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ARTICLE 1
RECOGNITION

The Board of Education of the Troy City School District (herein after referred to as the “Board”) hereby
recognizes the Troy City Support Staff Association, affiliate of Ohio Education Association (OEA), and
National Education Association (NEA), (herein after referred to as the “Association™), as the sole and ex-
clusive bargaining representative for all employees now employed or to be employed in the bargaining
unit as defined in Article 2, Unit Defined. Except as otherwise provided, the “Board” means the Board of
Education as a corporate body, and administrators, supervisors, and others acting on its behalf. References

to gender shall include both sexes unless the context clearly means a particular sex.

ARTICLE 2
UNIT DEFINED
A. Definition of the Bargaining Unit:

The bargaining unit shall include all contracted “full-time” and contracted “part-time” employees
employed by the Board who are assigned to work, as defined in Article 10, Section C(2), Job
Classifications and Levels.

B. Bargaining Unit Exclusions:

Employees working in the following classified positions will be excluded from the bargaining
unit:
a)  Director of Transportation
b)  Director of Facilities and Maintenance
c)  Director of Food Service
d)  Director of Technology
e)  Administrative Assistant to the Superintendent
f)  Administrative Assistant to Business Manager/Director of Human Resources
g)  Employees of Hayner Cultural Center
h)  Treasurer
i)  Business Manager/Director of Human Resources
J)  Substitute Employees
k)  Employees of schools chartered by the state of Ohio
I)  Employees of West Central Juvenile Detention Center
m)  Other administrative or supervisory personnel

n)  Assistant to the Treasurer



ARTICLE 3
DEFINITIONS
BARGAINING UNIT MEMBERS - All personnel eligible for membership in the Association as defined
in Article 2, UNIT DEFINED.
BARGAINING UNIT - Classified employees who are listed in Article 2, Unit Defined.
BARGAINING UNIT WORK — Work or similar work that is currently done by bargaining unit members.

FULL-TIME - Six (6) hours or more of work per day or thirty (30) or more hours per week.
PART-TIME — Less than (6) hours of work per day and less than thirty (30) hours per week.
REGULAR EMPLOYEE - A bargaining unit member.

CLASSIFICATION SENIORITY - Length of continuous service within a classification listed in Article
10, Section C, EMPLOYMENT, ASSIGNMENT, TRANSFER AND LAY OFF since last date of hire.
CONTRACT YEAR — Shall begin on July 1 and end on June 30.

SERVICE YEAR — A service year is at least one-hundred and twenty (120) days during the contract

year.
DAY - A day shall mean a school calendar day, except that, in the summer a “day” shall mean any Mon-
day through Friday, exclusive of calamity days, recognized state and/or federal holidays.

BASE DAILY RATE - Current hourly rate multiplied by number of hours worked per day, excluding

supplemental pay.

ARTICLE 4
RE-TITLED AND NEWLY CREATED POSITIONS
Re-titled positions shall be included or excluded in accordance with their placement under the previous
title. Any newly-created bargaining unit position(s) will be bargained as to:
1) whether or not that position shall be included in, or excluded from, the bargaining unit

2) rate of pay



ARTICLE 5

NEGOTIATIONS
Negotiations
Either party may request negotiations in writing at least sixty (60) days before this agreement ex-
pires. The parties then shall schedule an initial bargaining session within fifteen (15) days to ex-
change proposals. The parties shall schedule future meetings as necessary until either a  settle-
ment is reached or impasse is declared by either party.
Mediation
If the parties fail to reach agreement on a negotiated settlement prior to the expiration date and/or
impasse is declared as previously stated, both parties will jointly request the services of the Fed-
eral Mediation and Conciliation Service.

ltem Agreement

As negotiated items are agreed upon, they shall be reduced to writing and initialed by the chief
negotiator of each party. Such initialing shall be construed as tentative agreement by both parties
on that item or issue, subject to finalization by ratification by the membership of the Association
and adoption by the Board.

ARTICLE 6
LABOR MANAGEMENT COMMITTEE

As a means to provide ongoing communication between the Association and the Board, a Labor
Management Committee (LMC) shall be established. The LMC shall determine its own By-Laws
including such things as scheduling of meetings at mutually agreeable dates, times and locations.

1. The Board will be responsible for taking minutes of the meetings and distributing them to

all bargaining unit members

2. Meetings may be waived upon mutual agreement.
The LMC shall be composed of not more than six (6) members of the Association appointed by
the Association President or his designee for a three (3) year term and not more than six (6) Ad-
ministrators appointed by the Superintendent or his designee. If a member of the team is unable
to fulfill their term, a new member will be appointed to complete the remainder of the three (3)
year term.
The parties agree that the participation and concurrence with actions taken by this Committee do
not waive the contractual provisions of the Negotiated Agreement and that no contractual provi-

sions will be waived to allow this Committee to function. Furthermore, participation in and dis-



cussion of issues within this Committee does not constitute a waiver of rights or obligations of
the parties as established by law or contract.

The Board shall provide training on an annual basis to all committee members.

No reprisals of any kind shall be taken against any bargaining unit member participating in the

activities of the LMC or any other District committee.

ARTICLE 7
GRIEVANCE PROCEDURE

Definitions

1. Grievance — An allegation of a violation, misinterpretation, or misapplication of the Negoti-
ated Agreement. A grievance shall not include a matter which is referable to the Federal
EEOC, Title IX Compliance Commission or the Ohio Civil Rights Commission.

2. Grievant — The “grievant” shall mean the bargaining unit member, bargaining unit members,
or the Association filing the grievance. Grievances will identify each individual alleged to
have been harmed by the action(s) being grieved

3. Day - A “day” as used in the Grievance Procedure shall mean a school calendar day, except
that, in the summer, a “day” shall mean any Monday through Friday, exclusive of calamity,
recognized state and/or federal holidays.

Grievance Procedure

The Association has the exclusive right to file grievances and to be present for the adjustment of
any and all grievances.

STEP ONE: The grievant shall present the grievance orally to the immediate supervisor within ten
(10) days after knowledge of the facts giving rise to the grievance. The presentation of
the oral grievance will be documented on the Grievance form (Addendum A) as step
one. The grievant shall receive a written response to the grievance from the immediate
supervisor within ten (10) days after such discussion. Grievances, which by their na-
ture are not capable of being settled at a preliminary step of the Grievance Procedure
may, by mutual agreement between Business Manager/Director of Human Resources
or the Director’s designee and the Association President or the Association President’s
designee, be filed at the appropriate advanced step where the action giving rise to the
grievance was initiated or where the requested relief could be granted. The grievant

may request representation by the Association at any step in the grievance procedure.



STEP TWO:

STEP THREE:

STEP FOUR:

1. In the event of a group grievance, the oral discussion shall include thirty-
percent (30%) of the members of the group grievance.

If the grievant(s) is not satisfied with the response of the immediate supervisor in Step
One, the grievant(s) shall present the grievance in writing on the Grievance Form (Ad-
dendum A) within ten (10) days after receiving the response in Step One and submit to
the Immediate Supervisor. The Immediate Supervisor or designee will investigate the
alleged grievance. Upon request of either party, a conference may be held for the pur-
pose of obtaining facts necessary to make a decision. The Immediate Supervisor shall
render a written decision to the grievant within ten (10) days from receipt of the written
grievance or conference, whichever is later.
If the grievant is not satisfied with the response of the Immediate Supervisor, the griev-
ant may refer his grievance, in writing, on the Grievance Form (Addendum A) within
ten (10) days after receiving the response and submit it to the Superintendent. The Su-
perintendent or designee shall render a decision to the grievant and the Association in
writing within ten (10) days. Upon request of either party, a conference may be held for
the purpose of obtaining facts necessary to make a decision. The Superintendent or
designee shall render a written decision to the grievant within ten (10) days from re-
ceipt of the written grievance or conference, whichever is later.
If the Superintendent or his designee’s reply does not resolve the grievance to the satis-
faction of the grievant, the Association may request arbitration in writing within ten

(10) days of the receipt of the Step Three response.

C. Arbitration

1. Upon request for arbitration, the Association and the Superintendent will jointly submit a

request to the Federal Mediation and Conciliation Services (FMCS) to provide the parties

with a panel of seven (7) arbitrators experienced in public employment disputes from which

the parties can select an arbitrator in accordance with the rules of the FMCS provided, how-

ever, that the Board must have raised the issue of arbitrability in at least one of the steps

prior to arbitration. Either party may reject one entire list submitted by the FMCS. The

loser will pay arbitration fees and expenses of arbitrator, FMCS, and expenses for a court

reporter. The other party will pay for its own copy of the report. Each party shall be re-

sponsible for the fees and expenses of its representatives and of its witnesses.

2. Only grievances as defined herein shall be subject to arbitration; and arbitrability will be

heard by the arbitrator in an expedited hearing and awarded separate from a hearing to de-

termine the substantive issues, or merits of a grievance; provided, however, that the Board



must have raised the issue of arbitrability in at least one of the steps prior to arbitration. The
jurisdiction and the authority of the arbitrator and his opinion and award shall be exclusively
limited to the interpretation of the explicit provisions of this Agreement. He shall have au-
thority only to interpret and apply the specific provisions of this Agreement, which shall
constitute the sole basis upon which the arbitrator’s decision shall be rendered, and shall
consider only bargaining unit member grievances arising under the application of the current
existing Agreement between the parties hereto. The arbitrator’s decision shall be final and
binding on all parties.

The arbitrator shall not have the authority to add to, subtract from, modify, change or alter
any of the provisions of this Agreement, or to add to, detract from or modify the language
therein in arriving at a determination of any issue presented that is proper within the limita-
tions expressed herein. The arbitrator shall expressly confine himself to the precise issue(s)
submitted for arbitration and shall have no authority to determine any other issues(s) not so
submitted to him or to submit observations of declarations of opinion which are not directly
essential in reaching the determination. The arbitrator shall in no way interfere with man-
agement rights, nor limit or interfere in any way with the powers, duties and responsibilities
of the Board under its policies, applicable law, and rules and regulations having the force

and effect of law.

D. Miscellaneous

1.

If the Board administrators named herein to administer this grievance procedure should fail
to answer any grievance within the time limits established, then the grievance shall be auto-
matically advanced to the next step. Any grievance not referred to the next step will be con-
sidered termination of the grievance.

No censure or other adverse action will be taken against any bargaining unit member or ad-
ministrator participating in this grievance procedure.

The procedures contained in this Article constitute the sole and exclusive method of consid-
ering the redressing of grievances arising during the life of this Agreement and any exten-
sions thereof. It is expressly understood and agreed that neither the Association nor any
bargaining unit member shall engage in actions which are not expressly provided for in the
grievance procedures such as the initiation of litigation or charges with a state or federal
agency in connection with any dispute which is or could have been a matter presented as a
grievance within the grievance procedure. It is further understood and agreed that a decision

at any level of the grievance procedure that is mutually acceptable to the Association’s and



the Board’s representatives shall be final and binding upon the grievant, the Association, the

Administration and the Board.

ARTICLE 8
COMPLAINTS AGAINST EMPLOYEES
A. Informal Procedure

Complaints against employees shall be handled as follows:

1. A complaint shall be referred to the Superintendent or his designee.

2. The Superintendent or designee shall inform the bargaining unit member of the complaint
and the name of the complaining party. Neither the Board nor administration will repri-
mand, non-renew, or terminate a bargaining unit member based on hearsay or an anony-
mous complaint.

3. If the Superintendent informs the supervisor rather than the bargaining unit member, the
supervisor will inform the bargaining unit member of the complainant and the complaint
directed toward him and offer him an opportunity to settle the complaint.

B. Formal Procedure

If the complaint cannot be settled informally, the following procedures shall be followed:

1. At the request of the complainant or bargaining unit member, a meeting of the bargaining
unit member, supervisor and the complainant will be arranged at a mutually convenient
time to discuss the complaint. At the bargaining unit member’s request, he may be repre-
sented by an Association member employed by the Board.

2. If the complainant is not satisfied with the results of the meeting, the complaint shall be di-
rected in writing to the Superintendent of Schools or his designee. A copy of the written
complaint shall be supplied to the bargaining unit member by the Superintendent at the
time it is submitted to him. At the bargaining unit member’s request, he or she may be rep-
resented in any meeting involving the complainant and the Superintendent or his designee
by an Association member employed by the Board.

ARTICLE 9
PROVISIONS OF EMPLOYMENT
Every bargaining unit member of the Board is required to abide by the Board policies and the rules and

regulations, including assignments to buildings and jobs; to perform appropriate special duties; to carry



out directions and suggestions made by the appropriate supervisors and administrators; and to maintain
good personal relations with school personnel, pupils and the public. Bargaining unit members may ter-

minate their employment by giving two (2) weeks written notice to the Board Treasurer (3319.081 ORC).

ARTICLE 10
EMPLOYMENT, ASSIGNMENT, TRANSFER AND LAYOFF
A. Qualifications and Appointment of Employees

Educational background, successful work experiences, successful completion of a criminal back-
ground check, good character and evidence to get along with people shall be among the factors
considered in the appointment of personnel. There shall be no illegal discrimination because of
sex, race, color, national origin, age, or disability as provided by law.

B. Job Description and Classification

1. A complete, hardcopy job description and a copy of the bargaining unit member’s signed
contract with the Board shall be given to each bargaining unit member upon hire and shall
include all duties that pertain to his job classification and duties reasonably related to said
job. A complete copy of classified job descriptions shall be maintained on the district web-
site, which is accessible to all bargaining unit members in all buildings. No bargaining unit
members shall be required to perform a duty outside the bargaining unit member’s job de-
scription, unless on temporary assignment.

2. The Board shall give the Association and affected bargaining unit members changes in job
descriptions at least thirty (30) days before job duties of a classification are changed. The
Board shall furnish the Association President and affected bargaining unit members with
the rationale for said changes. The Association may request bargaining about changes in
rates of pay based on the changes.

3. TEMPORARY ASSIGNMENT:

a. Bargaining unit members who work outside their job classification/level for a full day
or longer shall be paid the rate for such classification/level while they are so assigned.
The bargaining unit member will be paid at a lateral step of pay for the assigned classi-
fication/level or their current rate of pay, whichever is greater.

b. Acting Supervisor
In the event that a building principal or department supervisor is absent from duty for a
full day or longer, and there is not a designated, substitute administrator, and the ab-

sence causes the building/department administrative assistant to assume additional du-



ties above and beyond his/her normal duties, the most senior building/department ad-
ministrative assistant will be paid an additional fifty percent (50%) of their hourly rate
for the duration of the absence. During such time, the administrative assistant shall not
be considered an agent of the Board and shall not hold any authority or responsibility
contractually.

C. Seniority and Classification Defined

1. For purpose of position bidding and reduction in force procedures, “district seniority” is de-
fined as the bargaining unit member’s length of continuous employment since his most re-
cent date of hire as a regular bargaining unit member of the Board.

a. Starting with the 2010-2011 Negotiations Agreement, the date of hire shall be defined
as the date of the Board meeting at which the bargaining unit member was hired. Prior
to the 2010-2011 Negotiations Agreement, the June 30, 2010 Seniority List (Adden-
dum 1) shall be referenced.

b. In the event two (2) or more bargaining unit members have the same district seniority,
the following steps will be used to break a tie: A final tie break will be made within
three (3) days of determining it is necessary.

1) The date and time of notification regarding intent to employ listed on the Adminis-
trator’s Recommendation for Employment Form.

2) Total number of years of service with Board prior to hire date.

3) Pull from a lot, as supervised by the Superintendent, Association President, and
members affected.

c. Seniority is not broken by approved leaves of absence, but is extinguished and all em-
ployment rights lost when the bargaining unit member: (1) is removed for cause; (2)
retires; (3) resigns; (4) is laid off without recall for more than one year; (5) fails to re-
turn to work within 2 days of expiration of an approved leave of absence; or (6) fails to
make timely acceptance of a recall offer.

2. A draft seniority list shall be prepared by the Board no later than November 1% of each
school year. Such seniority lists shall be posted for ten (10) days, during which time any
bargaining unit member who believes his seniority date is incorrect may meet with his Su-
pervisor to resolve the matter. Differences concerning the accuracy of the lists shall be re-
solved before the final lists are posted. Once agreement has been reached on the list, the
list shall be initialed by the Association President and the Business Manager/Director of

Human Resources. Once initialed, the seniority list shall be deemed final, shall be posted



on the district’s internal website, and shall be the base from which additions/deletions/

adjustments shall be made thereafter.

3. For purpose of position bidding and reduction in force procedures, job classifications shall

be grouped as follows:

Job Classifications and Levels

Classification Administrative Treasurer’s Delivery Mechanic Custodial Maintenance Transporta-
Assistants Office tion
Level 1 Administrative Treasurer’s Delivery/ Lead Bus Head Plumber/Boiler Bus Driver
Assistant Assistant Maintenance Mechanic Custodian Maintenance
Trainer
Level 2 Delivery Bus Mechanic Custodian General
Helper/Courier Maintenance
Level 3 Maintenance
Helper/Painter
A Library/Media . -
Classification Para-Professional Technology e Food Service Translator Clinic
i i i Translator
Level 1 Intervention Senior District Library Assistant Kitchen Manager/Cook Health Clinic
Assistant/Special Network Coordinat LPN
Education Assistant etwork oorainator Library Clerk
Level 2 Education cDIs<t1r'ICtt'\le/g\{0trlf t Assistant Manager/Cook Clinic Assistant
Assistant/Teaching oordinator/Distric ssistant Manager/Coo inic Assistan
. Client Services
Assistant .
Coordinator
Level 3 Technology Cook
Assistant
Level 4 Computer Facilitator Elementary Manager
Level 5 Elementary Assistant
Level 6 Food Service Assistant
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D.

Position Bid Procedure

1. VACANCY DEFINED

A vacancy shall be defined as any open bargaining unit position(s) due to retirement, resigna-

tion, termination, death, transfer or creation of a new position. The Board shall post all vacan-

cies, unless the Board determines that the work performed in the bargaining unit position no

longer exists, within ten (10) days of receipt of knowledge of a vacant position and fill said po-

sition no later than thirty (30) days of the position being vacated by the bargaining unit mem-

ber.

2. NOTIFICATION OF POSTING

a. Written notice of a vacancy and Summer Work shall be posted. The Board shall attach

the job description to each posting. The Association president shall receive a copy of all

job postings. Jobs will be posted on or at all of the following:

1)
2)

3)
4)
5)
6)
7
8)
9)
10)

School email

Home email, providing the bargaining unit member gives his email address to the
Human Resource Department

Channel 21 (Troy Education Channel)

Troy City School’s web page

Board office

Main Office

Kitchens

Warehouse

Boiler Rooms

Transportation Center

b. Positions shall be posted a minimum of five (5) days. Bargaining unit members shall

have five (5) days, excluding the date of posting, to apply for the position via the Internet.

Written confirmation of submission shall be provided to the bargaining unit member via

email.

c. Bargaining unit members who are on approved leaves of absence and who request notifi-

cation in writing of vacancies and summer work shall receive notice by mail. They will

be eligible to fill the position only if such position is one that the bargaining unit member

is capable of performing in spite of the illness for which he is on extended sick leave and

such illness is not a danger to others as certified by a physician.
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E.

Selection Criteria

1. Bargaining unit members who have an evaluation rating of satisfactory or better on the most

recent evaluation shall have the right to advance to higher-paid positions and newly created
positions or similar positions in other classifications when vacancies occur.

All bargaining unit members applying for the position must go through the interview
process.

The bargaining unit member so awarded the position shall maintain the option of accepting
or declining the position and shall lose no rights in his present position as a result of the de-
cision. Should a bargaining unit member decline to accept the position, it shall be awarded
to the next best qualified bargaining unit member. If the Board determines in good faith that
there is no qualified bargaining unit member, then the Board can fill the position with some-
one from outside the bargaining unit, so long as the outside hire is not placed above Step 5
of the wage schedule. However, compensation above Step 5 is permissible for
Plumber/Boiler Maintenance and Bus Mechanic positions. The Board will give written ex-
planation to all bargaining unit members who interviewed for the position and were not
awarded the position. Upon request, the Director of Human Resources will schedule a meet-
ing with an applicant not awarded the position to help determine what skills the applicant
lacked that caused him to not get the position and provide suggestions for how he can better
his qualifications.

A new position shall not be withheld from a bargaining unit member based upon their
current contracted hours. When applying for on any position that afford hours which would
take the bargaining unit member over forty (40) hours per week, the bargaining unit member
will be given the opportunity to give up their current position to ensure that they will only be
contracted for forty (40) hours or less per week. The position relinquished shall be posted in
accordance with Article 10, Section D.

When a bargaining unit member moves to a new position, he will be placed on the same step
in the new classification/level.

All bargaining unit members new to a classification/level shall serve a twenty (20) day
probationary period and shall retain the right to return to their previous position until they
successfully complete the probationary period in the classification/level. All transfers, reas-
signments or other promotions resulting from a promotion shall be considered temporary un-
til the end of the promotion probationary period. The Board, with just cause, may return the
promoted bargaining unit member to his previous job and previous rate of pay at any time

during the probationary period.
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F.

Layoff Procedure

1. When the Board determines to reduce the number of bargaining unit positions (other than

through attrition of bargaining unit members who resign, retire, are on leave or are termi-

nated), the Board shall follow the procedure set forth in this Article rather than that set forth
in O.R.C. Ch. 124. The Board shall determine in which classification(s)/level(s) the layoff

should occur and the number of bargaining unit members to be laid off in each affected clas-

sification/level. For the purpose of layoffs, a noon bus route will be considered as a separate

position and the elimination of a noon route shall be considered a layoff.

2. Bargaining unit members shall be laid off within a classification/level of layoff in reverse

order of seniority. A bargaining unit member to be laid off shall have the following dis-

placement rights:

a.

A bargaining unit member who is entitled to health/dental benefits may displace the
least senior bargaining unit member who is entitled to health/dental benefits within
that classification/level. If there is no less senior bargaining unit member with
health/dental benefits, then the laid off bargaining unit member will displace the least
senior bargaining unit member in that classification/level. A bargaining unit member
displaced under this section shall have similar displacement rights if he has sufficient
seniority.

A bus driver whose position is to be eliminated may displace a less senior bargaining
unit member in a route having the next highest number of hours, the number of hours
for each route being fixed in mid-September of each school year. A bus driver so
displaced shall have similar displacement rights if he has sufficient seniority.

A bargaining unit member to be laid off from any classification/level shall have the
right to displace the least senior bargaining unit member in any classification/level in
which the bargaining unit member to be laid off formerly served on a regular basis,
so long as the bargaining unit member is at the time qualified to fill the position in
such other classification/level.

In all other situations of layoff or displacement, the bargaining unit member may dis-
place the bargaining unit member with the least seniority in the next lower level
within the job classification/level, so long as the bargaining unit member is at the

time qualified to fill that position.

3. Bargaining unit members who have been laid off will be placed on appropriate lay-off lists

by classification/level. The bargaining unit member with the highest seniority will be placed
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G.

at the top of the list, followed by the bargaining unit member ranked in descending order of
seniority. A bargaining unit member who is laid-off will retain reinstatement rights for a pe-
riod of one year from that lay-off date. During the one-year period, the Board shall not hire
nor promote anyone into the classification/level of lay-off until all laid-off bargaining unit
members are reinstated or decline the position offered.

The Board shall make an offer of recall to a vacancy for which a bargaining unit member on
the recall list is qualified and eligible by sending a written offer of the position by certified
mail to the bargaining unit member’s last address of record on school district files. It is the
responsibility of the bargaining unit member to keep the school district records updated as to
his address. A bargaining unit member shall be presumed to have rejected an offer of recall
if he does not accept the position within ten (10) calendar days of the mailing of the offer of
recall.

Changes in Workload/Hours

1. When the Board reduces the contracted hours of a position causing that position to go from

full-time to part-time status, the bargaining unit member currently employed in the position
for which the hours were reduced, shall have the right to displace the least senior, full-time
bargaining unit member within that classification/level. The displaced bargaining unit
member will then be given the position whose hours were reduced.

This section shall not apply to Transportation Bus Drivers whose route timings change in

September.

ARTICLE 11
TRANSPORTATION REGULATIONS

Transportation regulations, as printed in the Bus Driver’s Manual of Rules and Regulations, and approved

by the Board, shall be maintained in an up-to-date manner and shall be used as the basis for operation in

the Troy Schools Transportation Department. The Bus Drivers’ Manual of Rules shall not conflict with

the negotiated agreement.

A.

Bus Routes

Bus drivers will be paid a minimum of two (2) hours for each route for up to a maximum of three
(3) routes per day. Any additional routes will be paid at actual driving/warm-up time. Drivers
will be paid overtime based on actual time for warm-up, morning layover time, and actual driving
time over forty (40) hours per week. Driving times will be established in September. On days

when Troy City Schools is not in session, drivers/bus aides will be required to work their as-
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signed routes for other schools and they will be paid a minimum of one (1) hour. If a driver/bus
aide is unable to work for another school on a day when Troy City Schools is not in session for
whatever reason, he must find another qualified bargaining unit member of his choice to work his
route and notify the Director of Transportation of the change by filling out a Route Replacement
Form, Addendum B. Both bargaining unit members shall sign the form to signify the agreement
and turn into the Director of Transportation to serve as notification. If another bargaining unit
member is not willing to work the route, the assigned bargaining unit member will be responsible
for working the route. In the event the bargaining unit member, who has committed to working
the route while the assigned driver/bus aide is out, cannot work do to unforeseen circumstances,
the assigned driver/bus aide will not have any negative recourse brought against him, and the bar-
gaining unit member replacement will then be responsible for finding another driver/bus aide. A
driver may not be awarded any combination of routes that exceed forty (40) hours per week.

Extracurricular Assignments

All extracurricular trips, in which more than 14 students participate, will be assigned to bus driv-
ers on a rotating basis. All bargaining unit members who desire to drive extra trips, shall be of-
fered extra trips even though the extra trips may conflict with their regular route. Special extra
curricular or field trips during normal school hours that are outside a 100 mile radius or sponsored
by PTO or groups other than the Troy Board, will be assigned as mutually agreed between the
Association Executive Committee and the Superintendent or his designee on a discretionary ba-
sis. If a driver takes an extra trip that conflicts with one or more parts of his regular route, the Di-
rector of Transportation shall assign sub drivers to drive the regular routes not taken by the driver.
Regular drivers taking extra trips shall be paid their regular hourly rate of pay for hours worked
up to the daily contracted hours and the extra trip hourly rate for all additional hours worked that
day. The extra trip hourly rate shall be paid at the rate of seventy-five percent (75%) of the Step
One Bus Driver rate of pay for the given school year. If a bargaining unit member performs an-
other job during the layover/field trip, he may be paid at that job’s rate of pay, or the layover
rate, whichever is greater, but in no event can an bargaining unit member be paid more than one
hourly rate for the same hours worked. The Director of Transportation may withhold any extra-
curricular trips from a bargaining unit member who is on his probationary period.

Bus Route Changes

In the event of bus route additions or changes, seniority shall be observed in making the assign-
ment. If no contracted driver applies for the open route, it should then be offered to the present

substitute drivers.
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Noon Routes

Noon routes will be considered separate routes. The present noon route drivers shall retain their
routes for the next school year if they so desire. Noon routes temporarily vacated shall be passed
down in order of seniority and driven by one driver for the duration of the temporary vacancy,
except when time does not permit such a procedure. Once assigned to a temporary vacancy, the
bargaining unit member must work the duration of the vacancy (excluding approved leaves of ab-
sences) or lose all rights to work the vacancy, and the next senior driver who desires it shall be
assigned to it.

Bus Preparation

School bus drivers will be paid their regular hourly rate of pay for preparation and cleaning of the
buses prior, during, and at the close of the school year, subject to the approval of the Director of
Transportation. Upon completion of this work, a time sheet will be filled out, and submitted to
the Director of Transportation for approval.

Assignment of Buses

Assignment of new buses will be made based on the following factors:

1. Age, mileage, and condition of bus to be replaced

2. Number of students on the route

3. Length of bus route
In the event all three factors are equal, seniority will be the determining factor.
When a regular driver substitutes on a noon route, the driver will be paid at his regular hourly
rate.
Bus drivers shall be paid their regular rate of pay except as noted elsewhere in this article for ad-
ditional time worked when authorized by their Director of Transportation.
The Board shall reimburse bargaining unit bus drivers for their regular licensing fees required for
a Commercial Driver’s License.
Driver-trainers shall receive their regular rate of pay for all hours affiliated with training.

Driver Insurability

1. The Board will provide annual training on driver insurability for all bargaining unit members
who drive district-owned vehicles.

2. A bargaining unit member who is uninsurable per insurance company criteria will be auto-
matically placed on an unpaid leave of absence, not to exceed six (6) months, without Board
action. If, at any time during that six-month period, the bargaining unit member becomes in-
surable, he will be placed back in his former position. If a bargaining unit member fails to

meet these criteria within six (6) months, he will be terminated by the Superintendent without
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Board action. The bargaining unit member may exercise this right only one (1) time during
his employment with Troy Schools.
The list of grandfathered bus driver names and physician names, approved April 1, 2004 will be
maintained in the transportation office. These drivers will be reimbursed for the actual cost they
incur for this physical, up to the standard negotiated cost incurred by the Board for Board pro-
vided physicals. All other drivers will be required to obtain their bus driver physicals by the
Board approved physician/facility.
School Bus Safety Classes - Assignment of bus safety class presentations will be made on a rotat-
ing basis for all regular drivers who sign up at the beginning of each school year. No driver will
be assigned any safety class that would require a sub driver for any part of his bus routes.

ARTICLE 12
STAFF EVALUATION

Schedule of Evaluation

The performance of classified personnel shall be evaluated each school year, and shall be com-
pleted by June 15. If a bargaining unit member is contracted to work in more than one classifica-
tion/level, he will be evaluated for each position every year.

Purpose of Evaluation

The purpose of the evaluation is:
1. To facilitate and improve communication and understanding among administration and
staff.
2. To improve job performance and competency and provide a means for growth through es-
tablishment of long and/or short range goals.
3. To provide an opportunity for each bargaining unit member to periodically assess his per-
formance.
4. To provide assistance that the bargaining unit member may need for growth and self im-
provement.
5. To provide a bargaining unit member means for a better understanding of the scope of
one’s duties and/or responsibilities.
6. To provide documentation in question of promotion or dismissal.
This Article does not limit or prevent the Board or administration from issuing written repri-
mands, directions, instructions or notices of deficiencies to bargaining unit members. Any

charges of undesirable traits or practices must be bona fide, verifiable and clearly stated to the

17



bargaining unit member in writing. These charges should be based upon reports made by super-
visors and administrators concerning the bargaining unit member’s ability to perform his duties.
The information in these reports should be made known to the bargaining unit member.

All evaluations (Addendum F) are to be in writing, signed by the bargaining unit member
and his evaluator. The original copy is to be given to the bargaining unit member, with the third
copy to be kept by the evaluator. A conference between the bargaining unit member and his
evaluator will be held at the time of the evaluation. All copies of the evaluation form will be
signed by both the bargaining unit member and evaluator at the conclusion of the conference.
The signature does not necessarily signify approval of the evaluation, just that the evaluation has
been discussed.

Access to File

Bargaining unit members shall have access to their own personnel file and shall be able to chal-
lenge any information contained therein, in compliance with O.R.C. Ch. 1347. All derogatory
material placed in the file will be signed and dated by both the bargaining unit member and em-
ployer. The signature does not necessarily signify approval of the document, only that the docu-
ment has been received. Bargaining unit members must sign such documents when presented to
them. Any such document may be grieved. Any bargaining unit member may, pursuant to
0O.R.C. Ch. 1347, inspect his personnel file and, in writing, dispute the accuracy, relevancy, time-
liness, or completeness of the personnel information pertaining to him. The inclusion of any
anonymous, unsigned or inaccurate documents shall be prohibited. When a bargaining unit
member wants to glean his file, he must first review the file in the presence of the Business Man-
ager/Director of Human Resources or his administrative assistant. The bargaining unit member
will receive his personnel file along with an empty file folder. The bargaining unit member
should then indicate to the Business Manager/Director of Human Resources or his administrative
assistant the items requested to be removed. The materials requested to be removed from a bar-
gaining unit member’s file will be checked, and within five (5) days, will be disposed of by the
bargaining unit member and Business Manager/Director of Human Resources. Removal of file
items must be with the consent of the bargaining unit member’s immediate supervisor and the
Business Manager/Director of Human Resources and follow the district policy on records reten-
tion and destruction. Any derogatory record placed in a personnel file shall be moved to an auxil-

iary file after five (5) years at the request of the bargaining unit member.
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ARTICLE 13
DISCIPLINE AND DISCHARGE
A. The employment of every bargaining unit member, after he successfully satisfies the probationary

period for his job, shall be continuous until he:

1. resigns;
2. retires;
3. s laid-off in accordance with the negotiated lay-off policy;
4. isdischarged for cause;
5. fails to return to work by the second day after expiration of an approved leave of absence;
6. fails to make timely acceptance of an offer of recall;
7. dies.
B. Disciplinary Procedure

1. The following steps shall be followed when disciplinary action against a bargaining unit member
is deemed necessary by the administration. The existence of these steps does not prevent the ad-
ministration from taking other action if deemed appropriate. The first instance of misconduct by
a bargaining unit member shall result in a verbal reprimand. A verbal warning of the improper
act will be given, in private, to the bargaining unit member, and a conference with the principal or
supervisor will be held. Such verbal warning shall not be recorded in the bargaining unit mem-
ber’s file, but may be recorded and kept by the administrator with the bargaining unit member’s
or TCSSA representative’s signature acknowledging the verbal warning. The next instance of
misconduct shall result in a written reprimand from his/her supervisor. Further misconduct shall
result in suspension without pay imposed by the Superintendent. Further misconduct thereafter
may result in further suspension or discharge by the Superintendent.

2. A non-probationary bargaining unit member may be suspended by the Superintendent for up to
twenty-five (25) workdays without pay or discharged from his job by the Superintendent for any
of the following causes:

a. incompetency;
inefficiency;
dishonesty;

e o o

immoral conduct;
insubordination;
discourteous treatment of the public;

neglect of duty (includes excessive absenteeism);

50 Q@ -+~ @

sexual harassment;
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i. violation of work rules or personnel policies of the Board or administration;

j. theft of or damage to property of the Board;

k. theft of or damage to the property of Board personnel;

I. the uttering of threatening language toward management personnel, other Board personnel,
students, or the public;

m. intoxication, working under the influence of a controlled substance, or the sale, possession,
or use of alcohol or any controlled substance on the job;

n. falsification of any records, including employment records;

o. fighting (bargaining unit member striking another physically except for immediate self-
defense);

p. testing positive for any illegal drug or has alcohol content greater than .04 as a result of a
random, probable cause or incident drug test administered to a bargaining unit member re-
quired to hold a Commercial Driver’s License as a condition of his/her employment; or

g. any other acts of misfeasance, malfeasance, or nonfeasance in his job.

Before implementing a suspension or discharge of a non-probationary bargaining unit member,
the Superintendent or his designee shall hold a conference with the bargaining unit member to
give the him an opportunity to learn the reasons for the intended disciplinary action and to chal-
lenge the reason for the intended action or otherwise to explain the alleged misconduct or other
cause. The bargaining unit member has the right to be accompanied at the conference by one As-
sociation representative. The conference will be scheduled as promptly as possible by the Super-
intendent or designee. If the Superintendent or designee determines that the bargaining unit
member’s continued presence in employment prior to the conference poses a danger to persons or
property or a threat of disrupting operations, he may suspend the bargaining unit member without
pay for up to three (3) days pending the conference to determine final disciplinary action.

Before imposing a suspension or discharge, the Superintendent shall sign a written notice of sus-
pension or discharge. The statement shall state the ground for the action. The Superintendent
shall furnish a copy of the statement to the bargaining unit member and to the Association presi-
dent. Disciplinary action is effective according to the terms of the notice. The bargaining unit
member may file a grievance concerning his discipline or discharge in accordance with the time
limits and procedures set forth in Article 7, Grievance Procedure.

Probation

Each new bargaining unit member shall serve a probationary period of ninety (90) actual work
days, during which the Superintendent or his designee may discharge the bargaining unit member

at any time without providing reasons and without the need to establish cause. In the event a pro-
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bationary bargaining unit member is discharged, the Association president and bargaining unit

member shall receive a copy of the notice of discharge. If a bargaining unit member is retained

after completion of the ninety (90) workday probationary period, he may not be discharged ex-

cept as provided in this Article. Neither the Association nor bargaining unit member may file a

grievance or any other challenge to a bargaining unit member’s discharge during this probation-

ary period. The bargaining unit member, however, may file a timely grievance concerning any

rights he may have under other articles of this Agreement if he believes any such rights have been

violated.

D. Notwithstanding O.R.C. Ch. 124, this Article shall exclusively govern the initial probation, disci-

pline and removal of bargaining unit member.

ARTICLE 14
HEALTH REQUIREMENTS

The Board shall make provisions for all health examinations required by the Board or State Law for bar-

gaining unit members. All bargaining unit members will receive their physical exams from the Board-

approved physician.

The parties recognize that the Board and administration are authorized to investigate possible bargaining

unit member misconduct, including misconduct involving alcohol or controlled substance abuse, subject

to federal due process requirements.
A Alcohol and Substance Abuse

1.

Any bargaining unit member who is proved to have distributed, dispensed or sold an ille-
gal controlled substance or alcohol while on duty at school, or while serving in a contrac-
tual duty beyond the school day will be subject to termination of employment.

Any bargaining unit member who is proved to have consumed alcohol or any illegal con-
trolled substance on school property or at a school sponsored event while serving in a
contractual role beyond the school day shall be subject to disciplinary action up to and
including termination according to Article 13, Discipline and Discharge.

Any bargaining unit member whose has proved to be under the influence of alcohol or
any illegal substance on school property or at a school sponsored event while serving in a
contractual role beyond the school day shall be subject to disciplinary action up to and
including termination according to Article 13, Discipline and Discharge.

In the event of a violation, in addition to disciplinary action being taken, the bargaining

unit member will be required to undergo an evaluation by a trained drug/alcohol evalua-
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tor in the Employee Assistance Program, and upon the recommendation of the trained
drug/alcohol evaluator, and with the approval of the Business Manager/Director of Hu-
man Resources, will be required to successfully complete a substance assistance or reha-
bilitation program. If insurance is unavailable for any reason, all expenses involved with
said program shall be paid by the Board. Failure to participate in such program may re-
sult in termination of employment.

5. If alcohol is detected on a bargaining unit member who is performing contractual duties
the bargaining unit member will be subject to disciplinary action up to and including ter-
mination of employment according to Article 13, Discipline and Discharge.

6. Inthe event an administrator contacts an on-call bargaining unit member to come into
work, the bargaining unit member has the option to refuse the work based upon the lan-
guage contained in this Article.

7. Notwithstanding the foregoing, any bargaining unit member who, as a requirement of his
position holds a Commercial Drivers License, and who tests positive for any illegal drug
(marijuana, cocaine, opiates, amphetamines, phencyclidine PHP) or has a blood alcohol
level greater than .04, as a result of a random, probable cause, or incident drug test, shall
be terminated. A driver found to have an alcohol concentration of .02 or greater, but less
than .04, shall not perform, nor be permitted to perform safety sensitive functions for at
least twenty-four (24) hours, and shall have to pass a return to duty test before being
permitted to return to work. The Disciplinary Procedure contained in Article 13 of the
Negotiated Agreement shall apply to the termination under Article 14, Section A(7).

8. A bargaining unit member who refuses a drug or alcohol test will be subject to discipli-
nary action up to and including termination.

B. Tobacco Policy
All building and vehicles of the Board will be tobacco free. The district will follow the rules established
by the State of Ohio with regard to smoking. Smoking will be permitted outdoors and out of the sight of

students.
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ARTICLE 15

WORKERS’ COMPENSATION
All bargaining unit members are subject to standard benefit under Workers” Compensation Law
(O.R.C.84123.01 and §4123.54). Every school Board makes premium payments to the public in-
surance fund. The Workers’ compensation law operates to provide for the rehabilitation of injured
workers (or payments of death benefits to dependents) if the injury occurs in the course of employ-
ment.
Standard and relatively adequate benefits are due all school persons who are injured while perform-
ing those duties which are defined as part of the established curriculum. At the time the bargaining
unit member submits the proper Workers’ compensation form for an injury for which a bargaining
unit member is off work more than seven days, the bargaining unit member must determine
whether to use sick leave or apply for payment from the bureau of Workers” Compensation.
In no event can Workers’ compensation be received if the bargaining unit member is on school sick
leave, i.e., both cannot be received simultaneously.
Notwithstanding the provisions of Article 10 (B), Job Description and Classification, a bargaining
unit member who is off work on temporary total Worker’s Compensation and who is determined by
his physician to be able to return to work but not able to perform all of the duties of his position
may be recalled to work to be assigned to any available work consistent with the physician’s limita-
tions of duty and shall be paid at his regular rate of pay.
Bargaining unit members who are off work due to a work related injury shall not be negatively im-

pacted on their evaluation for attendance purposes for days missed due to their work related injury.

ARTICLE 16

REPORTING PROCEDURE
ABSENCE
Any bargaining unit member who has been absent shall personally inform the principal or
immediate supervisor if he intends not to return to duty the following day. Reporting shall be
done on a daily basis, unless the bargaining unit member has indicated that he expects to be
absent for a stated period of time longer than one (1) day. Any bargaining unit member re-
porting absence for a specific number of days cannot return to work sooner than the specified
time without the consent of his immediate supervisor. An initial failure to report will be ex-

cused only if the bargaining unit member is hospitalized or physically incapable of reporting.
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B. WAIVER DAYS
When the district schedules waiver days in full day increments, the food service and transpor-
tation department bargaining unit members will schedule their waiver day outside the sched-

uled student year, with supervisor approval.

ARTICLE 17
ABSENCE DURING WORK PERIOD

Once having reported to work, no bargaining unit member shall be absent from his assigned station or
duty except in the event of any emergency related to his personal health or family’s life or health. How-
ever, bargaining unit members may leave the premises for lunch breaks, provided the bargaining unit
member does not exceed the normal lunch period. All bargaining unit members working an eight (8) hour
shift beginning on or after 3:00 PM and finishing after 9:00 PM shall be permitted to include a paid lunch
period within their working hours, not to exceed twenty (20) minutes. All other bargaining unit members

will have unpaid and uninterrupted lunch periods of not less than thirty (30) minutes.

ARTICLE 18
OVERTIME
The Board may require a bargaining unit member to work in the event of an emergency.

B. Overtime work for bargaining unit member can be authorized only by the Superintendent of
Schools, Business Manager/Director of Human Resources, or Building Principal or Supervisor.

C. A work week for all bargaining unit members shall be considered Monday through Sunday. For
bargaining unit members who work more than forty (40) hours per week, all overtime worked from
Monday through Saturday will be paid at time and a half. For bargaining unit members who work
more than forty (40) hours per week, all overtime worked on Sunday will be paid at double time
however, third shift bargaining unit members whose workweek begins on Sunday night will not be
paid double time for the regularly scheduled Sunday hours worked. Hours worked shall consist of
paid holiday time, approved vacation leave, sick leave, and actual work hours.

D. Where it’s proved that a bargaining unit member was dishonest in his or her use of sick leave, or
there is a proven pattern of abuse of sick leave in connection with overtime, the Board may take ap-
propriate discipline.

E. Where a bargaining unit member is called in, he will receive a minimum of one (1) hour’s pay, and
two (2) hour’s pay if the call-in occurs after 11:00 PM and before 6:00 AM.
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ARTICLE 19
ELIGIBILITY FOR ADDITIONAL WORK
Bargaining unit members will be given opportunities to perform additional work, substitute work and
summer work, as long as it does not interfere with the employee’s regular schedule. If a bargaining unit
member is absent from work for a day or any part of a day, he will not be permitted to accept assignment

for additional work that day.

ADDITIONAL WORK:

Additional work is work outside the workday (i.e., building rental contracts, community use of facilities,

extra-curricular activities, catering, etc.) A Bargaining unit member who desires to be assigned additional
work will submit a letter of interest to the Business Manager/Director of Human Resources by September
1 of the school year. When additional work is available, the supervisor or designee will call bargaining
unit members, who submitted a letter, on a rotating basis, first among bargaining unit members in the
same building and classification, who desire it, and then among bargaining unit members of the same
classification in other buildings who desire it. If a bargaining unit member does not answer a call, the
supervisor/designee may call the next person on the list. Bargaining unit members who are not available
after five (5) requests for additional work, will be taken off the list for the remainder of the contract year.
Substitute bargaining unit members will not be offered additional work with the exception of emergen-
cies, until all regular bargaining unit members within the same classification and in that same building,
who desire it, decline additional work. In cases of emergency, the supervisor will take whatever action is

needed, in good faith, to fill a need.

SUBSTITUTE WORK:

Substitute work is work performed for a bargaining unit member who is absent from work. A bargaining

unit member who desires to perform substitute work will submit a letter of interest to the Business Man-
ager/Director of Human Resources by September 1 of each school year. Bargaining unit members will be
given first choice for substituting when their work schedule permits and the bargaining unit member can
be contacted. Substitute work will be offered first to bargaining unit members of the same classification,
then to other bargaining unit members who are not in the same classification. A bargaining unit member
will not have the right to file a grievance for not being called to work as a substitute bargaining unit
member as long as the Board can provide documentation of the attempt to contact the bargaining unit
member. Bargaining unit members who are not available after five (5) requests to substitute, will be

taken off the list for the remainder of the contract year. The appropriate supervisor will provide the nec-
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essary training. In cases of emergency, the supervisor will take whatever action is needed, in good faith,
to fill a need.
SUMMER WORK:

Summer work is work that is performed during the summer on a temporary or fluctuating need (i.e.,

cleaning, grounds maintenance, moving furniture and supplies, etc.) When the Board determines there is
a need for summer work, it will post a notice to all bargaining unit members. A bargaining unit member
who desires to perform summer work will submit a letter of interest to the Business Manager/Director of
Human Resources by the date listed on the posting notice. Bargaining unit members will be given first
choice for summer work as long as the summer work hours do not interfere with current work hours, they
are available to work forty (40) hours per week during the duration of the Board-determined need, and
they are physically able to perform the job. The appropriate supervisor will provide the necessary train-

ing.

ARTICLE 20
PAY FOR SCHOOL CLOSINGS

A. All custodians, maintenance workers, and mechanics will be required to work when school is
closed due to weather or other public calamity, unless the Superintendent states otherwise. The Su-
perintendent reserves the right to require additional personnel to report to work on a calamity day if
circumstances warrant. The bargaining unit members who are required to report to work will be
paid double time, for a maximum of six (6) days. All other bargaining unit members contracted to
work 210 days or more per year will be required to report to work after six (6) calamity days and
they will receive their regular rate of pay.

B. Bargaining unit members who are contracted for less than 210 days will be paid their regular rate of
pay for a day on which school is closed due to calamity, for the number of days permissible by
O.R.C., and they shall not be required to report to work that day. Bargaining unit members who re-
port to work even though they are not required, will not receive any additional pay. If the number of
calamity days exceeds that permitted by O.R.C. to qualify as a school year, all bargaining unit
member’s will be required to work on the make-up days and they will not receive additional com-
pensation except as required by the Fair Labor Standards Act.

C. Bargaining unit members required to be at their jobs before school is cancelled will be paid double
time for time spent on duty.

D. Inthe event that a level 3 road emergency or its equivalent is declared in a bargaining unit mem-

ber’s local jurisdiction of residence, he will not be charged for any leave.
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E. On days when there is a delay, all bargaining unit members contracted for 210 days or more will
report to work at their regular time. Transportation employees will report at a time equal to the de-
lay, but will be paid at double time for one (1) hour for a 1-hour delay or for two (2) hours for a 2-
hour delay, if they work their normal contract hours. Food service employees will be paid one (1)
hour at double time for a 1- or 2-hour delay. Bargaining unit members who work in both transpor-
tation and another classification will only be paid double time for their transportation position. All
other classifications will be required to report at a time equal to the time of the delay (e.g. on a 2-
hour delay, these classifications will be required to report to work 2-hours later than their normal
reporting time).

F. On days when school is released early due to calamity, all bargaining unit members contracted less
than 210 days will be released from work as soon as they complete their required duties. Transpor-
tation employees who work their full contracted hours will be paid double time for one (1) hour for
a 1-hour early release or for two (2) hours for a 2-hour release, if they work their normal contract

hours.

ARTICLE 21

MEETINGS
Meetings deemed necessary by the Superintendent, Business Manager/Director of Human Resources,
building principal, or supervisor shall require payment to bargaining unit members at their regular rate of

pay. Meetings that are necessary for licensing are paid meetings under this paragraph.

ARTICLE 22
HOLIDAYS

All bargaining unit members will be paid for the following holidays if they fall within the bargaining unit

members’ work year:

A. New Year’s Day

Presidents’ Day

Martin Luther King Day

Good Friday

Memorial Day

July 4

Labor Day

I O mmUO w

Thanksgiving Day
I.  The day after Thanksgiving (for 260 day per year bargaining unit members)
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J. Christmas Eve (for 260 day bargaining unit members)

K. Christmas Day

L. New Year’s Eve (for 260 day bargaining unit members)
ARTICLE 23
VACATION

A. Bargaining unit members on 12-month contracts will be granted two (2) weeks paid vacation which
will begin accruing at the rate of .8333 days per month on the bargaining unit member’s hire date.
Those who have worked 8-14 years will be granted three (3) weeks vacation which begin accruing
at the rate of 1.25 days per month on the bargaining unit member’s 8-year anniversary date, while
those who have completed fifteen (15) or more years will be granted four (4) weeks vacation which
begin accruing at the rate of 1.67 days per month on the bargaining unit member’s 15-year anniver-
sary date, excluding legal holidays. (O.R.C. 3319.084)

B. The time of the vacation must be approved in advance by the Superintendent/Designee. A vacation
request form must be completed and submitted to the principal/supervisor at least forty-eight (48)
hours prior to the vacation start time.

C. Vacation time which is accrued, posted, and unused at the time a bargaining unit member leaves the

employment of the Board shall be paid in full at his current rate of pay with his final pay.

ARTICLE 24
LEAVE POLICIES

A. Leaves of Absence with Pay

Under conditions hereinafter specified, bargaining unit members of the Board will be granted leaves of
absence with pay. The following amounts of days are hereby set aside for illness and for personal leaves
of absences with pay in accordance with the following categories:
1. Five (5) days are set aside for illness for those bargaining unit members who have no accumu-
lated sick leave or who have used available sick leave pursuant to 3319.141 O.R.C.
2. Sick Leave
a. Inaccordance with O.R.C. 3319.141, bargaining unit members must use sick leave for
absence due to personal illness, pregnancy, injury, exposure to contagious disease which
could be communicated to others, and for absence due to illness, injury, or death in the
bargaining unit member’s immediate family.
b. After childbirth, a bargaining unit member normally may use sick leave for up to eight

(8) calendar weeks for recovery.
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¢. A bargaining unit member may use sick leave to care for his/her immediate family. Im-
mediate family shall be defined as parent, child, spouse, sister, brother, father-in-law,
mother-in-law, son-in-law, daughter-in-law, grandparents, grandchildren, legal guardian,
foster or step child, or foster or step parents of said bargaining unit member.

d. Each bargaining unit member shall be credited with one and one-fourth (1%4) days (at a
rate of fifteen (15) days per year) of sick leave for each month of service rendered.

e. Regular part-time bargaining unit members shall be entitled to sick leave for the time ac-
tually worked at their rate.

f. Excessive absenteeism will be grounds for disciplinary action up to and including termi-
nation. Excessive absenteeism may be defined as six (6) or more days absence in a three-
month period. In the event that a bargaining unit member is absent six (6) or more days
in a three-month period, a doctor's note may be required. If an illness meets the criteria
for SERS disability, the bargaining unit member shall apply for SERS disability.

g. For non 260-day bargaining unit members, a written statement from a physician is re-
quired if elective surgery is needed to be performed during the school year instead of
waiting until summer vacation.

3. Bereavement Leave

A bargaining unit member may use up to five (5) days of sick leave for the death of their
spouse, parent, or child. A bargaining unit member may use up to three (3) days of sick leave
for the death of a brother, sister, father-in-law, mother-in-law, son-in-law, daughter-in-law,
grandparent, grandchild, legal guardian, foster or step-child, or foster or step-parents of the bar-
gaining unit member. If additional days are needed or special circumstances arise, specific
written requests may be made to the Superintendent whose decision will be final.

4. Sick Leave Bank

a. The purpose of the Sick Leave Bank (SLB) is to provide paid days for serious personal ill-

ness or family illness to contributors to the Bank who have exhausted their accumulated
sick, vacation, and personal leave days and who are experiencing prolonged personal or
family illness. Allotments will be limited to participating bargaining unit members for use
only in cases of illness, injury or non-elective surgery occurring under unusual, severe or
emergency conditions as determined by the Sick Leave Bank Committee (SLBC). Utiliza-
tion of the Sick Leave Bank for complications arising from pregnancy or childbirth may be
authorized by the SLBC.

b. Bargaining unit members may enroll in the Sick Leave Bank, during the enrollment period,

which shall be during the month of September of each school year. New bargaining unit
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members will be given consideration on a case by case basis until the next enroliment pe-
riod. An enrollment/donation form is attached as Addendum C.

c. Upon enrollment, a bargaining unit member shall contribute one (1) of his/her accumulated
sick days to the SLB. Days contributed to the SLB are non-returnable.

d. Days contributed to the SLB will continue to accumulate year to year with no maximum.

e. Enrollment in the SLB shall be continuous from year to year until a member withdraws.
Withdrawals are accepted only during an enrollment period and only upon written notice by
the member to the SLBC of his/her intent to withdraw.

1. Sick Leave Bank Committee shall be composed of two (2) voting members as fol-
lows:

a. Business Manager/Director of Human Resources
b. The Association President or designee
In case of a tie, the Superintendent will cast the deciding vote.

2. The SLBC will review and approve or deny all applications to the Sick Leave
Bank. The SLBC shall also determine the necessity for additional contributions to
the Bank and shall notify Bank members of the need for said contributions. The
SLBC shall be responsible for reporting data concerning the Sick Leave Bank to
the District Treasurer.

3. Decisions of the SLBC are final.

4. The SLBC shall review the operation of the Sick Leave Bank as needed and shall
make recommendations, if necessary, for modifications of the plan to the negotiat-
ing teams of the Association and the Board.

f. General Procedures

1. An application for an allotment from the Sick Leave Bank will be accepted only from
those individuals who have contributed to the Bank. The application form is attached
in Addendum D.

2. Allotments will be limited to use for personal illness and serious illness in the imme-
diate family. A doctor’s statement is required with the application in order for the
request to be considered. For the purposes of the SLB only, immediate family will be
defined as parent, child, or spouse.

3. An application will be considered only after a member has used all of his/her accu-
mulated sick, vacation and personal leave days, and available sick day advances.

4. Days allotted from the Sick Leave Bank will be paid at 100% of the requesting mem-
ber’s daily rate of pay.
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5. Once qualified to receive an allotment from the Bank, the maximum number of days
a member may receive from the Sick Leave Bank shall not exceed sixty (60) days per
request. If additional time is needed, the bargaining unit member must make another
application accompanied by a doctor’s note and seek approval of the SLBC. The
maximum number of days a bargaining unit member may receive from the SLB shall
not exceed one hundred twenty (120) days per contract year unless the bargaining
unit member is scheduled to work less days in a contract.

6. Allotments from the Sick Leave Bank will be made only for absences of members
who work between a 185 and 260 day contracted work. Allotments will not be made
for absences in supplemental work.

7. Days may not be received from the Bank for absences due to disabilities which qual-
ify the member for Workers Compensation personal benefits, unless the member has
exhausted all such benefits and his/her own accumulated sick, vacation, and personal
leave days.

8. Whenever the total number of available days in the Sick Leave Bank falls below fif-
teen (15), the SLBC may request the Sick Leave Bank enrollees to donate up to one
(1) additional day of their accumulated sick days to the Sick Leave Bank.

9. Contributions to the Sick Leave Bank shall not count against a member’s record of
perfect attendance.

5. Personal Leave

A bargaining unit member is entitled to a maximum of seven (7) personal days per year. No
more than four (4) of these personal days may be paid and of those four (4) paid days, two (2)
days are restricted and two (2) days are unrestricted. No more than five (5) of these days may
be unpaid and they are not restricted. An bargaining unit member who takes more than seven
(7) personal days per school year may be considered to have abandoned his job and may be
subject to disciplinary action up to and including termination. Paid personal leave may be used
for any business which must be conducted at a time in conflict with the bargaining unit mem-
ber’s regular work hours or an emergency over which the bargaining unit member has no con-
trol and which requires immediate attention; however, paid personal leave shall not be used for
any of the following:

a. any reason for which paid leave is otherwise provided for in this agreement

b. recreation

c. shopping

d. lodge meetings (except voting delegates)
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e. celebrating bargaining unit member’s wedding anniversary
f. gainful employment with the exception of civic responsibilities

Authorization for granting personal leave rests solely with the immediate supervisor.
Appeal may be made to the Superintendent or his designee.

Since the operation of the school program is the first concern, the principal or immediate
supervisor may refuse to grant such leave if the operation of the school program is jeopardized.
This leave shall not be granted on the first and last days of school nor on the school days pre-
ceding or following days when school is closed for a holiday, vacation, and on professional
conference days, unless a valid condition exists and is approved by the Superintendent.

6. Professional Days

a. Association Days: The Association shall have the right to use up to twenty (20) days for
Association business without loss of pay as long as the use of those days does not jeopard-
ize the operation of the school program. Use of Association Days must be approved by
the Association President. Days may be taken in half-day increments. The use of Asso-
ciation days will be noted on the bargaining unit member’s timesheets for tracking pur-
poses.

b. Bargaining unit members will be eligible for up to two (2) days beyond their normally
contracted school year (excluding 260-day bargaining unit members) for professional de-
velopment. These days must be Board approved and cannot be scheduled on a student
school day. Bargaining unit members shall complete a time sheet for the amount of time
spent attending a professional development event and they will be paid their regular hourly
rate of pay.

c. Conferences, Workshops, and Seminars: Pursuant to provisions of Section 3313.20 Ohio
Revised Code, any bargaining unit member of the Board may receive compensation and
expenses without deduction from sick leave for days on which he is excused, by the Su-
perintendent or his designated representative, for the purpose of visiting other schools for
observation, or attending meetings such as conferences, workshops, and seminars at the
local, state, or national level which are designed for improvement of instruction or man-
agement of the school district and for other travel necessary for the conduct of official
school district business, in accordance with the following stipulations:

1. The operation of the school program will be the first concern.
2. All bargaining unit member in the Troy Schools are encouraged to attend pro-
fessional meetings. The number of staff members to be absent for such meet-

ings at any one time is to be determined by the administrators involved.
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7. Assault Leave

The value of the experience for the bargaining unit member and the school sys-
tem and/or the contribution the bargaining unit member can make to the meet-
ing or organization attended.

Approval is subject to the sole discretion of the Superintendent or designee and
must be obtained in writing prior to travel and/or attendance at a meeting, on
forms provided by the Superintendent’s office.

Reimbursement will be paid for the necessary and reasonable expenses of:

a. Use of privately owned automobile at the prevailing rate

b. Common carrier fare which is supported by receipts

c. All meals traveling to, during, and from meetings

d. Lodging supported by receipts

e. All claims for reimbursement of expenses such as tax; and ferry fares;
bridge, highway, and tunnel tolls; baggage storage; telephone calls; con-
ference registration; rental fees; and other expenses necessary to the con-
duct of official school district business.

f. All claims for reimbursement of expenses must be submitted in writing
for approval by the Superintendent or his designee, on forms provided by
the Superintendent’s office.

The request to visit another school should indicate the particular school and
bargaining unit members who are to be visited. The local principal or supervi-
sor should contact the principal of the school to be visited to secure his permis-
sion for the time and place of the visit.

Upon return from professional meetings, written summaries shall be submitted

to building administrators upon request.

A bargaining unit member who is hospitalized due to physical disability resulting from an as-

sault which occurs in the course of the bargaining unit member’s employment by the Board,

shall be maintained upon full pay status for the first five (5) days of the bargaining unit mem-

ber’s hospital confinement and for a period of up to fifteen (15) work days after the bargaining

unit member is released from the hospital, but only if the bargaining unit member is still physi-

cally disabled. Assault leave shall also be available to an bargaining unit member who is

treated at a hospital and released without confinement for a physical disability resulting from

such assault and for a period of up to five (5) work days thereafter, but only if the bargaining
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unit member is still physically disabled. These provisions shall apply in cases of rape. This

leave shall only be granted to bargaining unit members who provide the Board with:

a.
b.

a signed statement describing the facts of the incident; and

a statement signed by the attending physician confirming the date(s) of any hospitali-
zation and the nature of the disability and its probable duration.

The Board may at any time have the bargaining unit member examined by the
Board’s doctor to justify use or continued use of assault leave.

The Board shall provide any bargaining unit member who has assault leave with
proper application forms for Workers” compensation. Assault leave shall not be
charged against the bargaining unit member’s sick leave or other leaves granted un-
der the terms of the Negotiated Agreement.

Upon return to service, the bargaining unit member shall resume the employment
status held at the time the leave began except as otherwise provided in this Negoti-
ated Agreement.

The bargaining unit member must actively pursue prosecution of the assailant(s).

If the bargaining unit member is disciplined for conduct in the assault situation and
the discipline is not overturned or revised the bargaining unit member is disqualified

from Assault Leave benefits.

B. Leaves of Absence without Pay

Request for a leave of absence without pay shall be submitted to the Human Resources Department, in

writing, on the Unpaid Leave Form, which shall be supplied by the Board.

1. 1l Health

a. A written application for leave of absence for ill health must be accompanied by a state-

ment from the attending physician stating the nature of the illness and definitely recom-

mending that a leave of absence be granted.

b. Such request for leave of absence will be granted for a specified length of time. The leave

may be renewed, but in no event will a leave extend for more than two (2) years. The re-

quest for extension of leave for personal illness will be accompanied by a doctor’s state-

ment recommending such an extension.

c. If an bargaining unit member is unable to perform satisfactorily the duties of his/her posi-

tion because of a physical or other disability, or if the bargaining unit member has been ab-

sent on account of personal illness for a continuous period of ninety (90) days following the

expiration of his/her sick leave, the Superintendent may recommend, without the request of
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the bargaining unit member a leave of absence for a part of the school year, for the remain-
der of the school year, or for a full school year, and renewals thereof.

d. The Board shall continue to carry on payroll records all school bargaining unit members
whose sick leave accumulation has expired, or who are on a disability leave of absence, or
an approved leave of absence, for the purpose of group term life, hospitalization, surgical or
major medical insurance. The bargaining unit member shall make the total premium pay-
ment to the Business Manager/Director of Human Resources by the first of each month.
This paragraph is contingent upon the approval of this procedure by the insurance carrier.

e. Said bargaining unit members shall have the right of restoration to contract status, if any,
prior to approval of leave.

2. Childrearing Leave

3.

4.

The Board may grant a leave of absence, without pay, for the purpose of rearing a newly-born child
or a newly adopted child whose age is one (1) year or less at the time of the commencement of the
leave of absence.

a. A bargaining unit member who wishes to take leave under this policy shall make applica-
tion in writing to the Board of Education at least forty-five (45) days prior to the com-
mencement of said leave.

b. Leave under this policy may be granted for a period of up to two (2) years plus the remain-
ing portion of the school year in which the leave commences.

c. Leave under this section shall expire on June 30 of the applicable school year unless the
bargaining unit member gives notice by April 15 of his intent to: 1) extend the leave for an
additional year (if eligible), or 2) return to active employment of the ensuring school year.

Military Leave

a. Military leave of absence shall be granted to any bargaining unit member who is drafted or
recalled to active duty with any branch of the armed services of the United States in accor-
dance with the laws of the state of Ohio and the federal government.

b. A bargaining unit member returning from military service shall be returned to a position
comparable to that held before leave and given full credit on the salary schedule for such
service.

IlIness in the Immediate Family

Leave shall be granted because of serious illness in the immediate family for a period not to exceed
two (2) years. A written application for such leave must be accompanied by a statement from the

attending physician stating the nature of the illness.
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5. Other Leaves
The Board, in its discretion, may grant an unpaid leave of absence to a bargaining unit member who
requests a leave for professional study or self-improvement through travel.

6. Absence for Jury Duty

It is recognized that the policy of the State of Ohio as expressed in Section 2313.34 Ohio Revised
Code, exempts from jury duty certain categories of persons. A bargaining unit member who is ab-
sent from duty for jury service shall be granted partial pay not to exceed the differences between the
jury pay and the pay a bargaining unit member of the Board during such jury service. In accor-
dance with the provisions of Sections 1901.24, 1913.14, and 2414.34 of the Revised Code, a bar-
gaining unit member called to serve as a juror may seek an exemption, if available to him, from
such service by forwarding the notice to the Superintendent or his designee who will, upon receipt
of the notice, be responsible for notifying the appropriate Court of the available exemption.

7. Family and Medical Leave of Absence

a. Family and Medical Leave of Absence is provided in keeping with the Family and Medic
Leave Act (FMLA) of 1993. This leave shall apply to all family and medical leaves of absence
except to the extent that such leaves are covered under other paid employment benefit plans or
policies for any part of the twelve (12) weeks of leave to which the bargaining unit member
may be entitled under this provision. In other words, if a bargaining unit member is entitled to
paid leave under other provisions of this contract the bargaining unit member must take the
paid leave first and if the paid leave is less than twelve (12) weeks, the additional weeks of
leave necessary to attain the 12-work weeks of leave required by FMLA shall be taken without
compensation.

b. DEFINITIONS
For purposes of administering FMLA the following definitions shall be and are adopted:

1. Health Care Provider — The term “health care provider” means:

a. adoctor of medicine or osteopathy who is authorized to practice medicine or sur-
gery (as appropriate) by the State in which the doctor practices; or

b. any other person determined by Federal mandate to be capable of providing health
care services.

2. Parent — The term “parent” means the biological parent of a bargaining unit member or

an individual who stood in loco parentis to a bargaining unit member when the bargain-

ing unit member was a son or daughter
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3. Reduced Leave Schedule — The term “reduced leave schedule” means a leave schedule

that reduces the usual number of hours per work week, or hours per work day, of an bar-
gaining unit member.

4. Serious Health Condition — The term “serious health condition” means an illness, injury,

impairment, or physical or mental condition that involves:
a. impatient care in a hospital, hospice, or residential medical care facility; or
b. continuing treatment by a health care provider.

5. Son or Daughter — The term “son or daughter” means a biological, adopted, or foster

child, a stepchild, a legal ward, or a child of a person standing on loco parentis, who is:
a. under 18 years of age; or
b. 18 years of age or older and incapable of self care because of a mental or physical
disability.

6. Spouse — The term “spouse” means a husband or wife, as the case may be.

7. Year — The term “year” means a twelve (12) consecutive month period measured forward
from the date the bargaining units member’s FMLA leave begins.

c. ELIGIBILITY FOR LEAVE

To be eligible for leave a staff member must have been employed for at least twelve months in

total, and must have worked at least 1250 hours during the twelve-month period preceding the
commencement of the leave. The leave may be granted for one or more of the following for a
total of twelve (12) work weeks of leave during any 12-month period:
(1) Because of the birth of a son or daughter of the bargaining unit member and in order to
care for such son or daughter.
(2) Because of the placement of a son or daughter with the bargaining unit member for adop-
tion or foster care.
(3) In order to care for the spouse, or a son, daughter, or parent, of the bargaining unit mem-
ber, if such spouse, son, daughter, or parent has a serious health condition.
(4) Because of a serious health condition that makes the bargaining unit member unable to
perform the functions of the position of such bargaining unit member.

The entitlement leave under Article 24 (B) (7) (C) (1) (2) shall expire at the end of the 12-month
period beginning on the date of such birth or placement. Leave under Article 24 (B) (7) (C) (1) (2) shall
not be taken intermittently or on a reduced leave schedule.

The entitlement to leave under Article 24 (B) (7) (C) (3) (4) may be as follows:

1. The leave must be medically necessary. If leave is so requested then the employer may

require bargaining unit members own serious health condition or to care for a seriously ill
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child, spouse, or parent. For the bargaining unit member’s own medical leave, the certi-
fication must include a statement that the bargaining unit member is unable to perform
the functions of his or her position. For leave to care for a seriously ill child, spouse or
parent, the certification must include an estimate of the amount of time the bargaining
unit member is needed to provide care. In its discretion, the company may require a sec-
ond medical opinion and periodic recertification at its own expense. If the first and sec-
ond opinions differ, the Board at its own expense, may require the binding opinion of a
third health care provider, approved jointly by the company and the bargaining unit

member.

. If medically necessary for a serious health condition of the bargaining unit member or his

spouse, child or parent, leave may be taken on an intermittent or reduced leave schedule.
If leave is requested on this basis, however, the Board may require the bargaining unit

member to transfer temporarily to an alternative position which better accommodates re-
curring periods of absence or a part-time schedule, provided that the position has equiva-

lent pay and benefits.

. Spouses who are both employed by the Board are entitled to a total of twelve (12) weeks

of leave (rather than twelve (12) weeks each) for the birth or adoption of a child or for the

care of a sick parent.

d. NOTIFICATION AND REPORTING REQUIREMENTS

When the need for leave is foreseeable, such as the birth or adoption of a child, or planned

medical treatment, the bargaining unit member must provide reasonable prior notice, and make

efforts to schedule leave so as not to disrupt employer’s operations. In cases of illness, the bar-

gaining unit member will be required to report periodically on his or her leave status and inten-

tion to return to work.
e. STATUS OF BENEFITS DURING LEAVE OF ABSENCE

1.

Any bargaining unit member who is granted an approved leave of absence under this pol-
icy is advised to provide for the retention of his or her group insurance coverage by ar-
ranging to pay the premium contributions, if any, during the period of unpaid absence.

In the event that a bargaining unit member elects not to return to work upon completion
of an approved unpaid leave of absence, the employer may recover from the bargaining
unit member the cost of any payments made to maintain the bargaining unit member’s
coverage, unless the failure to return work was for reason beyond the bargaining unit
member’s control. Benefit entitlements based upon length of service will be calculated as

of the last paid work day prior to the start of the unpaid leave of absence.
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A request for Family and Medical Leave of Absence Form must be originated by the
bargaining unit member. This form should be completed in detail signed by the bargain-
ing unit member, submitted to the immediate supervisor for proper approval. If possible,
the form should be submitted thirty (30) days in advance of the effective date of the
leave.

All requests for FMLA due to illness will include the following information attached
to a completed Request for Family and Medical Leave of Absence: Sufficient medical
certification stating (1) the date on which the serious health condition commenced; (2)
the probable duration of the condition; and (3) the appropriate medical facts within the
knowledge of the health care provider regarding the condition. In addition, for purposes
of leave to care for a child, spouse, or parent, the certificate should give an estimate of the
amount of time that the bargaining unit member is needed to provide such care. For pur-
poses of leave for a bargaining unit member’s illness, the certificate must state that the
bargaining unit member is unable to perform the functions of his position. In the case of
certification for intermittent leave or leave on a reduced leave schedule for planned medi-
cal treatment, the dates on which such treatment is expected to be given and the duration

of such treatment must be stated.

f. LIMITATIONS ON LEAVE

1.

Any leave commenced more than five (5) weeks prior to the end of a school year and of
at least three (3) weeks duration may not end during the last three (3) weeks of the school
year.

Any leave commenced less than five (5) weeks prior to the end of the school year and of
at least two (2) weeks duration may not end during the last two (2) weeks of the school
year.

Any leave commenced less than three (3) weeks prior to the end of the school year and

greater than five (5) days duration shall continue until the end of the school year.
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ARTICLE 25
ASSIGNMENT OF WORK/SUBCONTRACTING

The Board reserves the right to assign bargaining unit work to administrators, to supervisors or to inter-
mittent seasonal bargaining unit members where the Board determines that such assignment of work is
needed to meet seasonal, temporary needs, to perform work efficiently or on the most cost-effective basis,
to conduct training, instruction, or inspection, where no qualified bargaining unit member is available, in
a weather or other emergency. The Board may subcontract work, however, the Board will not subcon-
tract any bargaining unit work which would have the direct effect of eliminating a bargaining unit posi-
tion or reducing the regular work hours of a bargaining unit member, provided, however, that the Board
will not sub contract out any work which is so regular and extensive that it would justify the hiring of an
additional bargaining unit member.

Vacancies caused by leaves of absence which are not expected to be of long duration (less than
one year) may be filled temporarily by assigning a substitute, from a list approved by the Superintendent,

on a casual or day-to-day basis.

ARTICLE 26
BUILDING USAGE AFTER HOURS
When school buildings are to be used after regular school hours, the custodian should be informed of the
arrangements prior to the usage. A custodian shall be assigned to a building when the building is utilized

by contracted arrangement with a group that is not affiliated with the Troy City Schools.

ARTICLE 27
EMPLOYEE UNIFORM
1. Lunchroom
The recommended and preferred uniform for all school lunchroom bargaining unit members is a
white, pastel, or tan slack-type uniform. No slack-type uniform will be permitted if the pant bottom
represents a safety hazard or if the material is of such composition that it constitutes an unacceptable
appearance. Leather closed-tied shoes with a non-slip sole are required.
2. Uniform Service for Maintenance and Bus Mechanics

The Board will select and provide a uniform service for maintenance and mechanics.
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ARTICLE 28
INSURANCE
A. HEALTH INSURANCE
1. All bargaining unit members are eligible for health insurance. Bargaining unit members working
less than thirty (30) hours weekly may enroll in the benefits program and have payroll deductions
for the cost of enrollment in the plan. The bargaining unit members cost shall equate to the pro-
viders COBRA rate.
Each year the Board will conduct an open enrollment. The Board will offer a PPO (Pre-
ferred Provider Organization) option.
The PPO options will be subject to the following:

In Network Out of Network
Single/Family Deductible $100/$200 $500/$1,000
Single Family Maximum Out-of-Pocket Expense $350/$700 $2,500/$5,000
(including deductible)
Co-Insurance 80%/20% 60%/40%
Office Visits $10.00
Emergency Room $50.00
Prescription Drug Card - 0 - Generic Brand

$10.00 Preferred Brand
$15.00 Non-Preferred Brand

All other benefits are outlined in the Schedule of Benefits (Addendum E), which outlines
the bargaining unit member percent of coverage and co-pays not addressed within this Article.
Coverage shall not be less than the coverage in effect as of the date of this Agreement.

The bargaining unit member’s per pay contribution toward the cost of health insurance
shall be: 3.0% of the COBRA rate for an Employee, Employee + Spouse, Employee + Children
or Family plan.

2. WELLNESS INCENTIVE
Bargaining unit members who are enrolled in the Troy City Health Benefit Plan and who partici-
pate in the annual Health Risk Assessment (HRA) will be eligible for a one month premium
“holiday” during the month of June. After participating in the annual Health Risk Assessment,
bargaining unit members may continue to receive this premium “holiday” in June if the results of
the HRA are maintained or improved from the previous year. Improvements will be based upon

verification from Interactive Health Solutions who will submit documentation providing partici-
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pation and improved health status. Interactive Health Solutions will maintain all confidentiality

as required by law.

. INCENTIVE NOT TO TAKE INSURANCE

a.

A bargaining unit member who is eligible for family coverage through his spouse’s plan (and
the spouse does not work for Troy City Schools), and who elects not to enroll in the Troy
City Schools plan, will be eligible for an annual lump sum payment in an amount equal to
thirty percent (30%) of the Board’s COBRA family rate subject to proof of coverage else-
where.

A bargaining unit member who is eligible for employee+spouse coverage through his
spouse’s plan (and the spouse does not work for Troy City Schools), and who elects not to
enroll in the Troy City Schools plan, will be eligible for an annual lump sum payment in an
amount equal to thirty percent (30%) of the Board’s COBRA employee + spouse rate subject
to proof of coverage elsewhere.

A bargaining unit member who is eligible for employee+spouse coverage (and the spouse
does not work for Troy City Schools), and who elects single coverage will be eligible for an
annual lump sum payment in an amount equal to thirty percent (30%) of the difference be-
tween the Board’s COBRA employee+spouse rate and the Board’s COBRA single rate sub-
ject to proof of coverage elsewhere.

A bargaining unit member who is eligible for family coverage (and the spouse does not work
for Troy City Schools), and who elects single coverage will be eligible for an annual lump
sum payment in an amount equal to thirty percent (30%) of the difference between the
Board’s COBRA family rate and the Board’s COBRA single rate subject to proof of coverage
elsewhere.

The health care incentive not to take insurance shall be made annually in the last pay in June
following the conclusion of the contract year, provided the open enrollment form has been
completed. If coverage is dropped for less than twelve (12) months the health care opt-out
incentive will be paid in a lump sum in June determined by the number of whole months dur-
ing the contract year for which coverage was dropped. Those who have not enrolled may en-
roll in insurance coverage during that plan year based upon verification of loss of other health
insurance coverage due to changes in family status (such as death or unemployment of the
person previous carrying health insurance or divorce) and other circumstances in accordance
with the usual plan terms. A bargaining unit member enrolling outside of the open enroll-

ment period shall receive a pro-rated amount for the incentive payment that year.
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FLEXIBLE SPENDING ACCOUNT

The Board shall give each bargaining unit member the option of having a Flexible Spending
Account (FSA) pursuant to Section 125 of the Internal Revenue Code. Bargaining unit members
may designate their participation in the monthly cost of insurance coverage into their individual
FSA accounts, and may designate individually such additional amounts not to exceed maximum
amount allowed by law per month to their FSA to use of the medical care, child care, and elder
care purposes permitted by Section 125. Less than fulltime bargaining unit members may
participate in the FSA option if permissible by law.

DENTAL INSURANCE

The Board agrees to provide all bargaining unit members working six (6) hours or more per day
dental insurance.

LIFE INSURANCE

The Board agrees to provide all bargaining unit members working six (6) hours or more per day
at no cost to the bargaining unit member a term life insurance policy in the amount of $100,000.
The Board also agrees to provide all bargaining unit members working four (4) hours, but less
than six (6) hours per day, a term life insurance policy in the amount of $25,000, at no cost to the
bargaining unit members.

BENEFITS CONTINUATION

The Board shall continue to carry on payroll records all classified bargaining unit members whose
sick leave accumulation has expired, or who are on a disability leave of absence, or an approved
leave of absence, for the purpose of term life/accidental death, hospitalization, surgical, major
medical, and dental benefits. The bargaining unit member shall make the total payment for bene-
fits to the Human Resource Department by the first of each month. In no event will any current

contractual coverage be reduced unless TCSSA is given notice and opportunity to bargain.

ARTICLE 29
SEVERANCE / RETIREMENT

All eligible bargaining unit members shall be members of the School Employees Retirement System

(SERS) and the Board shall file the necessary membership forms within one (1) week after their initial

qualifying service. Bargaining Unit Members must have been employed by the Board for five (5) con-

secutive years prior to retirement for Section A and Section B below.
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A.

Severance

1. All bargaining unit members retiring with the SERS shall be paid twenty-five percent

(25%) of their accumulated sick leave, not to exceed a total of fifty (50) days severance
pay. Payment shall be calculated using the base daily rate formula as defined in Article 3.
Payment for sick leave shall be considered to eliminate all sick leave credit accrued by the
bargaining unit member at that time.

If a bargaining unit member eligible for severance pay dies, severance pay will be made to
the bargaining unit member’s estate as though the bargaining unit member had left em-
ployment, in accordance with the above formula. Such bargaining unit member needs not

to have applied for severance before his death for this benefit to be paid to his estate.

Retirement Incentive Plan

Early Retirement Incentive Plans are available to bargaining unit members who qualify as out-

lined below provided bargaining unit members retire with SERS by the end of their contract year

in which they become eligible for one of the plans. Bargaining unit members who are in their

first year of eligibility to retire at the end of FY 10 may have up to one (1) year from the adoption

of this Negotiated Agreement to utilize this incentive. Bargaining unit members must notify the

Board, in writing, at least three (3) months before the date of retirement in order to receive this

incentive.

1.

Plan A — The Board will pay a retirement incentive of fifty percent (50%) of the bargain-
ing unit member’s annual base salary, excluding overtime pay, for the current school year
to those bargaining unit members who have at least twenty-five (25) years of service and
resign in the first year in which they are eligible to retire. For the purpose of this section
only, the expressions “first year of eligibility” and “first year in which they are eligible”
shall not require a staff member with less than thirty (30) years of service in SERS to re-
tire in order to be eligible for the incentive.

All staff members who retire in their first year of eligibility (as per SERS guide-
lines for retirement) will receive a severance payment of twenty-five percent (25%) of
accumulated sick leave days up to 250 days for a maximum of 62.5 days. This severance
is in lieu of Article 29, Section A(1).

Plan B - A bargaining unit member who retires with the SERS with at least twenty (20)
years of retirement service credit shall receive an incentive of thirty percent (30%) of the

bargaining unit member’s annual base salary, excluding overtime pay.
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ARTICLE 30

ASSOCIATION DUES DEDUCTIONS
The Board Treasurer shall make payroll deductions of Association dues based upon individual
written bargaining unit member authorizations. The Association President shall submit to the
Board Treasurer any new authorizations for the full school year by September 15. Written au-
thorization shall be continuous and shall remain in effect for not less than one year. It may be re-
voked by the bargaining unit member in writing after at least one year of continuous membership
between the dates of August 21 and August 31 annually. The written revocation must be received
by the Board Treasurer between those dates. If the dues deduction is not revoked, it shall remain
in effect from school year to school year. The Association President must advise the Board
Treasurer in writing by September 15 of the amount of dues to be deducted during that school
year. In the case of new membership authorizations after September 15, the Association Presi-
dent or designee, shall inform the Board Treasurer and provide the pro-rated dues amount to be
deducted.
Bargaining unit member dues shall be deducted in equal amounts from each paycheck (between
October 1 and August 30). Within ten (10) days of the date of the payroll, the Board Treasurer
shall transmit the amount deducted, with a list of the bargaining unit members from whom deduc-
tion was made, to the Treasurer of the State Association, with a copy to the Association Treas-
urer. The Association President, on or before September 15, shall give the Board Treasurer writ-
ten notice of the name of the Association Treasurer for the school year and the name and address
of the State Association Treasurer. The Association will be given the opportunity to make a pres-
entation promoting its membership at the initial meeting each year of the various classified
groups.
Upon termination as a bargaining unit member with Troy City Schools during the Membership
Year, at the beginning of an unpaid leave lasting the remainder of the contract year, or upon noti-
fication from the Association President or designee that a member has terminated membership,
the Board Treasurer shall commence the deduction of the balance of the Association dues with
respect to the bargaining unit member. The deduction of said amount shall occur on or before the
former bargaining unit member’s last paycheck, up to the net amount available.
The Association shall defend, indemnify, and hold harmless the Board, its individual members,
the Board Treasurer, and any and all other officers and bargaining unit members of the Board
against any and all claims arising from or in any way related to the deduction of dues under this
Acrticle.
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E.

1.

Representational Fee

PAYROLL DEDUCTION OF FAIR SHARE FEE

The Board shall deduct from the pay of bargaining unit members who elect not to become

or to remain members of the Association, a representational fee for the Association repre-
sentation of such non-members during the term of this contract.
NOTIFICATION OF THE AMOUNT OF REPRESENTATIONAL FEE

Notice of the amount of the annual representational fee shall be transmitted by the Associa-

tion to the Board Treasurer on or about September 15 of each year during the term of this
Negotiated Agreement for the purpose of determining amounts to be deducted to the Asso-
ciation.

SCHEDULE OF REPRESENTATIONAL FEE DEDUCTIONS

a. All Representational Fee Deductions Payroll deductions of such annual representa-

tional fees shall commence on the first pay date which occurs on or after January 15"
annually, and be deducted in equal amounts from each paycheck through the last pay of
August. In the case of bargaining unit members newly hired after the beginning of the
school year, the Association President or designee, shall inform the Board Treasurer as
to the earliest date that the payroll deduction shall commence and provide the prorated,
annual fee to be deducted.

b. Upon termination as a bargaining unit member with Troy City Schools during the
Membership Year, or at the beginning of an unpaid leave of absence lasting the re-
mainder of the contract year, the Board Treasurer shall, upon notification from the As-
sociation President or designee that a member has terminated membership, commence
the deduction of the representational fee with respect to the former bargaining unit
member, and the amount of the fee yet to be deducted shall be the annual representa-
tional fee less the amount previously paid through payroll deduction. The deduction of
said amount shall occur on or before the former bargaining unit members last pay-
check, up to the net amount available in that check.

TRANSMITTAL OF DEDUCTIONS

The Board agrees to accompany each such transmittal with a list of names of the bargaining

unit members for whom all such representational fee deductions were made, the period
covered, and the amounts deducted for each.

PROCEDURE FOR REBATE

The Association represents to the Board that an internal rebate procedure has been estab-
lished in accordance with Section 4117.09 (C) of the Ohio Revised Code, and that a proce-
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dure for challenging the amount of representational fee has been established and will be
given to each bargaining unit member who does not join the Association and that such pro-
cedure and notice shall be in compliance with all applicable state and federal laws and the
Constitution of the United States and State of Ohio.

6. ENTITLEMENT TO REBATE

Upon timely demand, non-members may apply to the Association for an advance reduc-

tion/rebate of the representational fee pursuant to the internal procedure adopted by the As-
sociation.

F.  The Board will make payroll payments to bargaining unit members for services performed for the
Association, and make the appropriate federal, state, and local deductions. The Association will
inform the Board of the amount of these payments and which pay period payment should be
made. The Association will provide the Board with a check in advance for the amount of the
payments requested. Only one payment shall be made in a membership year per Bargaining Unit
Member.

ARTICLE 31
SALARY SCHEDULES
The negotiated wage schedules for bargaining unit members are attached hereto as Addendums G. For FY
12 through FY 14 only, bargaining unit members will remain on the same step as FY 11.
If line 6.01 of the five year forecast is positive in 2001-2012, 2012-2013, and/or 2013-2014, each
staff member shall receive a lump sum payment of $500 within 60 days of the fiscal year end. This payment

shall be made for each school year listed above when line 6.01 is positive.

A. Payment of Salaries
1. PAYMENT OF SALARIES

Payment will occur twice a month (15" and 30™), except February, which will be the 15™ and

the last day of February.
In the event a pay date falls on a Saturday, Sunday or legal holiday, the payday shall
occur on the last business day immediately preceding.
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2. AUTOMATIC PAYROLL DEPOSIT

a. Bargaining unit members may elect to be paid by automatic deposit at any time. New

bargaining unit members as of January 1, 1997, must be on direct deposit. Once a bar-
gaining unit member is on direct deposit, he must remain on direct deposit.
b. All changes in account information (i.e. routing numbers) and status must be communi-

cated to the Treasurer’s office in order for pay to be properly processed.
Longevity
An annual longevity step of $300 will be paid to each bargaining unit member having worked 14
years in Troy City Schools; a longevity step of $600 will be paid to each bargaining unit member
having worked 20 years in Troy City Schools; a longevity step of $900 will be paid to each bar-
gaining unit member having worked 25 years in Troy City Schools; and a longevity step of
$1,200 will be paid to each bargaining unit member having worked 30 years in Troy City
Schools. Payment will be made within thirty (30) days from the day the bargaining unit member
completes his 14", 20™, 25" or 30" year, respectively. A year of service shall mean at least 120
actual workdays in a contract year (July 1 — June 30).

Additional Compensation Incentives

Bargaining unit members will be eligible to receive an annual bonus for additional training or

education according to the following table:

Semester Quarter
Hours Hours CEUs Amount

6 9 18 $200.00

15 23 45 $250.00

30 45 90 $300.00

60 90 180 $450.00

90 135 270 $600.00

120 180 360 $750.00

The Superintendent shall stipulate the additional amount received annually for other training,
licensing or certification. The Superintendent shall provide a list of the additional compensation
incentives to the Association President. Each bargaining unit member eligible for this additional
compensation will submit a compensation incentive form to the Human Resources Department by
May 1%. Payment will be made the first pay in June.

Attendance Bonus

The Board will pay a bonus to bargaining unit members who use two (2) or less days of combined
sick and personal leave. The use of Bereavement leave as defined in Article 24, Section A(3),

will not affect the ability to receive this bonus. Bargaining unit members employed on a 260 day
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contract shall be permitted to use up to five (5) vacation days in lieu of sick or personal days
without the 48-hour notice. This option may only be exercised prior to the bargaining unit mem-
ber’s scheduled start time for that day. A bargaining unit member who is not employed by the
Board for their full contracted year will be paid on a prorated basis, at the rate of. the number of
days worked, including paid holidays, divided by the number of days contracted, multiplied by
the bonus rate they qualify for. This bonus will be made by the second pay in July, or on the bar-

gaining unit member’s final paycheck if they leave prior to July.

Use0days ................. $1,250
Uselday .....oceeerennns $250
Use2days .......cceevnen. $100

Travel Reimbursement

Mileage, authorized for use of bargaining unit members’ personal automobile while conducting
school business, shall be reimbursed at the rate allowed by the IRS effective on January 1, and
shall apply for that entire calendar year. Administrative Assistants conducting official school
business shall be reimbursed provided all business is cleared through the principal and the princi-
pal signs the monthly travel voucher.

Pickup of Retirement Contribution

1. Consistent with the provisions of Internal Revenue Service Rulings 77-462, 81-35, and 81-36,
the Board shall pick-up each bargaining unit member’s mandatory contributions to the School
Employees Retirement System of Ohio (SERS), provided that no bargaining unit member’s
total salary is increased by such pickup nor is the Board’s total contribution to SERS in-
creased thereby. The Board will pick up 0.75% of the bargaining unit member’s share of
SERS paid by the Board.

2. The dollar amount to be designated as “picked up” by the Board:

a. shall equal the then-current percentage amount of the bargaining unit member’s manda-
tory SERS contribution;

b. shall be credited by SERS as bargaining unit member contributions under authority of
Ohio Attorney General Opinion 82-097;

c. shall be included in computing final average salary;

d. shall not be reported by the Board as subject to current federal and state income taxes;

e. shall be reported by the Board as subject to city income taxes.

3. Each bargaining unit member will be responsible for compliance with Internal Revenue Ser-
vice salary exclusion allowance regulations with respect to the “pickup” in combination with

other tax deferred compensation plans.
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4. If the foregoing “pickup” provisions are nullified by subsequent Internal Revenue Service
Rulings, this provision of the Agreement shall be declared null and void.

Payroll Deduction for Purchase of Retirement Credit

1. Any bargaining unit member who elects to purchase eligible retirement credit pursuant to
ORC 3307.32 or 3307.33, shall notify the Treasurer in writing and provide approval of
the purchase from the State Employee Retirement System (SERS), the amount to be de-
ducted from his pay each month, the length of time such deduction shall be made and
whether the deduction is pre or post tax. Such deduction shall be made each month and
remitted to the SERS by the District Treasurer.

2. The bargaining unit member may elect to have the deduction from his income after the
withholding of federal and state income taxes, or subject to the limitations of subsection
C of this section, prior to the withholding of federal and state income taxes.

3. It is understood that, once begun, pretax deductions are irrevocable and may not be ter-
minated or modified until the purchase is complete or the member is no longer employed
by the Troy City School District, except as permitted by federal regulations due to un-
foreseen circumstances or financial hardship. A deduction requested to be on a pretax
basis will remain as pretax so long as this is permitted by federal and state law so that in-
come will be deferred upon the amount of the deduction.

Third Shift Differential

Any bargaining unit member who is regularly scheduled to work the third shift shall receive a 5%

increase on his hourly rate of pay as a shift differential for those regular hours worked during the
third shift, including overtime hours worked immediately before or after third shift. Any bargain-
ing unit member who is not regularly scheduled to work third shift or whose hours may overlap
into the third shift as a result of overtime will not receive the 5% shift differential.

Criminal Background Checks

The Board will reimburse to the bargaining unit member or pay directly to the provider all cost
for background checks that bargaining unit members must complete to remain employable by the
district in compliance with Ohio law.

Cost of Certification/License

The Board will reimburse the bargaining unit member for all costs paid for any certifi-
cate/license/permit and/or renewal or upgrade of a certificate/license/permit as required by their

position.

50



K. Annual Employment Stipend

Annually, on the second pay in November, an employment stipend of five-hundred dollars ($500)
will be paid to each bargaining unit member who is on active pay status as of November 15" of
that same year.

L. ParaPro Test For Paraprofessionals

The Board will provide training and pay the cost for intervention and teaching assistants to take
the initial ParaPro Assessment Test. A bargaining unit member required to retake the test will do

so at his own expense.

ARTICLE 32

NO STRIKE
In exchange for recognition and the covenants in this agreement, the Troy City Support Staff Association
agrees not to engage in a strike or any other form of concerted activity which would amount to a with-
holding or partial withholding of the services for which the membership were hired to perform during the
term of this agreement.

The Association further agrees to actively discourage a breach of its membership of the foregoing
paragraph.

In event of a breach of this article by either party, neither party shall thereafter be required to
meet, negotiate or confer and shall be left to pursue whatever remedies may be appropriate including
those remedies in law or equity.

The Board, during a labor dispute with the Association, shall not lock out the bargaining unit

members or prevent them from performing services during the terms of this agreement.

ARTICLE 33

MANAGEMENT RIGHTS
Except as specifically abridged, limited or modified by a specific and express term of this Agreement, the
Board retains and reserves to itself and the administration, without limitation, all powers and authority
conferred upon them by law, including the right to assign, direct, supervise and evaluate bargaining unit
members; to schedule bargaining unit members and determine work hours; to issue, implement and mod-
ify reasonable work rules; and otherwise to exercise the rights and responsibilities to the Board under
O.R.C. 4117.08(C)(1-9). The above management rights may be exercised without prior negotiation with

or agreement of the Association.
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ARTICLE 34
ASSOCIATION PRIVILEGES

The Association shall be accorded the following privileges:

A.

Use of bulletin boards for Association information.

B. Use of public address systems in the schools to convey messages to the bargaining unit.
C.
D

. The Association President shall receive a copy of the agenda for each Board meeting for

Use of regular daily inter-school communication systems, but only within the District.

which an agenda is prepared. He shall be sent a copy at the same time a copy is sent to the
Board members.

A directory of the bargaining unit, including addresses, phone numbers, place(s) of employ-
ment, job classification(s)/level(s), and number of contracted hours, shall be given to the As-
sociation President quarterly. The aforementioned directory information will be given to the
Association President within ten (10) days for any bargaining unit member being newly hired
or having a change in classification/level or contracted hours.

The privileges set forth in Article 35, Sections A, B, and C may be exercised as rights so long
as the exercise of such rights does not disrupt or interfere with school activities or bargaining
unit member’s job duties.

The school calendar will be determined by mutual agreement as a separate item and will be
established by January 1, two (2) years in advance. If the parties fail to reach agreement, the
Board will make the final determination. Any changes in the agreed to school calendar must
be negotiated between the Board and Association, unless there is insufficient time to conduct
negotiations, in which case every reasonable attempt will be made to contract and consult
with the Association prior to any change. The FY2012 and 2013 calendars will be estab-
lished by January 1, 2011.
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ARTICLE 35
INFORMATION PACKETS
Each newly-hired bargaining unit member shall be given a packet of pertinent information upon employ-
ment containing the following:
A. A letter of welcome from the Superintendent
A list of available insurance programs
A hardcopy of the negotiated agreement

A written job description

moow

The Association information sheet

ARTICLE 36
IMPLEMENTATION

1. The parties to this Agreement each acknowledge that this Agreement contains the entire agree-
ment between the parties and neither party shall be obligated, during the term of this Agreement,
to negotiate matters contained in this Agreement or matters not contained in this Agreement, even
though such subjects or matters may not have been within the knowledge or contemplation of ei-
ther or both of the parties at the time they negotiated or signed this Agreement.

2. This Agreement supersedes and cancels all previous agreements, verbal or written or based on
alleged past practices between the Board and Association and constitutes the entire agreement be-
tween the parties. Any amendment or agreement supplemental hereto shall not be binding upon
either party unless executed in writing by both parties.

3. If during the life of this Agreement, there exists an applicable rule, regulation or order issued by
any governmental authority other than the Board, which shall render invalid or restrain compli-
ance with or enforcement of any provision of this Agreement, such provision shall be immedi-
ately suspended and be of no effect thereafter so long as such law, rule, regulation or order shall
remain in effect. Such invalidation of a part or portion of this Agreement shall not invalidate any
other remaining portions of this Agreement which shall continue in full force and effect.

In the event of suspension or invalidation of any provision of this Agreement, the parties
will meet and negotiate within thirty (30) calendar days after such event for the purpose of arriv-
ing at a mutually satisfactory replacement for such provision. Where this Agreement makes no
specification about a matter, the Board and the Association is subject to all applicable state or lo-
cal laws or ordinances pertaining to the wages, hours and terms and conditions of employment for
the bargaining unit members. (Section 4117.10[A])
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ARTICLE 37
DURATION OF AGREEMENT
This agreement, developed and agreed to by the Troy, Ohio, Board of Education, hereinafter referred to as
the “Board” and the Troy City Support Staff Association, hereinafter referred to as the “Association” shall
be in force from July 1, 2010 to June 30, 2014.

“ §9 il / / ‘w/ 2010 Scott Hamman, TCSSA President
o [ v ol { 1]
, 64/2 , 2010 Michele Caldwell, TCSSA Member
’ Q ~/ fé , 2010  Joanne Divens, TCSSA Member

2/ _/%Z ,2010  Eileen Heffner, TCSSA Member

67, / ,2010 Rob Morrison, TCSSA Member

LY 2010 Jodi Weaver, TCSSA Member

m,&o j' (amonle o, & -lY , 2010 Hannelore Zimmerman, TCSSA Member

For the Board: Ratification completed by Troy City Board:

'\r\,l A llh -4, ,Cl,u,fj Cl ,2010

Board Prgsidelt, Joyce A. Reives

71 UM s dama, 14,2010

ent_TomDunn i
gmu/ ,2010
/

, 2010

}fﬁb ]Cl( , 2010
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Addendum A

GRIEVANCE FORM
Troy City Schools Support Staff Association

Name of Grievant(s):

Page 1 of 2

Building:

Step 1 (Oral Discussion)

Date of knowledge of facts giving rise to the grievance

Date of oral presentation: With Immediate Supervisor

Name

Immediate Supervisor’s Written Response:

Date submitted: Immediate Supervisor’s Signature:

Step 2 (Written Grievance)

1.  Statement of Grievance

Cite provisions of the negotiated agreement which have been violated, misinterpreted, or misapplied:

2. State the relief sought:

Date Submitted:

Received By:

Name Title

Signature of Aggrieved Date
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GRIEVANCE FORM
Troy City Schools Support Staff Association

Conference requested by:

Page 2 of 2

Name of Grievant(s) or Administrator

Date of Conference:

Persons Present at Conference:

Immediate Supervisor’s Written Response:

Date Submitted: Immediate Supervisor’s Signature:

Step 3 (Superintendent Hearing)

Date Submitted:

Received by: >

Name Title

Signature of Aggrieved Date

Conference requested by

Name of Grievant(s) or Administrator

Conference Date:

Persons Present at Conference:

Superintendent’s Written Response:

Date: Superintendent’s Signature:

Step 4 (Arbitration)

Date of Association’s Notice of Intent to Arbitrate:

Received by:

Name Title

Signature of Aggrieved Date
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Addendum B

ROUTE REPLACEMENT FORM

Troy City Schools Support Staff Association

request the following day(s)

off work when Troy City Schools are not in session.

Date(s)

and I must work for another school district which is in session.

In return, the following Troy City Schools bargaining unit member,

Name

will be working for me on the following date(s):

Date(s)

We, the undersigned, agree to this on

Date

Driver/Bus Aide

Signature

“Replacement” Driver/Bus Aide

Signature

Director of Transportation

Signature

Notice: Should the replacement driver/bus aide be unable to fulfill this agreement, he will be re-
sponsible for finding their own replacement.
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Addendum C

ENROLLMENT/DONATION FORM FOR SICK LEAVE BANK
Troy City Schools Support Staff Association

Name School

Section 1. Voluntary Enrollment

I wish to donate a day to the Troy City Support Staff School District Sick Leave Bank. In authorizing this deduc-

tion, I understand that the donated sick leave will be deducted from my current sick leave balance.

Employee’s Signature Date
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Addendum D

APPLICATION FORM FOR SICK LEAVE BANK
Troy City Schools Support Staff Association
Article 24, Section A(4)(f)(5)

Upon depletion of accumulated sick leave, vacation and personal leave days, and available sick day advances, a bar-
gaining Unit member may apply for up to sixty (60) sick leave days from the sick leave bank for a serious, personal
or family, health condition. The bargaining unit member must have a doctor’s note when applying for days from the
sick leave bank that should explain the serious health condition and the length of time needed to be off work. An-
other application is required if additional time is needed. For full terms and conditions, reference Article 24, Section
A(4), Sick Leave Bank.

I wish to apply to the Troy School District Sick Leave Bank for days as follows:

Number of days requested:

Date all approved leave balances was/will be exhausted:

Sick leave being requested to the illness/injury of:

(Name)

If other than self, relationship:

Bargaining unit member’s explanation of health condition:

Length of time bargaining unit member expects to be off work due to the listed health condition:

ATTACHED NOTE SIGNED BY DOCTOR
Bargaining Unit Member’s Signature Date:

Decision of Sick Leave Bank Review Panel

Sick Leave Requested: ~ [1 Approved [ Denied
Number of Days Approved:

Explanation of Denial:

Signature of Review Panel Representatives:

Name Date
Name Date
Name Date
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TROY CITY SCHOOL DISTRICT

Addendum E Schedule of Benefits

The following tables outline your percentage of coverage as provided by this Plan. The tables are fol-
lowed by a more detailed description of specific benefits.

Urgent Care or Emergency Services: It is important to remember that, if a Plan participant needs
medical care for a condition that could seriously jeopardize his or her life, there is no need to contact the
Plan for prior approval. The Plan participant should obtain such care without delay and follow the rules
described in HEALTH MANAGEMENT SERVICES AND SPECIAL PROVISIONS. For non-emergency
services, participants should contact UMR for Pre-Certification of Inpatient Services; see page 58 for de-

tails.

Hospital Inpatient Services

PPO

Non-PPO

Standard Room & Board & Ancillary

80% of PPO rate for Semi-Private
Room, subject to deductible

60% of UCR for Semi-
Private Room, subject to
deductible

Extended Skilled Nursing Facility,
Room & Board & Ancillary

80% of PPO rate, subject to deductible

60% of UCR, subject to
deductible

Intensive Care Room & Board

80% of PPO Intensive Care Rate, sub-
ject to deductible

60% of UCR of Intensive
Care Rate, subject to de-
ductible

Rehabilitation Room & Board

80% of PPO rate for Semi-Private
Room, subject to deductible

60% of UCR for Semi-
Private Room, subject to
deductible

Personal Items

Not Covered

Not Covered

Hospital Newborn Care

PPO

Non-PPO

Newborn Nursery & Ancillary

80% of PPO rate, subject to deductible

60% of UCR, subject to
deductible

Neo-Natal Room & Board & Ancil-
lary

80% of PPO rate, subject to deductible

60% of UCR, subject to
deductible
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Mental Health & Substance Abuse Inpatient, Partial Hospitalization, and

Intensive Outpatient Services

PPO Non-PPO
) s
Mental Health Care 80% of PPO rate for Semi-Private 60.A) of UCR for S;ml
Room & Board & ) . . Private Room, subject
. Room, subject to deductible and maxi- )
Ancillary to deductible and
mum .
maximum
60% of UCR for Semi-

Substance Abuse Care Room & Board &

Ancillary

mums

80% of PPO rate for Semi-Private
Room, subject to deductible and maxi-

Days of care for detoxification only

Private Room, subject
to deductible and
maximums

Days of care for de-
toxification only

Mental Health Care Partial Hospitaliza-

tion/Intensive Outpatient Not Covered Not Covered
Substance Abuse CarF: Partial Hospitaliza- Not Covered Not Covered
tion/Intensive Outpatient
Physical In-Hospital Services
PPO Non-PPO
.. . .. 80% of PPO rate, 60% of UCR,
Physician Hospital Visit subject to deductible subject to deductible
80% of PPO rate, 60% of UCR, subject to de-

Mental Health Hospital Visit

subject to deductible and maximum

ductible and maximum

Physician Newborn Visit

80% of PPO rate,
subject to deductible; 1 visit

60% of UCR, subject to de-
ductible; 1 visit

Surgical Inpatient and Outpatient Services

PPO

Non-PPO

Primary Surgeon

80% of PPO rate,
subject to deductible

60% of UCR,
subject to deductible

Surgical Inpatient and Outpatient Services

PPO

Non-PPO

Pain Management

80% of PPO rate,
subject to deductible

Pre-Certification from UMR encour-
aged for outpatient

60% of UCR,

subject to deductible
Pre-Certification from UMR
encouraged for outpatient

Assistant Surgeon 80% of PPO rate,. 60% of UCR, .
subject to deductible subject to deductible

Anesthesia 80% of PPO ratez 60% of UCR, .
subject to deductible subject to deductible

TMJ Surgery Not Covered Not Covered

Den.tal Surgery—Non Not Covered Not Covered

Accident
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Professional Interpretation Services Inpatient and Outpatient

PPO Non-PPO
Patholoist Fee 80% of PPO rate, 60% of UCR,
£ subject to deductible subject to deductible
. . 80% of PPO rate, 60% of UCR,
Radiologist Fee

subject to deductible

subject to deductible

Diagnostic Testing
Interpretation
Fee

80% of PPO rate, subject to deductible

60% of UCR, subject to de-
ductible

Emergency Room Services

PPO Non-PPO
Outpatient Emergency Accident; ER | 100% of PPO rate 100% of UCR
Visit after $50 co-payment after $50 co-payment
Outpatient Emergency Illness; ER 100% of PPO rate 100% of UCR
visit after $50 co-payment after $50 co-payment
Outpatient Emergency Accident; ER | 80% of PPO rate, 60% of UCR,
Visit, Physician subject to deductible subject to deductible
Outpatient Emergency Illness; ER 80% of PPO rate, 60% of UCR,

Visit, Physician

subject to deductible

subject to deductible

Outpatient Facility Fees

PPO Non-PPO
Outpatient Surgery/Surgery Center— 80% of PPO rate, 60% of UCR,
Facility Fee Only subject to deductible subject to deductible
Clinic Visit—Facility Fee Only 80% of PPO rate, 60% of UCR,
subject to deductible subject to deductible
Outpatient Hospital Services/Ambulatory 80% of PPO rate, 60% of UCR,
Care Center subject to deductible subject to deductible
80% of PPO rate, 60% of UCR, subject to de-
Pre-Admission Testing subject to deductible within 7 days | ductible within 7 days of
of admission admission
Outpatient Diagnostic Services
PPO Non-PPO
Diagnostic Laboratory 80% of PPO rate, 60% of UCR,
subject to deductible subject to deductible
Diagnostic Testing 80% of PPO rate,. 600/.0 of UCR, .
subject to deductible subject to deductible
Diagnostic X-ray 80% of PPO rate, 60% of UCR,
subject to deductible subject to deductible
PET Scan 80% of PPO rate, 60% of UCR,
subject to deductible subject to deductible
CAT Scan 80% of PPO rate, 60% of URC,
subject to deductible subject to deductible
80% of PPO rate, 60% of UCR,

Magnetic Resonance Imaging

subject to deductible

subject to deductible
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Outpatient Therapy Services

PPO Non-PPO
Biofeedback—Medical Not Covered Not Covered
. e s 80% of PPO rate, 60% of UCR,
Cardiac Rehabilitation subject to deductible subject to deductible
Chemothera 80% of PPO rate, 60% of UCR,
Py subject to deductible subject to deductible
. . 80% of PPO rate, 60% of UCR,
Dialysis

subject to deductible

subject to deductible

Outpatient Therapy Services

PPO Non-PPO
Intravenous Therapy 80% of PPO rate, 60% of UCR,
subject to deductible subject to deductible
Occupational Therapy 80% of PPO rate, 60% of UCR,
subject to deductible subject to deductible
. . . 80% of PPO rate, 60% of UCR,
Osteopathic Manipulation Therapy subject to deductible subject to deductible
Physical Therapy 80% of PPO rate,. 60% of UCR, .
subject to deductible subject to deductible
Speech Therapy 80% of PPO rate,. 60% of UCR, .
subject to deductible subject to deductible
Vision Therapy 80% of PPO rate,. 60% of UCR, .
subject to deductible subject to deductible

Doctor’s Office Services

PPO Non-PPO
Allergy Care (extracts, serums, injec- | 80% of PPO rate, 60% of UCR,
tions, allergy tests) subject to deductible subject to deductible
Diaenostic Laborato 80% of PPO rate, 60% of UCR,
g Y subject to deductible subject to deductible
Diacnostic X-ra 80% of PPO rate, 60% of UCR,
£ Y subject to deductible subject to deductible
Iniections 80% of PPO rate, 60% of UCR,
J subject to deductible subject to deductible
60% of URC
0 _ 5
Office Extras 100% of PPO rate after $10 co-payment subject to deductible
100% of PPO rate after $10 co-payment | 60% of UCR,
.. subject to deductible
Office Visit Includes urgent care visits billed by a Includes urgent care visits
physician billed by a physician
TMJ Related Services Not Covered Not Covered
Chiropractic Services
PPO Non-PPO

Chiropractic Visit

80% of PPO rate, subject to de-
ductible and maximum

60% of UCR, subject to
deductible and maximum

Chiropractic X-ray

80% of PPO rate, subject to de-
ductible and chiropractic maximum

60% of UCR, subject to
deductible and chiropractic
maximum
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Outpatient Mental Health and Substance Abuse Services

Non-PPO
Biofeedback—Mental Health Not Covered Not Covered
. . 60% of UCR
0, >
Mental Health Office Visit Outpatient 80% of PPO rate, subject to deductible subject to deductible and
and maximum .
maximum
. . 60% of UCR
0, >
Mental Health Testing and Evaluation 80% of PPO rate, subject to deductible subject to deductible and
and maximum .
maximum
Social Worker Visit Covered under Mental Office Visit or Covered under Mental
Hospice Office Visit or Hospice
Substance Abuse Visit Outpatient 80% of PPO rate, 60% of URC, subject to
subject to deductible and maximum deductible and maximum

Preventative Care Services

Total Preventative Care services subject to a maximum of $750 per Plan Year

Non-PPO

Immunizations

60% of URC,

100% of PPO rate, subject to maximum* | subject to deductible and

maximum®*

Well Child Care

100% of PPO rate

For children up to 16 years of age

60% of UCR,

subject to deductible

For children up to 16 years
of age

Preventative Care Services

Total Preventative Care services subject to a maximum of $750 per Plan Year

PPO Non-PPO

100% of PPO rate, 60% of UCR, subject to deductible
Adult Exam subject to maximum* and maximum*
Prostate Exam 100% of PPO rate, 60% of UCR, subject to deductible

subject to maximum* and maximum*

100% of PPO rate, 60% of UCR, subject to deductible
GYN Exam subject to maximum and maximum*

One per Plan Year One per Plan Year

100% of PPO rate, 60% of UCR, subject to deductible
Mammogram subject to maximum and maximum*

One per Plan Year One per Plan Year

100% of PPO rate, 60% of UCR, subject to deductible
Pap Test subject to maximum and maximum*

One per Plan Year One per Plan Year
Eye Exam See Vision Care See Vision Care
Hearing Exam 100% of PPO rate, 60% of UCR, subject to deductible

subject to maximum and maximum*

. 100% of PPO rate, 60% of UCR, subject to deductible
Preventative L.ab subject to maximum and maximum*
0, 0, ] 1

Lab — Hemoceult 100% of PPO rate, 60% of UCR, subject to deductible

subject to maximum and maximum*

100% of PPO rate, 60% of UCR, subject to deductible

Lab — PSA

subject to maximum

and maximum*
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Preventative Care Services

Total Preventative Care services subject to a maximum of $750 per Plan Year

PPO Non-PPO
0, 0 1 ]
Preventative Lab — Pathologist Fee il?t())j?c?tfoprfr)lgxri?rtl%m* gr?d/orr?zfxlijrgfr;ium ect to deductible
0, 0 1 ]
Lab — Lipid Profile Pathology lOO.A) of PPO r.ate, \ 60% of UCR, iub_] ect to deductible
subject to maximum and maximum
0,
IOO.A) of PPO r.ate, 60% of UCR, subject to deductible
Lab — Hemoccult Pathology subject to maximum and maximum®
One per Plan Year
0, 0 1 1
Lab — PSA Pathology IOO.A) of PPO r.ate, 60% of UCR, subject to deductible
subject to maximum and maximum*
100% of PPO rate, 60% of UCR, subject to deductible
Lab — Pap Pathology subject to maximum and maximum*
One per Plan Year One per Plan Year
. 100% of PPO rate, 60% of UCR, subject to deductible
Preventative X-ray subject to maximum and maximum*
0, 0 1 1
Preventative X-ray — Radiologist Fee IOO.A) of PPO r.ate, 60% of UCR, iubject to deductible
subject to maximum and maximum
X-ray — Mammogram Radiologist Fee 100% of PPO rate, 60% of UCR, subject to deductible
subject to maximum and maximum*
Preventative Testing 100% of PPO rate, 60% of UCR, subject to deductible
subject to maximum and maximum*
Preventative Testing — Interpretation Fee 100% of PPO rate, 60% of UCR, subject to deductible
subject to maximum and maximum*

*NOTE: Maximum does not apply to Plan participants age 16 and under.

Vision Care
PPO
100% of UCR after $10 co-payment

Eye Exam One per Plan Year
. . 100% of first $50

Single Vision Lenses One per Plan Year
. 100% of first $75

Bifocal Lenses One per Plan Year
. 100% of first $75

Trifocal Lenses One per Plan Year
Lenticular Lenses 100% of first §75

One per Plan Year

100% of first $100

Contact Lenses One per Plan Year
Frames 100% of first $50

One per Plan Year

66




Other Services

PPO Non-PPO

Ambulance — Air Transportation 80% of UCR, 80% of UCR, subject to
subject to deductible deductible

Ambulance — Ground Transportation 80% of PPO rate, 80% of UCR, subject to
subject to deductible deductible

60% of UCR, subject to

0 ]

80% of PPO rate, deductible

Durable Medical Equipment

subject to deductible
Pre-Certification from UMR encouraged
if greater than 2 weeks’ time

Pre-Certification from
UMR encouraged if greater
than 2 weeks’ time

60% of PPO rate, subject

80% of PPO rate, to deductible
Orthotics subject to deductible . .
. . Pre-Certification from
Pre-Certification from UMR encouraged
UMR encouraged
5 -
80% of PPO rate, fg(ﬁgﬁiiﬁerme’ subject
Prostethics subject to deductible

Pre-Certification from UMR encouraged

Pre-Certification from
UMR encouraged

RN & LPN Services Outpatient

80% of PPO rate,
subject to deductible and maximum

60% of PPO rate, subject
to deductible and maxi-
mum

Other Services

PPO

Non-PPO

Home Health Care Services

80% of PPO rate,
subject to deductible and maximum

60% of UCR, subject to
deductible and maximum

Hospice

80% of PPO rate,

subject to deductible
Pre-Certification from UMR encour-
aged

60% of UCR, subject to
deductible
Pre-Certification from
UMR encouraged

Oral Contraceptives

Note: Covered under
Prescription Drug Card

Note: Covered under Pre-
scription Drug Card

Second Surgical Opinion Services

PPO Non-PPO
Ofﬁcg Visit For Second Surgical 100% of PPO rate 100% of UCR
Opinion — Confirmed
Qfﬁce Visit for Second Surgical Opin- 100% of PPO rate 100% of UCR
ion — Non Confirmed
Other Miscellaneous Services
PPO Non-PPO
1 0
Miscellaneous Covered Expenses 80% of PPO rate, subject to deductible 60/? of URC, .
subject to deductible
Behavioral Modification Programs Not Covered Not Covered
— - - S
Dental Service — Accidental Injury | g0, 0 pp0 rate, subject to deductible | 007 °FUCR,
subject to deductible
Medical Records Reimbursement 100% of charges 100% of charges
60% of UCR,

Sleep Disorder Clinic

80% of PPO rate, subject to deductible

subject to deductible
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Prescription Drugs

Prgs;g;r)it::on Drug Card 100%: maximum 34-day supply
Prescription Drugs

Errzsnc;g;?;:)gegfgig 100% after $10 co-payment; maximum 34-day supply

grrzsncglg;o;le])ﬁig?gerre d 100% after $15 co-payment; maximum 34-day supply

Prescription Drug Mail Service — Generic 100%; maximum 90-day supply

Ilz]raersncer I%rlggr]?;lg Mail Service - Brand 100% after $20 co-payment; maximum 90-day supply

II:]rae;fer II;\;?IE I]’)rzl;gri\g 311 Service - Brand 100% after $30 co-payment; maximum 90-day supply

Detailed Description of Medical Benefits

Hospital Inpatient Benefits

In patient Care: A Plan participant who is admitted to a hospital as an inpatient is entitled to benefits for hospital
services. Benefits are paid according to the SCHEDULE OF BENEFITS, to include all types of room and board per

confinement, unless otherwise excluded by the Plan.

In order for inpatient care to be covered as a benefit of this Plan, the service must be consistent with and medically
necessary in the diagnosis and treatment of the patient’s condition. Also, in order to receive the maximum benefits
allowed, the hospitalization must be determined to be necessary and certified by UMR through Pre-Certification of
Inpatient Services. Failure to follow the Pre-Certification of Inpatient Services steps may result in your claims being

paid at a reduced amount.

The following inpatient care are covered:

Charges for semi-private room and board, including bed, meals, special diets, and general nursing services. If the
Plan participant receives room and board known as “private accommodation,” room and board charges are paid
only at the hospital’s average semi-private room rate. However, a private room will be covered as any other covered
service if a private room is ordered by the physician in charge of the patient for isolation purposes, or if the facility

in which the patient is confined contains only private rooms.

68



Addendum F

Name of Employee

CLASSIFIED STAFF EVALUATION

Troy City Schools

Classification/Level

Page 1 of 2

No of yrs in current position

Consider the employee's performance during the last 12 months. Circle the appropriate number on the scale for each area.

Quality of
Work

1 2

Many job tasks have to
be redone. Has
difficulty in correctly
completing the job the
first time.

Quality of work is
unsatisfactory. Seldom
completes job

correctly the first time.

3 4

Quality of work is very
good. Work is usually
error-free.

Correctly completes
most jobs. Is conscious
of the value of quality
work. Strives to achieve
error-free work.

5

Understands and
completes top quality
work. Work is
consistently outstanding.

Position
Knowledge
1 2
Knowledge of job Knowledge of the job

requirements is limited.
Required skills are weak.

requirements is
unsatisfactory. Does not
possess required skills
to do the job

3 4

Has the knowledge and
the skills to handle day-
to-day job duties. Still
has some aspects of the
job to learn and some
skills that should be
improved.

and skills. Looks for
opportunities to improve
knowledge and skills.

5

Has very good knowledge Has outstanding job

knowledge and skills in
all aspects of the job,
including unpredicted
aspects of the job.

Attitude
1 2

Often has a negative
attitude. Verbalizes
negatives frequently.
Shows minimal
enthusiasm for the job.

Has a negative attitude
and shows no enthusiasm
for the job.

3 4

Accepts job assignments
enthusiastically. Adapts
well to pressure and is
positive about the job.

Accepts most job
assignments with
enthusiasm. Can adapt
readily to pressure
situations.

5

Accepts and completes
job assignments. Sets
an example for other
employees. Verbalizes
positive aspects of the
job and the school
district.

Time
Management
1 2

Frequently misses
deadlines. Does not
efficiently use time to
complete assigned job
tasks on time.

Does not meet deadlines.
Does not use time wisely.

3 4
Usually plans time well
and meets commitments.  for the unexpected
Does not always provide  event.

for the unexpected. Gets
job done within normal
time limits.

5

Plans time well. Provides Uses time efficiently.

Completes all tasks
assigned in a timely
manner. Is flexible in
completing extra assigned
job tasks.

Initiative
1 2

Only meets minimum
requirements. Requires
supervision and direction.

Does not meet minimum
job requirements.

3 4

Requires minimal
supervision. Usually will
proceed with tasks in
Supervisor's absence.

Requires minimal
supervision.
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5

Works well independently. Works extremely well

independently. Self-
motivated.



Name of Employee:

Attendance
1 2 3 4
Is consistently late or Is occasionally late or Usually is punctual and Is rarely late and rarely
absent from work. absent from work. regular in attendance. absent from work.

Overall Performance Rating (Rate shall be the average of the 6 proceeding criteria)

1 2 3 4

Unsatisfactory Marginal Satisfactory Very Good

1. List specific strengths exhibited by the employee:

Page 2 of 2

5
Is not late or absent
from work.

5

Outstanding

2. List specific areas which require improvement:

3. Describe a mutually agreed upon plan for improving unsatisfactory areas:

Employee Signature Date

Evaluator Signature Date
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Addendum G

Troy City Schools Classified Staff

Senior
2010/2011 District District Client
Treasurer's |Administrative Network Network Service Technology Computer
Assistant Assistant Coordinator | Coordinator | Coordinator Assistant Facilitator
Stepl]| $ 13.76 | $ 13.74 | $ 2259 | $ 1914 | $ 19.14 | $ 13.74 | $ 11.77
Index 1.0000 1.0000 1.0000 1.0000 1.0000 1.0000 1.0000
Step 2{| $ 1417 | $ 1415 | $ 23271 $ 1971 | $ 1971 | $ 1415 | $ 12.12
Index 1.0300 1.0300 1.0300 1.0300 1.0300 1.0300 1.0300
Step 3|| $ 1459 | $ 1456 | $ 2395 | $ 2029 | $ 2029 | $ 1456 | $ 12.48
Index 1.0600 1.0600 1.0600 1.0600 1.0600 1.0600 1.0600
Step4 || $ 15.00 | $ 1498 | $ 2462 | $ 20.86 | $ 20.86 | $ 1498 | $ 12.83
Index 1.0900 1.0900 1.0900 1.0900 1.0900 1.0900 1.0900
Step5 || $ 1541 | $ 1539 | $ 2530 | $ 2144 | $ 2144 1 $ 1539 | $ 13.18
Index 1.1200 1.1200 1.1200 1.1200 1.1200 1.1200 1.1200
Step6 || $ 1582 $ 1580 | $ 2598 | $ 2201 |$ 2201 1% 1580 | $ 13.54
Index 1.1500 1.1500 1.1500 1.1500 1.1500 1.1500 1.1500
Step7 || $ 16.24 | $ 1621 | $ 26.66 | $ 2259 | $ 2259 | $ 1621 | $ 13.89
Index 1.1800 1.1800 1.1800 1.1800 1.1800 1.1800 1.1800
Step8 || $ 16.65 | $ 1663 | $ 2733 | $ 23.16 | $ 23.16 | $ 16.63 | $ 14.24
Index 1.2100 1.2100 1.2100 1.2100 1.2100 1.2100 1.2100
Step9 || $ 17.06 | $ 17.04 | $ 28.01 1% 23.73 | $ 2373 1% 17.04 | $ 14.59
Index 1.2400 1.2400 1.2400 1.2400 1.2400 1.2400 1.2400
Step10 || $ 1748 | $ 1745 | $ 28.69 | $ 2431 | $ 2431 1% 1745 | $ 14.95
Index 1.2700 1.2700 1.2700 1.2700 1.2700 1.2700 1.2700
Step 11 || $ 17.89 | $ 1786 | $ 2937 | $ 2488 | $ 2488 | $ 1786 | $ 15.30
Index 1.3000 1.3000 1.3000 1.3000 1.3000 1.3000 1.3000
Step12 || $ 18.30 | $ 1827 | $ 30.04 | $ 25.46 | $ 2546 | $ 1827 | $ 15.65
Index 1.3300 1.3300 1.3300 1.3300 1.3300 1.3300 1.3300
Step 13 || $ 1871 | $ 1869 | $ 30.72 | $ 26.03 | $ 26.03 | $ 1869 | $ 16.01
Index 1.3600 1.3600 1.3600 1.3600 1.3600 1.3600 1.3600
2010/2011 Health Special
Clinic Clinic Library Library Intervention | Educational Educational Teacher
$ 0.25 LPN Assistant Clerk Assistant Assistant Assistant Assistant Assistant
Stepl1l || $ 1413 | $ 11.72 | $ 1157 | $ 1157 | $ 1127 | $ 1041 | $ 1127 | $ 10.41
Index 1.0000 1.0000 1.0000 1.0000 1.0000 1.0000 1.1558 1.0000
Step 2{| $ 1455 $ 1207 | $ 1192 | $ 1192 | $ 1161 $ 1072 | $ 1167 | $ 10.87
Index 1.0300 1.0300 1.0300 1.0300 1.0300 1.0300 1.0357 1.0445
Step 3| $ 1498 | $ 1242 | $ 12.26 | $ 1226 | $ 1195 $ 1103 | $ 1211 | $ 11.30
Index 1.0600 1.0600 1.0600 1.0600 1.0600 1.0600 1.0746 1.0856
Step4 || $ 1540 | $ 1277 | $ 1261 | $ 1261 | $ 1228 | $ 1135 | $ 1254 | $ 11.71
Index 1.0900 1.0900 1.0900 1.0900 1.0900 1.0900 1.1125 1.1244
Step5 || $ 15.83 | $ 13113 | $ 1296 | $ 1296 | $ 1262 | $ 1166 | $ 1295 | $ 12.14
Index 1.1200 1.1200 1.1200 1.1200 1.1200 1.1200 1.1493 1.1666
Step6 || $ 1625 | $ 1348 | $ 1331 $ 1331 | $ 1296 | $ 1197 | $ 1339 | $ 12.57
Index 1.1500 1.1500 1.1500 1.1500 1.1500 1.1500 1.1882 1.2077
Step 7 || $ 16.67 | $ 1383 | $ 1365 | $ 1365 | $ 1330 | $ 1228 | $ 1383 | $ 12.99
Index 1.1800 1.1800 1.1800 1.1800 1.1800 1.1800 1.2271 1.2477
Step8 || $ 17.10 | $ 1418 | $ 14.00 | $ 1400 | $ 1364 | $ 1260 | $ 1424 | $ 13.40
Index 1.2100 1.2100 1.2100 1.2100 1.2100 1.2100 1.2639 1.2876
Step9 || $ 1752 | $ 1453 | $ 1435 $ 1435 | $ 1397 | $ 1291 | $ 14.68 | $ 13.89
Index 1.2400 1.2400 1.2400 1.2400 1.2400 1.2400 1.3028 1.3344
Step10 || $ 1795 | $ 1488 | $ 1469 | $ 1469 | $ 1431 | $ 1322 | $ 1511 | $ 14.69
Index 1.2700 1.2700 1.2700 1.2700 1.2700 1.2700 1.3406 1.4109
Step11 || $ 1837 | $ 1524 | $ 15.04 | $ 15.04 | $ 1465 | $ 1353 | $ 1552 | $ 14.75
Index 1.3000 1.3000 1.3000 1.3000 1.3000 1.3000 1.3774 1.4166
Step12 || $ 18.79 | $ 1559 | $ 1539 $ 1539 | $ 1499 | $ 13.85
Index 1.3300 1.3300 1.3300 1.3300 1.3300 1.3300
Step 13 || $ 19.22 | $ 1594 | $ 1574 | $ 1574 | $ 1533 | $ 14.16
Index 1.3600 1.3600 1.3600 1.3600 1.3600 1.3600
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Troy City Schools Classified Staff

2010/2011 Plumber/
Boiler General Helper/ Head Bus Lead Bus Bus
$ 0.25 | Maintenance | Maintenance Painter Custodian Custodian Driver Mechanic Mechanic
Stepl || $ 1659 | $ 15.66 | $ 1369 | $ 1425 | $ 1353 | $ 1525 $ 1756 | $ 16.06
Index 1.0000 1.0000 1.0000 1.0000 1.0000 1.0000 1.0000 1.0000
Step 2| $ 17.09 | $ 16.13 | $ 1410 | $ 1468 | $ 1394 | $ 1571 | $ 18.09 | $ 16.54
Index 1.0300 1.0300 1.0300 1.0300 1.0300 1.0300 1.0300 1.0300
Step 3| $ 1759 | $ 16.60 | $ 1451 | $ 1511 | $ 1434 | $ 16.17 | $ 1861 | $ 17.02
Index 1.0600 1.0600 1.0600 1.0600 1.0600 1.0600 1.0600 1.0600
Step4 || $ 18.08 | $ 1707 | $ 1492 | $ 1553 | $ 1475 | $ 16.62 | $ 19.14 | $ 17.51
Index 1.0900 1.0900 1.0900 1.0900 1.0900 1.0900 1.0900 1.0900
Step5 || $ 1858 | $ 1754 | $ 1533 | $ 1596 | $ 1515 | $ 17.08 | $ 1967 | $ 17.99
Index 1.1200 1.1200 1.1200 1.1200 1.1200 1.1200 1.1200 1.1200
Step 6 || $ 19.08 | $ 1801 | $ 1574 | $ 16.39 | $ 1556 | $ 1754 | $ 20.19 | $ 18.47
Index 1.1500 1.1500 1.1500 1.1500 1.1500 1.1500 1.1500 1.1500
Step7 || $ 1958 | $ 1848 | $ 16.15 | $ 1682 | $ 1597 | $ 18.00 | $ 20.72 | $ 18.95
Index 1.1800 1.1800 1.1800 1.1800 1.1800 1.1800 1.1800 1.1800
Step 8 || $ 20.07 | $ 1895 | $ 1656 | $ 1724 | $ 1637 | $ 1845 | $ 21251 $ 19.43
Index 1.2100 1.2100 1.2100 1.2100 1.2100 1.2100 1.2100 1.2100
Step9 || $ 2057 | $ 1942 | $ 16.98 | $ 1767 | $ 16.78 | $ 1891 | $ 2177 | $ 19.91
Index 1.2400 1.2400 1.2400 1.2400 1.2400 1.2400 1.2400 1.2400
Step 10 || $ 21.07 | $ 1989 | $ 1739 | $ 18.10 | $ 1718 | $ 1937 | $ 2230 | $ 20.40
Index 1.2700 1.2700 1.2700 1.2700 1.2700 1.2700 1.2700 1.2700
Step11 || $ 2157 | $ 20.36 | $ 1780 | $ 1853 | $ 1759 | $ 1983 (| $ 2283 1% 20.88
Index 1.3000 1.3000 1.3000 1.3000 1.3000 1.3000 1.3000 1.3000
Step 12 || $ 22.06 | $ 2083 | $ 1821 | $ 1895 | $ 1799 | $ 20.28 | $ 2335 $%$ 21.36
Index 1.3300 1.3300 1.3300 1.3300 1.3300 1.3300 1.3300 1.3300
Step 13 || $ 2256 | $ 2130 | $ 1862 | $ 1938 | $ 1840 | $ 20.74 | $ 2388 | $ 21.84
Index 1.3600 1.3600 1.3600 1.3600 1.3600 1.3600 1.3600 1.3600
Kitchen Assistant
2010/2011 Manager Kitchen Food
and Manager and Elementary Service Delivery Delivery
$ 0.25 Cook Cook Cook Manager Assistant Maintenance Helper Translator
Stepl || $ 13.03 | $ 1180 | $ 1127 | $ 1092 | $ 10.71 | $ 1451 | $ 1398 | $ 18.14
Index 1.0000 1.0000 1.0000 1.0000 1.0000 1.0000 1.0000 1.0000
Step 2| $ 1342 | $ 1215 | $ 1161 | $ 11.25 | $ 11.03 | $ 1495 | $ 1440 | $ 18.68
Index 1.0300 1.0300 1.0300 1.0300 1.0300 1.0300 1.0300 1.0300
Step 3| $ 1381 | $ 1251 | $ 1195 | $ 1158 | $ 1135 | $ 1538 | $ 1482 | $ 19.23
Index 1.0600 1.0600 1.0600 1.0600 1.0600 1.0600 1.0600 1.0600
Step4 || $ 1420 | $ 1286 | $ 1228 | $ 1190 | $ 1167 | $ 1582 | $ 1524 | $ 19.77
Index 1.0900 1.0900 1.0900 1.0900 1.0900 1.0900 1.0900 1.0900
Step5 || $ 1459 | $ 1322 | $ 1262 | $ 1223 | $ 12.00 | $ 16.25 | $ 1566 | $ 20.32
Index 1.1200 1.1200 1.1200 1.1200 1.1200 1.1200 1.1200 1.1200
Step 6 || $ 1498 | $ 1357 | $ 1296 | $ 1256 | $ 1232 | $ 16.69 | $ 16.08 | $ 20.86
Index 1.1500 1.1500 1.1500 1.1500 1.1500 1.1500 1.1500 1.1500
Step7 || $ 1538 | $ 1392 | $ 1330 | $ 1289 | $ 1264 | $ 1712 | $ 16.50 | $ 21.41
Index 1.1800 1.1800 1.1800 1.1800 1.1800 1.1800 1.1800 1.1800
Step 8 || $ 1577 | $ 1428 | $ 1364 | $ 1321 | $ 1296 | $ 1756 | $ 1692 | $ 21.95
Index 1.2100 1.2100 1.2100 1.2100 1.2100 1.2100 1.2100 1.2100
Step9 || $ 16.16 | $ 1463 | $ 1397 | $ 1354 | $ 1328 | $ 1799 | $ 1734 | $ 22.49
Index 1.2400 1.2400 1.2400 1.2400 1.2400 1.2400 1.2400 1.2400
Step 10 || $ 1655 | $ 1499 | $ 14311 $ 1387 | $ 1360 | $ 1843 | $ 1775 | $ 23.04
Index 1.2700 1.2700 1.2700 1.2700 1.2700 1.2700 1.2700 1.2700
Step11 || $ 16.94 | $ 1534 | $ 1465 | $ 1420 | $ 1392 | $ 1886 | $ 1817 | $ 23.58
Index 1.3000 1.3000 1.3000 1.3000 1.3000 1.3000 1.3000 1.3000
Step 12 || $ 1733 | $ 1569 | $ 1499 | $ 1452 | $ 1424 | $ 1930 | $ 1859 | $ 24.13
Index 1.3300 1.3300 1.3300 1.3300 1.3300 1.3300 1.3300 1.3300
Step 13 || $ 1772 | $ 16.05 | $ 1533 | $ 1485 $ 1457 | $ 19.73 | $ 1901 | $ 24.67
Index 1.3600 1.3600 1.3600 1.3600 1.3600 1.3600 1.3600 1.3600
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Troy City Schools Classified Staff

M)
2011/2012 Senior |
thru District District Client g
2013/2014 | Treasurer's |Administrative Network Network Service Technology Computer 2
$ 0.25 Assistant Assistant Coordinator | Coordinator | Coordinator Assistant Facilitator ‘;
Step1 || $ 13.76 | $ 13.74 | $ 2259 | $ 19.14 | $ 1914 | $ 13.74 | $ 11.77 E
Index 1.0000 1.0000 1.0000 1.0000 1.0000 1.0000 1.0000 g
Step 2|| $ 1417 | $ 1415 | $ 23.27 | $ 19.71 | $ 19.71 | $ 1415 | $ 1212 T,,’
Index 1.0300 1.0300 1.0300 1.0300 1.0300 1.0300 1.0300 E
Step 3|| $ 1459 | $ 1456 | $ 2395 | $ 20.29 | $ 20.29 | $ 1456 | $ 12.48 2
Index 1.0600 1.0600 1.0600 1.0600 1.0600 1.0600 1.0600 :.
Step4 || $ 15.00 | $ 1498 | $ 2462 | $ 20.86 | $ 20.86 | $ 1498 | $ 12.83 e
Index 1.0900 1.0900 1.0900 1.0900 1.0900 1.0900 1.0900 ®
Step5 || $ 15.41 | $ 15.39 | $ 2530 | $ 2144 ( $ 2144 | $ 15.39 | $ 13.18 S
Index 1.1200 1.1200 1.1200 1.1200 1.1200 1.1200 1.1200 S
Step6 || $ 15.82 | $ 15.80 | $ 2598 | $ 22.01($ 2201 | $ 15.80 | $ 13.54 “:
Index 1.1500 1.1500 1.1500 1.1500 1.1500 1.1500 1.1500 %
Step7 || $ 16.24 | $ 16.21 | $ 26.66 | $ 2259 ( $ 2259 | $ 16.21 | $ 13.89 7
Index 1.1800 1.1800 1.1800 1.1800 1.1800 1.1800 1.1800 E
Step8 || $ 16.65 | $ 16.63 | $ 2733 | $ 2316 | $ 2316 | $ 16.63 | $ 14.24 'E
Index 1.2100 1.2100 1.2100 1.2100 1.2100 1.2100 1.2100 f_(g
Step9 || $ 17.06 | $ 17.04 | $ 28.01 | $ 2373 $ 23.73 | $ 17.04 | $ 14.59 F
Index 1.2400 1.2400 1.2400 1.2400 1.2400 1.2400 1.2400 5
Step 10 |[ $ 17.48 | $ 17.45 | $ 28.69 | $ 2431 ($ 2431 | $ 17.45 | $ 14.95 A
Index 1.2700 1.2700 1.2700 1.2700 1.2700 1.2700 1.2700 &
Step11 || $ 17.89 | $ 17.86 | $ 29.37 | $ 2488 | $ 24.88 | $ 17.86 | $ 15.30 E
Index 1.3000 1.3000 1.3000 1.3000 1.3000 1.3000 1.3000 =
Step12 || $ 18.30 | $ 18.27 | $ 30.04 | $ 2546 ( $ 2546 | $ 18.27 | $ 15.65 ~
Index 1.3300 1.3300 1.3300 1.3300 1.3300 1.3300 1.3300 E
Step13 || $ 18.71 | $ 18.69 | $ 3072 | $ 26.03 | $ 26.03 | $ 18.69 | $ 16.01 ?‘Z
Index 1.3600 1.3600 1.3600 1.3600 1.3600 1.3600 1.3600
2011/2012
thru Health Special
2013/2014 Clinic Clinic Library Library Intervention | Educational | Educational Teacher
$ 0.25 LPN Assistant Clerk Assistant Assistant Assistant Assistant Assistant
Step1 || $ 1413 | $ 1172 $ 1157 | $ 1157 | $ 1127 | $ 1041 $ 1127 | $ 10.41
Index 1.0000 1.0000 1.0000 1.0000 1.0000 1.0000 1.1558 1.0000
Step 2|| $ 1455 | $ 12.07 | $ 1192 | $ 11.92 | $ 11.61 | $ 10.72 | $ 11.67 | $ 10.87
Index 1.0300 1.0300 1.0300 1.0300 1.0300 1.0300 1.0357 1.0445
Step 3|[ $ 1498 | $ 1242 | $ 1226 | $ 12.26 | $ 1195 | $ 11.03 | $ 1211 | $ 11.30
Index 1.0600 1.0600 1.0600 1.0600 1.0600 1.0600 1.0746 1.0856
Step4 || $ 15.40 | $ 1277 | $ 1261 | $ 1261 | $ 1228 | $ 11.35|$ 1254 | $ 11.71
Index 1.0900 1.0900 1.0900 1.0900 1.0900 1.0900 1.1125 1.1244
Step5 || $ 1583 | $ 1313 | $ 1296 | $ 1296 | $ 1262 | $ 1166 | $ 1295 | $ 12.14
Index 1.1200 1.1200 1.1200 1.1200 1.1200 1.1200 1.1493 1.1666
Step6 || $ 16.25 | $ 13.48 | $ 13.31 | $ 1331 | $ 1296 | $ 1197 | $ 13.39 | $ 12.57
Index 1.1500 1.1500 1.1500 1.1500 1.1500 1.1500 1.1882 1.2077
Step 7 || $ 16.67 | $ 1383 | $ 1365 | $ 1365 $ 13.30 | $ 1228 | $ 1383 | $ 12.99
Index 1.1800 1.1800 1.1800 1.1800 1.1800 1.1800 1.2271 1.2477
Step8 || $ 1710 | $ 1418 | $ 14.00 | $ 14.00 | $ 13.64 | $ 12.60 | $ 14.24 | $ 13.40
Index 1.2100 1.2100 1.2100 1.2100 1.2100 1.2100 1.2639 1.2876
Step9 || $ 1752 | $ 1453 $ 1435 | $ 1435 $ 1397 | $ 1291 | $ 1468 | $ 13.89
Index 1.2400 1.2400 1.2400 1.2400 1.2400 1.2400 1.3028 1.3344
Step 10 |[ $ 1795 | $ 1488 | $ 1469 | $ 1469 | $ 1431 | $ 13.22 | $ 1511 | $ 14.69
Index 1.2700 1.2700 1.2700 1.2700 1.2700 1.2700 1.3406 1.4109
Step11 || $ 1837 | $ 1524 | $ 15.04 | $ 15.04 | $ 1465 | $ 1353 | $ 1552 | $ 14.75
Index 1.3000 1.3000 1.3000 1.3000 1.3000 1.3000 1.3774 1.4166
Step12 || $ 18.79 | $ 15.59 | $ 15.39 | $ 15.39 | $ 1499 | $ 13.85
Index 1.3300 1.3300 1.3300 1.3300 1.3300 1.3300
Step13 || $ 1922 | $ 1594 [ $ 1574 | $ 1574 | $ 1533 | $ 14.16
Index 1.3600 1.3600 1.3600 1.3600 1.3600 1.3600
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2011/2012

thru Plumber/
2013/2014 Boiler General Helper/ Head Bus Lead Bus Bus
$ 0.25 | Maintenance | Maintenance Painter Custodian Custodian Driver Mechanic Mechanic
Step1 || $ 16.59 | $ 15.66 | $ 13.69 | $ 1425 | $ 13.53 | $ 15.25 | $ 17.56 | $ 16.06
Index 1.0000 1.0000 1.0000 1.0000 1.0000 1.0000 1.0000 1.0000
Step 2| $ 17.09 | $ 16.13 | $ 1410 | $ 14.68 | $ 13.94 | $ 15711 | $ 18.09 | $ 16.54
Index 1.0300 1.0300 1.0300 1.0300 1.0300 1.0300 1.0300 1.0300
Step 3|| $ 17.59 | $ 16.60 | $ 1451 | $ 1511 | $ 1434 | $ 16.17 | $ 18.61 | $ 17.02
Index 1.0600 1.0600 1.0600 1.0600 1.0600 1.0600 1.0600 1.0600
Step4 || $ 18.08 | $ 1707 | $ 1492 | $ 1553 | $ 1475 | $ 16.62 | $ 1914 | $ 17.51
Index 1.0900 1.0900 1.0900 1.0900 1.0900 1.0900 1.0900 1.0900
Step5 || $ 18.58 | $ 1754 | $ 1533 | $ 15.96 | $ 1515 | $ 17.08 | $ 19.67 | $ 17.99
Index 1.1200 1.1200 1.1200 1.1200 1.1200 1.1200 1.1200 1.1200
Step 6 || $ 19.08 | $ 18.01 | $ 1574 | $ 16.39 [ $ 1556 | $ 1754 | $ 2019 | $ 18.47
Index 1.1500 1.1500 1.1500 1.1500 1.1500 1.1500 1.1500 1.1500
Step7 || $ 19.58 | $ 18.48 | $ 16.15 | $ 16.82 | $ 1597 | $ 18.00 | $ 20.72 | $ 18.95
Index 1.1800 1.1800 1.1800 1.1800 1.1800 1.1800 1.1800 1.1800
Step8 || $ 20.07 | $ 1895 $ 16.56 | $ 1724 | $ 16.37 | $ 1845 $ 2125 | $ 19.43
Index 1.2100 1.2100 1.2100 1.2100 1.2100 1.2100 1.2100 1.2100
Step9 || $ 20.57 | $ 19.42 | $ 16.98 | $ 17.67 | $ 16.78 | $ 18.91 | $ 21.77 | $ 19.91
Index 1.2400 1.2400 1.2400 1.2400 1.2400 1.2400 1.2400 1.2400
Step 10 |[ $ 21.07 | $ 19.89 | $ 1739 | $ 1810 [ $ 1718 | $ 1937 | $ 2230 | $ 20.40
Index 1.2700 1.2700 1.2700 1.2700 1.2700 1.2700 1.2700 1.2700
Step11 || $ 2157 | $ 20.36 | $ 17.80 | $ 18.53 | $ 17.59 | $ 19.83 | $ 2283 | $ 20.88
Index 1.3000 1.3000 1.3000 1.3000 1.3000 1.3000 1.3000 1.3000
Step12 || $ 22.06 | $ 2083 ( $ 1821 | $ 1895 $ 1799 | $ 20.28 | $ 2335 | $ 21.36
Index 1.3300 1.3300 1.3300 1.3300 1.3300 1.3300 1.3300 1.3300
Step13 || $ 22.56 | $ 2130 | $ 18.62 | $ 19.38 | $ 18.40 | $ 20.74 | $ 2388 | $ 21.84
Index 1.3600 1.3600 1.3600 1.3600 1.3600 1.3600 1.3600 1.3600
2011/2012 Kitchen Assistant
thru Manager Kitchen Food
2013/2014 and Manager and Elementary Service Delivery Delivery
$ 0.25 Cook Cook Cook Manager Assistant Maintenance Helper Translator
Step1 || $ 13.03 | $ 11.80 | $ 11.27 | $ 1092 | $ 10.71 | $ 1451 | $ 1398 | $ 18.14
Index 1.0000 1.0000 1.0000 1.0000 1.0000 1.0000 1.0000 1.0000
Step 2| $ 1342 | $ 1215 | $ 1161 |$ 11.25 | $ 11.03 | $ 1495 | $ 1440 | $ 18.68
Index 1.0300 1.0300 1.0300 1.0300 1.0300 1.0300 1.0300 1.0300
Step 3|| $ 13.81 | $ 1251 | $ 11.95 | $ 1158 | $ 11.35| $ 15.38 | $ 1482 | $ 19.23
Index 1.0600 1.0600 1.0600 1.0600 1.0600 1.0600 1.0600 1.0600
Step4 || $ 1420 | $ 1286 | $ 12.28 | $ 1190 | $ 1167 | $ 15.82 | $ 1524 | $ 19.77
Index 1.0900 1.0900 1.0900 1.0900 1.0900 1.0900 1.0900 1.0900
Step5 || $ 1459 | $ 13.22 | $ 1262 | $ 1223 | $ 12.00 | $ 16.25 | $ 15.66 | $ 20.32
Index 1.1200 1.1200 1.1200 1.1200 1.1200 1.1200 1.1200 1.1200
Step6 || $ 1498 | $ 1357 | $ 1296 | $ 1256 | $ 1232 | $ 16.69 | $ 16.08 | $ 20.86
Index 1.1500 1.1500 1.1500 1.1500 1.1500 1.1500 1.1500 1.1500
Step7 || $ 15.38 | $ 1392 | $ 13.30 | $ 1289 | $ 1264 | $ 1712 | $ 16.50 | $ 21.41
Index 1.1800 1.1800 1.1800 1.1800 1.1800 1.1800 1.1800 1.1800
Step8 || $ 15.77 | $ 14.28 | $ 13.64 | $ 13.21( $ 1296 | $ 1756 | $ 16.92 | $ 21.95
Index 1.2100 1.2100 1.2100 1.2100 1.2100 1.2100 1.2100 1.2100
Step9 || $ 16.16 | $ 1463 | $ 1397 | $ 1354 | $ 13.28 | $ 17.99 | $ 1734 | $ 22.49
Index 1.2400 1.2400 1.2400 1.2400 1.2400 1.2400 1.2400 1.2400
Step 10 |[ $ 16.55 | $ 1499 | $ 1431 | $ 1387 | $ 13.60 | $ 1843 $ 1775 | $ 23.04
Index 1.2700 1.2700 1.2700 1.2700 1.2700 1.2700 1.2700 1.2700
Step11 || $ 16.94 | $ 15.34 | $ 1465 | $ 14.20 | $ 1392 | $ 18.86 | $ 1817 | $ 23.58
Index 1.3000 1.3000 1.3000 1.3000 1.3000 1.3000 1.3000 1.3000
Step12 || $ 1733 | $ 1569 | $ 1499 | $ 1452 $ 1424 | $ 19.30 | $ 1859 | $ 24.13
Index 1.3300 1.3300 1.3300 1.3300 1.3300 1.3300 1.3300 1.3300
Step13 || $ 1772 | $ 16.05 | $ 1533 | $ 1485 | $ 1457 | $ 19.73 | $ 19.01 | $ 24.67
Index 1.3600 1.3600 1.3600 1.3600 1.3600 1.3600 1.3600 1.3600

*(11/12) (12/13) (13/14) salaries/steps frozen at 10-11 levels - no advancement
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1976-01-01
1979-08-29
1980-08-26
1984-03-19
1984-08-21
1984-09-17
1984-12-05
1986-04-07
1987-03-17
1987-05-04
1987-06-01
1987-08-24
1987-08-24
1987-08-26
1987-08-26
1987-09-04
1988-01-04
1988-03-30
1988-05-13
1988-07-05
1988-08-09
1988-08-29
1988-08-29
1988-09-09
1988-10-03
1988-11-07
1988-12-05
1989-01-20
1989-02-13
1989-02-21
1989-03-13
1989-07-14
1989-08-01
1989-08-07
1989-08-08
1989-10-06
1990-06-12
1990-08-17
1990-08-22
1990-08-23
1990-08-31
1990-11-05
1991-02-11
1991-08-22
1991-09-04
1991-09-04
1991-09-13

JUNE 30, 2010 SENIORITY LIST

Sentman, Judy
Morrison, Robert
Besecker, Karen
McMaken, Tricia
Wehrley, Penny
Davis, Diana
Holfinger, Doyle
Price, Tammy
Jacobs, Kevin
Zimmerman, Hannelore
Bashore, Candra
Rickabaugh, Diana
McGarry, Linda
Enneking, Mary Jo
Taylor, Sharon
Kingrey, Wanda
Gass, Tammy
Elam, Deborah
Wright, Onna
Walters, Michael
Kister, Jane

Elliott, Patricia
Rike, Mary Kay
Copas, Sharon
Vogel, Deborah
VanKirk, Kimberly
Morrett, Susan
Smith, Mary

Magill, Krista
Osborne, Martha
Straughn, Candace
Mercer, LaRayne
Pepper, James, Jr
Stager, Kenneth
Elliott, Elizabeth (Betty)
Wells, Roberta
Mills, Mary Sue
Divens, Joanne
Welty, Susan

Hess, Judith

Miller, Laura (Vanessa)
Rutledge, Dora
Supinger, Karen Sue
Chaney, Jacqueline
Adkins, Karen K
Ratcliff, Deborah
Durian, Maria
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1991-09-16
1991-09-26
1991-11-20
1992-01-28
1992-06-29
1992-07-02
1992-07-29
1993-07-12
1993-08-13
1994-06-09
1994-09-08
1994-11-28
1994-12-16
1995-06-28
1995-07-25
1995-09-12
1995-09-12
1995-09-12
1995-09-13
1995-09-18
1996-01-02
1996-05-01
1996-06-14
1996-08-19
1996-10-14
1997-01-14
1997-01-21
1997-03-24
1997-06-09
1997-08-06
1997-08-06
1997-08-06
1997-08-12
1997-08-13
1997-08-22
1997-09-10
1998-01-15
1998-05-15
1998-05-22
1998-06-05
1998-06-10
1998-07-13
1999-08-09
1999-09-17
1999-11-04
1999-11-23
1999-11-23

Appendix |

Klatte, Pam
Ellinger, Margaret
Sturm, Kathleen
Mencsik, Barbara
Goodman, Kathy
Allen, lzumi
Dillow, Lynn
Baughman, Jane
Dunfee, Jill

Myers, Sharon
Riechert, Sally
Wick, Deborah R
Rhodes, Janet
Maurer, Jane M
Norris, Sharon
Calhoun, Sandra
Detrick, Pam
Lindeman, Cynthia
Brumbaugh, Rhonda K
Klosterman, Stephanie
Sandifer, Cheri
Elifritz, Richard
Strong, Yvonne
Fultz, Nancy
Lloyd, Linda
Pappas, Rebecca
Godwin, Cathy
Perdue, Rex
Starry, Tammy
Goodin, Marla
Queen, Taffawni
Wyan, Kimberly S
Helmer, Shirley
Bertke, Linda
Arndts, Patricia
Ingle, Brenda
Schwartz, Suzanne
Elifritz, Joseph
Stover, Jeanne
Davis, Donald D
Hamman, Scott
Lykes, Hope
Thompson, Kris
Bayless, Patricia
Lamka, Beth
Daffner, Barbara
Holfinger, Constance



2000-01-06
2000-08-14
2000-08-15
2001-08-01
2001-08-06
2001-08-07
2001-08-15
2001-08-22
2001-08-23
2001-09-21
2001-10-22
2001-11-05
2002-01-07
2002-03-14
2002-07-23
2002-11-14
2003-01-10
2003-05-08
2003-05-14
2003-07-14
2003-07-29
2003-08-11
2003-08-15
2003-08-25
2003-09-17
2003-09-26
2003-12-19
2004-02-03
2004-02-17
2004-02-27
2004-03-08
2004-03-23
2004-05-12
2004-08-09
2004-08-17
2004-08-19
2004-08-20
2004-08-27
2004-08-31
2004-09-10
2004-09-13
2004-09-27
2005-07-29
2005-08-03
2005-08-11
2005-08-19
2005-09-29
2005-11-18
2005-12-21
2006-01-13
2006-06-12

Riggin, Heather
Borton, Mary
Tkach, Elizabeth
Rawers, Sharon
Bornhorst, Robin

Church-O'Toole, Virginia

Burgei, Bridget
Lamme, Patti
Alvarez, Brenda
Kiefer, Mayumi
Powell, Michele
Eberhardt, Susan
Hawkins, Gayle
Harmon, Jeff
Riggin, Beverley
Douglas, Brenda
Kropp, Traci
Caldwell, Michelle
Slough, Marianne
McDonald, Jack
Wagner, Dawn
Bradley, Luann
Rawers, John
Schelkun, Thomas
Kovar, Christina
Wright, Ann
Nadolny, Kimberly
Marshall, Kristie
Winterbotham, Barbee
Deaton, Paul
Copas, Michele
Frigge, Ann
Reedy, Dave
McDowell, Dennis
Schreiber, Christine
Griffieth, Roger
Witters, Sharon
Kelly, Mary

Davis, Dennis
Myers, Nancy
Shanesy, Kristi L
Rench, Joel
Williams, Brenda
Hahn, Patty
Sawka, Lori
Ratcliff, Courtney
Pierson, Sharon
Walker, Jennifer
Cron, Tamara
Armstrong, Sandra Lee
Weaver, Jodi
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2006-07-17
2006-08-10
2006-08-12
2006-08-23
2006-08-25
2006-08-25
2006-09-06
2006-09-08
2006-09-08
2006-09-11
2006-09-15
2006-09-29
2006-10-02
2006-10-11
2007-04-27
2007-07-05
2007-07-31
2007-08-09
2007-08-15
2007-08-22
2007-09-17
2007-10-01
2007-12-17
2008-01-11
2008-02-22
2008-03-19
2008-05-07
2008-06-16
2008-07-09
2008-07-14
2008-08-07
2008-10-01
2008-12-09
2009-01-05
2009-07-06
2009-08-14
2009-08-22
2009-08-24
2009-08-24
2009-08-27
2009-09-29
2009-11-02
2009-12-15
2009-12-18
2009-12-19
2010-02-05
2010-03-22
2010-06-11
2010-06-17
2010-06-21

Bowen, Tana
Johnson, Elisa
Carson, Wayne
Cromwell, Bonnie
Heffner, Eileen
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