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ARTICLE I- RECOGNITION 

A. RECOGNITION 

The Austintown Local School District Board of Education, hereinafter referred to 
as the "Board'', recognizes the Ohio Association of Public School Employees 
(OAPSE/AFSC:ME Local #4 AFL-CIO), hereafter referred to as the "Union", on 
behalf of the Local #194 as the sole and exclusive bargaining representative for 
all classified employees employed or to be employed in the following described 
unit. 

B. BARGAINING UNIT 

The classified bargaining unit includes all regular full-time and regular short-hour 
employees in the following nine (9) classifications who are regularly assigned to 
work schedule: 

1. Bus Drivers 
2. Custodians-Sweeper/Cleaner-Groundskeeper 
3. Paraprofessionals 
4. Food Service Personnel 
5. Maintenance Personnel 
6. Mechanics 
7. Secretarial and Food Service Secretary 
8. Audio Visual Technicians 
9. Child-Specific Paraprofessionals 

C. BARGAINING UNIT EXCLUSIONS 

1. Supervisor of Facilities and Operations 
2 Supervisor of Transportation 
3. Fleet Foreman 
4. Superintendent's Secretary 
5. Director of Curriculum and Instruction's Secretary 
6. Substitutes 
7. Treasurer 
8. EMIS Administrative Assistant 
9. EMIS Coordinator 
10. Director of Business Services 
11. All other supervisory personnel, as recognized by R.C. 4117 .08. 
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ARTICLE TI-NEGOTIATIONS PROCEDURES 

A. DIRECTING REQUESTS 

A written request to open negotiations shall be served on either party not more 
than one hundred twenty (120) days or less than ninety (90) days prior to the 
expiration date of the Agreement or any reopener provisions. Requests for 
meetings from the Union normally will be made directly to the Superintendent or 
his/her designated representative. Requests from the Superintendent or the Board 
or their representative will be made to the President of the Union. A mutually 
convenient meeting date shall be set within fifteen (15) days, but not less than 
three (3) days of the date of the request. 

B. MEETINGS 

Once the meeting date, time and place have been established, both parties shall 
present their written proposals at the first meeting. Subsequent meetings will be 
used to negotiate the proposals until a tentative agreement is reached. 

C. TEAMS 

The Board and the Union shall be represented at all negotiation meetings by a 
reasonable number of negotiators, one (1) from each classification and the 
President of the Union. Negotiating team members shall be released from duties 
to attend meetings without loss of pay. Meetings will be held at such times that 
do not interfere with assigned duties of bargaining unit members unless otherwise 
mutually agreed. 

D. SUBJECTS FOR NEGOTIATIONS 

The Union shall have bargaining rights on the following subjects: 

1. Wages, hours, fringe benefits and other terms and conditions of 
employment; and 

2. Grievance procedures. 

E. PROGRESS REPORTS 

With the mutual approval of both parties, progress reports may be issued to the 
news media. 

F. EXCHANGE OF INFORMATION 

The Board and the Superintendent agree to furnish the Union negotiating 
committee, upon reasonable request; all available information concemmg 
financial resources of the district. 
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G. ITEM AGREEMENT 

As negotiated items are agreed upon, they shall be reduced to writing and initialed 
at the time of agreement. Such initials on the official document shall be construed 
as tentative agreement by both parties on that item or issue, subject to final 
ratification by the membership of the Union and the Board. 

H. AGREEMENT 

When agreement is reached through negotiations, the outcome shall be reduced to 
writing. Both parties shall review the agreement together to determine the 
accuracy of the transcript. If the agreement is then in proper form, it shall be 
submitted to the Union for ratification. Upon ratification by the Union, it shall be 
submitted to the Board for ratification and adoption at the next regularly 
scheduled or special Board meeting. Said agreement shall be signed by the 
Board's representatives and the Union representatives. 

I. DISPUTE RESOLUTION 

If forty-five (45) days prior to the expiration of the Agreement, issues have been 
discussed and no tentative agreement has been reached, either party may declare 
impasse. 

If impasse is declared, it is with the understanding that impasse proceedings are 
declared on all issues on which agreement has not been reached. 

The parties shall jointly prepare a request for a mediator and direct such request to 
the Federal Mediation and Conciliation Service (FMCS). 

The assigned mediator has the authority to recommend but not bind either party to 
any agreement. 

The forgoing mediation procedure is exclusive and shall constitute the parties' 
"mutually agreed upon alternative dispute resolution procedure" under Ohio 
Revised Code Chapter 411 7. 

J. PRINTED COPIES OF AGREEMENT 

The Board shall provide printed copies of this Agreement for all employees, the 
Board and the Administration no later than thirty (30) days following ratification 
by both parties, at no cost to the Union. 

ARTICLE ID - UNION DUES/FEES DEDUCTIONS 

A. The Union and the Board agree that each and every classified full-time and short
hour employee in the recognized bargaining unit should contribute equally toward 
the cost of administration of this master contract by OAPSE and for 
representation of the classified employees in the described bargaining unit. 
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B. All classified employees, whether they are employed by the Board as regular full

time or regular short-hour employees, and who are eligible to hold membership in 
the Union, shall become either: 

1. A member of OAPSE Local #194 and execute an authorization for dues 
deductions on a form provided by OAPSE; or, 

2. In the alternative, the Board Treasurer shall deduct from the salaries of the 
employee(s) not applying for membership a service fee in the amount set 
forth in written notification by the Union Treasurer. Such notice shall be 
provided not later than September 15 of each school year. Such fee shall 
be required as a condition of employment. 

3. Any employee who has been declared exempt for religious convictions by 
the State Employment Relations Board (SERB) shall not be required to 
pay said fair share fee. However, such employee shall pay, in lieu of such 
fair share fee, on the same time schedule as Union dues are payable, an 
amount of money equal to such fair share fee to a non-religious charitable 
fund exempt from taxation under Sections 501(c)(3) of the Internal 
Revenue Code, mutually agreed upon by such employee and the OAPSE 
State Treasurer written receipts evidencing payment to such agreed upon 
non-religious charitable fund. Failure to make such payment or furnish 
such receipts as proof of payment shall subject such employee to the same 
sanctions as would non-payment of union dues under the contract. 

4. In no case shall the monthly service fee be in excess of the regular Union 
membership dues. 

C. All bargaining unit members shall either authorize payroll deduction for payment 
of dues or remit payments directly to the Union Treasurer. 

D. Such deductions shall be made in eighteen (18) consecutive equal installments 
over a nine (9) month period, beginning with the second pay in October. Signed 
payroll deductions authorizations executed by the members shall be continuous 
from year to year or until such time as the employee withdraws such authorization 
in writing. Withdrawal of membership shall be made during a ten (10) day period 
from August 22 through August 31. Should a member withdraw during the 
withdrawal period, the Board Treasurer shall then deduct according to Section 
B.2. 

E. Payroll deductions shall occur immediately. 

F. The Board Treasurer shall forward to the OAPSE State Treasurer, a list of the 
gross amount on the employee's W-2 form. The Board Treasurer shall forward 
local dues and state dues to state OAPSE along with a description by name and 
amount for each employee. A copy of this description shall be forwarded to the 
OAPSE Treasurer. This shall be done within ten (10) days following each 
deduction. 
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G. The Union shall defend and indemnify the Board and the Treasurer, in their 
individual and official capacities hold them harmless against any and all claims, 
demands, suits or other forms of liability, including legal fees and expenses, that 
may arise out of or by reason of the action taken by the Austintown Local School 
District for the purposes of complying with any of the provisions of this article or 
in reliance on any lists, notices or assignments furnished under any of such 
provisions. The Union shall retain control of appointments of legal counsel for 
defense and indemnification purposes. 

ARTICLE IV - GRIEVANCE PROCEDURE 

A. DEFINITIONS 

1. A "grievance" is a disagreement involving a work situation in which an 
employee(s) of the classified staff believes that there has been an alleged 
violation, misinterpretation or misapplication of: 

a. The written Agreement entered into between the Board and the 
Union; 

b. State law regarding individual employment regulations; 

c. Established Board policy; and 

d. Written administrative rules and regulations. 

2. A "grievant" shall be defined as an employee, a group of employees or the 
Union alleging a grievance has occurred. 

3. The aggrieved person or persons may be represented at all steps of the 
grievance procedure by an OAP SE representative or other member of the 
bargaining unit. 

4. If the grievance procedure is not initiated within thirty (30) calendar days 
after the aggrieved person or persons knew or should have known of the 
event of condition upon which it is based, the grievance shall be 
considered waived. Any grievance not answered within the time limit 
shall be deemed resolved by relief requested by the employee or the 
Union. 

5. A "day'' shall mean a working day unless otherwise indicated. The 
number of days indicated at each level shall be considered as maximum 
unless extended by mutual agreement. 

6. Any employee shall have the right to process a grievance and be assured 
freedom from restraint, interference, coercion, discrimination or reprisal in 
presenting his/her appeal. 
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B. PROCEDURE 

1. LEVEL ONE - INFORMAL 

Any employee who has a grievance shall first submit a written request for 
an informal meeting setting forth the basis of the grievance. During the 
informal meeting, the employee shall discuss the grievance with his/her 
appropriate supervisor/administrator and a Union Representative. The 
date of the meeting shall be the date used by the parties to calculate any 
response time. 

2. LEVEL TWO - FORMAL 

If the informal discussion does not resolve the problem, such employee 
will have the right to lodge a written grievance with his/her appropriate 
supervisor/administrator. If the grievance is not lodged within ten (10) 
working days following the discussion at Level One, the grievance will be 
waived. A copy of the grievance will be filed with the Superintendent or 
his/her designee and the Union President or his/her designee. 

The employee will have the right to request a hearing with the appropriate 
supervisor/administrator. Such hearing will be conducted within ten (10) 
working days after receipt of such request. The employee will be advised 
in writing of the time, place and date of the hearing. The appropriate 
supervisor/administrator will take action on the written grievance or, if a 
hearing is requested, within ten (10) working days of the conclusion of the 
hearing. The action taken and the reasons for the action will be reduced to 
writing and copies will be sent to the employee, the Superintendent or 
his/her designee, the Treasurer of the Board and the President of the Union 
or his/her designee. 

3. LEVEL THREE -FORMAL 

{01687210-2} 

If the Level Two action taken by the appropriate supervisor/administrator 
does not resolve the grievance to the satisfaction of the employee, the 
employee may appeal in writing to the Superintendent or his/her designee. 
This written appeal request must be filed within twenty (20) working days 
after the date of the Level Two grievance hearing or else the grievance 
will be waived. Within ten (10) working days after receipt of a timely 
Level Three request, the Superintendent or his/her designee will conduct a 
hearing. The aggrieved employee will be advised in writing of the time, 
place and date of the hearing. 

The Superintendent or his/her designee will take action on the grievance 
and prepare a written report of such action within ten (10) working days 
after the hearing is held. The action taken and the reasons for the action 
will be reduced to writing and copies will be sent to the employee, the 
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Treasurer, the appropriate supervisor/administrator, and the President of 
the Union or his/her designee. 

4. LEVEL FOUR-FORMAL 

If the action taken by the superintendent or his/her designee does not 
resolve the grievance to the satisfaction of the employee, the aggrieved 
employee may request that the union submit the issue to arbitration. This 
request must be sent to the Superintendent or his/her designee by the 
Union within thirty (30) working days following the Level Three hearing. 
The arbitrator will be chosen from a list of seven (7) names furnished by 
the FMCS using the alternate strike method. Each party may request a 
second list. All other procedures relative to the hearing with the arbitrator 
will be in accordance with the rules and regulations of the FMCS. The 
arbitrator shall conduct the necessary hearing(s) and issue the decision 
within the time limit as agreed to by the Union, the Board and the 
arbitrator. A copy of the decision will be sent to the aggrieved employee 
and the Union President or his/her designee, the Treasurer and the 
Superintendent. 

The arbitrator will not have the authority to add to, subtract from, modify, 
change or alter any of the provisions of the Agreement, nor add to, detract 
from, or modify the language therein, in arriving at a decision in regard to 
the grievance. The arbitrator will be confined to those issues that have 
been presented and will have no authority to consider other issues that 
have not been presented for arbitration. 

The decision of the arbitrator will be binding on both the board and the 
Union. The Board and the Union will share the costs of the arbitrator 
equally. 

C. OTHER PROCEDURAL TERMS 

1. The written grievance shall be on a standard form provided by the Board 
and shall contain a concise statement of the facts on which the grievance is 
based, the specific provision of the agreement allegedly violated, and the 
relief sought. · 

2. The parties who are directly involved in the investigation of a grievance 
will cooperate with each other, and will furnish such information as 
requested by the other party in order to facilitate the processing of the 
grievance. 

3. Copies of all written decisions resulting from grievances will be sent to all 
parties involved, the Union President, the grievant, the Treasurer, the 
Superintendent and the appropriate administrator. 
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Twelve (12) month employees are entitled to the listed holidays for which they 
shall be paid their regular compensation provided each such employee accrued 
earnings on his/her next following scheduled workdays before and after such 
holiday, or was properly excused from attendance at work either or both of these 
days: 

Eleven (11) and Twelve (12) month employees: 

New Year's Day (two (2) days) 
Martin Luther King Day 
Good Friday 
Memorial Day 
Independence Day 
Labor Day · 
Thanksgiving Day (two (2) days) 
Christmas Day (two (2) days) 
President's Day 

B. If any of these days should be on a Saturday or Sunday and school is closed on 
Friday or Monday, then that day shall be a paid holiday. 

C. Sweeper/cleaners shall be permitted to work during the Christmas and Easter 
vacations as needed and approved by the Superintendent. 

ARTICLE VII - SENIORITY 

A. There shall be a seniority list by classification prepared by the administration and 
approved by the Union's executive board. This list shall be published with copies 
in each department in each building (posted on bulletin boards when appropriate) 
and copies shall be furnished to the Union. The seniority list shall be prepared 
and posted by October 31 and updated monthly. 

B. System Seniority shall be defined as the length of continuous employment with 
the Board as computed from the employee's most recent date of hire or first day 
worked. Substitute work shall not count towards seniority. 

C. Job Classification Seniority shall be defined as the length of continuous 
employment in an employee's present job classification as computed from 
employee's most recent date of entry into the job classification. 

D. For compensation purposes, service in a former classification shall be recognized 
in a new classification. It is understood that all employees that change from part 
time to full-time service, regardless of classification, will be converted to full
time service in a 2:1 ratio. For example: two (2) years of part time service will 
equal one (1) year of full-time service. Partial years will be rounded up. For 
example: 5.5 years will be converted to six (6) years. All employees will then be 
placed in the commensurate place on the compensation schedule. 
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4. The parties shall schedule grievance hearings to occur at a mutually
agreed upon date, time and place. Employees and representatives 
involved or participating in grievances, hearings and/or arbitration 
hearings shall be excused without loss of pay. Should any of the aboye 
still have work hours following the completion of the hearing, the 
employee or representative shall return to their workstation/work duties. 

5. The terms of this agreement, Board policies and Board administrative 
guidelines shall be applied uniformly to all bargaining unit members. 

ARTICLE V - EXHIBITS 

The compensation schedules and policy statements in the form of exhibits will be attached hereto 
and made a part of this Agreement. 

ARTICLE VI - PAID HOLIDAYS 

A. All classified employees shall receive the following paid holidays: 

1. All regular classified employees employed on a nine (9) or ten (10) month 
basis, whether salaried or compensated on an hourly or per diem basis, are 
entitled to a minimum of the following holidays for which they shall be 
paid their regular rate of pay, provided each such employee accrued 
earnings on his/her next preceding and next following scheduled workdays 
before and after such holiday or was properly excused from attendance at 
work on either or both of those days. 

{01687210 -2} 

For purposes of determining whether or not a person who is not in the 
employ of the Board on Labor Day is in compliance with the requirement 
of this section, this section states that in order for a classified employee to 
be eligible for Labor Day holiday pay, he/she must have accrued earnings 
on the scheduled workday immediately preceding Labor Day or have been 
excused from attendance at work on that day. The Board shall count the 
employee's last scheduled workday of his preceding period of 
employment as his/her last scheduled day of employment for purposes of 
this requirement. 

Nine (9) and ten (10) month employees are entitled to the following listed 
holidays: 

New Year's Day 
Martin Luther King Day 
Good Friday 
Memorial Day 
Labor Day 
Thanksgiving Day 
Christmas Day 
President's Day 
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Any employee that changes classification and/or hours will be placed on the 
appropriate step on the compensation schedule that applies to the new position. 

E. Employees shall not accrue seniority while on an approved leave of absence. 

F. Employee contracts shall contain the job classification, number of days and hours 
worked, and compensation. 

ARTICLE VIII - REDUCTION IN FORCE 

A. In the event it becomes necessary to reduce classified staff due to lack of funds, 
lack of work, or building closures, the following procedure shall govern such 
layoffs: 

1. The number of employees affected by reductions shall be kept to a 
minimum by not employing replacements, insofar as it is practical, for 
employees who resign, retire to otherwise vacate a position. 

2. Prior to the board instituting such reductions in the classified staff the 
Board and the Union shall meet to discuss such reductions. 

B. In any reduction, seniority within a classification shall prevail. Seniority shall be 
determined by the employee's most recent date of hire with the Board in a 
particular job classification (for reduction in force purposes only). In case of 
identical seniority, the following shall be the determinate: 

1. First date on payroll as a regular employee. 

2. Application date and time stamp. In the event the employee submitted an 
application online, the date a completed application is submitted to the 
Board will be used as the "application date." 

3. Toss of coin. 

C. When it has been determined that a reduction is necessary, temporary and 
seasonal employees shall be laid off first. Additional reductions shall begin with 
the least senior employee in the classification. Employees affected by a reduction 
in force shall be given advance written notice of layoff by April 30 of the year 
such reduction in force occurs, to be effective at the end of the employee's work 
year. A list of affected employees and their seniority dates shall be given to the 
President of the Union. Any employee affected by a reduction shall be granted 
displacement rights. Displacement shall be exercised on the basis of system 
seniority. Any employee affected by such a reduction shall displace a less senior 
employee in the following order: 

1. Within the same classification. 

2. Within the same classification series. 

10 
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3. Within the classification the employee held immediately prior to holding 
the classification from which the employee was laid off. 

4. Bumping shall not be utilized to increase an employee's compensation or 
hours of work. 

Any employee who displaces a less senior employee and accepts less hours will 
be recalled to the first available position in his/her former classification and hours 
or pass before any employee who has been laid off or any new employee is hired. 
An available position will be the position that is available after all employees in 
the classification who have the same hours as the position being recalled have had 
the opportunity to transfer by seniority to other buildings. The transfer will occur 
at a group meeting of individuals in that classification who have the same hours 
and may be interested in transferring. The employee shall apply for the position 
within the period of the job posting. The employee shall retain recall rights to the 
former position/classification and hours for a two (2) year period of time; 
however, if the employee passes on an available position, he/she forfeits any 
remaining recall rights. 

Should a position become available in the classification of lay off or acceptance 
of lesser hours and the position offers more hours, the position will be offered 
first to the employee who accepted the lesser hours. This offer will be made until 
the employee reaches the number of hours worked prior to displacement. 

Recall to vacant positions or from lesser hours shall not be posted for bid until all 
employees accepting lesser hours or employees on layoff have been recalled. 

D. Any employee laid off shall retain recall rights for a period of two (2) years 
during which time the Board shall not hire any new employee to any classification 
affected by a reduction until all employees laid off have been offered an 
opportunity to be reinstated. Should an employee on the recall list be offered 
reinstatement and refuses such, said employee shall have his/her name removed 
from the reinstatement list. Reinstatement from the recall list shall be to the same 
or equivalent position and hours as previously held prior to layoff. If reinstated 
during this period, the employee shall retain all previous accumulated seniority 
and all rights related to compensation and fringe benefits. Notice· of reinstatement 
shall be made by certified mail. The Board shall compile and maintain an 
updated list of laid off employees. 

E. Recall after any reduction will be in reverse order of the reduction, (i.e. last 
employee laid-off will be the first to be recalled). 

F. When a reduction in a classification exists and an opening is available in a 
different classification, senior employees, on layoff, will be considered for filling 
that opening. 

11 
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Refusals for reinstatement to a lesser position and hours or to a position not in the 
employee's classification shall not change the employee's recall rights. 

G. Seniority will be suspended or "frozen" when an employee is on a layoff period. 
Such recall will be maintained for up to two (2) years. 

H. Displacement of employees shall occur at a joint meeting of affected employees, 
administration and the Union. 

ARTICLE IX- VACATIONS 

A. Employees who work for less than eleven (11) months during the calendar year 
are not eligible for paid vacations. All employees who work for eleven (11) or 
more during the calendar year shall be granted paid vacations, excluding legal 
holidays as follows: 

Length of Service 

1 year, but less than 5 years, .84 days per month accrued 
5 years, but less than 10 years, 1.25 days per month accrued 
10 years or more, 1.66 days per month accrued 

Paid Vacation 

2 weeks 
3 weeks 
4weeks 

Employees moving from a part time position to a full-time position that accrues 
vacation will be granted vacation time based on their system seniority date not the 
date they started a position that accrues vacation. 

B. Employees who transfer from any public agency in Ohio or any Ohio school 
district shall be credited with all earned years of service for vacation calculations 
as prescribed in O.R.C. 9.44. 

C. Employees who become hospitalized or have a death in the immediate family 
while on vacation may convert vacation leave to sick leave and take their vacation 
at a later point in time. 

D. Employees may carry a maximum of two (2) weeks' (ten (10) working days) 
unused vacation time into the following year. Maximum to be carried over shall 
be ten (10) days. 

E. Employees may take their vacation at any time during the year, only with the 
approval of their immediate supervisor/administrator. 

12 
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ARTICLE X- WORKWEEK, EXTRA DUTY ASSIGNMENTS, TEMPORARY 
ASSIGNMENTS AND OVERTIME PAY 

A. The regular workweek shall be forty (40) hours, Monday through Friday, except 
for groundskeeper at Fitch, whose days may differ according to athletic events. 

The workweek for short-hour employees (i.e., employees who work less than 
seven (7) hours per day) shall be Monday through Friday and the hours shall be 
for the number required for the position. 

The Board will provide opportunities to regular short-hour employees on a 
district-wide rotation to "bump up" to available jobs that offer increased hours on 
a daily basis, if the employee wishes to take the increased hours for that day. 
However, the short-hour employee who "bumps up" shall not work more than 
eight (8) total hours worked for the day. Furthermore, no shifts will be split to 
allow a short-hour employee to work a partial shift. An exception to this "bump 
up" is if the Head Custodian position or Turn Leader position is open for the day, 
then that position first shall be offered to a full-time custodian or sweeper-cleaner 
within the building based on seniority rotation. However, the employee accepting 
the Head Custodian or Turn Leader shall not be permitted to work more than eight 
(8) hours a day and shall not work the employee's otherwise assigned shift. An 
additional exception is that sweeper-cleaners and custodians shall be offered the 
opportunity to work extra hours and/or overtime for events (e.g., events such as 
drama plays, commencement, weekend holiday programs) occurring in the 
sweeper-cleaner/custodians' building on a building-wide, seniority basis. An 
additional exception is that sweeper-cleaners and custodians shall be permitted to 
work "continuation" overtime with prior approval from Supervisor of Operations 
and Facilities. Bus drivers/transportation, Child-Specific Paraprofessionals and 
cafeteria employees are excluded from the above bump-up and related provisions 
and additional responsibilities will not be affected in any way by these provisions. 

This section shall supersede any other conflicting section or provision of this 
agreement. However, the parties recognize that Article X.,D. does not conflict 
and this section shall be read in conjunction with Section Article X.,D. 

B. For all twelve (12) month employees, the regular workday shall consist of eight 
(8) hours including thirty (30) minutes for lunch. Employees who work four (4) 
hours or less are not entitled to a lunch period. 

C. Time and one-half (112), overtime, shall be paid only for all hours worked over 
forty (40) hours in one (1) workweek. Overtime/premium pay shall not be paid 
for Saturday or Sunday work, unless employees exceed forty ( 40) hours worked 
in a workweek. For the purposes of determining overtime, hours worked shall be 
limited to those hours actually worked by employees (i.e., not any leave, 
vacations or holidays). 

13 

{01687210-2} 



D. Employees must first fulfill their regular contracted position(s) before accepting 
any overtime, temporary or extra duty assignment. An employee who accepts a 
temporary or extra duty assignment shall remain in the assignment until this 
assignment is no longer needed. The Board shall retain discretion and 
management rights to use regular _employees for overtime work when it is in the 
operational interests of the district. However, the Board will not be obligated to 
offer extra duty or overtime to regular employees, except as set forth above in 
X.A regarding regular short-hour employee "bump-ups." 

This section shall supersede any other conflicting section or provision of this 
agreement. However, the parties recognize that Article X.,A. does not conflict and 
this section shall be read in conjunction with Section Article X.,A. 

E. Outside of normal working hours, no Board owned facility shall be open for rental 
purposes at any time without a custodian or sweeper/cleaner being on duty. 

F. Employees required to work holidays shall be paid at their regular rate for all 
hours worked in addition to the holiday pay plus straight time for the first eight 
(8) hours worked and time and one-half (1 Yi) for each hour beyond the first eight 
(8) hours. 

G. Subject to Sections A & D. above, when the Board determines that the operational 
interests of the District warrant offering overtime, all overtime and extra duty 
assignments or temporary assignments shall be offered to regular employees 
before a substitute is used. 

H. Regular employees substituting or working extra hours beyond their contract 
within their classification will be paid their regular hourly rate with the exception 
of bus drivers (who will receive compensation in accordance with Exhibit E) and 
those employees hired specifically for summer work. 

The substitute rate for employees covered under this agreement shall be set at the 
Board-adopted substitute rate plus one dollar ($1.00). 

Except as otherwise set forth in Section A above, sweeper/cleaners will be given 
first consideration for summer custodial/maintenance work. Other classifications 
will be considered for summer work if the necessity arises for additional work in 
their classification. These workers will be hired by the Board and specifically 
classified as "Summer Workers." 

I. Wages for summer employees are: 

Summer (June, July, August) $9.39 
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J. Dual Contracts. 

1. Effective with the 2013-2014 school year, no employee may hold or bid 
on a dual contract, including any employee who was previously 
grandfathered from this prohibition. 

K. Employees who work thirty (30) hours or more per week will be eligible for 
benefits. 

L. Compensatory time shall not be used to avoid payment of overtime and shall only 
be exercised at the employee's request. 

M. Reimbursement for any required meeting/workshop shall be paid employee at 
hourly rate. 

N. No mandatory meetings/workshops will be scheduled on the day prior to holidays. 

0. Regular employees substituting within their classification shall be paid their 
regular hourly rate. Regular employees substituting outside their classification 
shall be paid the substitute rate. 

P. Regular employees substituting within their classification shall be paid their 
regular hourly rate. Regular employees substituting outside their classification 
shall be paid the employee substitute rate identified above in Section H. 

Q. Any employee required to work Conference Days will have the option to fill 
his/her required contract's hours prior to the Conference Day, with the exception 
of sweeper-cleaners and custodians may fill their hours immediately following the 
actual conference with the permission of the head custodian or principal. 

ARTICLE XI- SCHOOL CLOSING 

Any bargaining unit employee required to work and working during the time of an 
emergency, epidemic, or public calamity requiring a school or schools to be closed to 
students shall be compensated at their regular rate of pay for all hours worked during 
such closure, in addition to calamity day pay. 

Should a school or schools be closed after an employee has reported to work, the 
employee shall be paid a minimum of one (1) hour's pay for the number of hours worked 
in addition to the calamity day pay. 

If an employee's regularly scheduled work hours are affected or reduced by a two (2) 
hour delay, the employee will receive his/her regular days/hours pay. 

Calamity days officially begin with the start of the day shift on the day in question. It 
shall continue through the afternoon shift and conclude with the end of the midnight shift. 
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If more than five (5) calamity days are necessary during one (1) school year, any make up 
days required by the State will be made up immediately following the student's 
scheduled last day of the school year. If end of the year make up calamity days interfere 
with commencement, then the days will be made up on Saturday/holidays/spring break, 
as will mutually agreed to OAPSE, AEA, and the Administration. 

There will not be additional compensation for days made up due to these circumstances. 

The administration may make a calamity day determination on a building-specific basis, 
e.g., loss of heat, water or power that does not affect each building of the district, or even 
a partial building basis. If a building or portion of a building in the district is closed but 
the other buildings or other portions of the building remain open, employees who work in 
the buildings or portions of the building that remain open shall still report to work and 
perform their duties and shall not receive calamity day pay. 

ARTICLE XII - UNION RIGHTS 

A. PROFESSIONAL l\.1EETINGS 

1. Classified employees may be permitted to attend professional meetings 
without loss of pay with the prior approval of the Superintendent or 
designee. The Board will replace the employee taking professional leave 
consistent with Article X. Additionally, requests to attend professional 
meetings must be made in writing to the Superintendent or his/her 
designee at least two (2) weeks in advance to the meeting, unless such 
notice could not be provided within that timeframe. 

{01687210-2} 

All personnel shall be reimbursed for authorized attendance at 
professional workshops according to the following schedule: 

Mileage - Maximum six hundred ( 600) miles - shall be paid at IRS 
standards to be adjusted each January 1 as well as any time the IRS 
changes the mileage rate. To receive reimbursement, each employee must 
submit written verification of the mileage amount from MapQuest or a 
similar mileage verification source should MapQuest cease to exist. 

Lodging- One Hundred ($100.00) dollars per day per person or 100% of 
the rate if required to attend by the Austintown Board of Education. 

Food-Thirty-Five ($35.00) dollars per day per person. 

Registration - Approved in advance 

Reimbursed expenses must be filled, in writing, following the meeting 
with expenses itemized and receipts attached. Forms for application and 
reimbursement will be provided. 
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2. Upon submitting a professional leave form to the Superintendent or 
designee at least two (2) weeks in advance of the meeting date, the 
following employees shall be permitted to attend the annual district 
meeting as representatives of the Union without loss of pay: 

1- President of OAPSE 1 - Secretary 1 - Bus Driver 

1- Paraprofessionall - Sweeper/Cleaner 1 - Bus Mechanic 

1 - Cafeteria Worker 1 - Maintenance 1 - Custodian 

Nine (9) total provided, however, that this meeting date shall coincide 
with OAPSE/NEOEA Day or other days agreed upon by the Union and 
the Board. 

3. The President and duly elected delegates, alternates shall be permitted to 
attend the annual OAPSE conference without loss of pay. Each local shall 
be granted one (1) delegate for each one hundred (100) members or 
fractional part thereof. 

B. Afternoon shift employees shall be permitted to attend Union meetings and other 
special meetings, including Board of Education meetings, provided they first 
notify their principal and are willing to return to their building and complete their 
work, and make up the lost time; and provided, further, that a minimum of one (1) 
employee remains on duty except when a school function requiring the employee 
to stay is taking place. 

C. The Union or any committee thereof shall be authorized to use the school courier 
mail service. 

D. The Union or any committee thereof may use school facilities and equipment, 
with advance approval. Supplies necessary for the use of the equipment shall be 
furnished by the Union. 

E. The Board agrees to give the Union advance notice of all regular or special Board 
meetings solely via an email to the Union President and the public postings on the 
Board's website. 

F. The Board agrees to provide the Union with copies of the approved Board 
minutes following the Board meeting in which the minutes were approved at no 
cost to the Union via an email to the Union President. 

G. Release time shall be granted to the Union President, or a designee of the Union 
President if he/she is unavailable, and/or grievance representatives to appear on 
work sites during working hours as union representatives with the prior approval 
of the Superintendent or his/her designee. Requests for such approval must 
specify the date of the requested release time and number of hours of release time 
being requested. 
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H. Both the President and the Vice-President (or one (1) designee of either) of the 
Union may be permitted release time to attend OAPSE and/or local union 
business for up to two (2) days per month (i.e., no more than four ( 4) total Union 
days per month combined for all employees above) with the prior approval of 
Superintendent or his/her designee. Additionally, requests for release time must 
be made in writing to the Superintendent or his/her designee at least two (2) 
weeks in advance of the need for time off, unless such notice could not be 
provided within that time:frame. The employee shall give as much notice as 
reasonably possible before the need for such release time so that the 
administration may provide coverage for the employee's position, if necessary, 
which shall occur consistent with Article X. 

I. School Calendar - Prior to the establishment of the school calendar, the 
Superintendent will receive input from two (2) representatives of the Union for 
calendar consideration. 

J. Labor Management - In an effort to solve problems before they become 
grievances, the administration agrees to meet with the representatives of the 
Union to confer on matters of mutual concern. The administration and the Union 
also agree to meet and work together to address issues arising in relation to 
employees' terms and conditions of employment. Meetings shall be held at the 
request of either party. 

K. Bulletin Boards - The building principal or appropriate administrator shall 
designate bulletin boards in each building for the general use of the Union. The 
bulletin boards shall, where possible, be located in areas readily accessible to and 
normally :frequented by the employees. 

L. OAPSE State Officer Leave - The Board may grant unpaid leave to any employee 
who is a state or district OAPSE officer upon advance written request. Such leave 
is to be requested in writing at least one (I) week in advance. The Board has 
discretion to deny such leave only when the employee's absence would constitute 
an operational hardship (for example, inability to find a properly-trained 
substitute). 

M. Hiring Employees - As a final step before a new bargaining unit employee is 
hired, an interview shall be held with the prospective employee and the person 
doing the hiring. At that time the employee shall be advised to contact the Board 
Treasurer and the Union Treasurer if hired by the Board. 

ARTICLE XIII - COMPENSATION 

A. Except as set forth in Article Xill.M., ''Probationary Program," employee 
compensation shall be uniform for like positions, except for compensation 
increments based upon length of service. 

B. Nine (9) and ten (I 0) month hourly employees who are employed with the Board 
before August 1 of the current school year may choose either the nineteen (19) or 
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twenty-six (26) pay plan. Employees must specify in writing to the Treasurer that 
he/she elects to choose one (1) of these options by August 1 of each year. When 
the option is taken the decision remains in effect for the entire school year. At the 
end of the school year the employee may elect to change this option. New nine 
(9) and ten (10) month hourly employees (those employed on or after July I of the 
current school year) do not have the option to choose the twenty-six (26) pay plan 
until the following full school year but instead will be compensated on the 
nineteen (19) week plan. 

C. Due to the nature of the twenty-six (26) pay plan and the mathematics of twenty
six (26) pays not being equally divisible into three hundred sixty-five (365) days, 
periodic adjustment of pay periods every three (3) to five (5) years will be 
required. 

The Treasurer shall, at the beginning of each contract year, provide a Board 
approved salary/compensation notice for each employee. 

D. All employees shall be paid via direct deposit. 

E. Employees shall have the following deductions. 

1. Federal Taxes 

2. State Taxes 

3. City Taxes 

4. Dues/Fees 

5. *Annuities/Tax Shelters including employee contributions to SERS 

6. *Insurance/Fringe Benefits 

7. *PEOPLE - The employer agrees to deduct from the wages of any 
employee who is a member of the Union a PEOPLE (Public Employees 
Organized to Promote Legislative Equality) deduction as provided in a 
written authorization. Such authorization must be executed by the 
employee and may be revoked by the employee at any time by giving 
written notice to both the employer and the Union. The employer agrees 
to remit any deductions made pursuant to this provision promptly to the 
Union together with an itemized statement showing the names of each 
employee from whose pay such deductions have been made and the 
amount deducted during the period covered by the remittance. 

8. *Credit Union 

*Optional participation except for SERS 
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F. All pay stubs shall show the date on which the pay period ends. 

G. Anytime there is a change or adjustment shown on the electronic pay stub, the 
Board will make best efforts to send supporting documentation along with the 
electronic pay stub. 

H. Longevity Pay. 

Effective with the 2008-09 contract year, the following longevity steps shall be in 
place for employees. 

A salaried employees who has completed fifteen (15) continuous years of service 
with the Austintown Local School District shall have five hundred dollars 
($500.00) added to his/her salary beginning with the sixteenth (16th) year 
(following fifteen (15) continuous years of service with the District) which will 
remain part of his/her annual salary. 

Commencing with the twenty-first (21st) year (following twenty (20) continuous 
years of service), five hundred and fifty dollars ($550.00) and commencing with 
the twenty-sixth (26th) year (following twenty-five (25) continuous years of 
service), six hundred ($600.00) shall be added to the employee's salary in like 
manner. 

An hourly employee who satisfies the foregoing level(s) of continuous years of 
service with the District shall receive fifty percent (50%) of the amount provided 
to the salaried employee at the respective level. For example, if an hourly 
employee has completed fifteen (15) continuous years of service with the District, 
he/she shall be entitled to receive two hundred fifty dollars ($250.00) added to 
his/her compensation in his/her sixteenth year of service. Consistent with the 
terms set forth above with regard to salaried employees, hourly employees who 
satisfy the respective levels of continuous service would be entitled to receive the 
following amounts added to their compensation: two hundred seventy-five dollars 
($275.00) (following the 20th year of continuous service, effective in the 21st 
year); and three hundred dollars ($300.00) (following the 25th year of continuous 
service, effective in the 26th year). 

I. Shift Differentials - Afternoon/Midnight hourly employees whose regular shift 
commences by 2:00 PM and before 8:00 PM shall receive a differential: 

J. 

$0.17/hr 

Differential for shifts commencing before 8:00 PM and before 7:00 AM: 

$0.27/hr 

1. For contracted hours worked for the 2012-13 school year, each employee 
will receive a one-time, lump sum payment in an amount equal to 1.95% 
of contracted hours. This payment/amount is not retroactive. For the 
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2012-2013 school year, any increase occurring under this Section shall 
apply only to the base salary/wage rates and shall not apply to added 
responsibility stipends, longevity steps or in-service. Effective for the 
2013-14 school year, this 1.95% increase will be added to base 
salary/wage rates for all employees and shall not apply to the 
responsibility stipends, longevity steps or in-service rates. 

2. Any increase in the base salary for the 2013-2014 and/or 2014-2015 
contract year(s) shall be contingent on a percentage increase in the 
amount of total state funding allocated to the Austintown Local School 
District in the State of Ohio's biennial budget for that year from the 2013 
fiscal year. The increase shall be determined as follows: 

2013-2014 Contract Year 

If the amount of total state funding allocated to the Austintown Local 
School District from the state's biennial budget for the 2014 fiscal year is 
$1,500,000 (One Million Five Hundred Thousand dollars) or more above 
the amount the District received for the 2013 fiscal year, the base 
salary/wage rate for the 2013-2014 contract year shall be increased by 
1.95% from the 2012-2013 base salary/wage rate. 

If the amount of total state funding allocated to the Austintown Local 
School District from the state's biennial budget for the 2014 fiscal year is 
between $500,000 (Five Hundred Thousand dollars) and $1,499,999 (One 
Million Four Hundred Ninety Nine Thousand and Nine Hundred and 
Ninety Nine dollars) above the amount the District received for the 2013 
fiscal year, the base salary/wage rate for the 2013-2014 contract year shall 
be increased by 1 % from the 2012-2013 base salary/wage rate. 

If the amount of total state funding allocated to the Austintown Local 
School District from the state's biennial budget for the 2014 fiscal year is 
less than $499,999 (Four Hundred Ninety-Nine Thousand Nine Hundred 
and Ninety-Nine Dollars) above the amount the District received for 2013 
fiscal year, the base salary/wage rate for the 2013-2014 contract year shall 
remain at the 2012-2013 base salary/wage rate. 

2014-2015 Contract Year 
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If the amount of total state funding allocated to the Austintown Local 
School District from the state's biennial budget for the 2015 fiscal year is 
$1,500,000 (One Million Five Hundred Thousand dollars) or more above 
the amount the District received for the 2013 fiscal year, the base 
salary/wage rate for the 2014-2015 contract year shall be increased by 
1.95% from the 2013-2014 base salary/wage rate. 

If the amount of total state funding allocated to the Austintown Local 
School District from the state's biennial budget for the 2015 fiscal year is 
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between $500,000 (Five Hundred Thousand dollars) and $1,499,999 (One 
Million Four Hundred Ninety Nine Thousand and Nine Hundred and 
Ninety Nine dollars) above the amount the District received for the 2013 
fiscal year, the base salary/wage rate for the 2014-2015 contract year shall 
be increased by 1 % from the 2013-2014 base salary/wage rate. 

If the amount of total state funding allocated to the Austintown Local 
School District from the state's biennial budget for the 2015 fiscal year is 
less than $499,999 (Four Hundred Ninety-Nine Thousand Nine Hundred 
and Ninety-Nine Dollars) above the amount the District received for 2013 
fiscal year, the base salary/wage rate for the 2014-2015 contract year shall 
remain at the 2013-2014 base salary/wage rate. · 

The term ''total state funding" means total state foundation funding, which is 
currently reflected in Line 0 of the Bridge Formula for State Foundation Funding 
Report - excluding the Career-Technical Education Allocation listed in the 
disclosure items. For the 2014 and 2015 fiscal years, total state funding shall be 
the total foundation funding amount that is reported in any successor report, form 
or line that corresponds to Line 0 of the Bridge Formula for State Foundation 
Funding Report - excluding the Career-Technical Education Allocation listed in 
the disclosure items. For fiscal years 2014 and 2015, total state funding shall be 
the amount that is reported on the Report that first reflects the actual formula 
ADM (average daily membership) for the respective fiscal years. 

The parties agree that the amount received by the Austintown Local School 
District for the 2013 fiscal year is $17,993,503.09 (Seventeen Million Nine 
Hundred Ninety Three Thousand Five Hundred Three Dollars and Nine Cents). 
This amount shall be used in the determination of percentage increases for the 
2013-2014 and/or 2014-2015 contract year(s). 

Retroactivity of Base Salary increases for 2013-2014 and 2014-2015 Contract 
Years 

The Board will make its best efforts to pay any increase in made under this 
provision for the 2013-2014 and/or 2014-2015 contract year(s) by the first 
payroll date, but not later than forty-five (45) days, following the date of 
the Report that first reflects the actual formula ADM (average daily 
membership). All increases in base salary/wage rate for the 2013-2014 
and/or 2014-2015 contract year(s) shall be made retroactive to the 
beginning of the applicable contract year. 

Except as otherwise indicated herein, across the board percentage raise will be 
calculated by adding the negotiated increase to the previous year's salary for each 
step. The negotiated increase shall also apply to all added responsibility stipends 
(excluding longevity steps and in-service). 
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K. The Board shall provide a 403(b) plan for all bargaining unit members who wish 
to participate. 

L. Probationary Program 

1. The parties have established a "Probationary Program" for employees 
hired into the District after June 12, 2008. The "Probationary Program" 
shall cover the employee's first three (3) years of service within a 
classification. 

2. The hourly rates for employees in the Probationary Program shall be as 
follows: 
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Bus Driver 

Clerk 

Probationary Year 1-$14.79 
Probationary Year 2 - $15 .61 
Probationary Year 3 -$16.44 

Probationary Year 1- $11.57 
Probationary Year 2-$11.82 
Probationary Year 3 - $12.07 

Custodian 

Probationary Year 1-$13.20 
Probationary Year 2 - $13 .3 6 
Probationary Year 3 -$13.58 

Food Service Worker 

Probationary Year 1 - $11.00 
Probationary Year 2- $11.15 
Probationary Year 3 -$11.30 

Groundskeeper 

Probationary Year 1 - $13 .20 
Probationary Year 2 - $13.36 
Probationary Year 3-$13.58 

Maintenance 

Probationary Year 1 - $13.37 
Probationary Year 2-$13.52 
Probationary Year 3- $13.76 

23 



Mechanics 

Probationary Year 1-$15.50 
Probationary Year 2-$15.75 
Probationary Year 3 - $16.00 

Paraprofessional 

Probationary Year 1 - $11.57 
Probationary Year 2 - $11.82 
Probationary Year 3-$12.07 

Secretary (12-month) 

Probationary Year 1 - $10.98 
Probationary Year 2 - $11.68 
Probationary Year 3 - $12.3 8 

Secretary (10-month) 

Probationary Year 1-$10.98 
Probationary Year 2-$11.68 
Probationary Year 3 - $12.3 8 

Sweeper - Cleaner 

Probationary Year 1 - $10.34 
Probationary Year 2 - $10.67 
Probationary Year 3 - $11.00 

Technician - AV 

Probationary Year 1 - $11.04 
Probationary Year 2 - $11.48 
Probationary Year 3- $11.92 

3. Other terms of the "Probationary Program": 
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a. Upon completion of the three (3) years of probation within a 
classification, the employee will begin work at Step 0 of that 
classification. Employees who are non-renewed and hired back for 
the next consecutive school year to the same classification will 
advance to the next probationary or regular salary step to which 
they would have been entitled if they had continued employment 
without this break in service. 
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b. Time served while on probation shall count for the purposes of 
district seniority. 

c. Probationary years shall count for the purposes of continuous 
service in the district to receive longevity payments (e.g., three (3) 
probationary years plus twelve (12) years beyond probation equals 
15 total years of service.) 

d. If any newly-hired employee bids out of, transfers or otherwise 
moves into a different classification, the employee shall start at 
Probationary Year 1 of the new classification. As clarification of 
the statement above, custodian and sweeper-cleaner shall be 
considered the same classification. 

e. If any current employee bids out of, transfers or otherwise moves 
into a different classification, the employee shall start at the first 
step of the new classification that would guarantee the employee a 
raise from his/her prior base hourly rate. (This determination shall 
occur without considering any stipends, shift differentials or other 
"add-on" dollar amounts to the employee's base hourly rate in 
either position.) 

f. Sweeper-cleaners and custodians are the same classification and 
therefore movement from a sweeper-cleaner to a custodian will be 
subject to Article VII.D. 

g. Employees in the Probationary Program shall not be eligible for 
any stipends or shift differential payments. 

h. Employees in the Probationary Program shall be eligible for the 
District in-service program. 

I. If the employee does not work the SERS-mandated one hundred 
twenty (120) days in a contract year, the employee will begin the 
next contract year at the same Probationary Year as the prior 
contract year (e.g., employee who is newly-hired in April of a 
contract year would return for the subsequent contract year at 
Probationary Year I level). 

M. Employees who are non-renewed and hired back for the next consecutive school 
year to the same classification will advance to the next probationary or regular 
salary step to which they would have been entitled if they had continued 
employment without this break in service. 
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ARTICLE XIV - CLASSIFIED EMPLOYEES IN-SERVICE PROGRAM 

A. PHILOSOPHY 

Regardless of category, any classified employee can serve the school system and 
himself/herself by pursuing formal and approved training programs designed to 
improve skills related to his/her position. The Board and administration recognize 
and encourage the pursuit of such programs. 

I. When a part time person becomes full-time, in-service credit based on the 
number of classes taken is carried over to the new position regardless of 
what the new classification is. 

B. CONDITIONS OF IN-SERVICE 

I . Self-contained in-service programs issuing approved credit must be 
approved by the Board. 

2. Self-contained in-service programs must be coordinated by an instructor 
approved by the Superintendent or the Superintendent's designee. Such 
instructor may be a classified employee of the district, or such other 
person deemed approvable, as above. Proof of attendance must be 
submitted to the Superintendent or the Superintendent's designee before 
in-service credit will be given. 

3. The number of participants of an in-service program may be limited by the 
coordinator of the program. 

4. Approved in-service programs for credit must be taken outside the 
individual's regularly assigned working hours and not during released 
time for credit to be issued. 

5. No person shall be granted in-service credit more than once for any given 
course. 

6. Certain programs are excluded from receiving in-service credit as follows: 
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a. 18-hour Bus Driver Safety Program, as required for contract 
drivers and conducted by the State of Ohio. These are conditions of 
employment. 

b. Annual Bus Driver Safety Program conducted by the Mahoning 
County Board of Education for which a stipend is presently paid to 
participants. 

c. Building, departmental, or divisional staff meetings as required by 
a supervisor or administrator. 
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d. Training programs taken before employment with the Austintown 
Local School District. 

e. Formal or informal programs designed to lead one to receive 
Department of Industrial Relations Low or High Pressure Boiler 
Operator's License which is currently recognized on the 
appropriate compensation schedule. 

f. Training programs specifically designed to promote skills outside 
the immediate field of educational service responsibilities, i.e. real 
estate, insurance etc. 

g. Attendance at professional meetings for which the Board pays 
registration fees, travel, housing or other costs. 

h. No person shall be granted in-service credit until all required forms 
are completed and submitted to the Superintendent or designee. 
Under no circumstances shall payments be made retroactively to 
any person who has failed to submit the required in-service forms 
in a timely manner. 

7. Persons enrolling in degree granting or credit hour granting programs from 
an accredited College, University, Community College, Trade School 
and/or workshops may be granted in-service credit if the work is 
applicable to enhancing the employee's position and if the course work 
has been previously approved by the Superintendent or designee. Two (2) 
semester hours or three (3) quarter hours course work successfully 
completed will earn one (1) in-service unit. An official transcript or grade 
card must be submitted. Up to eighteen (18) units may be earned in this 
manner. 

8. One (1) computer class in-service credit will be given to employees in the 
following classifications where computer skills may not be directly 
designed to improve their skills related to his/her position: Cafeteria, 
Custodial, Transportation and Maintenance. 

9. One (1) unit of credit may be granted for health services such as CPR ~d 
Red Cross. 

10. No in-service credit will be given unless the employee submits proof of 
the completion of the in-service program to the Superintendent or his/her 
designee. 

C. DEFINITIONS 

I. The Austintown Local Schools' Classified In-service Program shall be in 
effect. 
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2. All persons desiring to take an in-service program must apply for approval 
by the Superintendent or designee on the form attached before credit may 
be granted. Applications must be received before initiation of the 
program. 

3. A classified instructor who coordinates, directs, or teaches an approved in
service program at the request of the administration or the Board will be 
paid at one and one half (1 Yi) times his current hourly rate or elect to 
receive in-service credit. 

4. An in-service program unit is defined as twenty (20) classroom hours of 
an approved program which may be met with a locally operated course, or 
an approved program of twenty (20) classroom hours conducted by such 
institutions as Chaffin, MCCTC, School District Adult Education, 
Mahoning County Farm Bureau, Youngstown State University, or others 
bearing similar credentials. 

5. Upon completion of one (1) unit [twenty (20) hours] of in-service and for 
each of seventeen (17) subsequent units, ten cents ($.10) per hour will be 
added permanently to the compensation schedule of the person achieving 
same, effective with the new contract year of the employee (normally 
July I). 

Example: A program completed in April will be acknowledged as a 
compensation adjustment beginning with the immediately following 
July I. No other adjustment during . the year will be made until the 
following July I. Any one (1) employee may therefore increase his/her 
earnings permanently above the adopted compensation schedule up to 
$1.80 per hour through approved in-service. 

ARTICLE XV - TRANSFER 

A. Assignments and reassignments shall be made according to the best interests of 
the school system as determined by the administration. 

B. If, under the grievance procedure, it is determined that the employee so reassigned 
has thereby suffered an undue hardship, he/she shall be reassigned to avoid such 
hardship whenever possible. 

C. · Temporary assignments may be made in the event of an emergency. Such 
assignments shall end with the termination of emergency. 

D. Whenever an employee is transferred, either voluntarily or involuntarily, he/she 
shall have the right to meet with the Superintendent upon request to discuss the 
transfer. 

E. Medical Transfer - The administration may give alternate work when the same is 
available to all employees who have become uncorrectable medically unable to 
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perform his/her regular job duties and has been denied disability benefits. The 
alternate work may constitute a transfer to another classification, but shall be by 
mutual agreement with OAPSE and the concurrence of the employee. 

ARTICLE XVI - POSTING AND BID PROCEDURE 

A. Unless the Board determines not to fill a position in accordance with Article VIII 
of this Agreement, the Board shall post all job vacancies, including newly created 
positions, revised and promotional positions for a period not to exceed five (5) 
working days. At the end of the five (5) working days the bidding shall be closed. 
The vacancy notices shall be posted in all buildings and shall contain the location, 
job description and details of the opening(s). All vacant or newly created 
positions must be posted for bid and shall be posted as vacated, unless the Board 
determines not to fill the position. The posting period shall begin not later than 
five (5) days from the time the position became vacant or was known it was to 
become vacant. Positions posted during the summer will be for seven (7) working 
days. The general work area of the building, number of hours worked and the 
time of day to be worked will be stated on the posting. 

B. An employee must make a written request for the vacant position, via the District 
"Bid Sheef' to the Superintendent or his/her designee. 

C. The awarding and filling of the vacancies shall occur within twenty (20) 
workdays of the closing of the bids, unless otherwise mutually agreed upon by the 
parties. 

D. Providing all other criteria are substantially equal, preference for all job openings 
shall be given to the senior member of the bargaining unit applying for the 

· position in the same classification as the job opening. Only applicable criteria 
listed below shall be used. 

Criteria 

1. Possession of proper license where applicable. 

2. Skills testing, relevant to the position, may be used if applicable. 

3. Successful work experience and/or prior training related to the new 
classification. 

4. A successful employment record with the Board, which will include such 
criteria as attendance, evaluations, and recommendations by immediate 
administrative supervisor. 

Of these factors, whenever skills testing is applicable to the position, the primary 
criteria in determining the most qualified applicant will be successfully 
completing a testing process. An evaluation tool or testing mechanism will be 
developed by the position's direct supervisor and/or the Superintendent with the 
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involvement by a Union representative in the relevant classification. The skills 
testing will be administered in a uniform manner to all candidates for the position. 
Due to the necessity of specific skills and aptitude required for those positions in 
which skills testing is applicable, a passing grade of not less than seventy-five 
percent (75%) on the test will be required. After a passing grade is achieved, the 
employee will not be tested for the same position for five (5) years. 

E. A member of the bargaining unit awarded a job through the above procedure, 
Section D, shall serve a probationary period of up to twenty (20) work days 
(except for Treasurer's Office employees who shall serve forty-five (45) 
workdays) provided the new job represents a change in classification for the 
employee. During the twenty (20) or forty-five (45) workday period, the 
employee may return to his/her former position at the request of the employee or 
the administration. A substitute will be employed in the member of the bargaining 
unit's former position during this time. If the employee is unable to satisfactorily 
complete his probationary period, such employee will resume his former position 
prior to being awarded such job opening. After this twenty (20) or forty-five (45) 
workday probationary period is over, the employee may only return to his/her 
former position with the approval of the administration. Further, any employee 
who successfully bids into a new position in accordance with this Article may not 
bid on another position for the entire school year ("school year" defmed for this 
section as July I to June 30), unless the job would result in the employee 
becoming eligible for Board-provided benefits. In addition, during the school 
year, an employee may bid one (I) time only on a position that provides an 
increase of hours from the employee's current position. 

F. For bidding purposes, seniority shall be defined as the employee's classification 
seniority. 

G. Summer Months. Job postings during the summer months shall be posted in each 
building, the main office, and the District Web Site. If testing is required, it will 
be stated on the posting and the District Web site. 

H. Within five (5) working days after a vacancy is filled, the date and name of the 
person filling the vacancy shall be given to the President of the Union. 

I. Treasurer's Office Selection Procedures. The primary criteria in selection of a 
secretary in the Treasurer's Office will be successfully completing a testing 
process to be determined by the Treasurer. Due to the necessity of specific skills 
and aptitude required for Accounts Payable, Accounts Receivable and Payroll 
Secretarial positions, a passing grade of not less than ninety percent (90%) on a 
test administered by the Treasurer will be required. In addition to a test score of 
not less than ninety percent (90%) the applicant must have completed at least two 
years of study in a business, fmancial or accounting related field or an equal 
number of years experience in a business, fmancial or accounting related 
environment. 
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ARTICLE XVII - DISCIPLINEffERMINATION 

A. DISCIPLINE 

1. The Board acknowledges that one (1) reason for disciplinary action is 
improving the employee's performance. The Board agrees that, whenever 
possible, a disciplinary problem shall initially be resolved between the 
employee, his/her immediate supervisor, and a Union representative for 
the employee. 

2. Whenever possible, the Board agrees that all disciplinary action, including 
verbal reprimands, affecting bargaining unit members shall be 
administered in private. 

3. In the event an employee is to be disciplined, the Board shall provide 
written notice, by mail or hand delivery, of the reason(s) for the action, 
together with the dates for the implementation. All suspensions must be 
within thirty (30) work days of the alleged disciplinary problem. 

4. Based on the severity of the offense, disciplinary action shall normally 
follow the steps outlined below. However, the parties agree that if the 
nature of the offense warrants more severe discipline, discipline may be 
imposed without complying with the progressive steps below (i.e., step(s) 
may be skipped, even for a first offense of a severe nature). Employee 
offenses need not be of a similar nature for discipline to progress through 
the aforementioned steps. 

Step 1 - Verbal reprimand 

Step 2- Written reprimand 

Step 3 - One-day suspension 

Step 4 - Five-day suspension 

Step 5 - Termination. (If the Board intends to terminate an employee, a 
three (3) day suspension with pay shall be issued to the employee for 
investigation purposes.) 

B. TERMJNATION 

1. The termination of an employee must be made by a majority vote of the 
Board and shall be for a just cause and may be for reasons as outlined in 
ORC 3319.081. 

2. Reasons for the termination shall be served upon the employee by 
registered mail prior to action being taken. 
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C. REPRESENTATION 

1. The employee shall be permitted union representation at all disciplinary 
and dismissal hearings. 

D. NOTICE 

1. The Board shall give the union and employee advance written notice of 
such hearings. 

E. EXPUNGEMENT 

In taking disciplinary action against an employee, the employer will not consider 
or rely upon any prior disciplinary action taken against the employee more than 
three (3) years before the occurrence upon which the current disciplinary action is 
based. 

If an employee works without committing a disciplinary offense for one (1) 
calendar year from the date of his/her last offense, the employee will receive a 
rollback of one (1) prior disciplinary step. For example, if the employee commits 
an offense that warrants a Step 3 disciplinary action and is not disciplined for one 
(1) calendar year from the date of that Step 3 offense, the employee will roll back 
to a current disciplinary level of Step 2. Therefore, any subsequent disciplinary 
action will occur at Step 3 and not Step 4. This rollback shall occur on an annual 
calendar basis from the date of the applicable offense, thus allowing an employee 
to rollback a step each calendar year from the date of the applicable ~ffense so 
long as no intervening disciplinary offense occurs. 

ARTICLE XVIlI - JOB DESCRIPTION 

A. The Union shall be furnished with a copy of the job description for each 
classification covered under this agreement. 

B. Prior to any change in any job description or hours, the Union shall be notified of 
such anticipated change. If the Union wishes to discuss the change, a meeting 
date shall be established to review the change. 

Each employee shall have an area description that will indicate the area for which 
he/she is responsible. 

C. Newly created positions, the job description for which would fall within any 
classification in the bargaining unit, shall be established through meetings 
between the Union and the Board. 
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ARTICLE XIX-REGULATIONS GOVERNING SPECIFIC CLASSIFICATIONS 

The regulations governing specific classifications are subject to the provisions of Art. X, which 
prevail when applicable. 

A. Custodians and Sweeper/Cleaners 

1. Custodial and Sweeper/Cleaner Regulations 

a. Custodians: twelve (12) months, two hundred sixty (260) days, @ 
eight (8) hours; two thousand eighty (2,080) hours per year. 
Sweeper Cleaners: nine (9) months, one hundred eighty eight (188) 
days. Sweeper Cleaners shall work a minimum of 5 % hours per 
day. 

b. Subject to Article X, during the school calendar year, if the Head 
Custodian position or Turn Leader position is open for the day, that 
position first shall be offered to a full-time custodian or sweeper
cleaner within the building based on seniority rotation and this 
replacement employee will receive additional compensation per 
day from the first day. However, the employee accepting the Head 
Custodian or Tum Leader shall not be permitted to work more than 
eight (8) hours a day and shall not work the employee's otherwise 
assigned shift. 

Subject to Article X., during the summer months the Head 
Custodian or PM Turn Leader at Fitch may be replaced by a 
custodian or sweeper/cleaner and that employee will receive their 
regular rate of pay plus additional compensation as listed. In all 
other instances during the summer months, the provisions of 
Article X apply. 

$5.54 

c. Sweeper cleaners shall be given first consideration for summer 
work (6 weeks minimum). Summer wages will be: $9.39 

2. Custodial Regulations-these regulations are subject to the provisions of 
Article X, which prevail. 
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a. At Fitch, Frank Ohl and Austintown Middle Schools, there shall be 
one (1) employee in charge on the afternoon tum, and he/she is to 
be compensated as per the compensation schedule. 

b. The Board shall advertise for applicants of all head custodians and 
newly created job openings. 
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i. The qualifications for head custodian and all newly created 
positions should be formulated and published before these 
positions are put up for bid. · 

ii. A representative of OAPSE shall be present at discussions 
for such standards. 

c. Midnight Shift - There shall be two (2) employees on the midnight 
shift at Fitch High School and Austintown Middle School. 

d. The Superintendent or his/her designee, the building principals, the 
head custodians and the head of maintenance shall meet at least 
once a year to discuss common concerns. The President of the 
Union shall be a participant in this/these meetings. 

e. A description of the job classifications shall be on file in each 
building office. Each employee shall be given a copy of the job 
description applicable to his/her department and an area 
description of their work area. 

f. A communications device will be provided for the afternoon 
custodians in buildings where they work alone. In other buildings a 
system of checks will be established to increase employee safety. 

g. Head Custodians responsibilities shall be to instruct, direct, and 
share in the work responsibilities within their buildings. 

h. Subject to the provisions of Article X, in the event that a daytime 
custodian or sweeper cleaner reports off, the afternoon or midnight 
custodian or sweeper cleaner shall have the option of working 
dayshi:ft. This shall be offered on a seniority rotation basis. 

1. A minimum of two (2) hours will be paid to any Custodian or 
Sweeper/Cleaner not already receiving added responsibility stipend 
for a "Call Out." 

B. Secretarial 

1. Secretary Regulations 
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a. All administrative secretaries may take vacations at any time 
during the year, with the approval of the Superintendent. 

b. Ten (10) month secretaries shall work eight (8) hours per day, 
including lunch. The work year for these employees shall be the 
regular school year plus a maximum of four (4) summer weeks -
one (1) week after school closes and three (3) weeks before the 
opening of the new school term. Their presence will not be 
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required when school is not in session for students or teachers, 
except as directed by a supervisor. Total actual workdays not to 
exceed two hundred (200) annually. Any change from the above 
shall be by mutual agreement. 

c. Unless otherwise grandfathered by the April 23, 2003 
Memorandum of Understanding between the parties, during the 
school term, twelve (12) month school secretaries shall work the 
days school is in session for pupils or teachers. 

d. The Board shall advertise secretarial, clerical, or newly created 
positions to the present clerical and secretarial staff. 

e. A summer workday shall be seven (7) hours. 

f. When the nurse is absent for any reason a sub will be provided. If 
the building secretary is required to take over the nursing duties 
she will be compensated at two (2) times her hourly rate for the 
hours the nurse is absent from the building. 

C. Food Service 

1. Food Service Regulations -These regulations are subject to the provisions 
of Article X, which prevails. 
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a. The manager of each school is responsible for having meals 
properly cooked and served on time. He/she shall have general 
schedules posted for work expected of all cook helpers at their 
school and in general, operate an efficient, well-kept cafeteria. 
The manager will also be expected to train a cook at his/her school 
to act as manager should the need ever arise. 

b. Managers will be advised in advance of any food items unavailable 
and will be supplied with substitute foods by those responsible for 
ordering. A cook will not normally be expected to leave the 
building to obtain needed supplies. 

c. The regular workday shall be seven (7) hours including one half 
(1/2) hour for lunch. 

d. Personnel shall not be required to make any long distance phone 
calls on behalf of the school at their own expense, except for long 
distance phone calls necessarily made to report off duty, which 
shall be made at their own expense. Cafeteria personnel shall be 
permitted to use the telephones that are in the cafeteria manager's 
office providing it is not abused. 
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e. When a regular cafeteria employee is absent and his/her normal 
work hours are in excess of those regularly worked by short hour 
workers normally assigned to the same kitchen, the hours of the 
absent employee shall be granted to the other short hour workers 
on a seniority rotation basis based on hours worked prior to the 
utilization of substitutes (i.e. based on hours worked defined as 
four (4) hours to seven (7) hours; three and three-quarter (3-3/4) 
hours to four ( 4) hours; three and one-half (3-1/2) hours to three 
and three-quarter (3-3/4) hours; three (3) hours to three and one
half (3-1/2) hours; two and one-half (2-1/2) hours to three (3) 
hours; one and one-half (1-1/2) hours to two and one-half (2-1/2) 
hours. 

f. Menu planning is assigned to the food service secretary, and there 
shall be input from the cafeteria managers. 

g. Those food service workers working banquets or dinners will 
receive their normal hourly rate unless it qualifies them for 
overtime as defined in Article X, Paragraph C. 

h. Only seven (7) hour food service workers shall work their full 
schedule on the two parent/teacher conference days. 

1. Profits generated from food service operations will be retained in 
the cafeteria fund for capital improvement and for use against 
possible future deficits. Profits will be determined strictly from 
cafeteria operations and money generated from vending machine 
sales currently under the control of the cafeteria as of June 6, 1998. 

J. Outside of normal working hours, when cafeteria kitchen 
equipment (exclusive of sinks and power) is being used, a cafeteria 
unit member must be on duty and shall be paid overtime at time 
and one half (1 Yi) for all hours worked over his/her regular hours. 

k. With the exception of food service employees already holding 
double contracts prior to July 1, 2002 no employee may accept a 
food service contract as a second or multiple contract as of July 1, 
2002. 

I. After July l, 2002 food service employees cannot accept 
assignments that interfere with each employee's contracted hours 
or building's cafeteria working hours. 

Cashier paraprofessional positions will become cafeteria positions through attrition on a 
position-by-position basis as the current employee leaves that position. 
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D. School Bus Drivers 

1. Bus Regulations 

{01687210 -2} 

a. Extra Trip Compensation: 

1. School Time Field Trips, After School Hour Trips, Trips on 
Non-Scheduled Days, Trips of seventy five (75) plus or 
minus five (5) miles. 

ALL extra trips will be compensated at the rate below 
including time spent for pre-trip inspection - maximum 15 
minutes. Portions of an hour will be rounded up to the next 
half hour. 

$13.77 

ii. On an unscheduled school day, a 1/2 hour will be added to 
total trip time for prior traveling time and preparation. 

iii. Camp Fitch Trips: Shall be compensated at the regular rate. 
When scheduled on a day when one (1) group of students 
are transported to and a different group of students are 
transported from Camp Fitch, the driver will receive an 
additional rate. 

$20.40 

b. Employment and Assignment 

1. Drivers shall be employed on a three (3) year probation 
basis, after having met all the requirements: legal, medical 
and physical. The completion of an approved course in bus 
driver training shall be a requirement for employment. 
Drivers' employment will continue without interruption 
after three (3) years' service until the driver resigns, retires, 
or is terminated. 

ii. The Supervisor of Transportation shall assign trips to 
buses. No driver shall receive a fifth (5th) trip until all 
other drivers have four (4). No driver shall be paid for 
more than the actual number of trips he/she drives. This 
does not apply to longer trips counted as more than one (1). 
Midday runs shall be bid separately from the regular trips. 

When another bus becomes available for bid in line of 
seniority, a driver of midday may bid for the bus talcing 
midday with him/her. When a bus with four (4) trips in 
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succession becomes available, the driver must forfeit 
midday. Midday will be compensated at the driver's hourly 
rate for up to two (2) hours. 

Regular drivers will be permitted to substitute on midday 
routes by placing their name on the midday substitute list at 
the beginning of the school year or during winter break and 
will be called in order of seniority rotation. 

This midday list will be available for sign-up five (5) 
working days. 

iii. Drivers will be notified by the Supervisor of 
Transportation, at least ten (10) days in advance, to appear 
and make their choice of bus routes in line of seniority. 
Route(s) shall be defined as a combination of all regular 
runs. (Example: high school, elementary, middle school 
and intermediate school runs.) Such choices are to be made 
the second week in August and will be effective for one (1) 
school year, except in case of emergency or necessity as 
determined by the Supervisor of Transportation and the 
Superintendent or his/her representative. A pre-school 
meeting may be held no less than (10) days or more than 
thirty (30) days prior to the opening of school. 

Principals will be invited to the pre-school meeting along 
with the Union President. 

Bus routes, including midday routes, will be made available 
for driver review no less than one (1) week prior to before 
route bidding. Drivers awarded midday runs shall not be 
permitted to accept extra trips that will interfere with 
midday responsibility. However, the driver may accept the 
extra trip according to the. seniority roster and trade it to 
another driver. 

iv. Any route that changes one (1) complete run exclusive of 
additions or deletions of streets and/or students due to 
overloads or time problems, from the time the driver 
receives it, will necessitate the posting of that bus route for 
bidding purposes. Any route that becomes available for any 
reason will be posted five (5) working days for all drivers 
to view. The bidding will then take place within five (5) 
working days to fill this and all subsequently opened 
positions. All routes will be granted to the most senior 
driver requesting the route with the remaining route going 
to the top substitute. 
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v. New buses shall be assigned by the Supervisor of 
Transportation. 

vi. Should a decrease in the number of drivers needed to 
transport pupils take place, the newest driver shall be 
removed from the regular full-time driving roster and 
placed on top of the active substitute roster. 

vii. Drivers regularly assigned shall drive at least eighty five 
percent (85%) of the school year. Exceptions, for just 
cause, may be granted by the Supervisor of Transportation. 

vm. A driver's seniority is determined by the date he/she is 
employed. Should more than one (1) driver be employed on 
the same day, the driver's exact date he/she passed the 
driver's test will determine their seniority. 

ix. Should regular use of the school district van be needed for 
student transportation, it will be offered to substitute 
drivers first. 

c. Reporting Off Duty 
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I . Drivers and aides reporting off duty shall phone the 
transportation supervisor at least one (1) hour before his/her 
route is to start. When a regular driver needs a substitute, 
he/she shall notify the Supervisor of Transportation, who 
shall provide a substitute driver for that bus. Drivers 
reporting off please phone as follows: (Office) 797-3926 
between 6:15 AM and 4:30 PM. Home and emergency 
numbers for the Transportation Supervisor will be available 
in the transportation office. 

Every attempt will be made to have someone available in 
the office during the above stated hours. 

11. A person driving midday shall have his/her reduction factor 
calculated in eighths (1/8). The eighths (1/8) shall be made 
up of three (3) trips in the morning, three (3) trips in the 
afternoon, plus two (2) midday trips which accounts for 
eight (8) trips. An unexcused absence will be deducted on 
the basis of eighths (1/8). Sick leave will be charged in the 
same manner. The bus transportation supervisor's secretary 
will record eighths (1/8) until two eighths (2/8) make a 
quarter (1/4) day deduction for a sick leave. 
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iii. The Supervisor of Transportation shall submit to the 
Treasurer's Office the name of the driver and the number of 
days each substitute has driven and the name of the driver 
for whom he/she has substituted during each pay period. 

iv. When a driver reports off duty for a morning or afternoon 
trip, he/she shall be considered off duty for the full morning 
or afternoon, except in emergency situations approved by 
the Supervisor of Transportation. When a driver reports off 
for a partial or whole day, he/she is still eligible to receive 
extra trips posted that day. 

d. Operational Practices 
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i. Drivers shall operate buses in accordance with State Law, 
school bus driver training manual, and established local 
policy. 

u. The driver shall keep in the bus an up-to-date route map 
and a time schedule for each trip. 

iii. Each driver must attend at least two (2) safety meetings per 
year. 

iv. The Supervisor of Transportation must provide a roster of 
the students assigned to each bus and a schedule for the 
entire school year, showing days school is in session and 
days-off periods for each school. Each driver shall receive 
such schedule within thirty (30) days from the beginning of 
the school year, and one (1) schedule will be posted in the 
drivers' room at all times. 

v. All buses shall be housed on Austintown Board of 
Education property unless other satisfactory arrangements 
have been made with the Supervisor of Transportation. 
Buses will not be taken home and parked on the streets, 
driveways, empty lots, etc. Drivers shall have the right to 
bid on garage location according to seniority. 

v1. The use of buses for reasons other than those authorized by 
Board policy is illegal. 

vii. The driver must make daily inspection for gasoline, oil, tire 
pressure, all lights and safety equipment. He/she shall also 
be responsible to keep the windshield and rear windows 
cleaned daily, or more often if necessary. 
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viii. The driver shall keep the inside of the bus clean and swept 
daily. The Board shall provide for the exterior cleanliness 
of buses. All cleaning supplies will be provided by the 
Board. 

ix. Each driver shall immediately notify the bus maintenance 
department, in writing, of information as to any need for 
repairs on the forms provided in the drivers' room. For 
their protection drivers are urged to make out such forms, 
in duplicate, and retain a copy with the signature of the 
Supervisor of Transportation or of the fleet foreman, on the 
copy for any serious defects. Drivers are to keep out of the 
garage except to use the restroom or explain complications 
of their bus to the chief mechanic. 

x. Each driver is responsible for maintaining discipline on 
his/her bus. Student violators shall be reported to their 
respective principals or to the Supervisor of Transportation 
with a violation slip. 

xi. Any driver involved in a chargeable/cited accident, whether 
in a school bus or another vehicle including the driver's 
personal vehicle and regardless of how minor, must 
immediately report the accident to his/her supervisor. The 
driver must also report the accident to State or local police 
along with completing a report. Any chargeable traffic 
violation by a school bus driver at any time (including 
privately owned vehicles) must be reported to the 
Supervisor of Transportation. 

Discipline for bus accidents resulting in property damage 
shall be determined by the Supervisor of Transportation on 
an individual basis. Discipline (i.e. suspensions) resulting 
in loss of earnings shall be administered only after the 
following factors are considered. 

a. Damage done to bus and other vehicle. 
b. Careless acts of wrongdoing. 
c. Violation of traffic regulations or driving rules. 
d. Past driving record and accident frequency. 

Drivers' records shall be expunged following a two (2) year 
period of accident-free driving. 

xii. Drivers are to maintain schedules so as to arrive on time at 
all stops. 
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xiii. A copy of the "trip board" will be posted in the break room 
for employees to review. The Board will provide a bulletin 
board in the break room for employees to post 
announcements. 

e. Assignment of Extra Trips 
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1. The Supervisor of Transportation shall notify and assign to 
drivers, in seniority rotation three (3) days in advance, of 
all field trips. Drivers may be asked to take field trips 
without three (3) days' notice in emergency situations. fu 
making assignments, the driver first in rotation shall be 
assigned the trip-card bearing the earliest date and time. 
The others shall follow, in order, according to the dates and 
time of the trips. It is then the driver's responsibility to see 
that the trip is taken by a contracted driver if the assigned 
driver is unable to make the trip. Drivers mandated to take 
a seventy-five (75) mile plus or minus five (5) miles, trip 
resulting in being docked one-half (1/2) days wage. Shall 
receive an additional amount: 

$24.05 

An emergency trip list request shall be posted prior to the 
school year for signatures of those willing and able to 
accept trips with less than three (3) working days advance 
notice. These names shall then be posted in order of 
seniority. Refusal of an offered assignment from this list 
shall be considered a turn in the rotation sequence. 

The Supervisor of Transportation shall have the right to 
specify which bus a driver is to take on any particular trip. 
The driver taking said trip is responsible for the interior 
cleanliness of the bus upon return. Drivers will be 
permitted to request the use of their own buses for field 
trips to the Supervisor of Transportation who shall react to 
such requests with reasons given if denied. 

11. It is the responsibility of the Supervisor of Transportation 
to inform and request those responsible for ordering buses 
for extra trips to do so in plenty of time, in advance so as to 
correspond with this policy. If a trip should necessitate less 
than three (3) working days' notice, the emergency trip list 
shall be used. 

iii. A driver will be notified of a trip due him/her by having a 
trip notification placed in the driver's mailbox. A driver 
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unable to be notified of a trip due him/her shall be passed 
by on that particular rotation of trips. 

iv. The Supervisor of Transportation shall post a roster of all 
drivers offered trips and shall keep a duplicate roster for 
verification should a discrepancy occur. 

v. The first trips of the school year shall begin the rotation 
with the driver who follows in seniority the driver who took 
the last trip of the previous school year. The same 
procedure shall be followed for the emergency rotation list. 

v1. Extra trips should be posted in the bus office three (3) 
working days prior to the day of an extra trip. It will be 
helpful if a continual calendar is also maintained informing 
drivers of future trips; however, the sign:.up period for such 
trips shall be in the three (3) days of official posting. 

vu. Drivers are required to sign up for extra trips during the 
normal assignment period of three (3) days. Drivers not 
desiring extra trips will have a red line marked through 
their name on the trip sheet until they wish again to take 
extra trips. 

viii. Compensation of the driver's hourly rate will be paid for 
call out of a canceled trip. 

ix. Every effort shall be made to provide a map or route 
instructions for all field trips and a file shall be maintained 
in the transportation office. The map or route instructions 
shall originate from regular drivers and be made available 
to subsequent drivers. All pertinent information shall be 
entered on the-map or route instruction sheet including total 
mileage, routes to follow, driving time, one ways and 
pertinent parking information. Drivers shall be notified as 
to the approximate time the trip is expected to return. 

x. Drivers are required to stay at destination of extra trip 
except for one (1) hour at breakfast, lunch and/or dinner, if 
applicable, or released by trip advisor. 

xi. When a trip is canceled, another of comparable value will 
be assigned if possible. 

f. Compensation Schedule 

I. Regularly assigned drivers shall be paid according to 
compensation schedule contained in Exhibit E. 
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n. Compensation shall be determined from the above schedule 
at the beginning of the school year and shall be divided 
equally so that drivers receive payments throughout the 
entire calendar year. When during a contract year, the 
number of trips for a driver is necessarily increased or 
decreased, appropriate compensation adjustment shall be 
made. Trips shall consist of both morning and afternoon 
runs. 

iii. Experience shall include time regularly employed as a 
licensed school bus driver, but shall exclude time served as 
a substitute driver. 

iv. Drivers scheduled to drive any part of their regular route on 
a day that would cause the total number of assigned days 
driven to exceed the normal one hundred seventy-eight 
(178) day school year shall be paid a sum equal to their 
normal daily wage in addition to their regular salaries. 

v. Per diem payroll deduction will be made for drivers unable 
to perform their assigned duties for reasons other than those 
set forth in the Board of Education policy. 

vi. The CDL license will be reimbursed. 

E. ''Floating" Bus Driver 

1. Definition 

A floating bus driver (or "floater") shall be defined as one who is not 
assigned to a specific route and is responsible for running routes as 
necessary based on the unavailability of a regularly-assigned bus driver. 

2. Assignments to Floating Bus Drivers. 

{01687210-2} 

Assignments to floaters shall be assigned by rotation. After ratification of 
this Agreement, there shall be created a "floater" assignment rotation list 
for bus drivers. The list shall contain the names of the floating drivers and 
shall be arranged according to district seniority with those employees 
having more district seniority ahead of those with less district seniority. 
The Employer shall maintain and post an assignment rotation list for 
floaters and shall also give a copy of the list and any updates to the 
President or President's designee. 

Floating bus drivers will choose open routes on a rotation basis from the 
floater assignment rotation list starting with the most senior driver and 
proceeding through the list before outside substitutes are called. 
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Floating drivers shall have the option to remain on a long tenn assignment 
after they have been assigned. The floating driver may be removed from 
this long-tenn assignment if they are absent for reasons other than funeral 
leave or ifthe regular route driver returns to work. 

3. Work When Not Assigned to Run a Route 

If a floater is not assigned to run a route for a specific day, the 
Transportation Supervisor may assign the floater transportation-related 
duties. Unassigned floaters shall not be used as substitutes for other 
classifications. 

4. Extra Trip/Mid-Day Lists 

Floating bus drivers shall be included on the extra trip rotation and mid
day run list, if they choose to be added to the list(s). 

5. Full-time Openings 

Floating drivers will be offered full-time bus driver openings by district 
seniority before outside applicants are considered. 

6. Contractual Rights 

Floating drivers will progress through the bus driver salary schedule as all 
newly hired employees, starting at Probationary Step 1, and retain a 
continuing contract as per the negotiated agreement. 

All time worked as a floating driver will count towards their seniority in 
the event he/she is promoted to a regular full-time driver for salary 
purposes. 

All "floater" bus drivers shall be members of OAPSE Local 194 or be 
subject to the fair share provision of the agreement. 

Floating bus drivers shall be treated as regular bus drivers for the purposes 
of the collective bargaining agreement, unless expressly limited in this 
section. 

The employer shall limit their floating bus driver pool to no more than five 
(5) individuals. 

F. Mechanics 

{01687210-2} 

a. THREE (3) CLASSES OF MECHANICS MAY BE 
RECOGNIZED AS FOLLOWS: 
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i. CLASS C MECHANICS 

• Must have enough mechanical knowledge to assist 
Class A and Class B mechanics. 

• Must be able to perform routine maintenance on 
trucks and buses, including oil changes, lubrication, 
brake adjustments, clutch adjustments, gasoline 
engine tune-ups, and other minor repairs. 

11. CLASS B MECHANICS 

• Must meet all requirements of Class C mechanic as 
established by the fleet foreman. 

• Must be ASE Certified General Heavy Duty 
Mechanic as proven by successfully passing five (5) 
tests as follows. 

a. Gasoline Engine 
b. Drive Train 
c. Brakes 
d. Suspension and Steering 
e. Electrical Systems 

m. CLASS A MECHANICS 

• Must meet all requirements of Class B mechanic. 

• Must be able to repair or rebuild Allison Automatic 
Transmission as certified by fleet foreman. 

• Is required to pass all six (6) tests for ASE General 
Heavy Duty Truck Mechanic including the test for 
diesel engines. 

G. Paraprofessionals 

1. Paraprofessional Regulations (Excluding Child-Specific 
Paraprofessionals) 

{01687210-2} 

a. The workday for paraprofessionals varies depe~ding on the 
position. The minimum number of hours shall be five and three
quarters (5 %) hours per day. The contract year is one hundred 
eighty eight (188) days. 

b. Paraprofessionals will rotate on a seniority basis whenever needed 
for the absence of other paraprofessionals and secretaries within 
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their building. Parapros may not accept assignments that interfere 
with their normal work hours with the exception of those holding 
only one (1) contract. These paraprofessionals may substitute for 
secretaries within their assigned building. Other parapros within 
the building will cover their hours. Only when all parapros within 
their building have been asked, and are unavailable to fill the 
position, should an outside substitute be used. Refusal of an 
offered position from the seniority rotation shall be considered a 
turn in the rotation sequence. 

Each building shall post a roster displaying the seniority rotation. 
When serving on a substitute basis, all paraprofessionals will be 
paid his/her normal hourly rate. When considering the rotation the 
supervisor, principal or director shall evaluate the qualifications of 
the paraprofessionals in the rotation. These qualifications will be a 
factor in determining who shall be selected to serve on a substitute 
basis. 

c. Bus paraprofessionals will bid by seniority basis, on bus routes by 
October 1 of each school year. If any route changes by one and 
one half (1 Yl) hour or more, it will be rebid. 

d. On a year to year basis, depending on the route, bus 
paraprofessionals consistently working beyond their contracted 
hours shall be paid for extra time. If consistent throughout the 
school year, these extra hours shall be reflected in sick days, 
emergency days, personal days, and holidays. 

e. Paraprofessionals in elementary and middle school will not be 
responsible for calling their own subs when they are reporting off 
sick. 

f. Paraprofessionals will be given first consideration for summer 
work within their building. The summer work will be posted 
allowing voluntary sign up. The summer work will be decided by 
seniority and qualifications. 

g. Sub callers shall be compensated for conference days. 

ARTICLE XX - CHILD-SPECIFIC & 3 HOUR CROSSING GUARD (C, F) 
PARAPROFESSIONALS REGULATIONS 

A. Classification. 

Paraprofessionals and child-specific paraprofessionals (CSPs) shall be deemed 
separate classifications for the purposes of this Agreement. 
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B. Definition of CSP. 

A child-specific paraprofessional is defined as a paraprofessional employee who 
has been assigned to provide services and assistance to a specific student. 

C. Work Day. 

CSPs and CGP shall work the hours required to serve the best interests of the 
child they serve. Daily starting and ending times for CSPs and CGP will be 
determined by administration to ensure maximum student contact time. 

D. Notification of Assignment. 

CSPs will be notified of their tentative assignments for the next school year by the 
end of each current school year. CSPs may not bid into another position during 
the school year they are assigned to a student. 

E. Assignment of CSPs. 

The Board shall have the right to assign CSPs based on the interests of the 
affected student as determined by the administration. In reaching that decision 
the administration may consider: (1) the child's specific educational, social, 
emotional and personal needs; (2) the requirements of the child's IBP or 504 plan, 
if applicable; (3) the CSP's specific training and qualifications required to 
adequately serve the student; (4) experience in the position; and (5) consistency 
serving that specific child or similarly situated children. This provision shall 
supersede any conflicting provision of this Agreement, including any posting and 
bid procedure, reduction in force or seniority provision. 

F. Requirement to Work CSP & CGP Position 

Notwithstanding any other section of this agreement, due to the unique nature of 
their assignment, CSPs/CGPs shall not be permitted to "bump up" to any 
available job, even if it results in an increase in hours, or otherwise substitute for 
another employee in lieu of working their CSP /CGP position. CSPs/CGPs shall 
work their designated assignment on a daily basis, unless absent from work. 

ARTICLE XXI - LEAVES 

A. SICK LEA VE 

1. As provided by Ohio Revised Code 3319.141, employees shall be entitled. 
to fifteen (15) days sick leave with pay for each year under contract which 
shall be credited at the rate of one and one- fourth (114) days per month. 

2. An employee may use sick leave, when needed, upon the approval of the 
Superintendent for absence due to illness, injury, exposure to contagious 
disease, and to illness or death in the employee's immediate family. 
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Immediate family is interpreted to include spouse, child, father, mother, 
grandparents, grandchildren, brother, sister, parent-in-law, brother-in-law, 
sister-in-law, or any member of the household who has stood in the same 
family relationship with the employee as any of these. Any sick leave 
used in the case of an employee's immediate family shall be charged 
against the annual amount of sick leave as designated in Section A of this 
article. 

3. Any employee who transfers from a public agency or school district shall 
be credited with the unused balance of his/her sick leave from that public 
agency or school district in accordance with Ohio Revised Code 3319. 
141. 

4. Unused sick leave shall be cumulative up to two hundred seventy-six 
(276) unused days or the employee's normal work year, whichever is 
greater. 

5. New employees and employees who have exhausted their sick leave shall 
be advanced five (5) days' sick leave. Employees who exhaust their sick 
leave shall have their fringe benefits paid for the duration of their illness. 

6. Workers Compensation - All employees covered under the Agreement are 
protected under the Workers Compensation Act of Ohio, in cases of injury 
or death incurred in the course of or arising out of their employment. The 
employee shall have the option to use sick leave or wage reimbursement 
under the Act. 

Employees shall return to their former position upon return from illness or 
injury due to their employment and shall accrue seniority while on 
Workers Compensation. 

B. PERSONAL LEA VE 

Each bargaining unit member shall be granted three (3) paid, non-cumulative day 
of personal leave each school year. Such leave may be taken for no identified 
reason and with no restrictions except that it may not be taken on the day before 
or after a recess or holiday weekend unless approved by the Superintendent. Not 
more than ten percent (10%) of the employees in the bargaining unit in a building 
(minimum of two (2)) may take such leave on any one (1) day. Arrangements 
shall be made forty-eight ( 48) hours in advance. Each bargaining unit member 
shall have the right to convert any unused non restricted leave to sick leave at the 
end of the school year. 

C. ASSAULTLEAVE 

Whenever an employee is absent from school as a result of personal injury, 
excluding mental anguish, caused by an assault arising out of and/or in the course 
of his/her employment, he/she shall be paid his/her full compensation for the 
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period of such absence for up to one (1) calendar year without having such 
absence charged to the annual sick leave or accumulated sick leave. The 
employee shall forward to the treasurer's office within thirty (30) days of receipt 
any compensation paid as a result of said assault by Workers' Compensation. The 
Board shall have the right to have the employee examined by a physician 
designated by the Board for the purpose of establishing the length of time during 
which the employee is temporarily disabled from performing his/her duties. 

D. JURYDUTY 

A regular classified employee shall be granted time off for jury duty and is not 
suffer any loss of pay. Jury duty payment shall not be deducted from the 
employee's compensation. Employee shall not suffer any loss of pay for 
appearances in court as witnesses on behalf of the Board in connection with 
matters arising from board action or arising from their employment. 

E. UNPAID LEA VE OF ABSENCE - PERSONAL ILLNESS/DISABILITY AND 
FAMILY AND :MEDICAL LEA VE ACT 

1. Family and Medical Leave Act. Eligible employees have the right to 
apply for and be granted an unpaid leave of absence for up to twelve (12) 
weeks in accordance with the provisions of the Family and Medical Leave 
Act ("FMLA"). FMLA rights and obligations shall be consistent with 
Board policy and governing law. 

2. Non-FMLA Personal Illness/Disability Leave. Employees who have 
exhausted their FMLA leave or who have a non-FMLA qualifying 
personal illness, medical disability or family care issue may apply to the 
appropriate administrator for an unpaid leave of absence for a period of up 
to one (1) year. Such requests are subject to Board approval on a case-by
case basis and approval of such requests is not guaranteed. If the initial 
leave request is granted, the employee may request an extension of up to 
one (1) year, but extensions are not guaranteed. 

3. Proper Medical Verification. All requests for unpaid leaves of absence 
under this Section and extensions of the same must be accompanied with 
proper medical verification from a physician. 

4. Application. Application for a leave of absence under this Section shall be 
made at the employee's discretion and shall be in writing to the 
Superintendent or his/her designee to be presented to the Board. 

5. Fringe Benefits. Employees who qualify under the provisions of the 
Family and Medical Leave Act and are on an approved leave of absence 
shall continue their fringe benefits as provided by the provisions of the 
Family and Medical Leave Act, if they are a part of the Board's insurance 
program. Notwithstanding the provisions of the FMLA, the Board agrees 
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that any employee who chooses to do so, and whose leave qualifies for 
FMLA, will be permitted to exhaust all paid leave that he/she is entitled to 
under this agreement before the FMLA leave would begin to run. 

a. Continuity of Service and Seniority. Employees on authorized 
unpaid leaves of absence under this Section shall be considered as 
maintaining the characteristics of continuity of service except that 
they shall not accrue seniority while on a leave. 

b. Reinstatement. In all cases of unpaid leave of absence under this 
Section, the employee shall give written notice of his/her intent to 
return to his/her former position at least thirty (30) days prior to the 
expiration of the leave. If an employee is able to return to work at 
an earlier date than specified in the original leave request, he/she 
shall notify the Board at least fourteen (14) days prior to returning 
to work. 

c. Insurance benefits shall discontinue for an employee who has 
exhausted his/her sick leave and has not officially applied for leave 
of absence in the month following the exhaustion of sick leave. 
An employee who qualifies under the FMLA shall follow the 
provisions therein before insurance benefits are discontinued. 

F. PARENTAL LEA VE 

A member of the bargaining unit who is pregnant or becomes a parent through 
birth or adoption shall apply for and be granted a parental leave of absence. The 
leave shall be for part or all of the semester, the remainder of the school year, or 
the entire school year, at the option of the employee. Upon application the 
employee shall state tentative plans for return to work. Upon request of the 
bargaining unit member by March 1, parental leave shall be extended for an 
additional year. The Board shall uphold all federal laws in excess of this 
provision. 

Employees that qualify under the provisions of the FMLA on an approved 
parental leave of absence shall have their fringe benefits paid by the Board as 
provided under the FMLA. Following this period, persons continuing parental 
leave and who qualify prior to parental leave shall be granted the opportunity to 
purchase hospitalization, major medical, and life insurance under the District 
group plan. Their payment of premium must be made to the Board Treasurer for 
each month of coverage desired. 

Parental leaves will be granted without payment or increment. The member of the 
bargaining unit on parental leave must notify the Assistant Superintendent, in 
writing, by March 1, of his/her intent to return or not to return to his/her position 
for the upcoming school year. Under any other circumstances, the member of the 
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bargaining unit must give a minimum of three (3) weeks notification to the 
Assistant Superintendent prior to returning to work. 

G. UNPAID MISCELLANEOUS LEA VE 

Up to five (5) unpaid days may be permitted upon prior approval of the 
Superintendent providing that it does not cause a disruption or inconvenience to 
the normal day to day working environment of the school district. This leave may 
not be taken if an employee has exhausted sick leave and must be requested at 
least seven (7) work days in advance, except in emergency situations. 

ARTICLE XXII - INSURANCE 

A. The Board of Education will fully meet its obligations to provide health care 
benefits and services under this collective bargaining agreement by participating 
in the health benefits program of the Stark County Schools Council of 
Governments (COG). The Board shall provide health, prescription drug and 
dental insurance through the COG. The coverage shall be the standardized COG 
specifications in effect. 

B. Employees who work thirty (30) hours or more per week in any bargaining unit 
positions will be entitled to medical benefits. 

C. Employees shall pay ten percent (10%) of the medical premium. 

Effective with the 2013-2014 school year, if the Board receives a "premium 
holiday'' from their health care carrier for the cost of medical/prescription 
coverage for a month, then OAPSE members will not have to pay their share of 
the medical premium for that month. If the Contract is ratified on or before 
May 27, 2013, OAPSE employees will receive a "premium holiday" for their 
share of the medical premium for the month of June 2013 as well. 

D. The Association and the Board agree that the Board shall not be required to make 
available to and to inform members of the Association of any option to enroll in a 
health maintenance organization established pursuant to Chapter 1742 of the Ohio 
Revised Code. 

E. Tax sheltering of the individual's contribution for health costs may be 
implemented, under IRS Section 125, if feasible, upon agreement of the 
Superintendent and the Association President. 

F. Board-Provided Coverage for Term Life and Accidental Death and 
Dismemberment Insurance. The Board shall purchase group term life insurance 
in the amount of thirty-thousand dollars ($30,000) plus an equal amount of 
accidental death and dismemberment coverage for each full-time bargaining unit 
member now or hereinafter employed and six thousand dollars ($6,000) for each 
part-time bargaining unit member now or hereinafter employed. The full cost of 
such insurance and any increases thereof shall be paid by the Board. 
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ARTICLE XXIIl-RETIREMENT/SEVERANCE PAY 

A. At the time of retirement/disability from active service under the School 
Employees Retirement System, and with ten (10) or more years of service in 
Ohio, a bargaining unit member shall be paid for the value of his/her sick leave 
credit. Such payment shall be an amount determined by multiplying twenty-five 
percent (25%) of the number of sick leave days accrued up to two hundred 
seventy six days (276), sixty nine (69) days maximum. 

B. Payment for sick leave on this basis shall be considered to eliminate all sick leave 
accrued by the employee at that time. Such payment shall be made only once to 
any employee. Severance pay will be paid within thirty (30) days of presentation 
to the Treasurer of the Board of Education a copy of the individual's retirement 
check from the School Employees Retirement System. 

C. The Board of Education will pay all employees who retire and qualify for SERS 
benefits, ten (10%) of the previous year's compensation bonus. Employees must 
be currently employed by the Austintown Local School District. Employees must 
retire and be eligible for SERS benefits at the time of retirement in order to 
qualify for the retirement bonus. 

ARTICLE XXIV - OPEN RECORDS 

School district administrative offices will maintain personnel records for all employees. These 
records will normally contain payroll information, sick leave vouchers, application forms, 
contracts and salary notices and such other information as deemed necessary. All disciplinary 
materials that may be used against a bargaining unit member shall be maintained in one (1) 
personnel file and the file will be kept in the files at the Central Office. Such information may 
include official letters directed to employees. Employees have the right at any time to inspect 
their file as to its contents in the appropriate administrative office. Bargaining unit members 
shall have the right to request a copy of any material in their personnel file. 

Any employee may react to any item included in the personnel file, in writing, and have that 
information included in the personnel folder. Confidential reference letters will not be open for 
inspection. No anonymous letters or grievance information shall be kept in an employee's 
personnel file. 

ARTICLE XXV - EMPLOYEE EVALUATIONS 

An annual evaluation may be completed by the Principal, Supervisor, or Department Head for 
each employee on a limited contract. 

Employees on continuing contracts will be evaluated no more than once every year, unless 
mutually agreed to by employee, supervisor, or department head. The evaluation will be 
discussed with the employee and a copy will be given to the employee and placed in his/her 
personnel file. 
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If the bargaining unit member disagrees with the content of the written evaluation, he/she may 
file a written objection with the Superintendent of schools. This rebuttal or reply to the 
evaluation will be physically attached to the evaluation and will be considered a part thereof 
unless mutually agreed to by employee, Principal, Supervisor or Department Head. 

ARTICLE XXVI-DRUG-FREE WORKPLACE 

The Board and the Union are committed to maintaining a healthy, safe and professional work 
environment conducive to effective operations in all departments. The presence of drugs or 
alcohol in the workplace, and/or the abuse of drugs or alcohol by employees is not consistent 
with a healthy, safe or professional work environment. The Union and Board oppose the illegal 
use of drugs by any employee and oppose the use of illegal drugs or alcohol which presents a 
significant risk to safe and effective performance of job responsibilities. The Union and the 
Board are concerned with the health and well being of all employees and students. Behaviors 
related to substance use can endanger all employees and students, not just substance users. 
Therefore, the parties cannot condone and will not tolerate behaviors on the part of employees 
that relate to substance use, such as: (1) use of illegal drugs; (2) misuse of alcohol; (3) sale, 
purchase, transfer, use or possession of any illegal drugs; and (4) arrival or return to work under 
the influence of any drug (legal or illegal) or alcohol to the extent that job performance is 
affected. The parties agree that it is in the best interest of the Board, Union and all students that 
the District be a drug and alcohol-free work place. The Union and the Board wholeheartedly 
support reasonable efforts by the other to obtain and maintain this result. 

The Board holds all employees accountable in terms of substance use but also supports getting 
help for employees. Employees who come forward voluntarily to identify that they have a 
substance problem will receive Board support and assistance. However, if an employee has a 
substance problem and does not come forward, and the employee then tests positive for drug or 
alcohol use in violation of the following Drug-Free Workplace Program ("DFWP") provisions, 
the Board may immediately initiate proceedings to terminate the employee's employment for 
violation of this work rule. Employees whose jobs are subject to any special law or regulation, 
such as commercial driver's license ("CDL") holders, may face additional requirements in terms 
of substance use. Other consequences that apply to all employees who violate the DFWP 
provisions are clearly spelled out below. 

The five (5) key components of the DFWP consist of: 

• A written policy that clearly spells out the program and how everyone benefits. 

• Annual substance awareness education for all employees. 

• Training for supervisors regarding their responsibilities. 

• Drug and alcohol testing, the most effective way to change harmful substance use 
behaviors. 

• Employee assistance. 
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The following provisions describe the Board's DFWP, and every employee is expected to read 
and understand them. The consequences stated in the following provisions will apply to anyone 
who violates the provisions. 

A. SCOPE 

This DFWP applies to all job applicants and all employees, including top 
management non-union employees as well as bargaining unit members. 

B. DFWP ADMJNISTRATOR 

The Board will name a Drug-Free Workplace Administrator (the 
"Administrator"). It is the Administrator's responsibility to see that the Board 
DFWP is implemented, monitored and updated as needed. The Administrator 
will serve as the Board's liaison between and among the Board, the employee and 
any third party. The Administrator is also the primary recipient of the drug and 
alcohol test results. In the Administrator's absence, the results will be provided to 
the Superintendent or the Administrator's designee. 

If you have questions or need information about this policy or available resources, 
you should see the Administrator. 

C. PROGRAM PROTECTIONS 

This program is designed to protect employees from the behavior of substance 
users. Some of the protections built into the program are: 

• Employee records such as testing results and referrals for help will be kept 
confidential. Confidential information will be disseminated only on a 
need-to-know basis and as described in Section E. Any employee who 
violates confidentiality rights is subject to disciplinary action up to and 
including termination of employment. 

• The Board is committed to employees who have a substance problem 
getting help. Each situation will be reviewed individually. Employee 
assistance is available for employees and their families as provided in this 
Policy. 

• All supervisors will be trained in their duties related to testing before this 
program begins. 

• Employees will receive substance awareness education from a qualified 
person to help identify problems and learn where to turn to for help. This 
will be done annually. 

• Testing will be done through a federally certified laboratory that uses the 
highest level of care in ensuring that results are accurate. This process is 
accurate in detecting that the substances the Board is concerned about are 
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present in the employee's "system" in sufficient quantity to lead to 
behaviors that may endanger the person or other employees. We also have 
a certified Medical Review Officer (MRO), who is a trained physician 
responsible for checking whether there is a valid reason for the presence of 
the substance in the employee's system. The MRO is an expert in 
substance use. When the MRO receives positive results, the MRO will 
contact the employee and any appropriate health care provider to 
determine whether there is a valid reason for the presence of the drug in 
the person's system. 

• The testing program consists of an initial screening test. If the initial 
results are positive, then a second test is used. Cut-off levels for each drug 
and for alcohol are established based on federal guidelines. There are 
many other protections for employees that are built in. 

• An employee's violation of this Policy will not be reported to law 
enforcement unless required by law. However, in protection of the 
workforce, law enforcement may be requested to come onto Board 
property in conjunction with a referral for criminal prosecution. 

• Cut-off levels are used to determine when an employee has enough of a 
certain drug or alcohol in his/her system so that it should be considered a 
positive test. These cut-off levels come from federal guidelines. 

D. OBLIGATIONS AND PROHIBITIONS 

1. The use, possession, sale, trade, transfer, manufacture, dispensing or 
transportation of controlled substances or alcohol on Board premises, on 
or in Board vehicles or equipment, while operating Board vehicles or 
equipment, during work time, during meal periods or breaks, or while on 
Board business will not be tolerated and is strictly prohibited. Any 
employee reporting for work or working with unauthorized drugs or 
alcohol in his/her body or possession will be subject to disciplinary action, 
up to and including discharge. Any employee violating this Policy will be 
subject to discipline, up to and including discharge. 

2. Prescribed Drugs. It is the responsibility of the employee to notify the 
administration when he/she is under the influence of a legally prescribed 
drug that may affect employee's ability to perform his/her work duties. 
An employee may continue to work, even though under the influence of a 
legal drug, if the administration has determined by appropriate method, 
including when necessary, contacting the prescribing physician or 
pharmacist, that the employee does not pose a threat to his/her safety or 
the safety of others and that the employee's job performance is not 
adversely affected. However, an employee under the influence of a 
legally prescribed drug may be required to take a leave of absence or 
comply with other appropriate action determined by the administration. 
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3. Illegal Drugs. The use, sale, possession, transfer, trade or purchase of 
illegal drugs may generate publicity or create circumstances adversely 
affecting the Board, its students or its employees and is, therefore, 
absolutely prohibited. Employees who engage in such conduct off 
premises will be subject to disciplinary action up to and including 
termination. If any employee is involved in the sale, purchase, trade or 
transfer of any illegal drug(s) while on Board time and/or while on/using 
Board property, the employee will be discharged, and all illegal drug(s) 
will be turned over to the proper law enforcement authorities. 

4. Criminal Violations. Any employee who is arrested for or convicted of 
any criminal drug law while an employee of the Board is required to 
notify the DFWP Administrator within five (5) working days of the arrest 
or conviction. Failure of an employee to notify the DFWP Administrator 
of an arrest or conviction within five (5) days of the arrest or conviction 
will result in the termination of the employee immediately upon the Board 
discovering the arrest or conviction. 

E. DRUG AND ALCOHOL TESTING 

Testing is intended to detect problems, deter usage and allow appropriate 
corrective action. The form of testing will be urinalysis (EMIT screen, also 
referred to as a drug screen), plus a gas chromatography/mass spectrometry 
(GC/MS), confirmatory test for drugs, and breath or saliva with a confirmatory 
Evidentiary Breath Test (EBT) for alcohol. 

1. Post Offer Pre-employment Substance Testing: As part of the Board's 
employment procedures, all applicants will be required to undergo a post
offer, pre-employment drug screen/test that is conducted by a contractor 
designated by the Board. Any offer of employment is contingent upon, 
among other things, satisfactory completion of this screening within three 
(3) days of the conditional offer, and the determination by the Board that 
the applicant is capable of performing the responsibilities of the position 
that has been offered. If a newly hired employee is required to report to 
work immediately, that employee will be tested within seven (7) days of 
his or her first day of employment and will be considered probationary 
until the results of the drug screen/test are known. 

2. Reasonable Suspicion Substance Testing: 
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a. Reasonable suspicion drug and/or alcohol testing will occur when 
the Board and/or the administration has reason to suspect that an 
employee may be in violation of this DFWP. The suspicion must 
be documented in writing within twenty-four (24) hours of the 
event or prior to the release of the test findings. Reasonable 
suspicion testing may be based upon among other things: 
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i. Direct observation of drug/alcohol use or possession; 

u. Observation of the physical symptoms of drug and/or 
alcohol use, including, but not limited to: 

• Low productivity 
• Impaired decision making (mistakes) 
• Increased accidents 
• Damage to equipment 
• Slurring of speech 
• Deteriorating work performance such as frequent 

absenteeism, excessive tardiness, recurrent 
accidents that appear to be related to the use of 
alcohol or a controlled substance and does not 
appear to be attributable to other factors 

• Report of use of alcohol or controlled substance 
provided by a reliable and credible source 

• Odor of alcohol or controlled substance 
• Absenteeism 
• Other abnormal conduct, erratic behavior, changes 

in affect or mood swings 
• Dilated pupils 

iii. Arrest or conviction for drug-related offense, or 
identification of an employee as the focus of a criminal 
investigation into illegal drug possession, use, or 
trafficking. Information provided by reliable and credible 
sources or independently corroborated regarding an 
employee's substance use; 

iv. Repeated or flagrant violations of the Board's safety or 
work rules which are determined by a supervisor to pose a 
substantial risk of physical injury or property damage 
which appears to be related to substance use and do not 
appear attributable to other factors; 

v. Newly discovered evidence that the employee has tampered 
with a previous drug or alcohol test; 

vi. At the request of a police officer or at the request of a 
licensed physician who is not employed by the Board; 

b. Reasonable suspicion testing does not require certainty, but mere 
"hunches" are not sufficient to justify testing. To prevent this, all 
supervisors will be trained in the recognition of drug and alcohol
related signs and symptoms. Testing may be for drugs or alcohol 
or both. An employee who is sent out for a reasonable suspicion 
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test may not return to work until test results are known. Whether 
and when the employee will return to work will depend upon the 
results of the test. Time off will be compensated unless the test 
result is positive, in which case time off will not be compensated. 

c. If an employee is suspected of using or being under the influence of 
any drug or alcohol or is otherwise unable to perform his/her job in 
a safe or satisfactory manner, the supervisor shall have the 
employee taken to a medical facility for evaluation by utilizing a 
drug/alcohol screening, which is to include obtaining a blood, urine, 
breath, saliva and/or other sample. 

d. If the employee is unwilling to report to a medical facility for 
evaluation and screening, the supervisor shall place the employee 
on suspension pending the results of testing or administrative 
determination and make arrangements for the employee to be 
transported home. 

3. Post-Accident Substance Testing: Post-accident testing will be conducted 
whenever an accident occurs. For purposes of this policy, an accident is 
considered an unplanned, unexpected or unintended event that occurs on 
Board premises/property, during the conduct of the Board's business, or 
during working hours, or which involves Board supplied motor vehicles or 
motor vehicles that are used in conducting the Board's business, or is 
within the scope of employment, and which results in any of the 
following: 
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i. A fatality of anyone involved in the accident; 

ii. Bodily injury to the employee and/or another person that requires 
off-site medical attention away from the Board's place of 
employment; 

iii. Vehicular damage in apparent excess of Seven Hundred Fifty 
Dollars ($750); or 

1v. Non-vehicular damage in apparent excess of Five Hundred Dollars 
($500). 

Urine specimen collection (for a drug test) or breath/saliva (for an alcohol 
test) is to occur as soon as possible after an accident or injury. A 
specimen for a drug test will be collected within thirty-two (32) hours 
from the time of an employment-related incident. Breath or saliva alcohol 
testing will be performed within two (2) hours of the incident whenever 
possible, but in any event within eight (8) hours. If the employee is 
injured, it is a condition of employment that the employee herein expressly 
grants unto the Board and the administration, the right to request that 
attending medical personnel obtain appropriate specimens (breath, blood 
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and/or urine) for the purpose of conducting alcohol and/or drug testing. 
Further, all employees herein expressly grant unto the Board and the 
administration, access to any and all other medical information that may 
be relevant in conducting a complete and thorough investigation of the 
employment related accident, to include, but not be limited to, a full 
medical report from the examining physician(s) or other health care 
providers. 

4. Return to Duty/Follow Up Testing. This testing occurs when an employee 
who has previously tested positive is allowed to return to work under a 
"second-chance" or "last chance" agreement or when an employee who 
self-refers for assessment and/or treatment. This testing may include a 
drug and/or alcohol test. A return-to-duty test is required before employee 
is allowed to return to work and, if the employee fails this test, this will 
generally lead to termination of employment. Once an employee passes 
the drug and/or alcohol test and returns to work, there will be a series of 
four ( 4) or more additional tests conducted over a period of at least a year. 
Any employee with a second positive test result will be terminated. 

5. Non-Compliance with Testing Requirement. Non-compliance with a 
supervisor's requests to submit to medical screening, to disclose and 
explain the nature of any suspected substance, to leave the work area or 
Board facility or any other reasonable request, to interfere with the sample 
collection process, or to alter the sample in any fashion will be viewed as 
insubordination and subject to discipline, including termination for the 
first time refusal/violation. Any employee who refuses to consent to a 
drug or alcohol test shall be relieved of duty immediately without pay and 
shall be suspended without pay pending termination proceedings. 

6. Substances To Be Tested For and Testing Procedures: 
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a. Escort Employee to Testing. A supervisor or other member of 
management must accompany the individual being tested to the 
testing facility or otherwise arrange for the employee's safe 
transport to and from the testing facility and/or home. 

b. Identification Required. Any Board employee who is required to 
submit a sample for drug/alcohol testing to the designated 
collection facility may be required to show proof of identity which 
must include a picture I.D. to the personnel at the designated 
collection facility before providing the sample. 

c. Split Specimen. All testing under this policy shall be conducted at 
federally certified laboratories selected by the Board. The Board 
will arrange for its collection sites to do split specimen urine 
collection in the drug and alcohol testing process to facilitate 
appropriate re-testing. All drug and/or alcohol positive tests shall 
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be confirmed by a second test. If the test results are positive for 
drugs and/or alcohol, the employee may be subject to disciplinary 
action up to and including discharge. 

d. Medical Review. All laboratory positive drug tests and alcohol 
tests will be reviewed by a MRO prior to being reported to the 
Board as a positive test. All information reviewed by the MRO 
will be treated as confidential information. 

e. Adulterated Samples. Any employee's sample submitted for 
drug/alcohol testing purposes that has been determined, by the 
Board designated qualified testing lab, to be an adulterated 
submitted sample will result in that said employee being 
disciplined up to and including termination from employment. 

f. Diluted Or Otherwise Manipulated Samples. Any employee's 
sample submitted for drug/alcohol testing purposes that has been 
determined, by Board designated qualified testing lab, to be a 
diluted or otherwise manipulated submitted sample will be 
considered a "refusal to take the test," which will result in that said 
employee being disciplined up to and including termination from 
employment. 

g. Confidentiality. Medical records and/or any reports pertaining to 
this policy involving an employee of the Board are confidential 
and subject to applicable privacy rights, will be disclosed only: 

i. To those with a need to know. 

ii. To defend any legal action brought by the employee. 

m. When required by law. 

iv. If an employee participates in a rehabilitation program and 
authorizes the Board in writing to release confidential 
medical information and/or reports. 

h. Drugs and Alcohol for Which Individuals May Be Tested - In 
addition to alcohol, the drugs which will be tested for are: 

Cannabinoids 
(1HC/marijuana, hash) 

Cocaine (and its derivatives 
including crack cocaine) 
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Opiates (heroin, codeine, 
morphine) 

Amphetamines 
(methamphetamine-central 
nervous system stimulants, 
speed, uppers) 

Phencyclidine (PCP, "angel 
dust") 

Barbiturates 

Methadone 

Methaqualude 

Other Illegal Drugs 

i. Substances. Systems presence testing is the procedure that is used 
to, identify the presence of the following controlled substances or 
alcohol that may be present: (A negative initial screening test is 
considered a negative test.) For each of the tested drugs 
(amphetamines, cocaine, cannabinoids, opiates and PCP), there is 
an initial test used to screen urine specimen. If the initial screen is 
positive [at or higher than a cut-off level that comes from the 
federal Department of Health & Human Services (DHHS)], a 
second or confirmatory test is done. This is a different test and is 
considered accurate. Detection thresholds (or cut-off level) are 
standards that have been established by the DHHS for each of the 
above drugs after years of research. These levels will be used to 
interpret all drug screens/tests, whether for pre-employment 
examination, reasonable suspicion test, post-accident test, follow 
up test or random test. 

Breath alcohol testing will be conducted by a testing contractor 
that uses only certified equipment and personnel. Breath alcohol 
concentrations exceeding .04 will be considered a verified positive 
result. In the event of an accident where an employee has a "whole 
blood" alcohol drawn at a medical treatment facility, a result equal 
to or greater than .04 shall be considered to be a verified positive 
result. An Evidentiary Breath Test (EBT) is used to confirm any 
initial positive test result. 

The Board also may add or delete substances on the list above, 
especially if mandated by changes in existing Federal, State or 
local regulations or legislation. 

J. Specimen Collection Procedure. Testing shall be conducted by 
trained personnel, who meet quality assurance and chain-of
custody requirements for urine collection and breathe alcohol 
testing. Confidentiality is required from our labs. Any individual 
subject to testing under this Policy shall be permitted to provide 
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urine specimens in private, but subject to strict scrutiny by 
collection personnel so as to avoid any alteration or substitution of 
the specimen to be provided. Breath alcohol testing will likewise 
be done in an area that affords the individual privacy. In all cases, 
there will only be one (1) individual tested at a time. Failure to 
appear for testing when scheduled or otherwise required shall be 
considered refusal to participate in testing, and will subject an 
employee to the range of disciplinary actions, including dismissal, 
and an applicant to the cancellation of an offer of employment. 
Further, an employee who refuses to participate in testing may be 
denied workers' compensation benefits to which the employee may 
otherwise have been entitled. 

k. Refusal to submit (to an alcohol or drug test) means that an 
employee (1) fails to provide adequate breath for alcohol testing 
without a valid medical explanation; (2) fails to provide an 
adequate urine sample without a genuine inability to provide a 
specimen with a valid medical explanation; (3) failing to remain 
readily available for a post-accident test; or (4) engages in conduct 
that otherwise obstructs or unnecessarily delays the testing process. 

I. Costs. The Board will pay the costs of all testing, except when the 
employee requests a re-test and the re-test is positive, or when the 
employee is required to take follow-up test because of a prior 
positive test result. 

7. Storage Of Test Results And Right To Review Results 
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All records of drug/alcohol testing will be maintained and stored 
separately and apart from the employee's general personnel documents. 
These records shall be maintained under lock and key at all times. Access 
is limited to designated Board employees. The information contained in 
these files shall be utilized only to properly administer this Policy and to 
provide to certifying agencies for review as required by law. Those 
designated Board employees that shall have access to these records are 
charged with the responsibility of maintaining the confidentially of these 
records. Any breach of confidentially with regard to these records may be 
an offense resulting in termination of employment. Any employees tested 
under this Policy have the right to review and/or receive a copy of their 
respective test results. An employee may request from the DFWP 
Administrator, in writing, with a duly notarized Employee Request for 
Release of Drug Tests Results form, a copy of the test. The Board will use 
its best efforts to promptly comply with this request and will issue to the 
employee a copy of the results personally or by U.S. Certified Mail, 
Return Receipt Requested. 
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8. Employee Rights Related to an Initial Positive Test Result 

a. An employee who tests positive under this DFWP will be given an 
opportunity to explain the findings to the MRO prior to the 
issuance of a positive test result to the Board. Upon receipt of a 
confirmed positive finding, the MRO will attempt to contact the 
employee by telephone or in person. If contact is made by the 
MRO, the employee will be informed of the positive finding and 
given an opportunity to rebut or explain the findings. The MRO 
can request information on recent medical history and or 
medications taken within the last thirty (30) days by the employee. 

If the MRO finds support in the explanation offered by the 
employee, the employee may be asked to provide documentary 
evidence to support the employee's position (for example, the 
names of treating physicians, pharmacies where prescriptions have 
been filled, etc.) A failure on the part of the employee to provide 
such documentary evidence will result in the issuance of a positive 
report by the MRO with no attendant medical explanation. A 
medical disqualification of the employee will result. If the 
employee fails to contact the MRO as instructed, the MRO will 
issue a positive report to the Board. 

b. Employee Request to Test Split Sample. An employee can request 
that any positive drug test be re-tested utilizing the second part of 
the original split sample. The second part of the split sample must 
also be sent to a certified federal lab. The cost for testing the 
second part of the original sample is to be paid by the employee 
prior to conducting the split sample test. If the second part of the 
original sample results in a positive then the test results are upheld 
as positive and the employee receives no refund for payment of the 
second part of the original sample. If the second part of the 
original sample tests negative, then the employee will be refunded 
all costs paid for the second part of the original sample. 
Additionally, any negative results from the second part of the 
original sample will officially nullify the original positive results 
and the employee's test will be finalized as an official negative. 

F. CONSEQUENCES OF VIOLATIONS OF THIS POLICY AND POSITIVE 
TEST RESULTS 

Employees who test positive for drugs or alcohol or otherwise violate this Policy 
will be immediately taken off work duties and are subject to discipline, up to and 
including, termination. Unless aggravating circumstances exist, or the employee 
is no longer qualified to perform his/her job duties, the Board will not terminate 
an employee solely for a first positive test. 
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Any employee who tests positive for drugs or alcohol, or who refuses or fails to 
submit to a test pursuant to this Policy, may be denied workers' compensation 
benefits. 

G. EMPLOYEE EDUCATION AND SUPERVISOR TRAINING 

1. Employee Education. Current employees and supervisors will attend an 
educational session to present and discuss this DFWP. There will be an 
opportunity to ask questions. In addition, a qualified professional will 
offer at least one (1) session designed to make employees aware of 
substance use as a problem, the effects it can have on the individual and 
the family, signs and symptoms of use, effects of commonly used drugs in 
the workplace, the model of chemical dependency, and how to get help. 
There will be a minimum of two (2) hours of educational awareness 
offered annually to all employees. New employees will learn about this 
program during orientation, and they will receive substance education as 
soon as possible thereafter. 

2. Supervisor Training. Every supervisor will receive training about 
drug/alcohol testing responsibilities before the program or any testing 
associated with the program begins. In addition to the two (2) hour 
employee education, supervisors will receive four (4) hours of training 
from a qualified professional the first year, and two (2) hours of refresher 
training every year thereafter. New supervisors will receive at least two 
(2) hours of initial training within six ( 6) weeks of becoming a supervisor 
and an additional two (2) hours of initial training at a later date. This 
training will be designed to help supervisors recognize behaviors that 
demonstrate an alcohol or drug problem; how to document these behaviors 
and confront an employee about the problem; how to initiate reasonable 
suspicion testing; how to make appropriate referrals of an employee for an 
assessment of the problem or other assistance; how to follow up with 
employees who return to work after a positive test; and how to operate 
consistently with collective bargaining agreements, if applicable. No 
supervisor will have testing responsibilities until he/she is trained. 

H. EMPLOYEE ASSISTANCE FOR SUBSTANCE ABUSE RELATED 
PROBLEMS 

The Board is committed to offering assistance and rehabilitation to employees 
with a substance problem. We are supportive of employees taking action on their 
own behalf to address a substance problem. Depending upon the circumstances 
of each particular situation, the Board may offer a second chance to employees 
who are willing to do something about their problem. When an employee tests 
positive for drugs or alcohol, is concerned about a substance issue, reveals or is 
determined to have a substance problem, the DFWP Administrator will meet with 
the employee and provide information of available employee-assistance services. 
It is important for the employee to come to an understanding regarding the extent 
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of the problem in order to correct the problem and be able to avoid usage in 
violation of the DFWP Policy. If an employee is willing to actively engage in 
resolving the substance use problem, the Board will refer the employee to 
providers for an assessment and treatment if necessary. Depending on the 
circumstances in each individual case, the Board, in its discretion, may work with 
the employee to help him/her retain his/her job. 

If any employee violates this policy, the Board, in its sole discretion depending 
upon the individual circumstances, may retain the employee. If the employee is 
not terminated, the employee will be required to meet with a substance 
professional and comply with his/her recommendations. The Board will be 
informed whether the employee is attending sessions and actively participating in 
any recommended programs, but will not receive information about specifics of 
the counseling or program in order to maintain confidentiality. An employee who 
has not been terminated and who participates in, and completes, assessment and 
treatment to the satisfaction of the Substance Abuse Professional will be allowed 
to return to work, subject to signing a "second chance" or "last chance" agreement 
acknowledging that a second violation of this Policy may result in immediate 
termination of employment. The employee will be tested prior to being allowed 
to return to work and at various times thereafter. 

I. DEFINITIONS 

1. "LEGAL DRUG" includes prescribed drugs and over-the-counter drugs 
which have been legally obtained and are being used for the purpose for 
which they were prescribed or manufactured. This term also includes 
alcohol as defined in this policy. 

2. "ILLEGAL DRUG" means any drug or substance: (1) which is not legally 
obtainable and whose use, sale, possession, purchase or transfer is 
restricted or prohibited by law; or (2) which is legally obtainable but has 
not been legally obtained. The term "illegal drug'' broadly refers to all 
forms of narcotics, depressants, stimulants, hallucinogens, cocaine, crack, 
amphetamines, or other dtugs or preparation which alter a person's 
physical or emotional state, including marijuana. This term also includes 
prescribed drugs not legally obtained and prescribed drugs not being used 
for prescribed purposes. The term "illegal drug usage" or "illegal drug 
abuse" includes the use of cannabis or any controlled substance which has 
not been legally prescribed and/or dispensed or the abusive use of alcohol 
or a legally prescribed drug. 

3. "DRUG/DRUGS" or "SUBSTANCE/SUBSTANCES" refers to the 
definition of "illegal drugs" that are stipulated in this policy. This term 
also includes any chemical or biological substance that has known mind or 
motor functioning-altering effects on the human being. Additionally, the 
term "drug" includes cannabis, as well as other controlled substances 
including alcohol as defined in the Ohio Revised Code. 
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4. "WORKPLACE" or "BOARD PREMISES" is defined as the site for the 
performance of any work done in connection with the District and 
includes any school building, school property, including parking lots, 
school-owned vehicles or school-approved vehicles used to transport 
students to and from school or school-approved vehicle used to transport 
students to and from school or school activities (including those activities 
at sites off school property) or any school-sponsored or school-related 
activity, event or function, such as a field trip or athletic event in which 
students are under the jurisdiction of school authorities. 

5. "CONTROLLED SUBSTANCE" is any substance which can only be 
legally obtained by prescription from a licensed medical practitioner. 

6. "ALCOHOL" means the intoxicating agent in beverage alcohol, ethyl 
alcohol, or other low molecular weight alcohol's including methyl and 
isopropyl alcohol. 

7. "PHYSICAL EXAMINATION" means a comprehensive medical 
examination conducted under the supervision of a doctor (physician). 

8. "URINE TEST" means the collection of urine samples and their 
submission to a laboratory for analysis for drugs or alcohol. A positive 
result from a urine test means that drugs and/or alcohol were present in the 
urine; a negative means they were not present. 

9. "1v1EDICAL REVIEW OFFICER (MRO)" is a licensed physician 
(medical doctor or doctor of osteopathy) responsible for receiving 
laboratory results generated by an employer's drug testing program. The 
l\1RO shall have lrnowledge of substance abuse disorders and have 
appropriate medical training to interpret and evaluate an individual's 
confirmed positive test result, together with his/her medical history and 
any other relevant biomedical information. 

J. DENIAL OF WORKERS' COMPENSATION BENEFITS 

All employees covered under this DFWP who test positive for drugs or alcohol 
can be denied Workers' Compensation Benefits. A positive test result creates a 
rebuttable presumption that the proximate cause of the employee's injury is the 
alcohol or controlled substance. Positive for rebuttable presumption is any 
positive drug test and/or any alcohol test that is .08 or greater. 

K. RESERVATION OF RIGHTS 

The Board reserves the right to interpret, change, or rescind this policy in whole 
or in part with or without prior notice. In addition, changes to applicable federal, 
state or other laws may require the Board to modify or supplement this policy. 
This policy does not create a binding employment contract or modify an existing 
contract. 
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L. AMERICANS WITH DISABILITIES ACT 

This Section shall be construed and applied so as to be consistent with the 
Americans with Disabilities Act. 

ARTICLE XXVII - PRIOR AGREEMENTS 

This Master Agreement represents the full understanding and commitments between the parties 
and replaces all previous agreements. 

ARTICLE XXVIIl- INVALIDATED SECTIONS 

In the event that any provisions of this Agreement shall at any time be declared invalid by any 
court of competent jurisdiction, such decision shall not invalidate the entire Agreement, it being 
the express intention of the parties hereto that all other provisions, not so declared invalid, shall 
remain in full force and effect. 

ARTICLE XXIX - DURATION 

This Agreement shall be in effect from July l, 2012, and shall remain in full force and effect 
through June 30, 2015. 

IN WITNESS WHEREOF, the parties have caused the execution of multiple copies of 
this Agreement by their duly authorized representatives as of the day and date first, above, 
written. 
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THE AUSTINTOWN LOCAL BOARD OF 
EDUCATION 

Pre~~·~ .. ~-
6£~ 
Superintendent. 

dllefN~ 
TllE omo ASSOCIATIONOFPV8LIC 
SCHOOL EMPLOYEES, . OCAL 194 

ChiefNegoti~or l\ ;. / 
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COMPENSATION SCHEDULES GOVERNING SPECIFIC CLASSIFICATIONS 

*All compensation schedules contained in this section apply only to those employees who are 
not probationary employees of the District. All compensation schedules are also subject to the 
provisions of Art. X, which prevail when applicable. 

CLASSIFIED MAINTENANCE 

1. Compensation schedule (includes paid holidays negotiated for twelve (12) month 
employees). 

Years of Experience 

0 
1 
2 
3 
4 
5 
6 
7 
8 
9 
10 
11 
12 
13 
14 
15 

Compensation 
2012-2013 

$30,461.28 
$30,649.73 
$32,416.59 
$32,605.04 
$32,793.49 
$32,981.94 
$33,170.39 
$33,358.84 
$33,547.29 
$33,735.74 
$33,924.19 
$34,112.64 
$34,301.09 
$34,489.54 
$34,677.99 
$34,866.44 

Twelve (12) month, two hundred sixty (260) days, eight (8) hours per day, two thousand eighty 
(2,080) hours per year. 

2. Maintenance Regulations 

Added Responsibility Schedule: 

Effective 7/1/89, the four (4) maintenance specialists employed on the above date 
shall receive $1,103.25 added responsibility stipend. This item does not apply to 
future employees in the maintenance department. 

Added Responsibility Schedule 

Licensed Maintenance 
Maintenance Specialist 
Asbestos Program Manager 
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$ 624.02 
$2,640.83 
$1,248.03 



Any employee replacing the Maintenance Supervisor shall receive an additional $1.34 
per hour for the added responsibility. (See below) Unless the provisions of Article X. 
apply, replacement shall be offered on a seniority rotation basis providing the 
replacement employee is able to perform all tasks required. 

CUSTODIANS 

1. Compensation Schedule (includes paid holidays negotiated for twelve (12) month 
employees) 

Years of Experience 

0 
1 
2 
3 
4 
5 
6 
7 
8 
9 
10 
11 
12 
13 
14 
15 

Compensation 
2012-2013 

$30,461.28 
$30,649.73 
$32,416.59 
$32,605.04 
$32,793.49 
$32,981.94 
$33,170.39 
$33,358.84 
$33,547.29 
$33,735.74 
$33,924.19 
$34,112.64 
$34,301.09 
$34,489.54 
$34,677.99 
$34,866.44 

Twelve (12) month, two hundred sixty (260) days, eight (8) hours per day, two thousand eighty 
(2,080) hours per year. 
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SWEEPER/CLEANERS 

Years of Experience 

0 
1 
2 
3 
4 
5 
6 
7 
8 
9 
10 
11 
12 
13 
14 
15 

Holiday pay as provided by law. 

Hourly 
Compensation 

2012-2013 

$13.42 
$13.99 
$14.62 
$14.68 
$14.73 
$14.79 
$14.85 
$14.90 
$14.96 
$15.02 
$15.08 
$15.13 
$15.19 
$15.24 
$15.30 
$15.35 

CUSTODIANS AND SWEEPER/CLEANERS 

Added Responsibilities: 
Licensed Custodian $ 624.02 
Head Cust-Elem $1,198.11 
Head Cust-FO $1,996.84 
Head Cust-AMS $1,996.84 
Head Cust-Fitch $2,620.86 
Afternoon Tum Leader Fitch $ 549.10 
Afternoon Tum Leader-all buildings$ 384.37 
(except Fitch) 
Afternoon Tum Differential 
Midnight Tum Leader-All buildings 
Midnight Turn Differential 
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$ 374.41 
$ 374.41 
$ 624.02 



GROUNDSKEEPER 

1. Compensation schedule (includes paid holidays negotiated for twelve (12) month 
employees.) 

Years of Experience 

0 
1 
2 
3 
4 
5 
6 
7 
8 
9 
10 
11 
12 
13 
14 
15 

Compensation 

2012-2013 

$32,945.07 
$33,135.33 
$34,919.18 
$35,109.45 
$35,299.71 
$35,489.97 
$35,680.23 
$35,870.49 
$36,060.76 
$36,251.02 
$36,441.28 
$36,631.54 
$36,821.80 
$37,012.06 
$37,202.33 
$37,392.59 

The Groundskeeper shall be directly responsible only to the Athletic Director or his designee. 

Twelve (12) months, two hundred sixty (260) days, eight (8) hours per day, two thousand eighty 
(2,080) hours per year. 

73 

{01687210 -2} 



SECRET ARIAL STAFF 

1. Compensation Schedules 

10-Month Secretary 

Years of Experience 

0 
1 
2 
3 
4 
5 
6 
7 
8 
9 
10 
11 
12 
13 
14 
15 

Compensation 

2012-2013 

$23,686.03 
$23,867.63 
$25,374.09 
$25,555.69 
$25,737.28 
$25,918.88 
$26,100.48 
$26,282.08 
$26,463.67 
$26,645.27 
$26,826.87 
$27,008.46 
$27,190.06 
$27,371.66 
$27,553.26 
$27,734.85 

Includes a maximum of eight (8) paid holidays as provided in Article VI.A. Ten (10) months, 
two hundred eight (208) days, including holidays at eight (8) hours; one thousand six hundred 
sixty four (1,664) hours per year. 

12-MONTH SECRETARIES/FOOD SERVICE SECRETARY 

Compensation Schedule includes paid holidays negotiated for twelve (12) month employees as 
provided in Article VI.A. 

Years of 
Experience 

0 
1 
2 
3 
4 
5 

{01687210 -2} 

Annual 
Compensation 

12-13 

$30,186.03 
$30,374.48 
$32,141.34 
$32,329.79 
$32,518.24 
$32,706.69 
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6 
7 
8 
9 
10 
11 
12 
13 
14 
15 

$32,895.13 
$33,083.59 
$33,272.04 
$33,460.49 
$33,648.94 
$33,837.39 
$34,025.84 
$34,214.29 
$34,402.74 
$34,591.19 

Holiday pay as provided by law. 

Twelve (12) months, two hundred sixty (260) days, at eight (8) hours; two thousand eighty 
(2,080) hours per year. 

Board Office Secretaries which includes Food Service Secretary will receive an additional 
annual stipend as listed below 

Additional Stipends: 

HS Treasurer-Computer $312.00 

Board Sec-Payroll and Accounts $624.02 
Payable/Accounts Receivable/Food 
Service Secretary 

HOURLY SECRETARY 

Years of 
Experience 

0 
1 
2 
3 
4 
5 
6 
7 
8 
9 
10 
11 

{01687210 -2} 

Hourly 
Compensation 

12-13 

$13.25 
$13.82 
$14.45 
$14.50 
$14.56 
$14.62 
$14.68 
$14.73 
$14.79 
$14.85 
$14.90 
$14.96 
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12 
13 
14 
15 

Holiday pay as provided by law. 

{01687210 -2} 

$15.01 
$15.07 
$15.12 
$15.18 
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1. Compensation Schedule 

7-HR. FOOD SERVICE WORKER 

Years of Experience 

0 
1 
2 
3 
4 
5 
6 
7 
8 
9 
10 
11 
12 
13 
14 
15 

FOOD SERVICE 

Compensation 

2012-2013 

$18,392.49 
$18,534.11 
$19,727.63 
$19,869.25 
$20,010.87 
$20,152.50 
$20,294.12 
$20,435.74 
$20,577.36 
$20,718.99 
$20,860.61 
$21,002.23 
$21,143.86 
$21,285.48 
$21,427.10 
$21,568.73 

Nine (9) month, one hundred ninety (190) days, seven (7) hours a day, one thousand three 
hundred thirty (1330) hours per year. 

ADDED RESPONSIBILITY SCHEDULE 

Elementary School Manager 
Middle School Manager 
Intermediate School Manager 
High School Manager 

{01687210-2} 

$ 908.68 
$1,123.22 
$1,123.22 
$1,647.40 
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FOOD SERVICE - SHORT HOUR - The compensation schedules set forth in this section 
are subject to Article X, which prevails. 

Years of Experience 

0 
1 
2 
3 
4 
5 
6 
7 
8 
9 
10 
11 
12 
13 
14 
15 

Holiday pay as provided by law. 

FOOD SERVICE-COMPENSATION 

Hourly Compensation 12-13 

$13.19 
$13.76 
$14.39 
$14.45 
$14.50 
$14.56 
$14.62 
$14.68 
$14.73 
$14.79 
$14.85 
$14.90 
$14.96 
$15.01 
$15.07 
$15.12 

A cook taking full responsibility as manager (when manager is absent) shall be paid 
additional compensation per day. 

$4.72 

Any food requested from the cafeteria shall be paid for by the group or individual 
requesting such, based on materials used and cost of labor or for the price normally 
charged. 
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SCHOOL BUS DRIVERS 

1. Compensation schedule (includes a maximum of eight (8) paid holidays as provided by 
law). 

Years of Experience 

0 
1 
2 
3 
4 
5 
6 
7 
8 
9 
10 
11 
12 
13 
14 
15 

Annual Compensation 12-13 

$12,711.26 
$12,798.06 
$13,534.73 
$13,622.67 
$13,711.76 
$13,881.93 
$13,925.86 
$13,969.79 
$14,013.71 
$14,057.64 
$14,110.36 
$14,154.28 
$14,198.21 
$14,242.14 
$14,286.07 
$14,329.99 

Four (4)hours per day, one hundred eighty-six (186) days per year, seven 
hundred forty-four (744) hours per year 
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CLASS A MECHANICS 

Years of Experience Annual Compensation 12-13 

0 
1 
2 
3 
4 
5 
6 
7 
8 
9 
10 
11 
12 
13 
14 
15 

$34,087.51 
$34,275.96 
$35,372.40 
$35,560.85 
$35,749.30 
$35,937.75 
$36,126.20 
$36,314.65 
$36,503.10 
$36,691.55 
$36,880.00 
$37,068.45 
$37,256.90 
$37,445.35 
$37,633.80 
$37,822.25 

Call out time for mechanics - two (2) hour minimum. 

Additional Stipend: 2012-2013 

Afternoon shift 
differential $374.41 

$727.01 Four (4) years experience 

1. Bus Garage Mechanics Regulations 

{01687210 -2} 

a. Stipend for Class A Mechanics with four (4) years experience. 

$727.01 

b. The Board shall provide rental uniforms and coverall or shop coats 
for bus garage personnel. 

c. Bus mechanics shall receive an annual allowance of up to Four 
Hundred ($400) dollars each to replace broken or worn out tools 
upon presentation of the tool to be replaced. This allowance does 
not apply to tools under warranty or guarantee. 

d. In the absence of a foreman, a mechanic assigned to fill in receives 
the following amount from the first day. This does not include 
vacations. 

$5.39 
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CLASS B MECHANICS 

Compensation schedule includes paid holidays as negotiated for twelve (12) month employees. 

Twelve (12) months, two hundred sixty (260) days, eight (8) hours per day, two 
thousand eighty (2,080) hours per year. 

employing a fleet foreman. 

Call out time for mechanics - two (2) hour minimum. 

Additional Stipend: 

Afternoon shift differential $374.41 
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Years of Experience 

0 
1 
2 
3 
4 
5 
6 
7 
8 
9 
10 
11 
12 
13 
14 
15 

employing a fleet foreman. 

CLASS C MECHANICS 

Annual Compensation 12-13 

$30,803.92 
$30,992.37 
$32,759.23 
$32,947.68 
$33,136.13 
$33,210.36 
$33,513.03 
$33,701.48 
$33,889.93 
$34,078.38 
$34,266.83 
$34,455.28 
$34,643.73 
$34,832.18 
$35,020.63 
$35,209.08 

Call out time for mechanics - two (2) hour minimum. 

Additional Stipend: 

Afternoon shift differential $374.41 

MECHANICS - This section is subject to Article X, as applicable. 

1. Compensation schedule includes paid holidays as negotiated for twelve 
(12) month employees. 

82 

{01687210 -2} 



PARAPROFESSIONALS - This section is subject to Article X, as applicable. 

1. Compensation schedule (includes holidays as negotiated for nine (9) month 
employees). 

Years of Experience 

0 
1 
2 
3 
4 
5 
6 
7 
8 
9 
10 
11 
12 
13 
14 
15 

Hourly Compensation 12-13 

$13.13 
$13.71 
$14.39 
$14.50 
$14.62 
$14.73 
$14.85 
$14.96 
$15.08 
$15.19 
$15.30 
$15.42 
$15.53 
$15.64 
$15.75 
$15.86 

*Identified as: Monitors, media, math/reading writing, bus, playground, SBH, DH, clerical, food 
service and child-specific paraprofessionals. 

The working day for para professionals (excluding Child-Specific Paraprofessionals) will be a 
minimum of five and three-quarters (5 %) hours depending upon job classification for one 
hundred eighty-eight (188) days per school year. 
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AUDIO-VISUAL TECHNICIAN 

1. Compensation schedule (includes holidays as negotiated for nine (9) month 
employees). 

Years of Experience 

{01687210-2} 

0 
1 
2 
3 
4 
5 
6 
7 
8 
9 
10 
11 
12 
13 
14 
15 

84 

Hourly Compensation 12-13 

$15.72 
$16.29 
$16.97 
$17.09 
$17.20 
$17.31 
$17.43 
$17.54 
$17.66 
$17.77 
$17.88 
$17.99 
$18.10 
$18.21 
$18.32 
$18.43 



OAPSE Salary Schedule 
2012-2013 

{01687210-2} 
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fi --· - . - . . . . - ._ .· . - . . . . . . .. 

I OAPSE Salary Schedule . . 

12013-2014 with 1% lnOl!Clse fafter 1.95% liicrease at end of 12-13-pald fn one 1ime p~ent} 
I I 

! 1330.00 1510.00 2080.()9 

I l ColB*t3(} Col 8*030 ColH "130 
i I 

I Short I Hour I rood Food Senrice i Food Servic:e.8 Houdy Hourly HoUTly Hourly 
I 

i I 
I Year Service ho~rs hours ParaPro SfC Clerks AV Tech Technology l i 
i Prbbl $ 11A4 s 11.44 $ 151215.08 $ 17,388.67 $ li.03 s 1(}.15 s 12.03" $ :il..!48 S 23:ssl...54 
I s ll.60 s 11.60 $ 15,422.56 $ 17,625.18 $ 12.29 s 11-10 s 12.29 s 11-94 s 24,s33.S4 I , Prob2 
I 

25,785.14 1 
I 

$ 11:75 s $ $ 17,862.90 s 12..55 s 11.44 s 1255 s 12..40 s : ProbS 11.75 15,630.04 
I 
i 0 s 13.72 s 14.38 $ 19,128.04 $ 21,860.62 s 13.66 s 13.96 s 13:-78 s 16.35 s s4,oo5..2.4 I 
! s 14.31 s 14.49 $ 19,275.33 $ 22,028.94 s 14.26 s 1455 s 14..97 s 16.94 s 35,238.26 j i 1 
! 

2 s :14.97 s 15.:'JS ~ 20,516.58 $ 23,447.52 $ 14.97 $ 1520 $ 15.03 s 17.65 s 36,709..2.2 I i 
' 

36,968..80 I l s $ 15.03 $ 15:.54 $ 20,663.86 $ 23,615.~ $ 15.08 s 15.27 $ 15.ilB s 17.77 s 
! 4 s 15.08 s 15.65 $. 20,811.14 $ 23;7&4--16 $ 15.20 s 15.32 $ lS.14 $ 17.&9 s 37,2.06.75 i i 
I 5 $ 15.14 5 15.76 $ 20,958A4 $ 23,952.50 s 15.32 s 15.38 s 15.20 s 18..0D s 37,444.70 
i 

37;704..2.8 I I 5 s 15.20 s 15.87 $ 21,105.72 $ 24,120.82 s 15.44 s 15.44 s 15.27 s 18.lS s I 
I 7 s 15.27 s 15.98 $ 21,253.01 $ 24,289.15 s 15.50 s-15.32. $ l.B:i4 s 37,942.2.S I 
I 
I 

8 s 15.32 $ 16.09 $ 24,457.47 $ 15.56 s 15..38 s 18.37 s as~.al...82. I 
$ I 

I 9 $ 15.38 s 24,625.81 s 15.80 s 15.62 s 15.44 s 18:48 s s1t;439.11 I 
I s $ 24,794.13 s 15.9'1 $ 15.68 $ 18.60 s I 
I 10 $ 15.44 38,017.72. I 

I 11 s 1550 s $ 24,962A6 S 16..M s l&.71 s 38~15.67 1 
i 12 $ 1556 $ $ 25,130.79 $ 16..15 s 18..82 s 39',153.62 
I 
I 13 $ 15.61 s 16.64 $. 22,136.73 $ 25,299.12 s 16.2.7 s 15.85 s 18:.94 s 39~91.57 

I _____ ; ___ ;_ ;:~~~--···· ~;::; __ :. ... :::; _: _ -~:;;; . ; -· ~;~:: __ : _;~ __ : ___ ;~; _;._ ;; ____ ~ --· ;:;;;J 
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! - . 
- -· ·- - ·---·------- - --·- -- -•· ' I 

j t • 

I 2080.00 2080.00 2o8o.ao · 1664.00 2080.00 

I Coll* 130 ~olK* 131 ColM*Mll ColO*P30 "Co!Q*R31 

I Hourly lD mo llmo 

1 Grounds- Grounds- MaintEna Secretari lD Mollth . Seql!tilq i2 Month 
keeper keeper Ctistocfran CustDdians m:e Mai~nce es Secretaries es Secretaries i 
s 13_73 $ 2B,554.D2 ·5 1~t7s $ 28,554.02 s 13..90 $ 2~,921.75 s 11.42 $ 19,001.40 s n4i · $ 23,751:~5 ! 
S 13.89 $ 28,900.12 S 13.89 $ 28,900..13 S 14.06 $ 29,246.24 S 12:.15 $ 20,212.79 S 12..15 $ 25,265.98 : 

I S 14.12 $ 29,376,02 $. 14-12 $ 29,376.02 S 14.31 $ 29,765.40 $ 12..88 $ 21,424.16 $ 12.88 $ 26,780.20 • 
I I 

' s 16.47 $ 34,262.61 s 15.23 $ 31,679.48 s 15..23 $ 31,1?79.48 s 14.80 $ 24,633.28 s 15..o9 $ 31,393..23 '. 

[ s 16.57 $ 34,460.47 s 15.32 $ 31,875.48 s 15.32 $ 31,875.48 s 14.92 $ 24,,822.15 s lS.19 $ 31,589.21 i 

I S 17.46 $ 36,315.66 S 16.21 $ 33,713.00 S 16.21 $ 33,713.00 S 15.86 $ 26,388.85 S 16.07 $ 33,426.73 i 
I 
I s 1755 $ 36,513.54 s 16.!ID $ 33,908.98 s 16-30 $ 33;908.98 s 15.97 $ 26,ID.72 s 16..16 $ 33,622.72 ' 

Is 17.65 $ 36,711.42 S· 16.40 $ 34,104.96 s 16..40 $ 34,~04.95 s 16..09 $ 26}766.56 s 16..26 $ 33,818.71 : 

Is 17.74 $ 36,909.28 s 16.49 $ 34,300.95 s 16.49 $ 34,300.95 s 16-20 $ 26,955A3 s 16.35 .$ 34,014.70 
f I 
I S 17.84 $ 37,107.15 S 16.59 $ 34,496.93 S 16.59 $ 34,49&.93 S 16.31 $ 27,144.29 S 16..45 $ ~210.68 . 

! s 17.94 $ 37,305.02 s 16.68 $ 34,692.93 s 16..68 $ '34,692.93 s 16.43 $ 27,333.15 s 16.54 $ 34,406.67 ; I s l8_os $ 37,502.90 s 16:.n $ 34,888.91 s 16..77 $ 34,888.91, s 16.54 $ 27,522.Dl s 1.6..64 $ 34,602.65 I 

I 
S llUS $ 37,700.77 S 16-117 $ 35,084.90 S 16.87 $ 35,!J84.90 S 16.65 $ 27;'110.87 S 16;.73 $ 34;798.64 j 

s 1&22 $ 37,898.63 s 16.:96 $ 35,280.88 s lfi..!16 $ 35,280.88 s 16.77 $ 27,899.73 s 16.82. $ 34,994.63 : 

s 18.52 $ 38,096.51 s 17.06 $ 35,476.87 s 17.06 $ 3_5.476.87 s 16.88 $ 28,088.58 $ 16..92 $ 35,190.61 ; 

s 1&.41 $ 38,294.38 S 17-15 $ 35,672.86 s 17.lS $ 35,672.86 s ifi99 $ 28,277.44 s 17_01, $ 35,386.60 I 

I
S 18.51 $ .38,492.24 S ~7.24 $ 35,868.85 S 17-24 $ 35,868.85 S 17-11 $ 28,466.31 S 17.~ $ 35,582.58 I 

$ l8..60 $ 38,690,12 S -i7..34 $ 36,064,83 S 17..34 $ 36,()64.83 $ 17-22 $ 28,655.17 $ 17..20 $ 35,778.58 I 

Ls. ~u~ ... t_38,_88_8:~ . ! i1-~~:! _3~,2~~~~ - s 17.43 ~-- 36,2~0·~~ -~~ - ~ 2~~·~~ .. ~ :~~:i~- ~-~5·??.4:~ ; 
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OAPSE Salary Schedule 

2014-2015 with 1.95% Increase based on contract language 

Short Hour Food 
Vear Service 
Prob 
1 $ 11.66 
Prob 
2 $ 11.82 
Prob 
3 $ 11.98 

0 $ 13.98 

1 $ 14.59 

2 $ 15.26 

3 $ 15.32 

4 $ 15.37 

5 $ .15.44 

6 $ 15.50 

7 $ 15.56 

8 $ 1?.62 

9 $ 15.68 

10 $ 15.75 

11 $ 15.80 

12 $ 15.86 

13 $ 15.91 

14 $ 15.98 

15 $ 16.03 

{01687210 -2} 

Hourly FS 7 and 
8 hour 

$ 11.66 

$ 11.82 

$ 11.98 

$ 14.66 

$ 14.78 

$ 15.73 

$ 15.84 

$ 15.95 

$ 16.07 

$ 16.18 

$ 16.29 

$ 1~.40 

$ 16.52 

$ 16.63 

$ 16.74 

$ 16.86 

$ ,,6.97 

$ 17.08 

$ 17.19 

1330 
ColC*D4 

Food Service 7 
hours 

$ 15,507.80 

$ 1s,12o_.60 

$ 15,933.40 

$ 19,497.80 

$ 19,657.40 

$ 20,920.90 

$ 21,067.20 

$ 21,213.50 

$ 21,373.10 

$ 21,519.40 

$ 21,665.70 

$ 21,8~2.~ 

$ 21,971.60 

$ 22~117.90 

$ 22,264.20 

$ 22,423.so_ 

$ 22,570.10 

$ 22,716.;40 

$ 22,862.70 

1520 

Col C * E4 

Food Service 8 
hours 

$ 17,723.20 

$ 17,966.40 

$ 18,209.60 

$ 22,283.20 

$ 22,465.60 

$ 23,909.60 

$ 24,076.80 

$ ~4,244.00 

$ 24,426.40 

$ 24,593.60 

$ 24,760.80 

$ 24,928.00 

$ 25,110.40 

$ 25,277.60 

$ 25,444.80 

$ 25,627.20 

$ 25,794.40 

$ 25,961.60 

$ 26,128.80 

91 

Hourly Hourly Hourly 
ParaPro S/C Clerks 

$ $ 
$ 12.27 10.96 12.27 

$ $ 
$ 12.53 11.31 12.53 

$ $ 
-$ 12.80 11.66 12.80 

$ $ 
$ 13: 92 14.23 14.05 

$ $ 
$ 14.54 14.83 14.65 

$ $ 
$ 15.26 15.50 15.32 

$ $ 
$ 15.37 15.56 15.37 

$ $ 
$ 15.50 15.62 15.44 

$ $ 
.$ 15.62 15.68 15.SO 

$ $ 
$ 15.75 15.75 15.56 

$ $ 
$ 15.86 15.80 15.62 

$ $ 
$ 15.99 15.86 15.68 

$ $ 
$ 16.11 15.93 15.75 

$ $ 
$ 16.22 15.99 15.80 

$ $ 
$ 16.35 16.04 15.86 

$ $ 
$ 16.47 16.11 15.91 

$ "$ 
$ 16.58 16.16 15.98 

$ $ 
$ 16.70 16.22 16.03 

$ $ 
$ 16.82 16.28 16.09 

Hourly AV 
Tech 

$ 11.71 

$ 12.17 

$ 12.64 

$ 16.67 

$ 17.27 

$ 17.99 

$ 18.12 

$ 18.24 

$ 18.35 

$ 18.48 

$ 18.60 

$ 18.72 

$ 18.84 

$ 18.96 

$ 19.07 

$ 19.19 

$ 19.31 

$ 19.42 

$ 19.54 

2080 
Coll*J4 

Technology 
$ 
24,356.80 
$ 
25,313.60 
$ 
26,291.20 
$ 
34,673.60 
$ 
35,921.60 
$ 
37,4~9.20 

$ 
37,689.60 
$ 
37,939.20 
$ 
38,168.00 
$ 
38,438.40 
$ 
38,688.00 
$ 
38,937.60 
$ ' 
39,187.20 
$ 
39,436.80 
$ 

39,665.60 
$ 

39,915.20 
$ 
40,164.80 
$ 
40,393.60 
$ 
40,643.20 



186diW5 

651.00 2080.00 2080.00 

I 
i 
! 
I 

2080.00 i I 
Col S * U31 Mechanics-Amt• 1.01 at each level I 

I Hourly ·1 

I Bus Mechanic I 
Drlveri; Bus Drivers 35 s Mechanic C Mechanic B MethanicA I 
s 15.38 $ 10,013.35 s 16.12 $ 33,529.34 $ 33,529.34 $ 33,529.34 i 

- I 

s 16.25 s 10,568.51 s 16.38 s 34,070.14 $ 34,070.14 .$ 34,070.14 1 

$ 11,130.45 s 16.64 $ ~4,610.93 $ 34,610.93 $ 34,610.93 1" 

s 11,567.15 s 15.40 $ 32,005.83 $ 34,215.44 $ 35,450.74 

$ $ $ $ 
. I 

11,646.14 $ 15.50 32r231.81 34,411.42 35,546.72 I 

I $ 12,316.51 $ 16..38 $ 34,059.33 $ 35,304.64 $ 36,787.01 I 

$ 12,396.54 s 16.47 $ 34,265.33 $ 35,S00.62 $ 36,983.00 II 

$ 12,477.61 s 16.57 $ 34,461.31 $ 35,696.61 $ 37,178.98 

s n,632A6 s 16.61 s 34,538.so s 35,892.59 s 37,314.91 I 
I $ 12,672.44 s 16.76 $ 34,853.28 $ 36,088.59 $ 37,570.96 ' 

$ 12;712.4-1 s 16.&5 $ 35,049.26 $ 36,284.57 $ 37,766.95 1 
I $ 12 .. 752.38 s 16.94 $ 35,245.26 $ 36,480.56 $ 37,962.93 : 

$ 12,792.36 S 17.04 $ 35,44L24 $ 36,676.54 $ 38,158.92 1 

s 19:72. s 121840.32 s 17.13 s 35,637.23 s 36,872.53 ~ 38;a.54.90 I 
$ 19..79 $ UJ§B0.29 S 17.:23 $ 35,833.21 $ 37,068.52 $ 38,55g.88 i 

s 19.as $ 12,920.27 s 17.32 $ 36,029.20 $ 37,25t,!fil $ 38,746.88 1 

s 19.91 s 12,.900.2s s 11.42 s 36,ns.1s s 37,460.49 s 38;942.86 I 
S 19.Ei $ 13,000.22 $ 17 51 $ 36,421.18 $ 37,656.47 $ 39,138.85 1 

s.J !':!>s . J ~!~~~ -~ _ 11.fi<! _J 36,_611.1~ ~ ~~~~46 ___ $ _a9~~~ .! 
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Bus 
Drivers 
$ 
15.68 
$ 
16.55 
$ 
17.43 
$ 
18.11 
$ 
18.24 
$ 
19.29 
$ 
19.41 
$ 
19.54 $ - . 
19.78 . $ 
19.85 
$ 
19.91 
$ 
19.97 
$ 
20.03 
$ 
20.11 
$ 
20.17 
$ 
20.23 
$ 
20.30 
$ 
20.36 
$ 
20.42 

3.5 hr day 

186 days 

651 2080 2080 
Col U • V4 Mechanics-Amt• 1.01 at each level 

Bus Drivers Hourly 
3.5 Mechanics MechanicC Mechanic B 
$ $ $ 
10,207.68 $ 16.43 34,183.16 34,183.16 
$ $ $ 
10,774.05 $ 16.70 34,734.50 34,734.50 
$ $ $ 
11,346.93 $ 16.96 35,285.85 35,285.85 
$ $ $ 
11,789.61 $ 15.70 32,~60.53 34,882.64 
$ $ $ 
11,874.24 $ 15.80 32,860.33 35,082.44 
$ $ $ 
12,557.79 $ 16.70 34,733.69 35,993.08 $ . $ $ 
12,635.91 $ 16.79 34,933.50 36,192.88 
$ $ $ 
12,720.5~ $ 16.89 35,133.30 36!392.70 
$ $ $ 
12,876.78 $ 16.93 35,212.00 36,592.50 
$ $ $- . 

12,922.35 $ 17.08 35,532.92 36,792.31 
$ $ $ 
12,961.41 $ 17.18 ~5,732.72 36,992.12 
$ $ $ 
13,000.47 $ 17.28 35,932.54 37,191.93 
$ $ $ 
13,039.53 $ 17.37 36,132.34 37,391.73 
$ $ $ 
13,091.61 $ 17.47 36,332.16 37,591.55 
$ $ $ 
13,130.67 $ 17.56 36,531.96 37,791.35 
$ $ $ 
13,169.73 $ 17.66 36,731.77 37,991.17 
$ $ $ 
13,215.30 $ 17.76 36,931.58 38,190.97 
$ $ $ 
13,254.36 $ 17.85 37,131.39 38,390.77 
$ $ $ 
13,293.42 $ 17.95 37,331.19 38,~90.59 
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2080 

Mechanic A 
$ 
34,183.16 
$ 
34,734.50 
$ 
35,285.85 
$ 
36,142.03 
$ 
36,341.83 
$ 
37,504.35 
$ 
37,704.17 
$ 
37,903.97 
$ 
38,103.79 
$ 
38,303.59 
$ 
~!l.503.40 
$ 
38,703.21 
$ 
38,903.02 
$ 
39,102.82 
$ 
39,302.63 
$ 
3~,502.44 

$ 
39,702.24 
$ 
39,902.06 
$ 
40,101.86 



2080 

Col K* L4 

Hourly 
Grounds- Grounds-
keeper keeper Custodian 

$ 
$ 14.00 29,120.00 $ 14.00 

$ 
$ 14. ~7 29,473.60 $ 14.17 

$ 
$ 14.40 29,952.00 $ 14.40 

$ 
$ 16.79 34,923.20 $ 15.5_3 

$ -
$ 16.89 35,131.20 $ 15.62 

$ 
$ 17.ao 37,024.00 $ 1~.52 

$ -
$ 17.90 37,232.00 $ 16.62 

$ 
$ 17.99 37,419.20 $ 16.72 

$ 
$ 18.09 37,627.20 $ 16.81 

$ 
$ 18.19 37,835.20 $ 16.91 

$ 
$ 18.28 38,022.40 $ 17.00 

$ 
$ 18.38 38,230.40 $ 17.10 

$ 
$ 18.48 38,438.40 $ 17.20 

$ 
$ 18.58 38,646.40 $ 17.29 

$ 
$ 18.67 38,833.60 $ 17.39 

$ 
$ 18.77 39,041.60 $ 17.48 

$ 
$ 18.87 39,249.60 $ 17.58 

$ 
$ 18.96 39,436.80 $ 17.68 

$ 
$ 19.06 39,644.80 $ 17.77 
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2080 

Col M *N4 

Custodians Maintenance 
$ 
29,120.90 $ 14.18 
$ 
29,473.60 $ 14.33 
$ 
29,9~2.00 $ 14.59 
$ 
32,302:40 $ 15.?3 
$ 
32,489.60 $ 15.62 
$ 
34;.~~~;6Q $ 1~.52 
$ 
34,569.60 $ 16.62 
$ 
34,777.60 $ 16.72 
$ 
34,964.80 $ 16.81 
$ 
35,172.80 $ 16.91 
$ 
35,360.00 $ 17.00 
$ 
35,56~.oo $ 17.10 
$ 
35,776.00 $ 17.20 
$ 
35,963.20 $ 17.29 
$ 
36,171.20 $ 17.39 
$ 
36,358.40 $ 17.48 
$ 
36,566.40 $ 17.58 
$ 
36,774.40 $ 17.68 
$ 
36,961.60 $ 17.77 
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2080 
ColO* 

P4 

Malnten-
a nee 
$ 
29,494.40 
$ 
29,806.40 
$ 
30,347.20 
$ 
32!30~.40 

$ 
32,489.60 
$ 
34!3~1.fi_q 
$ 
34,569.60 
$ 
34,777.60 
$ 
34,964.80 
$ 
35,172.80 
$ 
35,360.00 
$ 
35,568.00 
$ 
?5,776.00 
$ 
35,963.20 
$ 
36,171.20 
$ 
36,358.40 
$ 
36,566.40 
$ 
36,774.40 
$ 
36,961.60 

1664 2080 

ColQ*R4 ColS*T4 

10mo 10 Month 12mo 12 Month 
Secretaries Secretaries Secretaries Secretaries 

$ 11.64 $ 19,371.~3 $ 11.64 $ 24,211.20 

$ 12.38 $ 20,606.94 $ 12.38 $ 25,750.40 

$ 13.13 $ 21,841.93 $ 13.13 $ 27,310.40 

$ 15;09 $ 25,113 .6~ $ 15.39 ~ 32!011.20 

$ 15.21 $ 25,306.18 $ 15.48 $ 32,198.40 

$ ! 6.17 $ 2~,903.43 $ 16_.~8 $ 34,0?_0.49 

$ 16.28 $ 27,095.98 $ 16.48 $ 34,278.40 

$ 16.40 $ 27,288.51 $ 16.58 $ 34,486.40 

$ 16.52 $ 27,481.06 $ 16.67 $ 34,673.60 

$ 16.63 $ 27,673.60 $ 16.77 $ 34,881.60 

$ 16.75 $ 27,866.15 $ 16.86 $ 35,068.80 

$ 16.86 $ 28,058.69 $ 16.96 $ 35,276.80 

$ 16.98 $ 28,251.23 $ 17.06 $ 35,484.80 

$ 17.0.9 $ 28,443.77 $ 17.15 $ 35,672.00 

$ 17.21 $ 28,636.31 $ 17.25 $ 35,880.00 

$ 17.33 $ 28,828.85 $ 17.34 $ 36,067.20 

$ 17.44 $ 29,021.40 $ 17.44 $ 36,275.20 I 

$ 17.56 $ 29,213.94 $ 17.54 $ 36,483.20 

$ 17.67 $ 29,406.48 $ p.63 $ 36,670.40 



FORMS 
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-"---:-· ........................ ·- ........... ! ......... - . • • . ......... --........ ----··--···-·--·-.. - .. . . - .. . ..... _ ...... - ....... _ ··-· ............ _ ..... -.-·- .... - ···--··-·-·----.. •• ...... - ........ .-- ................. __ ,_._ 

AUSTINTOWN LOCAL SCHOOLS 
Classified Employee Bid Sheet 

Date _____ _ 

Employee Name _____________ _ 

Phone Number ________ _ 

Present Position 

Classification ____________ Building ___________ _ 

Hours ___ _ Start tirne: ___ _ End time: ___ _ 

I am requesting to be transferred, assigned or reassigned as follows: 

AppliTrack ID# ____ _ 

Classification: __________ _ Building ____________ _ 

Hours ___ _ Start 1lme: ___ _ End time:. __ _ 

Signature 

Date Received. ____ _ Received by ____ _ 

Disposition of Request------------
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.. .. ... . . . . .. . ... ... . ... . . ... . . . . . . · ·~ ... . .. . . .. . . .. . . . . . . . . . . . . . . . . . . .. . ...... . 

CLASSIFIED INS.ERVICE PROGRAM APPLICATION 
Pr(! Class Approval -r6RTA wfth Attendance Verification Form 

.eAB.I.A Must be completed In duplicate PRIOR to the first dass. In order for lnservke credit to be computed acc:urately, 
It is absolutely necessary that you fill In the exact tlUe of the dass and dates. If Part A Is not completed In full, ftwlll be 
rtttirned to you. 

fABia To be completed when class Is completed. Part B Is only avallable atthe Board Office. 

CHEOCONE; 
D This dass Is offered through the A~intown Local Schools Continuing Education Program. 
D This class ts offered at · 

(LocaUon where dasi; ls offered.) 
$ A copy of the course description as: found In a brochure, catalog, newspaper, flier or other publication must accompany 

Part A prior to appr-ovaJ. 
•;· Attendance verification Is required from the Instructor at the end of class. 

Name: Date: ----- Bldg: ,__ __ _ Classttication: ----
Exact 1itle of Cass: 

Total dock Hrs Date of ArstClass Date of Last Class Employee Signature 

-----~------- D ApproYl!d 0 Rejected-Reason _____________ _ 
Supetlntt!!ndent Signature 

Revised 9/q/>1 

CLASSIFIEQ INSERVICE PROGRAM APPUCATlON 
Pre Class Approval - PART A with Attendance Verjffcation Form 

PAJllA Must be completed in duplicate PRIOR to the first class. f n order for lnservice credit to be computed accurately, 
It ls absolutely necessaT)' that you fill in the exact title of the dass and dates. If Part A ls not completed In full,~ wm be 
returned to you. 

fABI..1110 be completed when class Is completed. Part Bis only avalfable at the Board Office. 

CHECK ONE: 
D lhls class ls ofretcd through the Austintown Local Schools Contlnufng Education Program. 

0 This dass Is offered at:------..,-----..,,----..,.,...-~-----------' 
(Location where class is offered.) 

-~ A copy of the c:ourse dasalptTon as found In a brochure, catalog, newspaper, fifer or other publication m~ accompany 
Part A prior to approval. · 

•:• Attendance verification Is required from -the Instructor at the end of class. 

Name: Date: ----- Bldg: ____ Classfficatiom ___ _ 

Exact Title of Class: 

Total Clock Hrs Date of First dass Date of Last dass J::mployee Signature 

------------- D Approved [J Refected-Reason _____________ _ 
Stlperlntendent Signature 
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·- ·-··-· . . ·-·-·-····- . ·--··. . --~--· · ····-----·---

CLASSIFIED INSER'l/JCE- UNIT SALARY AC>JUSfMENT APPLICATION - PART B 
{Complete fn duplicate AFTER dass Is completed by June 1"' for recognition) 

In orderto receive !ti-service credit for the fOllowing year, this portion must be submitted to Superintendent's Office in duplicate 
by June 1st. Adocumentverify!ng attendance and completion of the class must also be submitted to receive In-service credit. 

Date: ------ Bldg: ___ _ Classification: ----Name: 

fxactTltle of Class: --------------~ Instructor: 

Date aass Completed: Completed Hours: ---------

Employee Sfgnature Superintendent(or deslgnee) Signature 

D Approved D Rejected-Reason---------------------------

Attendance verification provided? 0 Yes 0 No Upon completion of tflis dass: 

Units Eamed ~- Partial Unit Hours Ea med __ 

___ Omied over hours from __ 

Forwarded Hours __ 

CLASSIAED INSERVJCE- UNIT SALARY ADJUSTMENT APPLICATION- PART B 
(Complete fn duplicate AFTER dass is completed by Jutie 1st for recognition) 

In order to receive In-service credit for the following year, this portion must be submitted to Superintendent's Office in dupllc.ate 
by June ,u. A document verifying attendance and completion of the class must also be submitted to receive in-service credit. 

Name: Date: ------ Bldg: ___ _ Classification: ----

EXact Titlc of Class: Instructor: ---------------
Date Class Completed: Comp I ete d Hours: ---------

Employee Signature Superintendent (or desfgn!!e) Signature 

0 Approved 0 Re)ected-Reason ---------------------------

Attendance verification provided? 0 Yes 0 No 
Upon ~ompletlon of this class: 

Units Ea1ned __ Partial Unit Hours Eamed __ _ 

_ cam~ ouerhoursfrom _~ 

Forwarded Hours __ 
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.. 

ARTICLE XXVIII - DURATION 

This Agreement shall be in effect from July 1, 2012, and shall remain in full force and effect 
through June 30, 2015. 

IN WI1NESS WHEREOF, the parties have caused the execution of multiple copies of 
this Agreement by their duly authorized representatives as of the day and date first, above, 
written. 

{01244396-1) 

THE AUSTINTOWN LOCAL BOARD OF 
EDUCATION 

[);<J ~ President~ 
Superintendent 

~~ 
Chief Negoti: 

THE omo ASSOCIATION OF PUBLIC 
SC~?OL EMJ>LOYEES~fOCAL 194 

6£~"u.i\l ... 
Chief Negotiator 

Negotiating Team Member 
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