on its merit. 

There shall be no appeal from an arbitrator's decision if it is within the scope 
of the authority as set forth above. It shall be final and binding on the em­
ployee or employees involved in the grievance and the administration and the 
Board. 

The fees and expenses of the arbitrator shall be borne by the losing party. 
Any other expenses resulting from the grievance arbitration shall be borne by 
the party incurring them and neither party shall be responsible for the ex­
penses of witnesses, except where it is agreed that such hearing is during a 
witness's regular hours of employment. 

D. No Reprisal 

No reprisal shall be taken by or against any participant involved in the processing of 
a grievance. 

ARTICLE IV- DISCIPLINE 

A. Disciplinary action taken by the Board shall be in accordance with the laws of the 
State of Ohio and the rules and regulations set forth by Board policy. The Board 
will provide the Union with an opp01tunity for comment and input prior to any revi­
sion of Board disciplinary rules and regulations. 

B. The supervisor shall investigate the incident prior to beginning any disciplinary ac­
tion. A Union representative shall be permitted to attend any meeting between the 
employee and the administration when discipline may result. 

C. In the dispensing of disciplinary measures, the supervisor or administrator shall or­
dinarily initially impose a verbal or written warning to the employee for any abuse 
of conduct, violation of rules or regulations, or deficiencies; however, when in the 
judgment of the supervisor and the Superintendent or his/her designee that other 
disciplinary action is deemed to be appropriate, that judgment may be made without 
having first provided the employee with a warning. 
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D. Disciplinary action which results in a loss or reduction in pay (e.g., suspension, de­
motion, etc.) or written warnings which become a part of the employee's official 
personnel record shall be appealable solely through the grievance procedure. 

E. Employees shall be suspended and/or disciplined only for just cause and in compli­
ance with the progressive discipline procedure set forth below: 

1. Oral reprimand- noted in personnel file 
2. Written reprimand 
3. Three-day suspension without pay 
4. Five-day suspension without pay 
5. Termination 

Based upon the severity of the situation, disciplinary action may warrant deviation 
from the procedural order. 

Only the disciplinary actions of suspension and termination shall be grievable. If a 
reprimand is the basis for an employee's suspension, then the record of that repri­
mand can be used in the grievance proceeding. 

Any written record of disciplinary action shall be kept in the employee's active per­
sonnel file for twelve (12) months after which time it shall be removed. 

ARTICLE V - UNION RIGHTS 

A. Authorized OAPSE representatives may transact Union business on school prop­
erty, provided that said business does not interfere with the performance of 
contracted duties as determined by the immediate supervisor. Employees are free to 
.meet with Union representatives before and after their assigned workday and during 
their lunch period. Union representatives must report to the building office during 
business hours before trausacting such business. 

B. Authorized Union representatives shall be defined as the President of Local #570, 
the Vice President, a grievance committee chairperson, and professional OAPSE 
employees. 

C. The Union shall provide to the employer an official roster of its local representa~ 
tives which is to be kept at all times and shall include the following: 
1. Name 
2. Address 
3. Home telephone 
4. Immediate Supervisor 
5. Union office held 
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No employee shall be recognized by the employer as a local Union representative 
until the Union has presented the employer with written certification of that per­
son's selection. 

D. The Employer may grant release time to local Union representatives for the follow­
ing: 

1. Consultations with the employer regarding enforcement of this agreement 

2. Grievance hearings or disciplinary conferences 

E. The Union may make reasonable use of bulletin boards whose primary purpose is 
the dissemination of employee information. 

F. The Union may make reasonable use of the regular school mailboxes. 

G. Release Time 

The Union President or his/her designee may be granted release time without pay to 
conduct union business. This time shall include but not be limited to investigating 
complaints, processing grievances, and visiting worksites. The President/designee 
shall file a request for said release time a minimum of twenty-four (24) hours prior 
to the use of release time. 

H. Employment Information 

The Employer agrees to provide the Union Secretary a copy of all letters of ap­
pointment and promotion which would affect the classification of anyone within the 
bargaining unit. A notice of said appointment, promotion or change of classifica­
tion shall be made by the Employer by providing the union with the pertinent parts 
of the minutes of the Board which concern said reclassifications. 

Copies of all disciplinary action shall be forthwith provided by the employer to the 
Union President within three (3) days from action taken, provided that the disci­
plined.employee consents to said release. 

The Union President shall receive, upon the submission of written request to the 
Superintendent/designee, a report of any disciplinary action taken against bargain­
ing unit members. Such report shall be free of any identifying information. 

I. Dues Deduction 

The Board agrees to deduct Union dues for every employee who authorizes the 
Board to do so in writing, and to remit the dues to the State Union Treasurer 
monthly together with a list showing the names of the employees and the amount 
deducted. 
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Deductions shall be in nine (9) consecutive months or less, beginning with the tlrst 
pay in October. 

Enrollment for dues deductions shall be made upon submission of a signed authori­
zation form to the Treasurer. Dues deduction authorization may be revoked by an 
employee during a iO-day period ending August 31. Dues deduction authorization 
not revoked during the 10-day period shall continue for a successive period of one 
year. ·written notice of revocation shall be served upon the Treasurer and State Un­
ion Treasurer. 

The Board agrees not to honor any dues deduction authorizations executed in favor 
of any other labor organization. 

1. Fair Share Fee 

Sixty (60) days following the beginning of employment or the effective date of this 
Agreement, whichever is later, employees in the bargaining unit who are not mem­
bers of the Union shall pay to the Union a fair share fee as a condition of 
employment with the Employer. 

Such fair share fee shall not exceed dues paid by members of the Union who are in 
the bargaining unit. The Union shall notify the Employer of the fair share fee 
amounts and of any changes in the fair share fee amount in the same manner as no­
tification of amounts and changes in the amounts of dues deductions. 

Fair share fees shall be deducted from the payroll checks of the employees in the 
same manner as regular membership dues are deducted and forwarded by the Em­
ployer to the Union except that written authorization for deduction of fair share fees 
is not required. 

Fees shall be deducted from the employee's paychecks in eighteen (18) approxi­
mately equal installments, beginning with the first pay in October. 

The dues of an employee who does not work a full work year shall be prorated ac­
cordingly and any balance of dues owed shall be deducted from the employee's last 
paycheck to the extent funds are available in that check or spread over the remain· 
ing pays, as may be the case. 

The Board agrees to promptly remit such monies to the State Association Treasurer 
along with an alphabetical list of employees for whom such deductions have been 
made and any changes that may have occurred since the previous list. 

The Board agrees not to honor any dues deduction authorization executed in favor 
of any other labor organizations. 
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The Union agrees to defend and indemnify the Board, its officers and employees, 
and individual Board members against all claims, demands or causes of action 
based upon the deduction of dues under this Article. 

The Union represents to the Employer that an internal rebate procedure has been 
established and is in accordance with Section 4117 .09(C) of the Revised Code and 
that a procedure for challenging the amount of the representation fee has been es­
tablished and will be given to each member of the bargaining unit who does not join 
the Union and that such procedure and notice shall be in compliance with all appli­
cable state and federal laws and the Constitution of the United States and the State 
of Ohio. 

K. PEOPLE 

The Employer agrees to deduct from the wages of any employee who is a member 
of the Union a PEOPLE deduction as provided for in a written authorization. Such 
authorization must be executed by the employee and may be revoked at any time by 
giving written notice to both the employer and the Union. The Employer ·agrees to 
remit any deductions made pursuant to this provision promptly to the Union to­
gether with an itemized statement showing the name of each employee from whose 
pay such deductions have been made and the amount deducted during the period 
covered by the remittance. 

It is specifically understood the only responsibility the Board and its Treasurer as­
sumes is to deduct the specified contribution as designated by the employee and to 
forward such amount according to the terms of the Agreement. . 

ARTICLE VI- LEAVES 

A. Sick Leave 

Employees shall be entitled to fifteen (15) days sick leave with pay for each year 
under contract, which shall be credited at the rate of one and one-fourth (1-1/4) days 
per month. Unused sick leave is cumulative to a total of two hundred sixty (260) 
days. 

Employees may use sick leave for absence due to personal illness, pregnancy, in 
jury, exposure to contagious disease which could be communicated to others, and 
for absence due to illness, injury or death in the employee's immediate family. The 
term "immediate family" shall mean spouse, child(ren), parent(s), grandchild(ren), 
or any other dependent or relative living in the same household as the employee. 

Sick leave may be used for up to ten (10) days per school year for absence due to 
the serious illness or injury of an employee's brother, sister, grandparent(s), broth·· 
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brother-in-law, sister-in-law, daughter-in-law, son-in-law, father-in-law, mother-in­
law, legal guardian or other person who stands in place of a parent. 

If an employee is absent due to death of a close friend or other relative outside the 
immediate family, absence shall be approved for two (2) school days. If the funeral 
service the employee is to attend is more than 150 miles from Tiffin, then leave 
may be extended to a maximum of five (5) school days by the Superintendent if ex­
tenuating circumstances justify the extension. 

A pregnant employee may use accumulated sick leave for illness/disabilities result­
ing from her pregnancy and for her period of confinement. If a pregnant employee 
prefers not to use sick leave, or if she exhausts her accumulated sick leave credit, 
she may apply for a leave of absence without pay or benefits. 

All employees are required to furnish a signed statement to justify the use of sick 
leave. Forms for this purpose may be obtained from the building principal. 

The Treasurer shall notify each employee of the total sick leave accumulation 
which has been accumulated with each pay. 

All new employees shall be advanced five (5) days of sick leave credit after the first 
day of work. 

New employees shall receive eredit for sick leave accumulated up to two hundred 
sixty (260) days in any public school chartered by a State Department of Education 
or public agencies in Ohio. It will be the responsibility of the new employee to 
supply the Treasurer with the address of the former employer to secure a certified 
record of the accumulated sick leave from the former employer. 

Personal and Sick Leave Incentive 

A full-time employee (one who works at least thirty hours (30) per week) achieving 
100% perfect attendance for a full contract year would receive three hundred dollars 
($300.00) at the last pay in June. 

The compensation for part-time employees will be pro-rated. 

For example: an employee who works five (5) hours per day (twenty-five (25) 
hours per week) would receive an incentive that is 25/30 (83%) of the full-time in­
centive; a four (4) hour employee (twenty (20) hours per week) would receive an 
incentive that is 20/30 (67%) of the full-time incentive. 
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B. Unrestricted Personal Leave (UPL) Request 

1. There shall be no more than three total days of personal leave. Three days 
may be unrestricted, meaning, the employee does not have to state a reason 
for his/her absence. 

2. Requests for a UPL day must be submitted in writing to the building principal 
or immediate supervisor at least one week in advance of the date the employee 
wishes to take as a UPL day. 

3. Requests for a UPL day may be made for any contracted day, except: 

a. The first and last week of school for students. 

b. School days immediately before or after non-contracted days, holidays, 
or vacation days, including immediately before or after weekends for 
those extended vacation periods of more than one day. UPL days may 
not be used to extend an existing non-contract day, holiday, or vacation 
day in a school calendar. For example, UPL day will not be granted the 
Friday before or the Tuesday after Presidents' Day. Nor will a UPL day 
be granted for the Friday hefore or the Monday after spring break. 

4. Requests for UPL days will be approved up to a maximum of two (2) employ­
ees in the total bargaining unit. Requests will be honored on a first come 
first serve basis. 

C. Assault Leave 

. Notwithstanding the provisions ofSection 3319.141 of the Ohio Revised Code, the 
Board may grant assault leave to a maximum of fifteen ( 15) working days each year 
to each covered employee absent due to physical disability resulting from assault 
under the following conditions: 

1. Any employee who must be absent from his/her duties dne to a physical dis­
ability resulting from an assault while working or in school related activities, 
on or off the school premises, before, during or after school hours, will be 
paid his/her full scheduled compensation for the period of the absence. As­
sault shall be defined as an unlawful attempt to do bodily injury to an 
employee. 

2. The employee shall furnish to the Superintendent a written, signed statement 
describing the circumstances and events surrounding the assault, including the 
location, date, time of the assault and names and addresses of witnesses, if 
known. 
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3. The employee shall furnish a written, signed statement from a physician as to 
the nature of the disability, its possible duration, that the disability was a di­
rect result of the assault, and the need to be absent from work. 

4. Assault leave shall not be charged against sick leave earned or earnable by the 
employee. 

D. Union Business Leave 

The Board agrees to permit two (2) delegates of the Union leave of three (3) days 
each to attend the OAPSE Annual Conference with continuity of salary. 

E. Leave Without Pay 

1. A leave of absence without pay for up to one ( 1) year shall be granted by the 
Board to members of the staff for the following reasons: 

a. Personallllness 

b. Physical or Mental Disability 

c. Maternity/Paternity/Adoption 

d. Such leave may be extended following the procedure set forth in (D). 

2. At the option of the Board, an employee may be granted a leave of absence for 
up to one (1) year for the following purposes: 

a. Specialized Experience 

b. Election to Political or Professional Office 

c. An employee desiring such leave shall present to the Superintendent a 
written request stating clearly the reason and purpose of the leave and the 
desired duration of the leave. When the reason for the leave is personal 
illness or physical or mental disability, an employee shall also attach a 
doctor's statement. The Superintendent shall report the request to the 
Board at the next regular meeting. Without rcqnest, the Board may grant a 
leave of absence because of physical or mental disability. 

3. In the case of leaves for maternity, paternity, or adoption, the following condi­
tions shall apply: 

a. Only one (1) leave per family shall be granted per child. 
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b. The period of time for which such leave is granted shall not cover portions 
of two (2) different school years unless specific approval of same is 
granted by the Board. 

4. A leave of absence may be extended for up to one (1) additional year by writ­
ten request presented to the Superintendent and with the approval of the 
Board. 

5. Employees will be reinstated from a leave of absence to the same position 
(when possible) at any time during the year or will be reinstated at the time 
agreed npon when the leave was granted. Return to the school system from a 
leave due to physical or mental disability or illness shall be accompanied by a 
doctor's statement indicating that the employee is capable of resuming his/her 
assigned duties. 

6. Where the group insurance policy permits, an employee on leave of absence 
may continue to participate in those benefits which are provided to other em­
ployees by payment of the group rate for such benefits. 

F. Military Leave 

An employee shall be entitled to any military leave provided by law and shall retain 
all rights and privileges by law arising out of the exercise of military leave. 

G. Professional Meetings 

If an employee is absent because of a conference or convention previously ap­
proved by the Board or Superintendent, he will receive his regular salary. 
Approved travel expenses will be paid in those cases where the immediate purpose 
of the conference is the improvement of the service rendered the school system. 

H. Jury Duty 

Any employee shall be entitled to leave without loss of pay for any time the em­
ployee is required to pe1form jury duty. Upon submission of documentation to the 
Treasurer that substantiates the employee's jury duty pay, the Board shall pay the 
employee the difference, if any, between the amount received for jmy duty and the 
employee's regular rate of pay. Any meal, mileage, and/or parking allowance pro­
vided the employee for jury duty shall not be considered in the amount received for 
jury duty. 

I. Family and Medical Leave 

The Board agrees to. provide leave in accordance with the final rules promulgated 
under the FMLA. · 
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All paid leave shall be exhausted prior to taking of leave nnder the FMLA. 

A year shall be defined as the twelve (12) month period of time from the last usage 
of this leave under FMLA by the employee. 

Alleged violations of this provision shall be resolved only through Article IV 
(Grievance Procedure) of this Agreement. 

ARTICLE VII - HOLIDAYS 

All bargaining unit employees shall receive the following paid holidays: 

New Year's Day 
Mmtin Luther King Jr. Day 

Memorial Day 
Labor Day 

Thanksgiving Day 
Christmas Day 

ARTICLE VIII- EMPLOYEE RIGI-ITS 

1. When it becomes necessary to reduce the number of employees in the District 
due to abolition of positions, lack of funds, or lack of work, the following pro­
cedures shall govern when layoffs are necessary. 

2. The number of people affected by layoff will be kept to a minimum by not 
employing replacements insofar as practical for employees who resign, retire, 
or otherwise vacate a position. 

3. Affected employees shall be laid off according to seniority in the classifica­
tion. Seniority is defined as uninterrupted length of service with the Board in 
a particular job classification computed from the date of hire or appointment 
to their present area of classification. Authorized leaves of absence do not 
constitute an interruption in service, hut will not count towards seniority. In 
the case of a tie, the tie shall be broken by the flip of a coin. 

4. The following classifications shall be used for the definition of classification 
and area classification seniority: 

Food Service Department: Department Head 
Assistant Department Head 
General Worker 
Food Truck Driver 
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5. The Board shall determine in which classifications the layoff should occur and 
the number of employees to be laid off. In the classifications of layoff, em­
ployees on probation shall be laid off before any regular employee in that 
classification is laid off. 

6. No later than twenty (20) days prior to the effective date of layoffs, the Board 
shall prepare and post for inspection in a conspicuous place a list containing 
the names, seniority dates and classification and indicate which employees are 
to be laid off. Each employee to be laid off shall be given advance written no­
tice of the layoff. Each notice of layoff shall state the following: 

a. Reasons for the layoff or reduction 

b. The effective date of layoff 

c. A statement advising the employee of their rights of reinstatement from 
the layoff. 

No later than ten (I 0) days after the posting of the notice the Union shall no­
tify the Board of any errors on the seniority list. 

7. Reinstatement will be in reverse order of the layoff list and shall be made be­
fore any new employees are hired into the classification. 

8. Vacancies which occur in the classification of layoff shall be offered by regis­
tered mail/return receipt to the most senior employee on the layoff list. The 
employee must respond within seven (7) days or the employee's recall rights 
shall be deemed waived. If the employee declines the offered employment, 
then the employee's name shall be removed from the layoff list. 

9. The employee's name shall remain on the appropriate list for a period of two 
(2) years from the effective date of layoff. 

10. Reductions or layoffs shall be on the basis of job classification seniority with 
the bargaining unit. Job classification seniority shall be defined as an em­
ployee's length of service as computed from the employee's most recent date 
of entry into a bargaining unit job classification. 

11. In the event of a reduction or layoff, an employee shall first have the option to 
bump an employee with less seniority in his/her respective classification of 
employment. If unable to replace an employee within the employee's classifi­
cation, he/she may bump an employee in another classification on the basis of 
seniority provided the employee holds the necessary qualifications, and said 
position is within the scope of the bargaining unit. Employees in positions 
outside the bargaining unit shall not bump into bargaining unit positions. 
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B. Employment Contracts 

1. The District having opted out of civil service, the contracts of employees are 
governed by Section 3319.081 et seQ_.. of the Ohio Revised Code. 

2. New employees will serve a probationary period of thirty (30) work days. 
The Board shall have the sole discretion in the areas of discipline and dis­
charge with regard to employees during this probationary period, and such 
actions cannot be reviewed through the grievance procedure. 

3. A probationary employee will be evaluated at least once during his/her proba­
tionary period. The Board may elect to extend an employee's probationary 
period for an additional thirty (30) work days. 

C. RQ.gular Employees 

A regular employee shall be evaluated at least once per year by his/her immediate 
supervisor. 

D. Vacancies 

I. A vacancy shall be defined as an opening within a classification or assignment 
that has been created by a retirement, resignation, death, non-renewal, termi­
nation, or a Board approved long-term leave of absence or a new position that 
the Board has created. 

The vacancy shall be posted within five (5) days following said Board deter­
mination and the vacancy notice shall be posted for a period of three (3) days. 

In the event of an emergency, an opening may be posted prior to the Board's 
determination. The three (3) day posting period will still be maintained. 

2. Before leaving for summer break or approved leave, all employees indicating 
in writing to the Superintendent an interest in future vacancies shall be sent 
notification of all vacancies by mail while away from their assignments. No­
tice of the vacancies shall be posted at the Central Office. 

3. Any employee may request the vacant position in writing to the Superinten­
dent. In selecting an employee for the vacant position, the Board shall: 

a. Offer the vacant position first to employees within the present depart­
ment or classification nsing the following guidelines: 

(1) Seniority- if more than one (1) employee has the same hiring date, 
the employer shall use the application on file to determine the most 
senior employee. 
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(2) Requirements of the position (as determined by the Superinten­
dent) and after completing one (I) week of training. This pertains 
only to Department Heads, and Assistant Department Heads. 

b. An applicant who fills the vacancy shall take the position subject to the 
following conditions: 

(1) The applicant shall be subject to a probationary period of thirty 
(30) work days. At any time after the first fifteen (15) days of this 
probationary period, either the employee or the employee's super­
visor may determine that the transfer is not satisfactory and the 
employee will be returned to his/her former position. By mutual 
consent, the employee may return to his/her original position at 
any time during the probationary period. 

Upon successful completion of the probationary period, the em .. 
ployee shall be awarded the position. 

(2) The Board may hire a substitute to fill the vacancy created by the 
probationary period not to exceed thirty (30) days. 

c. The successful applicant shall be awarded the position within three (3) 
work days of the close of the posting period. 

d. The successful applicant will begin work in the new position within one 
(1) working day of the award, if the position has been vacated. If the 
position is still occupied by the incumbent, the successful applicant will 
begin work on the first work day after the incumbent has vacated the po­
sition. 

e. If the vacant position is not filled by an employee within the classifica­
tion or department, it shall then be offered to the employee, if qualified, 
with the most seniority with the Board within the bargaining unit classi­
fication. 

f. If a qualified applicant cannot be found, then the Board will go outside 
of the District to fill the vacancy. 

E. Food Service 

1. Banquets are defined as requests by special groups or school organizations 
that occur at times other than regularly scheduled lunch periods. 

Banquets before and after school shall be offered to employees who sign up 
on the banquet list. Banquet work will be assigned on a rotating basis by sen­
iority. 
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It shall be the policy of the food service department to notify food service em­
ployees at the first staff meeting of the school year that they may sign up, that 
day, to be placed on a rotation list, by seniority, to be called when banquet 
work is available. This original rotation list will begin with the next person 
from the preceding year and will be posted by September 15 of each year in 
each kitchen. The food service supervisor shall maintain an up-to-date list of 
work offerings and rejections. 

2. Extra Hours 

It shall be the policy of the food service department to notify satellite and cen­
tral kitchen employees at the first staff meeting of the school year that they 
may sign up, that day, to be placed on a rotation list, by seniority, to be called 
when extra hours are available in the central kitchen, during the normal hours 
of central kitchen operations. This original rotation list will be posted by Sep­
tember 15 of each year in the kitchens. The food service snpervisor shall 
maintain an up-to-date list of work offerings and rejections. 

For the purpose of this section, "extra hours" shall be defined as those hours 
prior to and after the normal hours of operation for the central kitchen. 

3. Subbing 

If the Food Service Director is informed of an absence of a bargaining unit 
member, and a substitute is not available, the position will be filled using a 
seniority-based method. 

4. Seniority List 

At the beginning of each school year, a system-wide seniority list for cafeteria 
employees shall be furnished by the Superintendent or designee and posted in 
all kitchens. 

5. Overtime 

The standard work week for food service employees shall be Monday through 
Friday. All hours worked in excess of forty (40) hours per week, and any ex­
tra work performed on Saturdays by food service personnel shall be paid at 
time and one-half their regular rate of pay. 

All food service employees required to work on holidays shall receive double 
their regular rate of pay. 

All overtime must be approved by the immediate supervisor. 
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6. Lunch 

Central kitchen employees who have a start time prior to 10:30 a.m. (i.e. em­
ployee lunch period) shall receive an uninterrupted 1/2 hour unpaid lunch 
period. 

No food service employee shall be required to use his/her own personal vehi­
cle to transport food except on an emergency voluntary basis. 

1. The Board will keep all employee personnel files in the Board offices. An 
employee, upon the submission of a written request, with his/her Union repre­
sentative, if he/she so desires, may inspect his/her personnel files. Copies of 
employee files will be provided without cost to the employee. The Superin­
tendent may be present while the employee views his/her personnel files. 

2. An employee shall be given the opportunity to review any additions to his/her 
personnel file. The employee shall signify this by initialing the additions. 
Additions to the personnel file without employee initials shall be invalid, ex­
cept in situations where the employee refuses to initial the decision. In such a 
case, the Superintendent and the immediate supervisor will sign a statement 
noting such an occurrence. 

3. Oral and written reprimands and suspensions will cease to have any force and 
effect and will be removed from the employee's personnel file twelve (12) 
months after the effective date of the reprimand or suspension, providing there 
are not intervening reprimands or suspensions during the same twelve (12) 
month period. 

G. When an employee with the necessary training is requested to fill in for another 
employee whose position is at a higher rate of prry, the employee who thus fills in 
shall receive the next higher rate of pay in that classification based upon the re­
placement employee's normal wage rate for all time worked in the higher rate 
position. For example during the 2011-2012 school year, if a general worker at step 
five (5) ($10.01/hr.) fills in for an assistant department head, then the general work­
er would receive $10.21/hr. (the next higher wage rate) for all time worked in the 
higher rate position. 

If an employee for any reason permanently moves to a higher-rated classification, 
the employee will be credited with years of experience in the higher classification 
that yields an hourly rate increase of not less than twenty (20) cents; if the perma­
nent move is to a higher classification that involves two (2) column jumps (General 
Worker to Department Head), the employee will be credited with years of experi-
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ence in the higher classification that yields an hourly rate increase of not less than 
.forty (40) cents. 

It is mutually understood that an employee being trained as to a higher rated posi­
tion will be maintained on his/her normal wage during the period of such training. 

H. Calamity Day 

1. When a District-wide delay is called for the start of school, all employees 
shall not be required to report to work until the delay is canceled. Those em­
ployees who are required to report during a District-wide delay shall be paid 
at 1-1/2 times their regular rate of pay for those hours actually worked during 
the delay. 

Any employee who is required to work on a calamity day that results in a 
school closing shall be paid at 1-1/2 times his/her regular rate of pay for all 
hours actually worked. 

2. No extra pay shall be provided for make-up days beyond the current calamity 
days provided under state law. 

ARTICLE IX- FRlNGE BENEFITS 

A. Health Insurance 

1. For the purposes of health insurance coverage, a full-time employee shall be de­
fined as one who is regularly employed for thirty (30) hours or more per week. 
A part-time employee shall be defined as one who is regularly employed for 
twenty (20) hours or more per week up to thirty (30) hours per week. Any em­
ployee who is regularly employed for less than twenty (20) hours per week shall 
not be eligible for coverage under the health insurance plan of the Tiffin City 
Schools. 

2. The Board shall continue to provide health and prescription drug insurance ben­
efits to employees. The Board will provide a choice of two (2) plans as 
identified and shown in the Medical Benefits Attachment at the end of this 
Agreement. 

3. This contract contains a "Coordination of Benefits" rider. If an employee is 
covered under any other hospitalization contract, possibly through the spouse's 
employer, this rider provides that under no circumstances will the employee re­
ceive duplicate payments for any hospitalization expenses incurred. 

4. The following guidelines will be used for administering this program: 
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a. An application provided by OME-RESA must be completed for 
enrollment in the Plan. 

b. A part-time employee may share in the insurance program by requesting a 
salary reduction in an amount equal to the difference between the pre­
mium cost for the program selected and the Board obligation. The Board 
percentage obligation shall be equal to the percentage equivalent of full­
time duty which is shown on the employee contract. 

5. The Board agrees to pay the premium for each full-time employee's health in­
surance up to a maximum or "cap" of $450.00 per month. Above the $450 per 
month, the Board and the employee will share equally in the cost. Should a 
husband and wife both be full-time employees, the Board shall pay 100% of the 
monthly premium for family health insurance. For employees hired after July 1, 
1997, their spouses will be required to participate in their employer's health in­
surance coverage if available. Benefits will be coordinated between the two 
carriers. 

B. Dental Insurance 

1. The Board shall continue to provide family dental insurance coverage for each 
employee. The Board shall select the company to provide the insurance. 

2. The Board shall pay 85% of the monthly premium for each full-time employee. 
Should both a husband and wife be full-time employees of the Tiffin City 
Schools, the Board shall pay 100% of the monthly premium. 

3. A part-time employee may share in the dental insurance program by requesting 
a salary deduction in the amount equal to the difference between the monthly 
premium cost and the Board obligation. The Board obligation shall be equal to 
85% of the percentage of full-time duty shown on the employee's contract. 

C. Life Insurance 

The Board agrees to pay on behalf of each employee who works three (3) or more 
hours per day the premium on $35,000 life insurance for those employees who de­
sire such coverage. The Board shall select the company to provide the insurance. 

The part-time employee may share in the insurance program by requesting a salary 
deduction in an amount equal to the difference between the premium cost for the 
coverage selected and the Board obligation. The Board obligation shall be equal to 
the percentage offull-tirne duty shown on the employee contract. 
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D. Severance Pay 

An employee with at least ten (10) years of District service, whose effective date of 
retirement with the School Employees Retirement System has been substantiated, 
and for whom the Board made the last payment to SERS, will be paid in cash one­
fourth (1/4) the value of the accumulated but unused sick leave. The maximum 
payment which will be made will be sixty-five (65) days. The payment will be cal­
culated upon the last daily rate of pay. 

E. General Provisions 

1. Copies of Benefit Contract 

The Board shall provide the Union President with one (1) copy of each signed 
contract entered into between the Board and the insurance company(ies) 
which provide the benefit(s) specified in this Agreement. Copies of existing 
contract(s) shall be provided to the Union within twenty-four (24) hours of 
ratification of this Agreement by both parties. Copies of contracts subse­
quently entered into by the Board shall be provided to the Union within one 
(1) week after they are received by the Board. 

2. Copies of Benetlt Descriptions 

Within thiity (30) days of the effective date of this Agreement, the Board shall 
provide each member with a written description, prepared by the carrier, of 
each insurance plan provided by this Agreement. 

3. Benefit Description for New Members 

A member employed after the effective date of this Agreement shall be pro­
vided, at the time of employment, with a written description prepared by the 
carrier, of each insurance plan that provides benefits specified by this Agree­
ment. 

4. Copies oflmprovements in Existing Benefits 

Within thirty (30) days of the effective date of any improvement(s) in an in­
surance plan provided by this Agreement, each member shall receive a written 
description prepared by the carrier, of the improved plan. 

5. The Board shall provide the Union with notification of intent to change an in­
surance carrier. Such notice shall be provided at least sixty (60) days prior to 
any change. 

6. The cost of COBRA coverage shall not exceed 102% of the current funding 
level of the employee's premium. 
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F. Pre-Tax Contributions by Participants 

The Board will implement a plan under and in conformance with Section I 25 of the 
Internal Revenue Code that provides for the payment of an employee's share of the 
monthly premium with pre-tax dollars. The employee's share for each month shall 
be divided in half and deducted twice monthly through payroll deductions; no pre­
mium deduction will be made from a third paycheck scheduled during any given 
month. This plan will be administered by American Fidelity Assurance Company. 

G. Insurance Committee 

An insurance committee comprised offive (5) teachers, one (1) Board member, two 
(2) bargaining unit employees, three (3) administrators, one (1) consultant, one (1) 
consortium representative, and the District Treasurer shall be established to monitor 
and communicate health care trends, and serve as an information resource for the 
District. 

ARTICLE X- SAFETY 

A. District Compliance 

The Board shall conform to and comply with all health, safety and sanitation re­
quirements imposed by State and Federal law or regulations adopted under State or 
Federal law. 

B. Safety Committee 

A safety comJllittee may be formed composed of two members appointed by the 
Board and two (2) members appointed by the Union in which said committee shall 
review health, safety, sanitation and working conditions to insure compliance with 
Section A. The committee shall make recommendations to the Board concerning 
improvements in health, safety, sanitation and working conditions. 

C. Discrimination 

No employee shall be in anyway discriminated against as a result of reporting any 
condition believed to be a violation of Section A. 

ARTICLE XI- MISCELLANEOUS 

A. Evaluations 

All evaluations must be made relevant to employees' job duties and applied consis­
tently. Employees shall have a right to make written comments about said 
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evaluation and have comment attached. Employees will receiv·e copies of all evalu­
ations. 

All evaluation conferences will take place during working hours. 

B. Work Rules 

The Board shall provide copies of all existing and newly created work rules to the 
Union President, and make available copies of the same to bargaining unit mem­
bers. 

No such work rules, policies, or directives shall conflict with or violate any provi­
sion of this Agreement. Such rules, policies, and directives shall be reasonable and 
applied consistently where applicable. 

C. Job Descriptions 

1. All employees shall receive a copy of their job description listing their duties 
and responsibilities. Copies shall be provided to the Union President. 

2. The Board shall provide copies of job descriptions to the Union President and 
affected bargaining unit members if changes are made to the same. 

D. Physical Examination 

The Board agrees that it will pay the cost of the arranged physicals with the Seneca 
County Health Department, or the equivalent amount for an examination with the 
employee's personal physician if the employee is unable to attend the scheduled ex­
amination, when a physical is required by the Board. 

E. Pay Practices 

1. All employees shall receive a copy of their submitted time sheet from either 
their immediate supervisor or with their pay. 

2. Employees who become eligible for longevity pay during their contract year 
shall begin receiving the increase at the beginning of the contract year follow­
ing their eligibility. 

3. All employees shall receive their pay via electronic direct deposit. 

4. Each employee's direct deposit pay notice will be emailed to the employee or, 
if the employee so chooses, furnished to the employee in a sealed envelope. 
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F. No Subcontracting 

The Board agrees that no outside contractor, supervisor, teacher volunteer will be 
used to replace any position or reduce any work or hours of any employee covered 
by this Agreement. 

ARTICLE XII- MANAGEMENT RIGHTS 

A. The Board hereby retains and reserves unto itself all powers, rights, authority, du~ 
ties and responsibilities conferred upon and vested in it by the laws and the 
Constitution of the State of Ohio and of the United States. 

B. The exercise of the foregoing powers, rights, authority, duties, and responsibilities 
by the Board, the adoption of policies, rules, regulations, and practices in further­
ance thereof, and the use of judgment and discretion in connection therewith shall 
be limited only by the terms of the contract and Ohio statutes; and then only to the 
extent such terms hereof are in conformance with the Constitution and laws of the 
State of Ohio and the rules and regulations promulgated by the Ohio State Board of 
Education and the Constitution and laws of the United States. 

C. To maintain or increase the efficiency and/or effectiveness of District services. 

D. To take actions to carry out the mission of the District as a governmental unit. 

ARTICLE XIII- COMPLETE AGREEMENT 

The parties acknowledge that during the negotiations which resulted in this Agreement, 
each had the unlimited right and opportunity to make demands and proposals on any sub­
ject within the scope of bargaining. The understandings and agreements arrived at by the 
parties after Agreement constitutes the entire contract between them and settles all de~ 
mands and issues on all matters within the scope of bargaining. The parties further agree 
that neither party shall be required to bargain upon any issue, whether it is covered or not 
covered by this Agreement, and that the Board shall not be required to bargain over the 
exercise of its rights set out in Article XII of this Agreement. Except as otherwise spe­
cifically provided in the written provisions of this Agreement, the Board has the sole and 
exclusive right to make all decisions relevant to the conduct and management of the 
schools as prescribed by law. 
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ARTICLE XIV- EFFECTS 

A. Severability 

1. Should any part of this Agreement or any provisions contained herein be de­
clared invalid or unenforceable by any federal or state court of competent 
jurisdiction, or by any federal or state agency having jurisdiction over the sub­
ject matter of this Agreement the remaining portion shall not be affected, 
thereby remaining in full force and effect. 

2. In the event any provision herein is so rendered invalid, upon written request 
of either party hereto, the employer and the union will meet promptly for the 
purpose of negotiating a mutually satisfactory replacement for such provision. 

B. Agreement 

This Agreement shall be effective from Jnly 1, 2011 through June 30, 2014. On 
May 15,2013 (or such other date as may be mutually agreed upon) bargaining will 
reopen for the limited purpose of negotiating the salaries of bargaining unit em­
ployees for the 2013-14 school year. If tentative agreement is not reached by May 
31, 2013 (or such other dates as may be mutually agreed upon), the provisions of 
Article II, Section F of this Agreement will apply. 

TIFFIN BOARD OF EDUCATION 

By~IJII?ZL-~ 
Bt;;;;~ cf: ~pe_ 

Superintendent 

OHIO ASSOCIATION OF PUBLIC 
SCHOOL EMPLOYEES Local #570, AF­
SCME/AFL-C 
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FOOD SERVICE SALARY SCHEDULE 
2011-2012 and 2012-2013* 

POSmON 0 1 2 3 

Food Truck Driver 12.43 
. 

12.77 13.10 13.44 

Department Head 10.58 10.80 10.96 11.17 

Assistant/Department Head 9.62 9.87 9.98 10.21 

General Worker 9.12 9.33 9.47 9.66 

*It is also understood that there shall be no movement by an employee for 
experience (steps) at the start of or during the 2011-2012 and 2012-2013 school 
years. This reflects a wage and step freeze for the 2011-12 and 2012-2013 
school years, with the further understanding that the Board has no obligation to 
"make up" the pay and step freezes following the 2012-2013 school year. 
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13.74 

11.35 

10.33 

9.78 

5 6 12 18 

14.13 14.49 14.82 15.22 

11.50 11.70 11.99 12.32 

10.52 10.77 10.99 11.29 

10.01 10.14 10.41 10.70 



Waltfng Period am:! Eflgfbflity 

Dependents covered 

uctibfe"' 

II F•m~<'vDeductibf@ * 

Out·Df·Pocket Limits 
(excf.der:Juctibfe) 

Lifetime Benefits 

Coinsurance Levels 

Pre-Admission NotiffcaOon 

lnpatfent 

TIFFIN CITY SCHOOLS 
Medical Benefits 

Spouse, children to .;~ge 19 or 25 if full time students 

$250 

$~00 

90% or 80% after dad. to 
OOPL with annual max. 

$250 

$500 

$1,500/$3,000 cross 
~pplied 

/npafient Mental Nervous/Sub. Ab1.1se of $1,000 01nd lifetime 
max. of $50,000, incl. 

$1,000 and lifetime max. 
of $50,000, incl. 

outpatient treetment 

Surgery 

Emergency Room Visit 

Physician Office Visit 

Specialist Office Visit 

Dfagnostic Lab & X~ray 

Radiotherapy 

Speech Therapy 

Outpatient Physical Therapy 

Outpat. lnhafatfon Therapy 

Chemotherapy 

Outpatient Cardiac 

outpatient treatment 

90% or 80% afterded., 
OOPL 

90% or 80% after ded., 
OOPL 

90% or 80% aftr;:r ded., 
OOPL 

90% or 80% after ded., 
OOPL 

70% after ded., to OOPL 

70% after ded., to OOPL 

70% after ded., to OOPL 

70% after ded., to OOPL 

70% after ded., to OOPL 
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Outpatient Mental Nervous 

Outpatient Substartce Abuse 

Outpatfent Accfdent 

Voluntary Sterilizatfon 

Ambulance 

Home Health Care 

Durable Medfca/ Equipment 

Temporomandibular Joint 
Dysfunction 

Skilled Nursfng Facility 

Hospice 

Chiropractic SerVices 

Abortion 

Well Chifd Preventatrvc 

Adufr Preventative Care 

Mammography 

Pap Smear 

TIFFIN CITY SCHOOLS 
Medical Benefits 

50% after dod., subj. to 
max. annual benefits of 

$10,000 

50% after dod., subj. to 
max. annual benefits of 

$10,000 

90% or 80% after ded., 
OOPL 

annual max. 

90% or 80% 'after ded., 
OOPL 

100% with no dod, for 
well child care and 

immunizations to age 18 

100% with no ded. With 
max. o.rmual benefit 

schedule 

100% with no ded. 

100% with no ded. 

70% after ded. to OOPL 

70% 01fter ded. to OOPL 

70% after dad. to OOPL 

70% after ded. to OOPL 

max. 

70% after ded. to OOPL 

Not covered 

Not covered 

Not covered 

Not covered 

100% with no ded. for 
·well ohlld care and Not covered 

immunizations to age 18 

100% with no ded. with 
max. annual benefit Not covered 

schedule 

100% with no ded. Not covered 

100% with no ded. Not covered 
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July 28, 20 II 

SERB 
65 East State Street, I ih Floor 
Columbus, Ohio 43215-4213 

To Whom It May Concern: 

OUR VISION: 

TIFFIN CITY SCHOOLS 
GREAT SCHOOLS! 

GREAT STUDENTS! 
GREAT FUTURE! 

Onlcc of the Superintcndcnl 

C)-r; ----Ul 

Enclosed for your file is a copy of our Collective Bargaining Agreement between O.A.P.S.E. 
Local #570, AFSCME, AFL-CIO and the Tiffin Board of Education. 

If you have any questions, please feel free to call me. 

Sincerely, 

g.~~~-a 
Donald E. Coletta 
Superintendent 
Tiffin City Schools 

DEC:pes 

Enc. 

244 S. Monroe Street. Tiffin. Ohio 44883 Phone: 419.447.2515 Fax: 419.448.5202 www. tiffin.k 12.oh.us 
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