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AGREEMENT 

 This Collective Bargaining Agreement (hereinafter referred to as “Agreement”) is made 

and entered into by and between the Indian Hill Exempted Village School District (hereinafter 

referred to as the “Board”) and the Indian Hill Education Association (“IHEA”), an affiliate of 

the Ohio Education Association, the Southwest Ohio Education Association, and the National 

Education Association (hereinafter referred to jointly as the “Association”). 

 

ARTICLE I 

RECOGNITION 

 Section 1.  The Board recognizes the Association as the sole and exclusive collective 

bargaining agent of the certificated teaching staff (hereinafter described as “bargaining unit 

members”) employed by the Board within the collective bargaining unit certified by the State of 

Ohio, State Employment Relations Board on April 10, 1985, in Case Nos. 84-RC-06-1350, 84-

RC-10-2159, 84-VR-10-2158 and 84-VR-102164.  The certificated teaching staff is defined by 

the following inclusions and exclusions: 

  Included: All full-time and regularly scheduled part-time certificated teachers of the 

Indian Hill Exempted Village School District, including nurses, media specialists, counselors, 

teachers with special education certificates, teachers with vocational education certificates, 

certified teaching assistants, certified tutors, coordinating teachers, psychologists, certificated 

auxiliary service employees and department coordinators, chairmen, or heads. 

  Excluded: The Superintendent, assistant superintendent, treasurer, assistant treasurer, 

directors, principals, assistant principals, athletic director, administrative and teaching interns, 

summer school director, business managers, all persons for whom certification in supervision or 

administration is required, substitute teachers, student teachers, paraprofessionals, aides, all non-

certified teaching assistants or non-certified assistants, auxiliary service employees (with the 

exception of certified auxiliary service employees on continuing contracts), summer school, 

adult education and community school teachers, or instructors who are not employed as regular 
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day-school teachers during the school year, confidential employees, and all management level 

persons, and supervisors as defined in the Act, and all other employees of the school district. 

 Section 2.  The above recognition constitutes an agreement to attempt to reach mutual 

understandings and agreement regarding matters of salary, hours, fringe benefits and terms and 

conditions of employment for members of the bargaining unit. 

 Section 3.  The Board and the Association agree to negotiate in good faith.  Good faith 

requires the parties to be willing to meet at reasonable times and places and be willing to react to 

each other's proposals.  If a proposal is unacceptable, the other party is obligated to give its 

reasons.  Nothing in this Article shall compel either party to agree to a proposal or to make a 

concession. 

 Section 4.  The parties agree that there shall be no discrimination or harassment in 

regards to race, color, religion, nationality, sex, age, disability, veteran status, or marital status. 

 Section 5.  The Board and the Association agree that all members of the bargaining unit 

have the right to join, participate in, or assist the Association and the right to refrain from any or 

all such activities without intimidation or coercion by any person or party.  Membership in the 

Association, or the payment of any fee or assessment to any organization, shall not be a 

condition of employment or continued employment for any teacher in the District. 
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ARTICLE II 

RIGHTS AND RESPONSIBILITIES OF THE BOARD 

 Section 1.  The Association recognizes that the Board is the legally constituted body 

responsible for the management, direction and control of all of the public schools of the Indian 

Hill Exempted Village School District and of all personnel employed by the Board, and for the 

determination of all resolutions, policies, practices, procedures, guidelines, rules and regulations 

governing any and all aspects of the Board's school district. 

 Section 2.  The Association recognizes, without limitation, that all rights, powers, 

functions, responsibilities and authority of the Board existing before the execution of this 

Agreement, including those set forth in Section 1 above, and the following enumerated rights, 

the exercise of which rights shall not be subject to the grievance and arbitration procedures of 

Article IV, are specifically retained by the Board as sole and exclusive rights, except as they may 

be expressly and specifically modified by an express term of this agreement; (a) to determine 

matters of inherent managerial policy, which include, but are not limited to, areas of discretion or 

policy such as the functions and programs of the District, standards of services, the Board's 

overall budget, utilization of technology, and organizational structure; (b) to direct, supervise, 

evaluate or hire employees; (c) to maintain and improve the efficiency and effectiveness of the 

District; (d) to determine the overall methods, process, means, or personnel by which the 

operations of the District are to be conducted; (e) to suspend, discipline, demote, or discharge for 

just cause, or layoff, transfer, assign, schedule, promote, or retain employees; (f) to determine the 

adequacy of the work force; (g) to determine the overall mission of the District; (h) to effectively 

manage the work force; and (i) to take actions to carry out the mission of the District. 

 Section 3.  It also is specifically acknowledged by the Association that those rights, 

powers, functions, responsibilities and authorities of the Board contained in Sections 1 and 2 

herein, and the use of judgment and discretion therewith, shall belong solely and exclusively to 

the Board during the term of this Agreement, except as may be expressly and specifically 

modified by an express term of this Agreement.  The Association recognizes the Board's sole and 
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exclusive right to issue, implement and require compliance with Board policies, procedures, 

practices, guidelines, resolutions, rules or regulations which are consistent with an express term 

of this Agreement. 
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ARTICLE III 

ASSOCIATION RIGHTS AND RESPONSIBILITIES 

 Section 1.  If requested by a bargaining unit member, dues shall be deducted in equal 

payments based on the number of pay periods remaining for the year at the time dues are 

assessed by the Association. 

 Such authorization shall continue in effect until such time as the unit member gives 

written notice to the Treasurers of the Association and the Board to discontinue such deductions, 

or at such time when the member's employment with the Board terminates.  All monies collected 

from Association membership shall be remitted to the Association Treasurer. 

 The Association hereby agrees to hold the Board harmless from any and all liabilities or 

damages which may arise from performances of its obligations under this Article and shall 

indemnify the Board against any such liabilities or damages that may arise. 

 Section 2.  The Association shall have the right to use school facilities and equipment for 

any lawful purpose (except in the event of concerted activities or work stoppage) at reasonable 

times upon prior request and permission from the responsible administrator, which permission 

shall not be unreasonably withheld.  The Association may be required to reimburse the Board for 

any costs incurred. 

 Section 3.  The Association shall be provided adequate bulletin board space in a place 

readily accessible to bargaining unit members in each building for the posting of notices and 

other materials relating to Association activities.  All material shall be signed by the appropriate 

official of the Association.  The Association will have the right to use the mail boxes, both 

physical and electronic, in accordance with the existing practices. 

 Section 4.  The Association will receive the Board's public meeting agendas, minutes 

and/or announcements for other such official meeting presentations. 

 Section 5.  Rights granted herein to the Association shall not be granted or extended to 

any competing labor organization. 
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ARTICLE IV 

DISCIPLINE, GRIEVANCE AND ARBITRATION PROCEDURE 

 

Section 1. 

 

(A)  In the event that it is deemed necessary for an administrator to meet with a  

bargaining unit member as part of an investigation that may lead to discipline of that bargaining 

unit member, the bargaining unit member shall be notified. The notification may be oral or 

written and shall include the matter to be discussed and the right for the bargaining unit member 

to have Association representation at the meeting. If subsequent investigatory meetings relating 

to the prior meeting(s) are warranted, the same procedure will be followed.  The meeting(s) shall 

be scheduled at a time when the bargaining unit member and the member’s representative can 

attend, but in no event shall the meeting be delayed more than 3 work days unless agreed to by 

the parties.  

 (B) Before a disciplinary meeting is to take place, a bargaining unit member shall be 

notified in writing. The notification shall include the basis for the disciplinary meeting and the 

right for the bargaining unit member to have Association representation at the meeting.  The 

meeting shall be scheduled at a time when the bargaining unit member and the member’s 

representative can attend, but in no event shall the meeting be delayed more than 3 work days 

unless agreed to by the parties. 

 (C) During the meetings referenced above in this Section 1, the bargaining unit member 

will have an opportunity to explain his/her side of the matter. 

(D) A discipline action is limited to a written warning or reprimand, suspension or 

discharge. Disciplinary action will be for just cause. 
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Section 2. 

  (A)   A grievance is defined as any dispute by a bargaining unit member, group of 

members, and/or the Association with the Board and/or the administration relating to the 

interpretation, application or alleged violation of an express term or provision of this Agreement.  

A dispute which relates to a Board policy, procedure, practice, guideline, resolution, rule or 

regulation is not a grievance under this Article or Agreement, nor shall an individual evaluation 

or appraisal of job performance or the results thereof be considered a grievance unless the 

bargaining unit member receives a disciplinary action.  The non-renewal of a limited or 

supplemental contract shall not be subject to the grievance or arbitration procedure. 

  (B)   Workdays as used in this Article are those days on the school calendar when 

bargaining unit members are scheduled for duty in the schools. 

  (C)   A disciplinary action is limited to a written warning or reprimand, suspension or 

discharge. Disciplinary action will be for just cause. 

  (D)   Any grievance which has not been presented in the Grievance Procedure within 

the time limits for presentation of grievances, and any grievance which is not appealed to the 

next step of the Grievance Procedure within the applicable time limits specified herein, shall be 

considered as settled and shall not be subject to initial discussion, further discussion or appeal, as 

the case may be. 

   (1)   All steps and time limits specified in this Article are mandatory and the steps 

may be waived and the time limits extended or reduced only by written mutual agreement of the 

Association and the Superintendent or designee. 

   (2)   Failure at any level of an administrator and/or Board to communicate an 

answer to a grievance within the specified time limit shall mean that the time limit for appeal to 

the next level shall commence on the due date for the answer and that the grievant(s) may appeal 

the grievance to the next level. 
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  (E)   For any grievance in process at the end of the school year, a schedule will be 

developed to process it in a timely fashion.  This schedule shall be mutually agreed to by the 

Association and the Board. 

 Section 3.   Bargaining unit members and groups of members shall have the right to 

present grievances and have them adjusted without the intervention of the Association, as long as 

the adjustment is consistent with the terms of this Agreement, and as long as the Association has 

the opportunity to be present at the adjustment.  If in the judgment of the Association a grievance 

affects a group of bargaining unit members, the Association may submit and process such 

grievance on behalf of said members. 

 Section 4.  

  (A)   Informal Discussion.  Every attempt will be made to solve problems at the 

lowest possible level.  The grievant(s) and/or the Association may approach the administrator 

immediately concerned and discuss the matter in an informal manner with the objective of 

resolving the problem through free and informal communication. 

  (B)   Administrator Step.  Should a bargaining unit member, group of members, 

and/or the Association claim a grievance, the grievance shall be filed within fifteen (15) 

workdays after the event giving rise to the grievance becomes known or should have become 

known.  The grievance must be submitted in writing, signed and dated, and presented to the 

responsible administrator or designee directly involved who has authority in the matter.  The 

grievance shall state: 

   (1)   The alleged cause of the grievance, including date, time and place; 

   (2)   The specific provision or provisions of this Agreement about which there is a 

dispute relating to its interpretation, application or alleged violation; and, 

   (3)   The remedy requested. 

The responsible administrator or designee directly involved shall hold a meeting with the 

grievant, or a representative of a group of grievants, and the designated building representative to 

investigate and discuss the grievance within five (5) workdays after the grievance is presented to 



 

9  

the administrator or designee.  The administrator or designee shall give a written answer to the 

grievant or the representative of a group of grievants and the Association, within seven (7) 

workdays after the meeting. 

  (C)   Superintendent Step.  If the grievance is not settled in the Administrator Step, 

the written grievance may be presented by the grievant, a representative of a group of grievants 

and/or the Association to the Superintendent or designee within ten (10) workdays after receipt 

of the administrator's answer.  Within seven (7) workdays after receipt of the written grievance, 

the Superintendent or designee shall hold a hearing with the grievant or representative of a group 

of grievants and the Association representative(s), not to exceed three (3), to investigate and 

discuss the grievance.  Within seven (7) workdays after the close of the hearing, the 

Superintendent or designee shall give the grievant or the representative of a group of grievants 

and the Association, a written answer to the grievance. 

  (D)   Board Step.   If the grievance involves a disciplinary suspension of more than 

three (3) days, or a discharge, and is not settled in the Superintendent Step, the written grievance 

may be presented by the grievant, or representative of a group of grievants and/or the 

Association to the Board within ten (10) workdays after receipt of the Superintendent's answer.  

Within thirty (30) workdays after receipt of the written grievance, the Board shall hold a hearing 

with the grievant or representative of a group of grievants and the Association's representative(s), 

not to exceed three (3), to consider the appeal.  Within ten (10) workdays after the close of the 

hearing, the Board shall give its written answer to the grievance. 

  (E)   Arbitrator Step.   If the grievance is not settled at (C) or (D), as applicable, the 

Association may appeal the grievance to an arbitrator by giving written notice to the 

Superintendent of its desire to do so within fifteen (15) workdays after receipt of the answer at 

Step (C) or (D).  The arbitrator shall be chosen from a list or lists, not to exceed three (3), 

provided by the American Arbitration Association.  The arbitrator shall hold the necessary 

hearing and issue a decision within thirty (30) calendar days of the close of the hearing or as 
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soon as reasonably possible thereafter.  The decision of the arbitrator shall be final and binding 

on the Board, the grievant(s), and the Association. 

 The arbitrator shall have no power to add to, subtract from, or change, modify or amend 

any of the terms and provisions of this Agreement, or any other written agreements between the 

Board and Association, and no arbitrator shall have any authority to hear or determine a dispute 

involving the exercise of a Board right which is within the exclusive authority of the Board or to 

determine any matter concerning a Board policy, procedure, practice, guideline, resolution, rule 

or regulation.  The costs for arbitration shall be shared equally by the Board and the Association, 

including the costs of a transcription of the testimony presented at the hearing. 

 Section 5.   No subject may be grieved or arbitrated which is excluded from this 

grievance and arbitration procedure under this or any other Article of this Agreement.  Any 

question relating to procedural or substantive arbitrability shall first be heard by the arbitrator 

and a written decision rendered thereon, before the arbitrator shall hear the grievance itself.  No 

more than one grievance may be heard by an arbitrator unless mutually agreed to by the parties. 

 Section 6.   The grievant shall not be subject to retaliatory action in violation of his or her 

rights under this Agreement or under Ohio Law as a result of the grievance when the grievance is 

filed against the bargaining unit member’s supervisor. 
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ARTICLE V 

NO WORK STOPPAGES 

 Section 1.   In addition to recognition of the Ohio statutory no-strike prohibition for 

public employees, the Association, on behalf of itself, and each individual bargaining unit 

member on behalf of his/her self, agrees not to take any action which may interrupt or interfere 

with any operation of the District or the education of any student, including such actions as 

slowdowns, intermittent work stoppages, sitdown or sympathy strikes, sick-outs, picketing or 

bannering, boycotts or refusals to cross any picket line. 
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ARTICLE VI 

LEAVES OF ABSENCE 

 Section 1. PAID SICK LEAVE. 

   Each bargaining unit member shall be entitled to fifteen (15) days of sick leave 

with pay for each year under contract which shall be credited at the rate of one and one-half (1.5) 

days for each completed month of the school year, September through June.  Teachers who 

render regular part-time, per diem, or hourly service shall be entitled to sick leave for the time 

actually worked at the same rate as that granted like full-time employees, calculated at the ratio 

of 4.6 hours of sick leave for 80 hours of service.  Unused sick leave may be accumulated up to 

three hundred fifteen (315) work days. 

 Sick leave may be used for paid absence from work due to the bargaining-unit member's 

illness, injury, pregnancy, quarantine or exposure to contagious disease which could be 

communicated to others, and for absence due to serious illness or injury in the bargaining unit 

member's immediate family.  Use of paid sick leave in any given school year is for serious 

illness or injury, which requires time off from work to attend to a relative residing in the 

bargaining unit member's immediate household, or for a spouse, child, parent, brother or sister, 

residing outside of the bargaining unit member's immediate household. 

 If the sick leave qualifies under The Family and Medical Leave Act of 1993 (“FMLA”), 

then the provisions of the following Section 4 of this Article apply.  (See Appendix A.) 

 Absence of a portion of a day up to one-half (½) shall be counted as one-half (½) day of 

sick leave.  Absence beyond one-half (½) day, but less than a full day, shall be counted as a full 

day of sick leave.  Sick leave may be used in one-quarter (1/4) day increments providing it is not 

necessary to hire a substitute teacher. 

 In order to receive paid sick leave, a written, signed personal statement justifying use of 

sick leave must be furnished.  For any absence exceeding fifteen (15) consecutive work days, 

and in order to receive sick leave pay, the statement must list the name and address of the 

attending physician, the date of consultation or treatment, and shall authorize the physician to 
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give verifying information of general condition to the Superintendent, or designee, if requested.  

Should the bargaining unit member prefer, medical verification information, including 

physician's reports, medical files and test results may, instead, be provided to a physician 

designated by the Board for verification purposes. 

 A bargaining unit member may be placed on sick leave for physical or mental disability 

when observable evidence indicates that the unit member’s ability to teach has been adversely 

affected.  A physical or mental examination may be required by the Board at its expense to 

determine the fitness of the unit member.  If so, the Board, through the Superintendent or his 

designee, will provide the unit member with a list of at least three (3) physicians whom the 

Board believes are qualified to perform the examination.  Within five (5) working days of 

receiving the list, the unit member shall select one physician from the list to conduct the 

examination at Board expense.  If the member does not do so, the Board may make its selection 

from the list or outside of the list.  The unit member may obtain a second medical examination at 

his or her expense, which may be submitted by the unit member to the Board for consideration, 

but shall not be binding on the Board’s determination.  

 Each new bargaining unit member shall be advanced five (5) days of sick leave upon date 

of hire but shall not accumulate any additional paid sick leave until days credited at the one and 

one-half (1.5) rate per completed month exceed five (5) days. 

 A status report, including appropriate medical verification, may be required at reasonable 

intervals during a paid sick leave. 

 The Board of Education will continue to pay its share of premium contributions for all 

health insurance and term life insurance for unit members on paid sick leave. 

 If an “emergency day,” as called by the Superintendent, occurs during a sick leave 

period, the bargaining unit member will not be charged with a sick leave day. 

 Section 2.  PAID PERSONAL LEAVE. 

  Each bargaining unit member will receive three (3) paid unrestricted personal leave 

days each school year which may be used in whole or half-day increments during the year, upon 
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prior approval of the Superintendent, for absences which must occur during the working day.  A 

written request must be submitted at least two (2) working days in advance of the requested leave 

date, unless the circumstances prevent the giving of this notice. Subject to the other requirements 

of this section, personal leave may be taken in one-quarter day increments only under 

extraordinary circumstances, provided a substitute teacher is not necessary and with the 

Superintendent’s approval. 

 Unless expressly authorized by the Superintendent, a personal leave day may not be used: 

on a day prior to or immediately following a holiday; a vacation period or the first or last day of 

school; on a work or conference day established for teachers; or where 10% or more of the 

certified staff per building is absent on any single day.  Such days shall not accumulate from one 

year to the next.  Unused personal leave days shall be converted to accumulated sick leave days 

at the end of each school year.  Personal leave shall not be charged against accumulated sick 

leave. 

 Section 3. NON-FMLA UNPAID SICK LEAVE. 

 Except to the extent the leave qualifies under the Family and Medical Leave Act of 1993 

("FMLA") in which event the provisions of the following Section 4 of this Article apply, 

bargaining unit members who have exhausted all accumulated paid sick leave and who must be 

absent from work due to their own illness, injury, pregnancy, quarantine or exposure to 

contagious disease must submit a written request for unpaid sick leave before accumulated paid 

sick leave expires.  All such unpaid sick leaves must be approved in writing by the Board after 

the recommendation of such approval by the Superintendent or his designee.  Unpaid sick leaves 

will not exceed thirty (30) work days at any one time, but may be renewed for the duration of the 

contract year for justifiable reasons.  The Board of Education will continue to pay its share of 

premium contributions for all health insurance and term life insurance for unit members on non-

FMLA unpaid sick leave. Sick leave and personal leave days will not accumulate during an 

unpaid sick leave. 
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Section 4. FAMILY MEDICAL LEAVE ACT (“FMLA”) LEAVE. 

 This Agreement incorporates herein by reference the District's Family and Medical Leave 

Policy adopted January 11, 1994 and attached hereto as Appendix A. 

 Section 5. PAID JURY DUTY/COURT APPEARANCE  LEAVE. 

 Bargaining unit members summoned for jury duty shall give the Superintendent or 

designee as much advance notice of the jury service as possible and must return to work if 

released on any day or days before the start of the second half of the school day.  A 

postponement of jury service will be sought by the Superintendent to accommodate the needs of 

the school program. 

 Bargaining unit members required to report for jury duty during the school year shall be 

paid the amount of pay they normally would earn upon furnishing a written report from the 

appropriate public official which lists the number of days of jury service. 

 If a bargaining unit member is served with a legally issued subpoena to attend a court 

proceeding relating to his or her employment in the District, such as a truancy, child abuse, 

special education or juvenile court proceeding, the member will be granted such time as is 

necessary to comply with the subpoena; provided, however, this provision shall not apply to 

proceedings where the member or other District employee is a plaintiff or otherwise a party 

adverse to the District.  The Superintendent may, in his discretion, grant leave with pay for court 

appearances otherwise than as provided above.  Such days shall not be deducted from 

accumulated sick or personal leave days. 

 Section 6. PAID BEREAVEMENT LEAVE. 

 Five work days of leave will be granted for a death in the bargaining unit member's 

immediate family defined as spouse, child, parent, or guardian relationship; or for the death of a 

member of the bargaining unit member’s immediate household.  Up to three work days may be 

granted for the death of a sibling, grandparent, grandchild, parent-in-law, or step parent.  One 

work day may be granted for aunt, uncle, niece, nephew, cousin, brother-in-law, sister-in-law, 

son-in-law, daughter-in-law and grandparent-in-law.  Such days of approved absence shall not be 
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charged to accumulated sick leave, unless additional days are needed for travel or attending to 

funeral arrangements or estate matters.  Such additional days shall be charged to accumulated 

sick leave.  Verification may be required. 

  Section 7. PROFESSIONAL OR EDUCATIONAL DEVELOPMENT LEAVE. 

 Upon written request of the bargaining unit member and at the discretion and written 

recommendation of the Superintendent, a leave of absence may be granted by the Board of 

Education for educational or professional development purposes, such as exchange programs, 

independent study, American schools abroad, research, or as a participant or presenter. 

  A. Paid Short-Term Participation Leave. 

  A paid short-term participation leave may be granted for purposes of attending, as a 

participant or presenter, a conference, workshop, convention, or clinic related to the bargaining 

unit member's school assignment.  Unit members desiring such a leave must submit a written 

request at least one (1) full week in advance of the leave.  A participation leave will not exceed 

five (5) work days and will include payment of necessary and reasonable expenses, subject to the 

submission of invoices and receipts.  What will be regarded as a necessary and reasonable 

expense will be established by administrative guidelines and will be discussed in advance with 

the participant. 

  Professional participation leave days will not be charged as sick leave or personal 

leave.  Bargaining unit members who have exceeded ten (10) days of absence in the prior six (6) 

months of the current or prior school year of their request, will not be eligible for a short-term 

participation leave. 

  B. Paid Long-Term Professional Improvement Leave. 

  A long-term leave of absence not to exceed one (1) school year for professional 

improvement in the area of the bargaining unit member's assignment, or in an area designated by 

the Superintendent, may be granted in accordance with the following provisions: 

   (1) Request for such leave must be made sixty (60) days in advance and the leave 

shall not exceed one (1) contract year.  
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   (2) The bargaining unit member must have completed five (5) years of service in 

this District. 

   (3) A plan for professional growth must be presented and followed. 

   (4) The bargaining unit member, with less than twenty-five (25) years of 

continuous service in the District, may be required to return to the District at the end of the leave 

for a period of at least one (1) year.  Notification not to return to the District, as agreed, must be 

given by April 1 or December 1 preceding the beginning of the semester in order to avoid 

forfeiture of the Board's pay differential for breaching the Agreement to return and repayment to 

the Board of all expenditures of the Board during the leave for health and life insurance, 

retirement premiums and tuition payments. 

   (5) Part salary in the amount of one-third (1/3) of the bargaining unit member's 

salary or the amount of the difference between the bargaining unit member's salary, and the 

replacement's salary, whichever is the greater, will be paid. 

   (6) Return from this leave will be limited to the beginning of a semester. 

   (7) The Board of Education will continue to pay its share of premium 

contributions for all health insurance and term life insurance for unit members on paid long-term 

professional improvement leave. 

   (8) Sick leave days will accumulate during the time of the leave. 

   (9) Upon return at the expiration of a professional improvement leave, the 

bargaining unit member shall resume seniority and contract status held prior to the leave, and 

seniority credit will be given for the period while on this leave. 

  C. Unpaid Long-Term Professional Development Leave. 

  An unpaid leave of absence may be granted for professional development purposes in 

accordance with the following provisions: 

   (1) A request for the leave must be made sixty (60) days in advance.  The leave 

must not extend beyond the contract year and shall not exceed one (1) contract year. 
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   (2) The bargaining unit member must have completed five (5) years of service in 

this District. 

   (3) A plan for professional growth must be presented and followed.  

   (4) Health and life insurance coverage will not be provided by the Board.  

However, Board-sponsored insurance benefits may be continued at the unit member's expense at 

the applicable group rate.  

   (5) Sick leave days will not accumulate and personal leave days will not be 

credited. 

   (6) Return from this leave will be limited to the beginning of a semester.  

Notification not to return to the District must be given by April 1 or December 1 preceding the 

beginning of the semester of return to avoid repayment to the Board of any tuition payments 

made by the Board during the leave. 

   (7) Upon return at the expiration of a professional development leave, the 

bargaining unit member shall resume the seniority and contract status held prior to the leave, but 

no seniority credit will be given for the period while on this leave. 

 Section 8. MILITARY DUTY LEAVE. 

  Paid military duty leave of absence shall be governed by applicable state and federal 

law.  An employee desiring an unpaid military duty leave shall apply in writing as far in advance 

of the leave as feasible. 

  Sick and personal leave days shall not accumulate during a military leave, nor shall 

the Board be obligated to pay any insurance premium costs during such leave.  However, Board-

sponsored insurance benefits may be continued during the leave at the bargaining unit member's 

expense. 

 Section 9. UNPAID PERSONAL LEAVE. 

  Upon the recommendation of the Superintendent, the discretionary approval of the 

Board, and for good and sufficient cause, an unpaid personal leave may be granted.  During the 

period of such leave, health and life insurance premiums will not be paid by the Board and sick 
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leave and personal leave days, will not accumulate.  Upon the expiration of the unpaid personal 

leave, the bargaining unit member will resume the seniority and contract status held prior to the 

leave, but no seniority credit will be given for the period while on this leave.  However, Board 

sponsored insurance benefits may be continued at the bargaining unit member's expense at the 

applicable group rate. 

 Section 10. ASSAULT LEAVE. 

  A bargaining unit member who is physically incapacitated as a result of a physical 

assault while carrying out contractual duties will receive the necessary days off with pay, for 

recuperation or court appearances, which shall not be charged against paid sick or personal leave.  

The bargaining unit member shall be responsible for promptly reporting such assault to the 

school nurse.  Such an assault leave with pay may not exceed a period of thirty (30) calendar 

days, but may be renewed for justifiable reasons at the discretion of the Superintendent.  

Corroboration from the member's duly licensed physician and/or verification by a physician 

selected by the Board at its expense may be required.  Absences not a result of an assault or after 

the expiration of an assault leave will be deducted from paid sick or personal leave. 

 Section 11. ASSOCIATION LEAVE. 

  No more than two (2) bargaining unit members at any one time shall be granted 

Association Leave upon request in writing to the Superintendent as far in advance of the leave as 

possible.  Such leaves will not exceed a total of ten (10) work days for the District within a 

school year, and will be for the express purpose of attending Association meetings, conferences, 

training seminars or other organizational affairs in the process of representing unit member 

interests under this contract and in the District, without loss of pay for the approved participants.  

Submitted requests will be approved if the absence will not unduly hamper the educational 

program. 
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Section 12. RIGHTS AND RESPONSIBILITIES CONCERNING LEAVES OF ABSENCE. 

  Subject to the provisions of Section 4 (Family And Medical Leave Act (“FMLA”) 

Leave) of this Article, persons on approved leaves shall be entitled to reinstatement to active 

employment to a job position for which properly certified at the conclusion of any paid or unpaid 

leave of absence covered by this Article, except that bargaining unit members may not be 

reinstated to any supplemental duty contract in effect at the time the leave of absence was 

granted.  Reinstatement to active employment will be in accordance with the reduction in force 

provisions of this Agreement, Article VII. 

  Persons absent from work without an approved leave of absence as specified in this 

Article or who fail to return on time from any approved leave or to notify the Superintendent of 

the intention to return shall be subject to disciplinary action, including suspension or discharge. 

  A unit member's use of any leave for purposes other than as requested and approved, 

whether paid or unpaid, shall constitute just cause for disciplinary action, including suspension 

or discharge. 

 Section 13. SICK LEAVE BANK 

 This Agreement incorporates herein by reference a Sick Leave Bank, attached hereto as 

Appendix B. 
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ARTICLE VII 

REDUCTIONS 

 Section 1.   If the Board determines it necessary to reduce the bargaining unit due to such 

legitimate reasons as decline in student enrollment, return to duty of a regular staff member after 

a leave of absence, consolidation of schools, territorial changes, mergers, program adjustments, 

or financial reasons, the following procedures shall apply: 

  (A)  The Board shall include in its evaluation policy procedures for using the 

evaluation results for retention and promotion decisions and for removal of poorly performing 

teachers.  Seniority shall not be the basis for a decision to retain a teacher, except when making a 

decision between teachers who have comparable evaluations.  

  (B)  The District will maintain a Roster of Continuing Service (“ROCS List”).  All 

bargaining unit members will be listed by length of continuous service in the District.  The 

ROCS List shall be divided by teaching fields:  i.e., by areas of licensure/certification.  

Continuous service shall begin on the first day worked in a bargaining unit position from the 

most recent date of hire.  If a bargaining unit member is employed by the District in a non-

bargaining unit position, that individual will not accrue seniority while outside of the bargaining 

unit for purposes of a reduction in force.  An accurate and updated ROCS List will be furnished 

to the Association by on or about October 1.  Unit members serving under continuing contracts 

will be placed at the top of the list, in descending order of length of continuous service.  In 

making reductions, the Board shall proceed to suspend contracts in accordance with the 

recommendation of the Superintendent who shall, within each teaching field affected, give 

preference to teachers on continuing contracts.  The Board shall not give preference to any 

teacher based on seniority, except when making a decision between teachers who have 

comparable evaluations.  The reassignment of a continuing contract unit member from a full to a 

part-time contract shall constitute a reduction under this Article. 
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  (C) Reductions in a teaching field of those under a continuing contract will be made 

based upon the evaluation results of the teachers currently assigned to teach in that area of 

certification/licensure to be reduced.   

  (D) If two or more bargaining unit members under continuing contracts have 

comparable evaluation results and qualifications, their ranking will be determined by their length 

of continuous service.  (See ROCS list) 

 Section 2.   A bargaining unit member whose continuing contract has been suspended by 

virtue of this reduction procedure will be given first consideration as a substitute teacher and 

have the right to be recalled, with due consideration given to evaluation results, to a position for 

which qualified or certified until the last contracted school day of the year following such date of 

notification of reduction.  If the bargaining unit member has ten (10) years or more of continuous 

service, the right to be recalled will be extended until the last contracted school day of the second 

year following the date of notification of reduction.  All reasonable steps shall be taken to 

achieve the earliest possible notification of reduction or recall.  If recalled, the bargaining unit 

member shall resume the seniority, salary and contract status held prior to the reduction. 
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ARTICLE VIII 

SELECTION AND ASSIGNMENT 

 Section 1. The Superintendent will implement a procedure to provide instructional 

services needed to maintain or improve the existing level of curricular programming, to secure a 

required number of staff representatives of a diversity of educational preparation and teaching 

experience. 

 Section 2. Staff selection shall be based upon qualifications and other required entry 

prerequisites outlined for specific vacancies.  Uniform procedures will be utilized in the selection 

of staff members.  

 Section 3. Assignments shall be made at the discretion of the responsible administrator 

within the area of teacher competence, teacher certification, or major field or study, or to meet 

temporary circumstances. 

 Section 4. Bargaining unit members will be provided with tentative teaching assignments 

by the end of each school year with the express understanding that such assignments may have to 

be revised by the opening date of the forthcoming school year.  The unit member affected by an 

assignment change will be notified in advance whether it be at the beginning and/or during the 

school year, will be afforded an opportunity to discuss the change in assignment, and will be 

provided adequate time, not to exceed three (3) working days, to adjust and plan for necessary 

educational needs in performing this new assignment. 

 Section 5. Job descriptions for positions covered by this Agreement will be developed 

and maintained by the Board.  A bargaining unit member will be given an opportunity to review 

and comment on a job description pertaining to his/her position and will be advised of any 

change in the description prior to implementation. 
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ARTICLE IX 

VACANCIES, PROMOTIONS AND TRANSFERS 

 Section 1. Bargaining unit members shall be advised of all full-time and regularly 

scheduled part-time bargaining unit vacancies occurring in certificated positions of the School 

District during the school year by the posting of a notice of vacancies on the building bulletin 

board, and electronic mail distribution.  Prior written notice of any vacancy in certified full-time 

and regularly scheduled part-time bargaining unit positions will be mailed to the President of the 

Association or designee and a copy to one other member of the Association; and the same such 

notice will be provided for supplemental contract position vacancies and full-time administrative 

vacancies occurring during the summer non-school year period.  Applications from the 

certificated staff will be given full consideration in the filling of these vacancies.  Interested 

position applicants should apply to the Superintendent or designee in writing.  The decision of 

the Superintendent in the filling of vacancies shall be final.  Factors considered in making the 

decision shall be teacher competence, teacher certification, major field of study, years of service, 

and experience.  Any bargaining unit member who applies for a vacancy and does not receive it 

may discuss the reasons for the action with the responsible administrator or the Superintendent. 

 Section 2. Notice of vacancies for supplemental contract positions shall be posted 

electronically through e-mail to all bargaining unit members before it is put on the public 

website. 

 Section 3. A bargaining unit member who is properly certified has the right to apply for 

any position which is posted and to have that application reviewed and a response provided to 

the applicant.  

 Section 4. A unit member who is transferred as a result of an administrative initiated 

request shall be so informed, in writing, and will be afforded an opportunity to discuss the 

transfer as soon as possible prior to the effective date. 
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 Section 5. A unit member desiring a transfer may request it in writing along with 

presenting the reasons for the transfer.  The responsible administrator will make a reasonable 

effort, as determined by the Superintendent, to effect such transfer. 

 Section 6. In keeping with existing practices, and without creating any rights for 

bargaining unit members under this Agreement, openings for full-time administrative positions 

in the District will be listed in a publication by the Superintendent or designee with a job 

description or statement of necessary qualifications and such publication shall be posted 

electronically through e-mail to all bargaining unit members before it is posted on the public 

website. 
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ARTICLE X 

CONTRACTED SCHOOL CALENDAR AND DAY 

 Section 1. The Superintendent shall furnish the Association with the proposed school 

calendar at least four (4) weeks in advance of adoption of the calendar by the Board.  The Board 

approved calendar will be one hundred eighty-three (183) days with pupils in attendance and one 

(1) day before and one (1) day after the days with pupils in attendance, plus one (1) day for new 

teachers.  The Superintendent may add to, delete from or modify the calendar during the school 

year, subject to Board approval, upon two (2) weeks advance notice.  Each bargaining unit 

member will receive a copy of the adopted calendar and any changes thereto. 

 Section 2. The school calendar shall include teacher work days, in-service days, parent-

teacher conference days, student instructional days, and other required school related activities.  

All beyond-the-normal workday activities, such as faculty and/or departmental meetings, 

evening meetings and special events, will be scheduled.  Required meetings, which involve an 

entire building's certified staff shall be scheduled with a maximum of two (2) per month except 

in the event of emergencies.  Non-attendance at required activities, meetings or conferences 

beyond the normal workday must be approved in advance by the responsible administrator to 

prevent pay forfeiture and disciplinary action.  

 Section 3. If additional days are added beyond the current calendar by state requirement 

or Board of Education approval, compensation will be paid at the individual's per diem rate. 

 Section 4. The Superintendent will determine uniformly within each building by 

discipline and/or program the portion of the school day that constitutes a full or part-time 

contract for an individual.  Once uniformity has been determined, compensation will be provided 

accordingly.   

 Within a seven (7) or eight (8) period framework, all full-time teachers will be given not 

more than six assignments.  In grades 6-12, the typical number of regular classes assigned will be 

five. The sixth assignment may encompass a variety of instructional or supervisory activities, 
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including, but not limited to, intervention, cooperative planning, student supervision, and 

supplementary services for students or fellow staff members. 

 The principal will consult with departments as part of developing the master schedule.  In 

determining the number of sections and specific teaching assignments, the principal will consider 

individual teacher preferences, class size, teacher loads, number of preparations, school and 

District goals, and other priorities expressed by the department. 

 Consistent with the management rights and responsibilities of the Board under this 

Agreement, if, in the sole determination of the District, it must address special circumstances or 

educational needs, the District may modify a teacher’s class or other assignments. For example, 

this may include the assignment to teach a sixth class or assume other professional duties in lieu 

of teaching a class.  Such assignments shall only be made after consultation with the individuals 

and departments affected and shall not be considered precedent-setting. 

 Part-time certified personnel will be compensated as follows at the Middle and High 

School: 

Assigned Periods 

1 

2 

3 

4 

5 

6 

    

Pay 

1/6 of Base Salary 

1/3 of Base Salary 

½ of Base Salary 

2/3 of Base Salary 

5/6 of Base Salary 

1.0 of Base Salary 

 The Primary and Elementary Schools will issue part time contracts as a ratio of assigned 

time to 7 hours x individual’s base salary. 

 Three or more assigned periods per day, or 3.5 hours at Primary and Elementary School, 

will entitle a person to full Article XV Insurances. 
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 If a course taught beyond a teacher’s normal work day is offered for student credit or a 

grade is reported for the course, the unit member shall be paid 1/7 of his or her salary grid 

position, or fraction thereof if the class does not meet on a full-time basis. 

 If a need exists, a bargaining unit member may volunteer on his/her planning time on a 

temporary basis to accept a regular teaching assignment in lieu of all or part of his/her planning 

time.  If this assignment drops the teacher below 25 minutes/day or 200 minutes/week planning 

time, this assignment shall be paid on a proportional per diem rate.  Such assignment shall only 

be made after consultation with the bargaining unit member volunteer and shall not be 

considered precedent setting.   

 Section 5. Length of continuous service will be considered in assigning a supervision 

period affecting whether or not a bargaining unit member will have full-time or part-time status. 

 Section 6. The length of the normal work day (between building starting time and 

closing time) shall not exceed seven and one-half (7 ½) hours.  The day shall include a thirty (30) 

minute duty free lunch period within the student day, and planning time the equivalent of no less 

than two hundred (200) minutes per week for full-time bargaining unit members.  Additionally, 

the day may include conferences, staff meetings and other activities deemed educationally 

appropriate by the responsible administrator.  The specific starting and ending times may vary 

from building to building and within each building.  After the start of the work day, no unit 

member shall leave the assigned building and/or school premises before the end of the work day 

without following the procedures established by the responsible administrator, said procedures 

will be made part of the Faculty Handbook.  Within the weekly framework, all full time 

bargaining unit members will be given equitable teaching assignments and planning time of no 

less than twenty-five (25) consecutive minutes per day and two hundred (200) minutes per week.  

For part-time teachers, a proportionate amount of planning time will be granted based on the 

time instructing students. 
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 Section 7. When conditions necessitate the temporary daily closing of one or more 

buildings, the affected unit members may be required to report at an alternate location and/or an 

alternate date. 
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ARTICLE XI 

STAFF EVALUATION 

 Section 1. The District will adhere to the Evaluation process in Appendix C, which is 

incorporated herein by reference, during the 2011-2012 school year.  The District will convene a 

Teacher Evaluation Task Force (“Task Force”) during the 2011-2012 school year.  The Task 

Force members will consist of IHEA representation and teachers from each school, with grade 

level representation and content area representation.  The Task Force will also include the 

Superintendent, the Assistant Superintendent and their designees.  The Task Force will do the 

following: 

(1) Review the current evaluation policy, instruments, procedures, and standards. 

(2) Consider revised or new evaluation models based on best practices, including 

consideration of the evaluation tools developed by Ohio Department of Education. 

(3) Review compliance with House Bill 153 and any and all other applicable law. 

(4) Make a recommendation to the Superintendent for a new evaluation system for the 

District by June 1, 2012, who shall, in turn, make a final recommendation to the Board.  

The June 1, 2012 deadline may be extended if necessary to September 1, 2012.  

After consultation with the Task Force and after reviewing the Superintendent’s 

recommendation, the Board shall adopt a new, standards-based teacher evaluation policy for 

implementation during the 2012-2013 school year that conforms with the framework for 

evaluation of teachers pursuant to Ohio law (ORC 3319.111 and 3319.112). 

Section 2.  The Board shall conduct an evaluation of each teacher employed by the Board 

at least once each school year, except as provided in (a) and (b) below.  The evaluation shall be 

completed by the first day of April and the teacher shall receive a written report of the results of 

the evaluation by the tenth day of April. 

(a) If the Board has entered into a limited contract or extended limited contract with a 

teacher pursuant to section 3319.11 of the Revised Code, the Board shall evaluate the teacher at 
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least twice in any school year in which the Board may wish to declare its intention not to re-

employ the teacher. 

One evaluation shall be conducted and completed not later than the fifteenth day of 

January and the teacher being evaluated shall receive a written report of the results of this 

evaluation not later than the twenty-fifth day of January.  One evaluation shall be conducted and 

completed between the tenth day of February and the first day of April and the teacher being 

evaluated shall receive a written report of the results of this evaluation not later than the tenth 

day of April. 

(b) The Board may elect, by adoption of a resolution, to evaluate each teacher who 

received a rating of accomplished on the teacher’s most recent evaluation conducted under this 

section once every two school years.  In that case, the biennial evaluation shall be completed by 

the first day of April of the applicable school year, and the teacher shall receive a written report 

of the results of the evaluation by the tenth day of April of that school year.  

Each evaluation conducted pursuant to this section shall be conducted by one or more of 

the following: 

(1) A person who is under contract with the Board pursuant to section 3319.01 or 

3319.02 of the Revised Code and holds a license designated for being a superintendent, 

assistant superintendent, or principal issued under section 3319.22 of the Revised Code; 

(2) A person who is under contract with the Board pursuant to section 3319.02 of the 

Revised Code and holds a license designated for being a vocational director or a 

supervisor in any educational area issued under section 3319.22 of the Revised Code; 

(3) A person designated to conduct evaluations under an agreement providing for peer 

review entered into by the Board and representatives of teachers employed by the Board. 

Section 3. The Board shall include in its evaluation policy procedures for using the 

evaluation results for retention and promotion decisions and for removal of poorly performing 

teachers.  Seniority shall not be the basis for a decision to retain a teacher, except when making a 

decision between teachers who have comparable evaluations. 
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   Section 4. Prior to an evaluation orientation, each bargaining unit member will be 

provided a copy of the established evaluation criteria for his/her respective discipline. 
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ARTICLE XII 

UNIVERSITY CREDIT OR EQUIVALENCY 

 Section 1. The Board will provide reimbursement for bargaining unit members up to four 

(4) semester hours of graduate/undergraduate credit completed during one school year.  The 

reimbursement rate per hour shall be the lesser of: (i) the cost of a semester hour (equivalent 

quarter hour) at Xavier University; or (ii) the actual per-hour tuition cost.  Prior approval must be 

obtained from the responsible administrator. 

 Section 2. The course must relate to: 

  1. Teaching assignment and/or area of certifications/licensures 

    and 

  2. Courses currently being offered in the curriculum; 

    or 

3. Courses related to the District Mission Statement and/or Goals; and/or Building 

 Goals. 

 Courses offered through any accredited college or university will qualify.  Video, audio, 

on-line, correspondence and/or distance learning courses will qualify after prior approval by the 

Superintendent or his designee.   

 Section 3. The Board will reimburse the registration fees and documented travel 

expenses (i.e. for lodging and transportation) in an amount not to exceed $600 incurred by the 

bargaining unit member attending approved conferences or workshops occurring outside the 

school day that are part of an approved Individual Professional Development Plan and/or related 

to classroom teaching and/or the area of licensure (certification).  The total reimbursement for 

one (1) school year, received under this Section 3 and Section 2 shall not exceed the cost of four 

(4) semester hours of graduate/undergraduate credit at Xavier University.  Prior approval must be 

obtained from the responsible administrator.   
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 Section 4. Reimbursement for such credit, expenses or fees will be provided at the 

earliest possible date, after official transcripts, receipts and expense documentation have been 

filed with the Treasurer and after Board approval at its next regularly scheduled public meeting. 
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ARTICLE XIII 

Professional Committees 

 Section 1.  Professional Relations Committee 

A. Representatives of the Board, administrators and bargaining unit members shall 

form a Professional Relations Committee, which shall meet not less than four (4) occasions 

during a year at a mutually acceptable time to discuss general concerns of the members and for 

the purpose of District-wide improvement. 

B.  All meetings will be scheduled to take place at a time when bargaining unit 

members involved are free from assigned duties. 

C.  The membership for this professional relations committee shall consist of five (5) 

persons:  one (1) bargaining unit member, the President of the Association, one (1) member of 

the administrative staff, the Superintendent, and one (1) Board of Education member. 

D.  The members of the Professional Relations Committee may, from time to time, 

mutually develop a set of guidelines to promote the efficiency and effectiveness of its meetings 

in the interest of District-wide improvement.  Such guidelines may include that mutual interests 

of respect and non-intimidation should guide each member’s participation on the Committee.  

These meetings are not intended as a substitution for the Grievance Procedure. 

 Section 2. Local Professional Development Committee 

  A. Establishment of Committee 

A Local Professional Development Committee (“LPDC” or “Committee”) is hereby 

established in accordance with Ohio Revised Code Section 3319.22, to oversee and review 

professional development plans for course work, continuing education units, and/or other 

equivalent activities.  The LPDC will be responsible for determining whether course work 

proposed by a District teacher meets the requirements of the statute and Ohio Department of 

Education rules covering the standards and requirements for obtaining temporary, associate, 

provisional, and professional educator licenses.   
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  B. Term of Office 

The initial term of office for the members of the committee shall be no less than three 

years.  Thereafter, the Committee shall establish a rotation of the term of office of its 

membership to prevent the necessity of replacing a majority of the Committee at any one time. 

 

  C. Committee Composition and Selection 

   (1) The committee shall be comprised of six (6) members as follows:  

   Four (4) teachers 

    One (1) principal 

    One (1) other District employee 

 (2) One teacher member shall represent each school, selected by the faculty of 

that school.  The principal member shall be selected by the principals in the District.  The other 

District employee member shall be appointed by the Superintendent. 

 (3) In the event of a vacancy, the committee member shall be replaced in 

accordance with Subsection (C)(2).  The replacement shall serve the remainder of the vacant 

term. 

  D.  Chairperson 

 The committee chairperson shall be determined by a majority vote of the 

committee members.   

  E. Decision Making 

 Committee meetings must have a quorum of the entire committee present.  Both 

teachers and administrators must be present.  Decisions shall be made by a majority vote.   

F. Training 

 (1) Members of the committee shall be afforded the opportunity to attend training 

on the purpose, responsibilities, functioning and legal requirements of the LPDC.   

 (2) If the training is available during the work day, the committee members shall 

be given paid release time to attend.  If the training occurs outside the regular work day/work 
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year, members shall be paid at their per diem, hourly rate for each hour involved, including 

travel time.   

 (3) LPDC training for committee members shall constitute appropriate 

“equivalent activities” for the purposes of the committee members’ own individual development 

plans if they so decide by majority vote.   

  G. Meetings and Compensation 

 (1) The LPDC shall meet as often as the members deem necessary to complete 

their work.  Not later than September 30 each year, the committee shall post in each building its 

meeting schedule.  Additional meetings may be scheduled as necessary.  

 (2) LPDC members are to be paid a supplemental of 4% of the supplemental base. 

H. Appeals Process 

The Committee will establish a process by which a teacher or administrator may 

appeal a decision of the committee, with guidance for the appeals process from the State 

Legislature and the State Department of Education. 
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ARTICLE XIV 

COMPENSATION 

 Section 1. The salary schedules for the 2011-12 and 2012-13 school years for the 

bargaining unit are attached hereto as Appendices D and E.   

  a. No salary schedule step increases, step movement or step credit for or during the 

2011-2012 school year or the 2012-2013 school year will occur, except that eligible teachers will 

step based on the horizontal schedule step increases only (not years of service) for degree 

advancement. 

  b. A one-time payment of .75% of the teacher’s base salary as shown on Appendix 

D for school year 2011-12 will be paid one half in December 2011 and the remaining one half in 

June 2012 to bargaining unit members on the payroll as of those dates.  A one-time payment of 

1.0% of the teacher’s base salary as shown on Appendix E for school year 2012-13 will be paid 

in June 2013 to bargaining unit members on the payroll as of June 2013. This paragraph will not 

apply to supplemental contracts. 

  c. Service Bonus.  Service bonuses to be paid in June of Year 1 and Year 2 of this 

Agreement will be paid as follows:  To be eligible for the service bonus in year 1 or year 2, the 

teacher must have either (1) received a service bonus in June 2011, or (2) would be a new entrant 

as of June 2012.  No eligible teacher will move to higher levels on the charts below due to 

additional service in either year 1 or year 2.  The year 1 service bonus is as follows:   

 YEAR 1: 

 15 or more completed years of service - $1,400.00 

 20 or more completed years of service - $1,800.00 

 25 or more completed years of service - $2,100.00 

 30 or more completed years of service - $2,425.00 
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The Year 2 Service Bonus is as follows: 

 YEAR 2: 

 15 or more completed years of service - $700.00 

 20 or more completed years of service - $900.00 

 25 or more completed years of service - $1,050.00 

 30 or more completed years of service - $1,215.00 

The annual service bonus will be eliminated beginning July 1, 2013.   

  The salary schedule and service bonus will be applicable at the beginning of the 

2011-2012 school year. 

 Bargaining unit members shall receive compensation from their regular assignment in bi-

weekly installments.  Members may elect 21 installments or 26/27 installments dependent on the 

pay dates established by the Board for that school year. 

 Installments will begin after the beginning of the school year and will end before the 

beginning of the following school year. 

 The IHEA President or his/her designee shall receive a current Training and Experience 

Grid by on or about October 1 of each school year.  

 Section 2. The Board reserves the right to create extracurricular positions as needed, to 

offer and enter into supplemental contracts and to determine the salary therefore, consistent with 

the existing supplemental position plan, which utilizes the factors of time, equipment inventory, 

budget, student participation and leadership position on an agreed base.  The Board is not 

required to fill any extracurricular position.  The extracurricular positions and supplemental 

compensation are described in Appendix F (non-athletics) and Appendix G (athletics).   

 Section 3. Bargaining unit members who perform an extracurricular duty shall receive a 

written supplemental contract which shall describe the duties to be performed, the amount of 

compensation to be received, and the length of the contract. 
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 Section 4. Seasonal or short-term supplemental contracts will be paid at the completion 

of the assignment of the individual's next pay day following Board approval for payment.  If the 

assignment covers a full year, payment shall be made in (i) one lump sum at year end or (ii) 

contract completion, (iii) two or three installments or (iv) on the same basis as payment under the 

limited or continuing contract at the discretion of the individual. 

 Section 5. If it is determined by the administration that bargaining unit members are not 

available and/or qualified to assume responsibility for an extracurricular position, the position 

may be offered to non-members of the bargaining unit. 

 Section 6. In addition to payroll deductions required by statute and by this agreement the 

following payroll deductions are authorized as long as at least five (5) bargaining unit members 

participate in the deduction for which transmittal of funds and reports to a central source are 

required: credit union, tax sheltered annuities, disability insurance, cancer insurance, medical 

insurance premiums, United Appeal contributions, Fund for Children in Public Education 

contributions, and city income taxes. 
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ARTICLE XV 

INSURANCE 

  

 Section 1. Dental Insurance.  The Board will pay (85%) of the cost for single and/or 

family coverage of a basic dental health care program for full-time and part-time (50% or more) 

bargaining unit members.  The benefits of any such program shall be substantially equivalent to 

or greater than those provided by the current carrier.  The Board reserves the right to select the 

carrier or to self insure for dental health coverage.  Any optional dental plans desired by not less 

than five bargaining unit members shall be at the cost of the bargaining unit member. For those 

employees selecting the enhanced dental plan, the employee contribution will remain the 

difference between the Board contribution to the basic plan and the actual premium for the 

enhanced coverage. 

 Section 2. Life Insurance.  The Board will pay (100%) of the monthly premium of a 

group life insurance policy for each bargaining unit member.  The face value of the policy will 

be the next highest multiple of $5,000.00 from the salary grid position of the bargaining unit 

member.  No bargaining unit member will have less than a fifteen thousand dollars ($15,000.00) 

face value insurance policy.  The Board reserves the right to select the carrier or self insure for 

life insurance coverage.  An employee shall have the option of capping life insurance at a 

specific face value or (provided at least thirty-five percent of the bargaining unit members 

participate) purchasing additional life insurance at the rate charged to the Board. 
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 Section 3. Health Insurance.  The Board will provide PPO and HDHP health insurance 

programs, as follows, with the following Board-Employee contribution rates: 

   

  

Plan United Health Care (UHC) or comparable coverage with 

UHC or another carrier with Physician OV Co-Pays not to 

exceed $30 for PPO; Rx co-pays not to exceed 

$10/$30/$50 for: generic formulary/brand formulary/non-

formulary, respectively; the HDHP does not have co-pays. 

PPO 

Plan 

Board Share = 85% 

Employee Share =  15% 

HDHP 

Plan 

Board Share =  85% 

Employee Share = 15% 

 *Or the most closely comparable plan available. 

 

 The Board reserves the right to select the carrier and/or to self-insure health care 

coverage. 

 Any bargaining unit member who enrolls in the HDHP shall receive a contribution into 

the member’s Health Savings Account in the amount of $400 for single coverage or $800 for 

employee/spouse, employee/child(ren), or family coverage. 

 Any bargaining unit member who is eligible for family coverage and elects not to accept 

said coverage, shall receive a supplemental payment in lieu of medical coverage in the amount of 

one thousand dollars ($1,000.00) payable on or before June 1st. 

 Section 4. The Board will provide liability insurance covering all bargaining unit 

members while performing duties related to their assignments.  This insurance shall not cover 

travel either to or from the bargaining unit member's residence and his/her work site, but does 

include travel between work sites during the contractual day.  The limits of liability for this 

coverage shall not be less than one million dollars ($1,000,000.00) each occurrence and five 

million dollars ($5,000,000.00) aggregate.  The Board reserves the right to select the carrier for 

liability coverage. 



 

43  

 Section 5. The Board of Education will maintain a flexible benefit plan (Indian Hill 

Exempted Village School District Section 125 Cafeteria Plan) providing for a Flexible 

Reimbursement Account for any bargaining unit member who wishes to establish such an 

account and providing for the payment of the member’s share of health care premiums on a pre-

tax basis.  The flexible benefit plan will be funded through payroll deductions.   

 Section 6. There is established an Insurance Advisory Committee composed of five (5) 

persons consisting of three (3) members of the IHEA appointed by the IHEA president and two 

(2) members designated by the Board of Education, one of which shall be the Treasurer or his or 

her designee (but no other members of administration).  The Insurance Committee will meet 

annually to review health insurance.                 
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ARTICLE XVI 

RETIREMENT 

 Section 1. All regularly employed bargaining unit members will be participants in the 

State Teachers Retirement System. 

 Section 2. Severance pay will be a one-time lump sum payment to eligible bargaining 

unit members who retire under the rules of the State Teachers Retirement System and who have 

not less than ten (10) years of service with the District and State.  Eligibility for severance pay 

will be determined as of the final date of employment. 

 Section 3. When severance pay has been granted, all remaining accumulated sick leave 

will be canceled. 

 Section 4. The amount of the severance pay benefit due a bargaining unit member shall 

be calculated by: 

 

  1. Multiplying the bargaining unit members' accumulated unused sick leave (up to a 

maximum of three hundred and fifteen days) by one-fourth (1/4). 

 

  2. Multiplying the product times the highest daily rate of pay attained. 

 

 Section 5. The Board will make available to the bargaining unit members the State 

Teachers Retirement System pick-up.  The pick-up will be at no cost to the Board and is solely 

for the purpose of reducing current tax liability for bargaining unit members and will remain in 

effect as long as Section 414(h)(2) of the Internal Revenue Code of 1986 as amended (and 

rulings issued pursuant thereto) remains substantially unchanged.  The unit member's annual 

compensation will be adjusted by an amount equal to the amount “picked-up” by the Board for 

the purpose of State and Federal tax only. 

 Section 6. The pick-up percentage shall apply uniformly to all members of the 

bargaining unit.  As a condition of employment, all bargaining unit members must agree to 

participate in the pick-up. 
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ARTICLE XVII 

PERSONNEL FILES 

 Section 1. An Official Personnel File for each bargaining unit member shall be 

confidential and shall be maintained in the Central Office.  The responsible administrator may 

keep anecdotal notes on unit members, in a building Working File which may form the basis for 

evaluations, conference records or disciplinary actions contained in the Official Personnel File.  

A pay file shall be maintained in the Business Office for the purpose of maintaining necessary 

financial information.  All individual files maintained or created under this Article pertaining to 

the bargaining unit member shall be made available for inspection by the bargaining unit 

member upon request.  Requests for a file review shall not interfere with the duties and 

responsibilities of the bargaining unit member, the responsible administrator and/or those of 

Central Office personnel.  Best efforts will be made to grant the request to review within twenty-

four (24) hours.  All personnel files are subject to any applicable state or federal laws relating to 

public records and/or privacy. 

 

 Section 2. If a bargaining unit member has a disagreement with the documentation 

placed in his/her files, such as, but not limited to, timeliness, accuracy or relevancy, he/she may 

place a response in the respective files(s).  Each bargaining unit member will be invited to see 

and to have the option to sign and date any material prior to its being placed into his/her Official 

Personnel File. 

 Section 3. Individuals who shall have access to a professional staff member's personnel 

file(s) shall be limited to members of the Board of Education, the Superintendent, and other 

administrators who are directly involved in either the supervision of, or an employment decision 

concerning, a bargaining unit member. 
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ARTICLE XVIII 

PROCEDURE FOR NEGOTIATIONS 

 Section 1. No less than sixty (60) calendar days prior to the expiration date of this 

Agreement, the parties shall meet for purposes of negotiating a new agreement.  Thereafter, 

during the course of negotiations, each party will submit its proposals, comprehensively written.  

All meetings will be in the executive session, at the time and place mutually agreed upon by both 

parties. 

 Section 2. While negotiations are in progress: 

 

  1. Relevant data and supporting information, proposals and counter-proposals shall 

be presented. 

  2. Each party may recess at any time for an independent caucus. 

  3. No action to coerce or censor any participant in negotiations shall be made or 

implied by either side. 

  4. Periodic reports may be made by either party to its constituent body regarding the 

progress of negotiations.  However, no news releases, community meetings, 

reports on negotiations to non-constituents, interviews with or statements to the 

media, or other informational dissemination shall be made by either party during 

negotiations unless by mutual agreement. 

  5. As tentative agreements are reached, they shall be reduced to writing and initialed 

indicating tentative agreement. 

  6. No details of tentative agreement shall be released by either party prior to 

ratification or approval. 

  7. All tentative agreements will be contingent on the entire contract. 

 

 Section 3. When negotiations have been concluded, the agreement shall be reduced to 

writing and signed by representatives of both parties.  The negotiated contract shall be presented 

to the Association within eight (8) workdays of the final negotiations session for ratification.  

Upon ratification by the Association, written notice and ratification by the Association shall be 

sent to the Board.  At that time, the negotiated contract shall be placed on the agenda of the next 

regularly scheduled meeting of the Board for ratification.  If no regular meeting of the Board is 

scheduled within fourteen (14) calendar days of receipt of the notice of ratification by the 

Association, a special meeting shall be scheduled by the Board for ratification.  
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ARTICLE XIX 

IMPASSE PROCEDURE 

 Section 1. Pursuant to Section 4117.14(C)(1)(f) of the Ohio Revised Code, the parties 

hereby agree that if they are unable to reach agreement on the terms of a new Agreement to 

replace this Agreement, they will at least fifteen (15) calendar days prior to the expiration date of 

this Agreement, submit the issues in dispute to a mutually agreed dispute settlement procedure 

which supersedes all of the procedures set forth in Section 4117.14 of the Ohio Revised Code, 

and which consists of mandatory mediation and conciliation of the issues before a mediator-

conciliator mutually agreed to by the parties, who may be appointed by the Federal Mediation 

and Conciliation Service or by the State Employment Relations Board. 

 Section 2. The mediator-conciliator shall have no power to force either party to agree to 

any proposal or make any concession and shall have no power to establish or determine any 

wage or fringe benefit matter or any other term or condition of any Agreement to replace this 

Agreement, but shall only have the authority to mediate and conciliate the issues between the 

parties to assist the parties in freely arriving at a mutually acceptable Agreement. 

 Section 3. If, after a reasonable time, mediation and conciliation efforts are unsuccessful, 

either party may serve a written notice upon the other to terminate this Agreement, which shall 

be effective ten (10) days after receipt by the other party.  During the ten (10) day period 

following receipt of such notice, the parties may agree to another alternative impasse procedure, 

or if such agreement is not reached by the expiration of the ten (10) day period, and a new 

collective bargaining agreement has not resulted, the provisions of Ohio Revised Code 

4117.14(C)(1)(f) and the State Employment Relations Board (SERB) Rule 4117-9-05 and 06 

shall apply, beginning with the selection of a single fact-finder from a panel submitted by SERB. 
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ARTICLE XX 

COMPLETE AGREEMENT 

 Section 1. The parties acknowledge that during the negotiations which resulted in this 

Agreement, each had the unlimited opportunity to make demands and proposals with respect to 

any subject or matter not removed by law from the area of collective bargaining, and that the 

entire understandings and agreements arrived at by the parties after the exercise of that 

opportunity are set forth in this Agreement.  Therefore, the Board and the Association, for the 

life of this Agreement, each voluntarily and unqualifiedly waives the opportunity to bargain and 

each agrees that the other shall not be obligated to bargain collectively with respect to any matter 

or subject referred to or covered in this Agreement, or with respect to any matter or subject not 

specifically referred to or covered in this Agreement, even though such subject or matter may not 

have been within the knowledge or contemplation of either or both of the parties at the time they 

negotiated or signed this Agreement. 

 Section 2. The parties further agree that this instrument represents the entire and 

complete Agreement between them and supersedes any and all prior oral or written agreements 

or understandings between the Board and staff members covered by this Agreement.  All Board 

resolutions, policies, practices, procedures, rules or regulations and employee benefits or terms 

and conditions of employment which are contrary to or inconsistent with the terms of this 

Agreement or which deal with subjects covered by this Agreement are superseded by this 

Agreement.  All Board resolutions, policies, practices, procedures, rules or regulations and 

employee benefits or terms and conditions of employment which are not dealt with by this 

Agreement, and are not contrary to or inconsistent with the terms of this Agreement, but which 

are not expressly incorporated into this Agreement, shall continue in effect until changed or 

discontinued by the Board within its sole and exclusive discretion. 

 Section 3. Subjects covered by this Agreement shall supersede all statutory provisions 

dealing with the same subject matter. 
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ARTICLE XXI 

SEVERABILITY 

 Section 1. In the event there is a conflict between a provision of this Contract and ORC 

4117.10(A) or any applicable state or federal law, including the Constitution of the United 

States, or valid rule or regulation adopted by a federal agency, as determined by a court of 

competent jurisdiction, ORC 4117.10(A) or federal law or valid rule or regulation adopted by a 

federal agency shall prevail as to that provision if validated by a court of competent jurisdiction.  

All other provisions of this contract which are not in conflict with ORC 4117.10(A) or federal 

law or valid rule or regulations adopted by a federal agency, thereto, shall continue in full force 

and effect in accordance with their terms.  The parties will meet to negotiate any necessary 

change in the Contract or addition to it relative to the affected provision within sixty (60) days by 

demand of either party. 

 Section 2. If, during the term of this Contract, there is a change in ORC 4117.10(A) or 

any applicable state or federal law, or valid rule or regulation adopted by a federal agency 

pursuant thereto, which would invalidate any provision of this Contract, as determined by a court 

of competent jurisdiction, the parties will meet to negotiate any necessary change in the Contract 

or addition to it relative to the affected provision within sixty (60) days by demand of either 

party. 
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ARTICLE XXII 

DURATION 

 Section 1. This Agreement shall be in effect from November 1, 2011 through June 30, 

2013, but not thereafter unless renewed by mutual agreement of the parties or supplemented by a 

successor agreement. 

 

  IN WITNESS WHEREOF, the parties hereto by their duly authorized 

representatives, after adoption and approval of this entire Agreement by the Board by resolution, 

pursuant to Section 4117.10(B) of the Ohio Revised Code, have set their hands and seals this  

4th day of November, 2011 in Hamilton County, Ohio. 
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BOARD OF EDUCATION OF INDIAN 
HILL EXEMPTE D VILLAGE SCHOOL 
DISTRICT 

By~ 
B~~ By: ~~ 
By· . ~~ 

By:·---------------~------------

INDIAN HILL EDUCATION 
ASSOCIATION, AFFILIATED WITH THE 
OHIO EDUCATION ASSOCIATION, THE 
SOUTHWEST OHIO EDUCATION 
ASSOCIATION, AND THE NATIONAL 
EDUCATION ASSOCIATION 

By:---''--I-7P"',__---'=-'=""'--"=------­

By:-lc.:...._--=-----"'-F7=-'::...:!::...__:_:=-=:::.._:_ 

By:_~~~~::::;::Je::;~::____,:-­

By::~~~~~~~~~~ 
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Appendix A 

FAMILY AND MEDICAL LEAVE POLICY 

 

PURPOSE: To outline the conditions under which an employee may request time off under 

the Family and Medical Leave Act (“FMLA”) without pay for a limited period 

with job protection and no loss of accumulated service provided the employee 

returns to work.  The District has posted a notice regarding employees’ rights 

and responsibilities under the FMLA, which is incorporated herein by 

reference. 

 

1. DEFINITIONS 

 

A family and/or medical leave of absence shall be defined as an approved absence available to 

eligible employees for up to twelve weeks or for up to 26 weeks for military caregiver of 

unpaid leave during a 12-month period for certain reasons that are critical to the life of a 

family. Specifically, leave may be taken: upon the birth of the employee's child and to care for 

the newborn child; upon the placement of a child with the employee for adoption or foster 

care; when the employee is needed to care for a child, spouse, or parent who has a serious 

health condition; when the employee is unable to perform the functions of his or her position 

because of a serious health condition; when the employee requires leave due to a qualifying 

exigency; or for military caregiver leave (see below Sections 4(C) and (D)). 

 

For purposes of determining an employee's eligibility for leave, the 12-month period 

begins each July 1. The right to take a leave for the birth or placement of a child expires 12 

months after the birth or placement of the child. 

 

A serious health condition is an illness, injury, impairment, or physical or mental condition 

that involves: inpatient care at either a hospital or other medical care provider; a period of 

incapacity of more than three consecutive full calendar days that also involves the 

continuing care of a health care provider; prenatal care; or continuing treatment by a health 

care provider for an incurable or serious chronic or long-term health condition.  “Continuing 

treatment” consists of treatment by a health care provider in –person two or more times 

within 30 days of incapacity, unless extenuating circumstances exist, or treatment by a 

health care provider on one occasion in-person that results in a regimen of continuing 

treatment, where the first health care provider visit occurs within the first seven days of 

incapacity.  An employee with a chronic serious health condition must visit a health care 

provider in-person at least twice a year. 

  

2. ELIGIBILITY 

 

To be eligible for leave under this policy, an employee must have been employed for at 

least twelve months in total within the previous seven years; must have worked at least one 

thousand two-hundred fifty (1250) hours during the twelve month period preceding the 

commencement of the leave; and must be employed at a worksite where fifty (50) or more 
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employees are employed within seventy-five (75) miles of that worksite. 

Exception: If the employee on leave is a salaried employee and is among the highest 

paid ten percent of district employees (including administrators), and returning the 

employee to work following the leave would result in substantial and grievous economic 

injury to the district, reinstatement can be denied. Prior to any denial of reinstatement, 

however, the District will give the employee written notice of an opportunity to return to 

work. 

3. 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 employee must provide reasonable prior notice (normally thirty (30) 

days advance notice) and, for medical treatment, must make reasonable efforts to schedule 

leave so as not to disrupt District operations. If the need for leave is not foreseeable at least 30 

days in advance, or is unforeseeable, the employee must notify the District as soon as 

practicable upon learning of the need for leave.  Employees must follow the District’s normal 

call-in and other procedures when requesting leave.  If appropriate notice has not been given, 

leave may be denied until such notice is provided, or, in the case of an instructional employee 

requesting an intermittent or reduced work week leave, the employee may be required to take 

the leave in one (1) uninterrupted period. 

 

In case of illness, the employee will also be required to report periodically on his or her leave 

status and intention to return to work. Such notification must be provided every thirty (30) 

days. Employees returning to work will be required to provide a doctor's certification 

releasing them to work. 

 

4. BASIC REGULATIONS AND CONDITIONS OF LEAVE 

 

A. The District will require medical certification to support a claim for leave for an 

employee's own serious health condition or to care for a seriously ill child, spouse or 

parent or to care for an injured or ill military service member (see Section 4(C) below). For 

the employee's own medical leave, the certification must include a statement that the 

employee 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 employee is needed to provide care. In its discretion, the District may 

require a second (2
nd

) medical opinion and periodic recertification at its own expense. If 

the first (1
st
) and second (2

nd
) opinions differ, the District, at its own expense, may require 

the binding opinion of a third health care provider, approved jointly by the District and the 

employee. 

 

B. If medically necessary for a serious health condition of the employee or the employee's 

spouse, child or parent, leave may be taken on an intermittent or reduced leave schedule. If 

leave is requested on this basis, however, the District may require the employee to transfer 

temporarily to an alternative position which better accommodates recurring periods of 

absence or a part-time schedule, provided that the position has equivalent pay and benefits. 

Instructional employees who request intermittent or reduced work week leave for planned 
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medical treatment of the employee or family member or to care for an injured or ill military 

service member (see Section 4(C) below) which would require them to be on leave more 

than twenty percent (20%) of the total number of working days during the leave period may 

be required to take leave in one (1) uninterrupted period. 

 

C. An eligible employee is entitled to take up to 26 weeks of leave in a single 12-month period 

to care for a covered service member with a serious injury or illness.  Employees may take 

leave to care for an injured service member who is the employee’s spouse, parent, child, or 

next of kin.  A covered service member is a current member of the Armed Forces who has 

incurred a serious injury or illness while in the line of duty.  The District has the right to 

require that the eligible employee obtain certification from the covered service member’s 

health care provider and to request of the eligible employee information about the service 

member’s medical condition, whether it occurred in the line of duty, when it occurred, its 

probable duration, and the amount of time that the service member will require care. 

 

D. An eligible employee is entitled to take up to 12 weeks of leave due to a “qualifying 

exigency” arising out of the fact that the employee’s spouse, child, or parent has been called 

to active duty with the National Guard or Armed Forces Reserves.  A qualifying exigency 

includes: 1) short-notice deployment, defined as a call/order to active duty seven days prior 

to the date of deployment (limited to seven calendar days of leave beginning on the date the 

military member is notified of deployment); 2) military and activities related to call to 

active duty; 3) childcare and school activities (e.g. arrange for alternative childcare, provide 

childcare on urgent or immediate need basis, enroll child in new school or day care, attend 

meetings with school or day care staff); 4) make or update financial and legal arrangements; 

5) counseling; 6) rest and recuperation (limited to five days per leave, up to 12 weeks in a 

12-month period, to spend with military member on short-term leave); 7) post-deployment 

activities, defined as up to 90 days following termination of active duty status; and 8) 

additional activities (must be agreed to by both employer and employee). 

 

E.  If an employee fails to provide the required medical certification, or submits a medical 

certification form that is incomplete or insufficient, the District will advise the employee 

in writing as to what additional information is needed and give the employee seven 

calendar days to complete and return the form.  The District reserves the right to the 

extent that right is provided by law to allow an administrator who is not the employee’s 

supervisor to contact the employee’s health care provider to obtain authentication and/or 

clarification if the employee fails to provide adequate information on the medical 

certificate after the District has properly advised the employee that the certification is 

deficient.  The District may delay or deny an employee’s request for FMLA leave due to 

the employee’s failure to provide adequate information. 

 

F.  Spouses who are both employed by the District 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.   

 

G.  Employees requesting a leave pursuant to this policy will be required to use any paid 

sick leave or vacation for which they are eligible.  Employees must follow the District’s 



 

55 

 

paid leave policies with respect to the use of that leave in order to use paid leave. 

5. STATUS OF EMPLOYEE BENEFITS DURING LEAVE OF ABSENCE 

 

A. Medical benefit coverage will be maintained for an employee who is granted an 

approved leave of absence under this policy. Employees who wish to maintain 

dependent coverage during the leave must make the contributions for such coverage 

during the leave. Employees are encouraged to pre-pay such amounts but payments are 

otherwise due on a monthly basis. Failure to make the required payment may result in 

the termination of the dependent coverage. 

 

B. In the event that an employee elects not to return to work upon completion of an approved 

unpaid leave of absence, the District may recover from the employee the cost of any 

payments made to maintain the employee's medical benefit coverage, unless the failure to 

return to work was due to the continuation, recurrence, or onset of a serious health 

condition or for other reasons beyond the employee'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. 

 

6. PROCEDURES 

 

A. Completion of Request for Family and Medical Leave of Absence Form: 

 

A Request for Family and Medical Leave of Absence Form must be originated in duplicate 

by the employee. This form should be completed in detail, signed by the employee, 

submitted to the immediate supervisor for proper approvals, and forwarded to the 

Superintendent. (See attached copy of Request for Family and Medical Leave of Absence 

Form.) When possible, the form should be submitted at least thirty (30) days in advance 

of the effective date of the leave. 

 

B. All requests for family and medical leaves of absence due to illness will include the 

following information attached to a completed Request for Family and Medical Leave of 

Absence: Sufficient medical certification stating (i) the date on which the serious health 

condition commenced; (ii) the probable duration of the condition; and (iii) the appropriate 

medical facts within the knowledge of the health care provider regarding the condition. 

The medical certification form can be obtained from the business office. 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 employee is unable to perform the functions of his 

or her position. In the case of certification for intermittent leave or leave on a reduced 

leave schedule for planned medical treatment, the reason why such leave is required, the 

dates on which such treatment is expected to be given and the duration of such treatment 

must be stated. 
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7. LEAVES REQUESTED NEAR END OF ACADEMIC TERM 

 

Instructional employees requesting a leave may be required to remain on leave through the end 

of the academic term if any of the following three (3) conditions apply: 

 

A. The leave begins more than five (5) weeks before the end of the term, the leave will last at 

least three (3) weeks and the employee would return during the three-week period before 

the end of the term; or 

B. The leave is for purposes other than the employee's own serious illness or a “qualifying 

exigency” (see Section 4(D) above), it begins during the five-week period before the end 

of the term, the leave will last more than two weeks, and the employee would return 

during the two-week period before the end of the term; or 

 

C. The leave is for purposes other than the employee's own serious illness or a “qualifying 

exigency” (see Section 4(D) above), it begins during the three-week period before the end 

of the term, and the leave will last more than five working days. 
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Appendix A 

 

INDIAN HILL EXEMPTED VILLAGE SCHOOL DISTRICT 

REQUEST FOR FAMILY AND MEDICAL LEAVE OF ABSENCE 

 

_________________________________________ ________________________________ 
    Employee       Date of application 

 

_________________________________________ ________________________________ 
    Signature       Building/Position 
 
Indicate the type of Family Leave:  

 

    (   ) Birth    Family Military Leave 

         (   ) Military Caregiver Leave 

    (   ) Adoption/Foster Care  (   ) Qualified Exigency Leave 

    (   ) Personal Illness    

    (   ) Family Member Illness 

     (parent, spouse, child) 

 

Reason for leave.  Complete physician certification for pending leave other than for adoption/foster care.  
______________________________________________________________________________ 

 

______________________________________________________________________________ 

 

______________________________________________________________________________ 

 

Effective date of leave: ___________________ Date of return: __________________ 

 

______________________________________________________________________________ 

 
To be completed by the Superintendent:  

 

Check appropriate box: 

 

    (   ) APPROVED    (   ) DISAPPROVED 

 
If disapproved, state reason:  
 

______________________________________________________________________________ 

 

______________________________________________________________________________ 

 

______________________________________________________________________________ 

 

_____________________________________   ________________________ 
  Superintendent Signature       Date 
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Appendix B 

Sick leave Bank 

 

 

 

Section 1. PURPOSE 

 

The purpose of the Sick Leave Bank is to give additional days of sick leave to a bargaining unit 

member who has donated a day to the Sick Leave Bank and who has donated a day during the 

most recent open enrollment period or as a new hire, used all his/her sick leave due to one of the 

condition listed below and requires additional sick leave time.  The granting of sick leave days 

would be for the following criteria: 

 

 serious accidental injury, 

 non-elective surgery, 

 catastrophic illness 

 

The Sick Leave Bank days may be used for either the bargaining unit member or a relative 

residing in the bargaining unit member’s immediate household; or for a spouse, child, or parent, 

residing outside of the bargaining unit member’s immediate household.  Nothing in this Article 

is intended to expand or replace any bargaining unit member’s rights under this collective 

bargaining agreement, the FMLA, or any other law.  

 

Section 2. DONATION 

 

Participation in the Sick Leave Bank shall be voluntary. Prior to October 1 of the first year of 

operation the Association shall solicit one (1) sick day from the bargaining unit member’s 

accumulated sick leave.  All bargaining unit members will receive an intent form for the purpose 

of enrolling in the Sick Leave Bank.  All bargaining unit members must return the intent form to 

the District Treasurer’s office by October 1 of that school year to participate in the Sick Leave 

Bank. If less than forty-percent (40%) of the bargaining unit demonstrates a willingness to 

participate, the Sick Leave Bank will not become operational. Every year thereafter, new hires 

may join the sick leave bank by signing an intent form and returning the intent form to the 

District Treasurer by October 1. 

 

 When the bank is depleted below fifty (50) days, the Association shall hold an open enrollment 

and solicit one (1) sick day from all bargaining unit members.  Any bargaining unit member who 

had not previously joined may join at any open enrollment time by signing and submitting the 

intent form.  Bargaining unit members who do not donate a day at the most recent open 

enrollment period or when first hired may not participate in the sick leave bank.  No bargaining 

unit member will be required to donate more than two (2) sick days per school year.  Donated 

sick days will accumulate in the Sick Leave Bank and not be returned.   
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Section 3. NOTIFICATION 

 

The District’s Treasurer will be responsible for maintaining records pertaining to the Sick Leave 

Bank with the assistance of the IHEA Treasurer.  Donated sick days will be deducted in the 

second pay period after the enrollment period has ended.   

 

Section 4. PARTICIPATION 

 

A bargaining unit member is considered an active member of the Sick Leave Bank if they 

donated a sick day during the most recent open enrollment period or when first hired.  A 

bargaining unit member must be an active member in order to be eligible to be granted sick leave 

days from the Bank.  The maximum number of days an active member can receive during any 

school year is 20% of the total number of days in the Sick Leave Bank at the beginning of the 

most current enrollment period.  Days allotted from the Sick Leave Bank will be paid at 100% of 

the member’s daily rate of pay.  Sick days that are granted from the Sick Leave Bank do not have 

to be repaid except as a regular contributing member of the Bank.  

 

 

The days will be granted in the amounts determined by the Sick Leave Bank Committee.  An 

active member may reapply for additional days up to the maximum allowed.  The Sick Leave 

Bank Committee may not at any time grant or approve use of more sick leave days than have 

been donated to the Sick Leave Bank by bargaining unit members.  

 

Section 5. APPLICATION 

 

An active member may apply after knowing that they will use all of their available sick days.  

However, the active member will not be able to withdraw days from the Sick Leave Bank until 

his/her own accumulated sick leave is exhausted. Application must be made on the proper form 

and be accompanied by a doctor’s statement, or FMLA certification form which gives enough 

information for the committee to make a decision based on the criteria stated above.  Each illness 

will be treated as a separate application.  Pregnancy and/or childbirth without complications will 

not be considered eligible for Sick Leave Bank days.  Utilization of the Sick Leave Bank for 

complications from pregnancy or childbirth may be approved.  Days may not be granted for any 

period of disability when monies are paid to the member through disability coverage (e.g., STRS, 

workers’ compensation, or otherwise).  Applications for use of days to access the Sick Leave 

Bank are available from the District Treasurer and should be returned to that office.  The 

District’s Treasurer will then notify the Chair of the Sick Leave Bank Committee who will notify 

the members to convene.   

 

In consideration for the benefit of participating in the Sick Leave Bank, each applicant for 

membership in the Bank and for benefits from the Bank shall, as a condition to such application, 

agree in writing substantially as follows: 

 

“I specifically acknowledge and agree that the granting of days from the Sick 

Leave Bank shall be at the sole discretion of the Sick Leave Bank Committee and 

that all decisions of the Sick Leave Bank Committee will be final and binding and 
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not subject to the grievance and arbitration process. I further agree to abide by 

such decision and to defend, indemnify and hold harmless the Indian Hill 

Exempted Village School District, the Indian Hill Education Association, and all 

of their employees and agents for any loss that may be sustained as a result of any 

claim or legal proceedings I may bring against any of them with respect to a 

decision made by any of them concerning this application.” 

 

 

Section 6. SICK LEAVE BANK COMMITTEE 

 

A Sick Leave Bank Committee will be responsible for reviewing all applications.  It will consist 

of three Indian Hill Education Association members appointed by the President and two 

administrators including the District’s Treasurer or designee and the Superintendent’s designee.  

This committee will determine the number of days to be granted.  All decisions to grant sick 

leave must be unanimous and the decision of the Sick Leave Bank Committee will be final.  An 

active member, if denied, may ask to meet with the Sick Leave Bank Committee to present 

additional information which the Committee may use to reconsider its decision.  There will be no 

appeal process and the decision of the Sick Leave Bank Committee cannot be challenged through 

the grievance process - or otherwise.  When, after meeting with the active member and receiving 

all additional information, the decision is to not grant the days from the Sick Leave Bank, the 

decisions are final.  Personally identifiable medical information on the application form and from 

the applicant’s physician will be confidential.  
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Appendix C 

 

EVALUATION 

 

I. PROCESS 

All evaluations will be conducted by administrators employed by the District under 

administrative contract who are licensed/hold a certificate as a principal, superintendent, 

assistant superintendent, vocational director or a supervisor. 

 

Path 1a:  First Year Teachers (All Teachers New to Indian Hill) 

 

1. The evaluation process for Entry Year teachers consists of four observations. 

 

2. Each observation shall include: 

a. A Pre-Observation Conference (optional, except for the first observation) in 

which the evaluator and teacher discuss the elements of Domain 1* (planning and 

preparation) using a Pre-Observation Conference Form;   

b. An observation focusing on Domains 2* and 3* will last at least thirty (30) 

minutes, optimally one instructional period;  

c. A Reflection Form filled out by the teacher and returned to the evaluator within 

four (4) school days of the observation or such earlier time within the 4 school 

days that may be necessary to meet any other deadline under this evaluation 

procedure.  A teacher’s failure to fill out and timely return the Reflection Form 

shall not prevent the post-observation conference from proceeding; 

d. A post-observation conference within ten (10) school days of the observation.   

 

3. Any post-observation conferences will include discussion of the Reflection Form, and 

information from the evaluator’s Feedback Report, including summary comments, 

recommendations and means for improvement.  Artifacts may be provided by the teacher 

to demonstrate competencies in Domain 4*. 

4. The Feedback Report for each observation will be given to the teacher within ten (10) 

school days of each post-observation conference. 

 

5. The first two observations and Feedback Reports will be completed by January 10
th

; the 

second two observations and Feedback Reports will be conducted and completed between 

January 11
th

 and April 10
 th

. 

 

6. Additional observations may be conducted by the evaluator and may be requested by the 

teacher. 

 

 *  Developed with help from Danielson and McGreal, Teacher Evaluation to Enhance Professional Practice, (ASCD/ETS, 2007, 
Second Edition) 
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7. If the teacher scores at basic or below on one or more components, the evaluator will: 

 

 

a. inform the teacher of specific areas that require improvement (“Recommendations 

for Improvement”). 

b. suggest specific, concrete actions the teacher should undertake as well as 

resources that will support improvement and tell the teacher how he/she may 

document progress/completion of improvement (“Means of Improvement”). 

 

8. If an evaluator determines that a teacher is not meeting District minimum standards for 

employment, he or she will notify the teacher promptly in writing in at least one of the 

Feedback Reports.**  

 

 

 Path 1 b: All Other Teachers on limited contract.  

 

1. The evaluation process for experienced (i.e., beyond first year) teachers on limited 

contract consists of at least two observations. 

 

2. Each observation shall include: 

a. A Pre-Observation Conference (optional, except for the first observation) in 

which the evaluator and teacher discuss the elements of Domain 1* (planning and 

preparation) using a Pre-Observation Conference Form;  

b. An observation focusing on Domains 2* and 3* which will last at least thirty (30) 

minutes, optimally one instructional period;  

c. A Reflection Form filled out by the teacher and returned to the evaluator within 

four (4) school days of the observation or such earlier time within the 4 school 

days that may be necessary to meet any other deadline under this evaluation 

procedure.  A teachers’ failure to fill out and timely return the Reflection Form 

shall not prevent the post-observation conference from proceeding;  

d. A post-observation conference within ten (10) school days of the observation.   

 

3. Any post-observation conferences will include discussion of the Reflective Form, and 

information from the evaluator’s Feedback Report, including summary comments, 

recommendations and means for improvement.  Artifacts may be provided by the teacher 

to demonstrate competencies in Domain 4*. 

 

4. The feedback report will be given to the teacher within ten (10) school days of each post-

observation conference. 

 

                                                 
*  Developed with help from Danielson and McGreal, Teacher Evaluation to Enhance Professional Practice, (ASCD/ETS, 2007, 

Second Edition) 

** This is not intended to create an additional notice requirement for nonrenewal of a limited contract; the District will comply with 
the notice of nonrenewal provisions of Ohio law (O.R.C. 3319.11) 
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5. If the teacher scores at the basic level or below on one or more components on the 

Feedback Report a third observation of at least 30 minutes will be conducted.  If the 

teacher scores at the basic level on one or more components during this observation, a 

fourth observation of at least 30 minutes will be conducted.  

 

6. All observations, conferences, and reports will be completed by April 10
 th

. 

 

7. Additional observations may be conducted by the evaluator and may be requested by the 

teacher. 

 

8. If the teacher scores at basic or below on one or more components, the evaluator will: 

a. inform the teacher of specific areas that require improvement (“Recommendations 

for Improvement”). 

b. suggest specific, concrete actions the teacher should undertake as well as 

resources that will support improvement and tell the teacher how he/she may 

document progress/completion of improvement (“Means of Improvement”). 

 

9. If an evaluator determines that a teacher is not meeting District minimum standards for 

employment, he or she will notify the teacher promptly in writing in at least one of the 

Feedback Reports.** 

 

Path 2. Continuing Contract Teachers 

 

1. Continuing contract teachers will have at least one (1) observation every three (3) years.  

The observation will include: 

a. A pre-observation conference (optional) in which the evaluator and teacher 

discuss the elements of Domain 1* (planning and preparation) using a Pre-

Observation Conference Form;  

b. An observation focusing on Domains 2* and 3* will last at least thirty (30) 

minutes, optimally one instructional period; 

c. A Reflection Form filled out by the teacher and returned to the evaluator within 

four (4) school days of the observation or such earlier time within the 4 school 

days that may be necessary to meet any other deadline under this evaluation 

procedure.  A teacher’s failure to fill out and timely return the Reflection Form 

shall not prevent the post-observation conference from proceeding; 

d. A post-observation conference within ten (10) school days of the observation.   

 

2. Any post-observation conferences will include discussion of the Reflection Form, and 

information from the evaluator’s Feedback Report, including summary comments, 

                                                 
*  Developed with help from Danielson and McGreal, Teacher Evaluation to Enhance Professional Practice, (ASCD/ETS, 2007, 

Second Edition) 

** This is not intended to create an additional notice requirement for nonrenewal of a limited contract; the District will comply with 
the notice of nonrenewal provisions of Ohio law (O.R.C. 3319.11) 
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recommendations and means for improvement.  Artifacts may be provided by the teacher 

to demonstrate competencies in Domain 4*.   

 

Path 3. Continuing Contract Teachers Needing Formal Assistance* 

 

1. Informal Interaction. Informal interaction and conferences between teachers and 

administrators are a daily occurrence in schools. Such contact is useful and desirable for 

effective communication and smooth operations. Through informal contact teachers and 

supervisors can also usually resolve concerns raised by colleagues, students, or parents. 

This is the first and preferred way to address problems in teaching performance. 

 

2. Classroom observation. Either regular classroom observations or observations 

scheduled in response to persistent unresolved problems may identify and verify the need 

for formal assistance.  A rating below accomplished on any component leads to formal 

assistance. Otherwise the teacher continues on Path 2. 

 

3. Formal Assistance. The Assistance Phase is designed as a safe haven for performance 

improvement and skill development, i.e., the teacher is not  “on notice” with respect to 

possible termination. 

 

a. A Focused Improvement Plan. The evaluator and teacher develop an 

improvement plan designed to improve performance on any component(s) with 

ratings below accomplished. The plan must include: 

-   Performance goals that are specific, measurable, realistic, and rooted in the   

Framework 

-   Strategies, activities, and a timetable, including additional classroom 

observations 

-  Identified support structures 

-    Sources of data 

-   Evidence needed. 

 The length of the plan is flexible but may not last more than two school years. 

b. Mentor. The teacher is assigned a (paid) mentor by the evaluator. 

c. Summary Conference. The teacher and an evaluator confer to assess the 

completion of the Improvement Plan.  A written summary is completed. When 

performance reaches the accomplished level, the teacher returns to a mutually 

determined point on Path 2. 

 

4.  Employment Decision. If at the end of two years classroom observations have not 

verified accomplished performance on the identified components, the teacher is placed on 

                                                 
*  Developed with help from Danielson and McGreal, Teacher Evaluation to Enhance Professional Practice, (ASCD/ETS, 2007, 

Second Edition) 
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notice that continued employment is in jeopardy. Additional observations and remedial 

efforts are required. 

a. The IHEA is notified. The teacher may elect to have an IHEA representative as a 

witness/observer at all conferences. 

b.  Remedial Plan. The teacher and evaluator develop a new improvement plan, 

focused on components with ratings below accomplished. The remedial plan must 

include at least six observations or conferences focused on the components in 

question. The plan must span a school year or its equivalent. Whenever 

performance reaches the accomplished level, the teacher returns to Path 2. 

c. Mentor. The teacher is assigned a mentor by the evaluator. This can be either the 

same mentor as assigned during formal assistance or a new mentor, at the 

discretion of the teacher. The teacher may elect to have the mentor at all 

conferences. 

d. Decision Conference. At the end of the Plan, the teacher and evaluator confer. If 

performance is below accomplished, the evaluator makes a recommendation 

regarding termination, reassignment, or severance. 

e. Note: This path refers to persistent problems in teaching performance and is 

independent of any need to address behavior requiring disciplinary action. 

 

5.  The termination of a teacher’s contract (continuing or limited) for cause is governed by 

O.R.C. 3319.16 and other laws providing for the termination of teacher contracts in 

specific cause situations. Nothing in this Evaluation Instrument is intended to limit or 

modify the rights or duties of the District or the teachers relating to termination for cause. 

The parties recognize that the evaluation and non-renewal of limited contracts is 

governed by O.R.C. 3319.11 and 3319.111, and it is intended that these statutes continue 

to apply except insofar as the parties have modified statutory evaluation timelines and 

procedures for limited contract in the Evaluation Instrument. 
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INDIAN HILL EXEMPTED VILLAGE SCHOOL DISTRICT 

2011-2012 CERTIFIED SALARY SCHEDULE 

STEP 

B.A. 

SALARY 

B.A. 

INDEX 

B.A.+15 

SALARY 

B.A.+15 

INDEX 

M.A. 

SALARY 

M.A. 

INDEX 

M.A.+15 

SALARY 

M.A.+15 

INDEX 

M.A.+30 

SALARY 

M.A.+30 

INDEX 

PhD 

SALARY 

PhD 

INDEX 

0 40,784 1.0000 42,824 1.0500 44,863 1.1000 46,902 1.1500 48,941 1.2000 49,961 1.2250 

1 42,824 1.0500 44,863 1.1000 47,106 1.1550 49,145 1.2050 51,184 1.2550 52,204 1.2800 

2 44,863 1.1000 46,902 1.1500 49,349 1.2100 51,388 1.2600 53,427 1.3100 54,447 1.3350 

3 46,902 1.1500 48,941 1.2000 51,592 1.2650 53,631 1.3150 55,671 1.3650 56,690 1.3900 

4 48,941 1.2000 50,980 1.2500 53,835 1.3200 55,874 1.3700 57,914 1.4200 58,933 1.4450 

5 50,980 1.2500 53,020 1.3000 56,078 1.3750 58,118 1.4250 60,157 1.4750 61,176 1.5000 

6 53,020 1.3000 55,059 1.3500 58,322 1.4300 60,361 1.4800 62,400 1.5300 63,420 1.5550 

7 55,059 1.3500 57,098 1.4000 60,565 1.4850 62,604 1.5350 64,643 1.5850 65,663 1.6100 

8 57,098 1.4000 59,137 1.4500 62,808 1.5400 64,847 1.5900 66,886 1.6400 67,906 1.6650 

9 59,137 1.4500 61,176 1.5000 65,051 1.5950 67,090 1.6450 69,129 1.6950 70,149 1.7200 

10 61,176 1.5000 63,216 1.5500 67,294 1.6500 69,333 1.7000 71,373 1.7500 72,392 1.7750 

11 63,216 1.5500 65,255 1.6000 69,537 1.7050 71,576 1.7550 73,616 1.8050 74,635 1.8300 

12 65,255 1.6000 67,294 1.6500 71,780 1.7600 73,820 1.8100 75,859 1.8600 76,878 1.8850 

13 67,294 1.6500 69,333 1.7000 74,024 1.8150 76,063 1.8650 78,102 1.9150 79,122 1.9400 

14 69,333 1.7000 71,373 1.7500 76,267 1.8700 78,306 1.9200 80,345 1.9700 81,365 1.9950 

15 71,373 1.7500 73,412 1.8000 78,510 1.9250 80,549 1.9750 82,588 2.0250 83,608 2.0500 

16 71,373 1.7500 73,412 1.8000 80,060 1.9630 82,099 2.0130 84,138 2.0630 85,158 2.0880 

17 71,373 1.7500 73,412 1.8000 81,161 1.9900 83,200 2.0400 85,239 2.0900 86,259 2.1150 

18 71,373 1.7500 73,412 1.8000 82,303 2.0180 84,342 2.0680 86,381 2.1180 87,401 2.1430 

19 71,373 1.7500 73,412 1.8000 83,404 2.0450 85,443 2.0950 87,482 2.1450 88,502 2.1700 

20 71,373 1.7500 73,412 1.8000 84,546 2.0730 86,585 2.1230 88,624 2.1730 89,644 2.1980 

21 71,373 1.7500 73,412 1.8000 85,647 2.1000 87,686 2.1500 89,725 2.2000 90,745 2.2250 

22 71,373 1.7500 73,412 1.8000 86,789 2.1280 88,828 2.1780 90,867 2.2280 91,887 2.2530 

23 71,373 1.7500 73,412 1.8000 87,890 2.1550 89,929 2.2050 91,969 2.2550 92,988 2.2800 

Appendix D 
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(1) Movement to Columns 3, 4, and 5 requires a Master’s Degree plus successful completion of the stated number of 

graduate hours. 

 

(2) The base for supplemental contract pay is $36,640. 

 

(3) Certified teaching assistants and certified tutors will be paid an hourly rate based on the 0 step of the salary 
schedule. 

(4) There will be no salary schedule (vertical) step increases, step movement or step credit for or during the 2011-2012 
school year, except that eligible teachers will step based on the horizontal schedule step increases only (not years 
of service) for degree advancement. 

(5) Two and one-half percent (2.5%) is added to the grid position for a Doctorate Degree in the area of certification and 
assignment.  The Ph.D column uses the MA + 30 index multiplier. 

Page 2 

Certified Salary Schedule 2011-2012 year 

10/25/2011 
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INDIAN HILL EXEMPTED VILLAGE SCHOOL DISTRICT 

2012-2013 CERTIFIED SALARY SCHEDULE 

STEP 

B.A. 

SALARY 

B.A. 

INDEX 

B.A.+15 

SALARY 

B.A.+15 

INDEX 

M.A. 

SALARY 

M.A. 

INDEX 

M.A.+15 

SALARY 

M.A.+15 

INDEX 

M.A.+30 

SALARY 

M.A.+30 

INDEX 

PhD 

SALARY 

PhD 

INDEX 

0 40,784 1.0000 42,824 1.0500 44,863 1.1000 46,902 1.1500 48,941 1.2000 49,961 1.2250 

1 42,824 1.0500 44,863 1.1000 47,106 1.1550 49,145 1.2050 51,184 1.2550 52,204 1.2800 

2 44,863 1.1000 46,902 1.1500 49,349 1.2100 51,388 1.2600 53,427 1.3100 54,447 1.3350 

3 46,902 1.1500 48,941 1.2000 51,592 1.2650 53,631 1.3150 55,671 1.3650 56,690 1.3900 

4 48,941 1.2000 50,980 1.2500 53,835 1.3200 55,874 1.3700 57,914 1.4200 58,933 1.4450 

5 50,980 1.2500 53,020 1.3000 56,078 1.3750 58,118 1.4250 60,157 1.4750 61,176 1.5000 

6 53,020 1.3000 55,059 1.3500 58,322 1.4300 60,361 1.4800 62,400 1.5300 63,420 1.5550 

7 55,059 1.3500 57,098 1.4000 60,565 1.4850 62,604 1.5350 64,643 1.5850 65,663 1.6100 

8 57,098 1.4000 59,137 1.4500 62,808 1.5400 64,847 1.5900 66,886 1.6400 67,906 1.6650 

9 59,137 1.4500 61,176 1.5000 65,051 1.5950 67,090 1.6450 69,129 1.6950 70,149 1.7200 

10 61,176 1.5000 63,216 1.5500 67,294 1.6500 69,333 1.7000 71,373 1.7500 72,392 1.7750 

11 63,216 1.5500 65,255 1.6000 69,537 1.7050 71,576 1.7550 73,616 1.8050 74,635 1.8300 

12 65,255 1.6000 67,294 1.6500 71,780 1.7600 73,820 1.8100 75,859 1.8600 76,878 1.8850 

13 67,294 1.6500 69,333 1.7000 74,024 1.8150 76,063 1.8650 78,102 1.9150 79,122 1.9400 

14 69,333 1.7000 71,373 1.7500 76,267 1.8700 78,306 1.9200 80,345 1.9700 81,365 1.9950 

15 71,373 1.7500 73,412 1.8000 78,510 1.9250 80,549 1.9750 82,588 2.0250 83,608 2.0500 

16 71,373 1.7500 73,412 1.8000 80,060 1.9630 82,099 2.0130 84,138 2.0630 85,158 2.0880 

17 71,373 1.7500 73,412 1.8000 81,161 1.9900 83,200 2.0400 85,239 2.0900 86,259 2.1150 

18 71,373 1.7500 73,412 1.8000 82,303 2.0180 84,342 2.0680 86,381 2.1180 87,401 2.1430 

19 71,373 1.7500 73,412 1.8000 83,404 2.0450 85,443 2.0950 87,482 2.1450 88,502 2.1700 

20 71,373 1.7500 73,412 1.8000 84,546 2.0730 86,585 2.1230 88,624 2.1730 89,644 2.1980 

21 71,373 1.7500 73,412 1.8000 85,647 2.1000 87,686 2.1500 89,725 2.2000 90,745 2.2250 

22 71,373 1.7500 73,412 1.8000 86,789 2.1280 88,828 2.1780 90,867 2.2280 91,887 2.2530 

23 71,373 1.7500 73,412 1.8000 87,890 2.1550 89,929 2.2050 91,969 2.2550 92,988 2.2800 

Appendix E 
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(1) Movement to Columns 3, 4, and 5 requires a Master’s Degree plus successful completion of the stated number of 

graduate hours. 

 

(2)The base for supplemental contract pay is $36,640. 

 

(3) Certified teaching assistants and certified tutors will be paid an hourly rate based on the 0 step of the salary 
schedule. 

(4) There will be no salary schedule (vertical) step increases, step movement or step credit for or during the 2012-2013 
school year, except that eligible teachers will step based on the horizontal schedule step increases only (not years 
of service) for degree advancement. 

(5) Two and one-half percent (2.5%) is added to the grid position for a Doctorate Degree in the area of certification and 
assignment.  The Ph.D column uses the MA + 30 index multiplier. 

Page 2 

Certified Salary Schedule 2012-2013 year 

10/25/2011 
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Appendix F 

INDIAN HILL EXEMPTED VILLAGE SCHOOLS 

Cincinnati, Ohio 

 

EXTRA- AND CO-CURRICULAR SUPPLEMENTAL COMPENSATION 

 For 2011-12 and 2012-13 school years 

 

1. Use a four-level approach to determine supplemental pay. Descriptions of each category 

follow.  

 2011-12 & 2012-13 yrs 

Group A $     5,770 

Group B $     3,607 

Group C $     2,164 

Group D $     1,442 

 

2.  If a current supplemental is higher than the recommended level, retain (“grandfather”) the 

current pay until the position changes hands or the negotiated increases catch up, 

whichever comes first. (Note: Effective for the 2011-12 and 2012-13 year(s), this will 

apply to Assistant Band Director and Orchestra.)  

 

4.  If a new co-curricular activity is proposed, the building administrator will use the category 

descriptions to recommend the appropriate pay level. 

 

5.  Develop job descriptions for each role, based on the information already gathered and the 

category descriptions. 

 

CATEGORY DESCRIPTIONS FOR CO-CURRICULAR SUPPLEMENTALS 

 

This category scheme groups co-curricular activities that share characteristics of student 

numbers, time commitment, and organizational complexity and responsibility. There will, of 

course, always be differences among activities in the same category. However, the overall 

balance among the factors is considered similar enough to warrant the same level of 

compensation. 

 

Group A Activities in this category typically involve a very substantial time commitment, 

large numbers of students, and a very high degree of complexity and 

organizational responsibility. The duration of the activity may be concentrated 

into one part of the school year or continue throughout; either way, contact hours 

exceed sixteen hours weekly. Group A activities also involve more than thirty 

students, and organizational responsibility includes such factors as managing 

expensive equipment, high visibility and heavy parental demands, and/or 

coordination with other internal and external parties. 

 

 Positions in Group A include Marching Band Director, Drama/Thespians, Pow-

Wow/Premieres Vocal Music Director. 
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Group B Activities in this category typically have high time commitment, many regular 

student participants, and significant organizational responsibilities. The mix of 

these factors may vary from activity to activity, but a typical pattern is a year-long 

activity involving more than twenty regularly participating students and requiring 

ten or more contact hours weekly outside the school day. Organizational 

responsibilities are high (for example, coordinating a project that  

requires extensive communication with faculty, staff, and parents or a long period 

of time). 

 Examples of positions in Group B include, but are not limited to, IHTN Advisor, 

Chieftain Advisor, and Junior and Senior Class Advisors (includes senior 

projects). 

 

Group C Activities in this category typically involve six or more contact hours a week 

outside the school day, more than ten regular student participants, and moderate 

organizational responsibilities. A typical pattern involves a year-long academic 

club that involves working with officers or a small group of students, with several 

special events or other high profile products. 

 

 Examples of Group C positions include, but are not limited to, Assistant Band 

Director, the Freshman and Sophomore Class Advisors, Elementary Choir 

Director, Primary Players Director, and advisors for Latin Club, Law Club, and 

Middle School Yearbook. 

 

Group D Activities in this category typically involve between one and ten students, 

requiring up through five contact hours of time outside of school per week, with 

some organizational responsibility. Organizational responsibilities may include 

communication with students, faculty, and parents, and special events.  

 

 Group D positions include advisors for Art Clubs, Computer Club, National 

Honor Society, Math Counts, Model UN, Peer Counseling, Student Council, Key 

Club, Spanish Club, and the Navig8ors Program. 

SUPPLEMENTAL POSITIONS AND COMPENSATION 

Position Group 

2011-12 & 2012-13 

Salary 

   

Drama/Thespians Group A $     5,770 

Marching Band Group A $     5,770 

PowWow/Premieres Vocal Dir Group A $     5,770 

   

Chieftain Group B $     3,607 

Fall Play/Spring Musical (MS) Group B $     3,607 

Junior Advisor Group B $     3,607 

PowWow Producer/Director Group B $     3,607 

Senior Advisor Group B $     3,607 

Student Government Group B $     3,607 

IHTN Advisor Group B $     3,607 
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Position Group 

2011-12 & 2012-13 

Salary 
Assistant Band* Group C $     2,214 

Orchestra* Group C $     2,214 

Drama Club, MS Group C $     2,164 

Elementary Choir Group C $     2,164 

Freshman Advisor Group C $     2,164 

Latin Club Group C $     2,164 

Law Club (Mock Trial) Group C $     2,164 

Legend Advisor Group C $     2,164 

MS Yearbook Group C $     2,164 

Primary Players Group C $     2,164 

Sophomore Advisor Group C $     2,164 

   

 

 

 

 

Academic Team Group D $     1,442 

Art Club (incl Photo Club) Group D $     1,442 

Navig8ors Group D $     1,442 

Chess Club Group D $     1,442 

Diversity Awareness Team Group D $     1,442 

Go Green Club Advisor (ES) Group D $     1,442 

Jazz Band Group D $     1,442 

Junior State of America Group D $     1,442 

Key Club Group D $     1,442 

Literary Magazine Group D $     1,442 

Math Counts Group D $     1,442 

Model UN Group D $     1,442 

Student Council, MS Group D $     1,442 

National Honor Society Group D $     1,442 

Newspaper (ES) Group D $     1,442 

Pep Band (HS) Group D $     1,442 

Power of the Pen Advisor Group D $     1,442 

Science Club (incl MS Science 

Olympiad)  Group D $     1,442 

Senior Projects Group D $     1,442 

Spanish Club Group D $     1,442 

Spirit Club Group D $     1,442 

Technology/Computer Club Group D $     1,442 

   

* denotes grandfathered amount 
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Appendix G 

INDIAN HILL EXEMPTED VILLAGE SCHOOLS 

ATHLETIC SUPPLEMENTAL COMPENSATION 

For 2011-12 and 2012-13 school years 

 

1.  The District maintains a list of supplemental duty positions for athletics. 

 

2. The salary for each position is a percentage of the supplemental base salary (“agreed base”) as set 

forth in the Collective Bargaining Agreement (see Appendices D and E, footnote 2).   Each 

position is assigned a rate percentage (“rate %”) based on the factors in Article XIV, Section 2.   

 

3.  At least every 3 years (or more frequently as needed), the Athletic Director and the Assistant 

Superintendent will convene and co-chair an Athletic Supplementals Committee including coach 

representatives. At least one coach representative shall be an IHEA member. (Note: The 

Committee last convened in the 2009-10 school year.)   

 

4. The Committee is tasked with reviewing the positions and rate % for the Athletic Director to 

make recommendations to the Superintendent for final approval by the Board.   

 

5. This appendix is not intended to limit the Board’s right to change, or fill, or create new athletic 

positions and/or to change rate percentages.   

2011-12 and 2012-13 Base Rate $36,640 

 

COACHING POSITION RATE 

2011-12 & 2012-13 

YEARS 

Baseball Coach, Varsity 13% $4,763 

Baseball Coach, Asst Varsity 9% $3,298 

Baseball Coach, JV 9% $3,298 

   Basketball Coach, Boys, Varsity 23% $8,427 

Basketball Coach, Boys, JV 16% $5,862 

Basketball Coach, Boys, 9th grade 15% $5,496 

Basketball Coach, Boys, Asst Varsity 14% $5,130 

Basketball Coach, Boys, MS 12% $4,397 

   Basketball Coach, Girls, Varsity 23% $8,427 

Basketball Coach, Girls, JV 16% $5,862 

Basketball Coach, Girls, Asst Varsity 14% $5,130 

Basketball Coach, Girls, MS 12% $4,397 

   Cheerleading Coach, Vars/JV, Fall/Winter 12% $4,397 

Cheerleading Coach, MS, Fall/Winter 6% $2,198 

Dance Coach, Varsity 5% $1,832 

Wrestlerettes Advisor 2% $733 

   Cross Country, Boys/Girls, Varsity 16.50% $6,046 

Cross Country Coach, MS 6% $2,198 

   Diving Coach, HS/MS 9% $3,298 
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COACHING POSITION RATE 

2011-12 & 2012-13 

YEAR 

Field Hockey Coach, Varsity 11% $4,030 

Field Hockey Coach, JV 8% $2,931 

Field Hockey Coach, Asst JV 6% $2,198 

   Football Coach, Varsity 25% $9,160 

Football Coach, Asst Varsity 16% $5,862 

Football Coach, 9th Grade, Head 13% $4,763 

Football Coach, MS, Head 13% $4,763 

Football Coach, 9th Grade, Asst 11% $4,030 

Football Coach, MS, Asst 11% $4,030 

   

   Golf Coach, Boys, Varsity 9% $3,298 

Golf Coach, Boys, JV 6% $2,198 

Golf Coach, Boys, MS 5% $1,832 

   Golf Coach, Girls, Varsity 9% $3,298 

Golf Coach, Girls, MS 5% $1,832 

   Intramurals Coach 4% $1,466 

   Lacrosse Coach, Boys, Varsity 15% $5,496 

Lacrosse Coach, Boys, JV 13% $4,763 

Lacrosse Coach, Boys, Asst Varsity 12% $4,397 

Lacrosse Coach, Boys, JV Asst 12% $4,397 

   Lacrosse Coach, Girls, Varsity 15% $5,496 

Lacrosse Coach, Girls, JV 13% $4,763 

Lacrosse Coach, Girls, JV Asst 12% $4,397 

Lacrosse Coach, Girls, Asst Varsity 12% $4,397 

   Soccer Coach, Boys, Varsity 18% $6,595 

Soccer Coach, Boys, JV 13% $4,763 

Soccer Coach, Boys, Asst Varsity 12% $4,397 

   Soccer Coach, Girls, Varsity 18% $6,595 

Soccer Coach, Girls, JV 13% $4,763 

Soccer Coach, Girls, Asst Varsity 12% $4,397 

   Softball Coach, Varsity 13% $4,763 

Softball Coach, JV 9% $3,298 

Softball Coach, Asst Varsity 9% $3,298 

   Swimming Coach, Boys/Girls, Varsity 13% $4,763 

Swimming Coach, Asst Varsity 9% $3,298 

Swimming Coach, MS 7% $2,565 
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COACHING POSITION RATE 

2011-12 & 2012-13 

YEAR 

Tennis Coach, Boys, Varsity 9% $3,298 

Tennis Coach, Boys, JV 6% $2,198 

Tennis Coach, Boys, MS 5% $1,832 

   Tennis Coach, Girls, Varsity 9% $3,298 

Tennis Coach, JV, Girls 6% $2,198 

Tennis Coach, Girls, MS 5% $1,832 

   Track Coach, Boys/Girls, Varsity 22.50% $8,244 

Track Coach, Boys/Girls, MS 12% $4,397 

Track Coach, Boys/Girls, Asst Varsity 10% $3,664 

Track Coach, MS, Asst 7% $2,565 

   Volleyball Coach, Varsity 14% $5,130 

Volleyball Coach, JV 10% $3,664 

Volleyball Coach, Asst Varsity 9% $3,298 

Volleyball Coach, MS 7% $2,565 

   Wrestling Coach, Varsity 16% $5,862 

Wrestling Coach, JV 12% $4,397 

Wrestling Coach, MS 10% $3,664 

 

 

 

EXTENDED PAY FOR SUPPLEMENTAL CONTRACTS: 

 

A coach whose team extends the regular season beyond the first level of post season tournament play will 

receive the following extended pay: 

 

a. an additional .5% of supplemental base salary if the season is extended one week (i.e., 

golf team advances from the Sectional to the District.) 

 

b. an additional .5% of supplemental base salary if the season is extended two weeks (i.e., 

golf team advances to the State.) 

 

Note: The maximum paid for extended pay will be 1.5% of supplemental base.  This would apply to the 

football program if the team advanced to the State semi-finals. 
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Appendix H 

 
 Differentiated Compensation Task Force – Memorandum of Understanding 

 

A fundamental goal of an evaluation system is for teachers to incrementally increase their 

expertise in teaching year to year and, therefore, incrementally increase their ability to raise 

student learning gains year to year.  The District wants to begin the process of studying how a 

differentiated compensation system for certified staff can assist in reaching that goal. 

 

Following the completion of the Indian Hill teacher evaluation revision process during the 2011-

12 school year, the Superintendent will appoint a Differentiated Compensation Task Force.  The 

Task Force will be comprised of: the Assistant Superintendent and two additional school 

administrators; the IHEA President (or designee); and equal representation of teachers and other 

certified staff from the Primary, Elementary, Middle and High schools.  The Superintendent will 

ensure all content areas are represented.  The Task Force will meet regularly throughout the 

2012-13 school year.  

 

The purpose of the Task Force will be to discuss how a differentiated compensation plan would 

support and enhance the Indian Hill evaluation system. 

 

The opinions and concerns of faculty members are welcome and encouraged.  Individuals with 

special experience may be invited to participate in the discussion on an ad hoc basis.  The 

recommendations of the Task Force that are unanimously agreed to by all members of the Task 

Force may be presented to the Superintendent for review.   

 

The Task Force will expire on June 30, 2013 unless extended by mutual agreement. 

 
 

 




