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COLLECTIVE BARGAINING AGREEMENT
BETWEEN THE ATHENS COUNTY BOARD OF DEVELOPMENTAL DISABILITIES
AND THE
ATCO-BEACON EDUCATION ASSOCIATION
This contract is made by and between the Athens County Board of Developmental Disabilities and
the Atco-Beacon Education Association, hereinafter referred to respectively as the "Board" and the
"ABEA".

Wherever the following terms are used, they shall be defined as follows:

Board - Wherever "Board" is used, it shall mean The Athens County Board of Developmental
Disabilities.

Association - Wherever "Association” is used it shall mean Atco Beacon Education Association.
Employee -Wherever "Employee” is used it shall mean Bargaining Unit Member.
Member - Wherever "Member" is used it shall mean Bargaining Unit Member.

ARTICLE 1
RECOGNITION

SECTION 1.01 RECOGNITION

The Board recognizes the ABEA, an affiliate of the Southeastern Ohio Education Association; the
Ohio Education Association; and the National Education Association as the sole and exclusive
bargaining representative, for the purposes of and as defined in Chapter 4117 of the Ohio Revised
Code, for negotiating wages, hours, or terms and conditions of employment and provision for all
members of the bargaining unit, including, but not limited to, the following classifications:

Bargaining Unit1

Both full and part-time instructors (by way of example: Beacon Instructors, E.I. Specialists, physical
development specialist); Instructor Assistants (by way of example: Beacon assistants, E. I
assistants); Workshop Specialist 2 (by way of example: production, habilitation, community
inclusion specialist, training coordinator); Habilitation Specialist II(by way of example: Habilitation
Specialist-Life Skills Trainer, Speech and Language Pathologist Assistant, Transition Coordinator,
Job Sampling Coordinator, job developer; physical therapist, physical therapy assistant, speech and
language development specialist, occupational therapist, occupational therapy assistant, and adult
service aides.

The ACBDD and ABEA acknowledges that funding from a cooperative agreement with the
WCBDD involving Pathways II project will be used to increase the part-time Transition Coordinator
position (initial part-time funded by Title VI-B funds) to a full-time position and create a full-time
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Job Sampling Coordinator position. Both parties agree and acknowledge that if funding is lost
because the above mentioned cooperative agreement is terminated, the full-time Job Sampling
Coordinator position will be abolished and the full-time Transition Coordinator position will revert
back to part-time status without following the procedures contained in Article XII. Reduction in
Working Force. Both parties also agree that if the Title VI-B funds cease for the Transition
Coordinator the position will revert to part-time (if Pathways II funds continue) or be abolished if
Pathways funds discontinue and Article XI. Vacancy, Transfer, and Promotion and Article XIL
Reduction in Working Force need not be followed.

Bargaining Unit 2

Habilitation Specialist 2 (by way of example: Behavior Specialist)
Exclusions

Excluded positions from the bargaining unit are the Superintendent, Assistant Superintendent, business
manager, director of adult services, habilitation manager, case manager, workshop business manager,
director of nursing, maintenance supervisor, transportation supervisor, bus drivers, secretaries, cooks,
janitors, job trainers, and all other confidential classifications not included in this contract.

In the event that a new position is created by the Board, the Board shall determine whether a new
position will be included in or excluded from the bargaining unit and shall so advise the ABEA in
writing within five (5) calendar days. If the ABEA disputes the Board's determination of bargaining
unit status, the parties will meet to attempt to resolve their disagreement within seven (7) calendar days
from the ABEA's notification to the superintendent. If the parties agree on the determination, it shall be
implemented as agreed by the Board and the ABEA. If the parties do not agree, the position(s) shall be
subject to challenge by the ABEA to the State Employment Relations Board pursuant to Chapter 4117
of the Ohio Revised Code and the SERB Rules and Regulations.

SECTION 1.02 IMPACT ON RECOGNITION ISSUES

The Board and the Association would each appoint 3 members to a joint committee that would explore
ways to ensure the quality services at Beacon School and the Adult Program are sustainable, and
effective for individuals with DD in Athens County. This committee would consider the following
issues: Employment First Initiative, the federal Olmstead Decision, waiver costs, as well as other
policies and initiatives. This committee shall make recommendations to the Labor-Management
Committee and the Board. This committee has no bargaining authority.

The Atco/Beacon Education Association bargaining unit shall not be eroded due to the conversion from
sheltered workshop employment to community employment. Furthermore, no bargaining member will
lose employment due to the conversion process in the first year of the contract. After the first year of the
contract every attempt will be made by Management to transition Atco sheltered workshop bargaining
unit members affected by any conversion to duties, if available, in the community employment
program.  Conversion shall be defined as the reallocation of facility based resources (staff), to
community based resources (staff). No work duties currently being performed by bargaining unit
members shall be subcontracted to Atco, Inc. employees without direct negotiations between the board
and designated representatives of the Association.
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ARTICLE 1T
COLLECTIVE BARGAINING

SECTION 2.01 PROCEDURE

A.

Either the ABEA or the Board may initiate negotiations in accordance with the Ohio Revised Code
4117 and SERB rules, not earlier than the one hundred twenty (120) days and no later than the sixty
(60) days prior to the expiration of the contract. Within fifteen (15) days of the transmittal of said
notice, the parties shall hold their first negotiations session.

Negotiating Terms: The collective bargaining procedure shall be conducted between representatives
of the Board and the ABEA. Bargaining collectively means to perform the mutual obligation of the
public employer by its representatives, and the representatives of its bargaining unit members to
negotiate in good faith at reasonable times and places (as agreed to by members of both parties)
with respect to wages, hours, terms and other conditions of employment, and the continuation,
modification or deletion of an existing provision of a collective bargaining agreement, with the
intention of reaching an agreement or to resolve questions arising under the agreement. This
includes executing a written contract incorporating the terms of any agreement reached. The
obligation to bargain collectively does not mean that either party is compelled to agree to a proposal
nor does it require the making of a concession.

Negotiating in Executive Session: All negotiations shall be in executive session, meaning: only
members of the teams, third party consultants as provided for in this procedure, and others as
mutually agreed to between the teams shall be in the room in which the negotiating session is being
held.

Consultants: Either team may utilize the assistance of consultants or staff personnel as it deems
necessary, at any session to assist in the process. Cost of such consultants or staff personnel shall be
borne by the party utilizing them.

If, after forty-five (45) calendar days from the first negotiations session, agreement has not been
reached on all items under negotiation, either party may call for the services of the Federal
Mediation and Conciliation Service to assist in negotiations. If ‘a party calls for mediation
involvement, the other party shall join in the request.

SECTION 2.02 NO WORK STOPPAGES / NO LOCKOUTS

A.

The purpose of this Agreem‘ent is to insure working harmony for its duration and in furtherance of
such objective the parties have provided for the resolution of grievances or disputes by binding
arbitration.

Accordingly, the Board agrees that during the term of the contract it shall not shut out or lock out
the bargaining unit members. The ABEA agrees that during such term its members shall not engage
in any work stoppage, slow down, sit down or sympathy strike, nor honor any picket line by non-
Board bargaining unit members unless failure to do so reasonably would jeopardize the personal
safety of the ABEA member involved.
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C. In the event activity proscribed in section 1 of this Article occurs, ABEA will immediately instruct
the unit bargaining unit members involved, orally and in writing, that they are ordered to return to
the proper performance of their assigned work.

SECTION 2.03 CONTRACT DISTRIBUTION

Within thirty (30) calendar days after this contract is signed, copies shall be printed and distributed to
each employee by the Association. The expense of printing and distributing shall be borne equally by
the Association and the Board.

SECTION 2.04 ENTIRE AGREEMENT
The Board and the ABEA for the duration of this agreement each waives and acknowledges that the
other party is not obligated to bargain collectively with respect to any matter specifically covered in this

agreement.

SECTION 2.05 LABOR MANAGEMENT MEETINGS

A. In the interest of sound labor/management relations, unless mutually agreed otherwise, the
labor/management shall meet at least quarterly for a maximum of two (2) hours commencing on a
mutually agreed upon date and time.

B. Agenda items will be exchanged between labor and management at least five (5) days prior to the
meeting when possible. The agenda will serve only as a guide and will not be a limitation of the
topics to be discussed. These meetings are not intended for the purpose of negotiations or to bypass
the grievance procedure. The purpose of such meetings may include but not be limited to the

following:

1. Discuss the administration of this agreement

2. Notify the Association of changes made by the employer which affect bargaining unit members
3. Discuss ways to increase productivity and efficiency

4. Consider health and safety matters related to employees

5. Receive input from the Association on present and proposed work rules, policies and

procedures. The Administration will follow-up with the Association’s representatives on the
Labor-Management Committee on recommendation and outcomes for issues addressed at the
next scheduled meeting.

6. Addressing the concerns of bargaining unit members whose job security may or will be affected
by Vacancies, Transfers, Promotions, and Reductions in Force as described in Article 11 and
Article 12 of this agreement

ARTICLE HI
MANAGEMENT RIGHTS

SECTION 3.01 MANAGEMENT RIGHTS

A. Unless a public employer agrees otherwise in a collective bargaining agreement, nothing in Chapter
4117 of the Revised Code impairs the right and responsibility of each public employer to:

1. Determine matters of inherent managerial policy which include, but are not limited to areas of
discretion or policy such as the functions and programs of the public employer, standards of
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services, its overall budget, utilization of technology, and organizational structure; including
without limitation determining the scope of and types of courses, classes, programs and services
to be offered; determining the manner and method by which such programs and services shall
be rendered;

2. Direct, supervise, evaluate, or hire employees;

3. Maintain and improve the efficiency and effectiveness, safety and order, of its operations;
including determining the amounts and types of equipment and supplies to be utilized;

4. Determine the overall methods, process, means, or personnel by which governmental operations
are to be conducted;

5. Suspend, discipline, demote, or discharge for just cause, or lay off, transfer, assign, schedule,
promote, or retain employees;

6. Determine the adequacy of the work force; including determining the number of certified
bargaining unit members to be actively employed from time to time and the staffing patterns for
utilization of such bargaining unit members; determining the duties to be performed by any
bargaining unit member;

7. Determine the overall mission of the employer as a unit of government;
8. Effectively manage the work force;
9. Take actions to carry out the mission of the public employer as a governmental unit.

B. The employer is not required to bargain on subjects reserved to the management and direction of the
governmental unit except as affect wages, hours, terms and conditions of employment, and the
continuation, modification, or deletion of an existing provision of a collective bargaining agreement.

A public employee or exclusive representative may raise a legitimate complaint or file a grievance
based on the collective bargaining agreement.

ARTICLE IV
GRIEVANCE PROCEDURE

SECTION 4.01 DEFINITIONS

A. A "grievance" is a claim by a member(s) of the bargaining unit or the Association that there has
been violation, misinterpretation, or misapplication of any provision(s) of this agreement.

B. "Grievant" is the person or the Association initiating the grievance.
C. A 'party in interest” is the person or persons or Association making the claim and any person who
might be required to take action or against whom action might be taken in order to resolve the claim

in accordance with provisions of this Agreement. All parties involved in any or all stages of a
grievance procedure agree that these procedures shall be confidential.
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The term "days" when used in this article shall mean working days unless otherwise indicated.
Thus, weekend and vacation days are excluded. Illness or other physical incapacity by either party
will extend the grievance procedure. Every effort shall be made to adhere to the time limits as
specified, but if either party cannot, he/she may seek written extension.

For the purpose of counting days when an issue or grievance is presented, the following day begins
the count.

The term "immediate supervisor” shall be defined as the lowest level proper administrative authority
who has the authority to make a decision resolving the grievance (i.e. "immediate supervisor could
refer to the Superintendent in certain situations such as classification changes).

The term “employment agreement” shall be defined as position descriptions and/or supplemental
contracts.

SECTION 4.02 PURPOSE

The purpose of this procedure is to secure, at the lowest possible administrative level, equitable
solutions to grievances. The proceedings shall be kept as informal and confidential as may be
appropriate at all levels of the procedure.

SECTION 4.03 PROCEDURE

A.

Since it is important that grievances be processed as rapidly as possible, the number of days
indicated at each level should be considered as a maximum, however, they may be extended by
mutual written agreement.

The grievance procedure will follow its regular pattern except for the grievant(s) or immediate
supervisor's vacation period. The grievant must notify the appropriate administrative parties at the
arrived level, of his/her vacation dates, so that the grievance may be resumed after his/her vacation
has terminated.

A grievant may be represented at any level of this grievance procedure by a person(s) appointed by
the ABEA. The Association shall be present at the resolution of all grievances. In each facility, at
least one (1) person shall be named ABEA Grievance Representative and shall normally act as the
representative at facility level grievances and other normal times that a bargaining unit member
desires a representative. If no other time except during working hours is possible, necessary release

- time will be provided these representatives for hearings. The bargaining unit member must be

present if possible at all levels.

Upon request of the immediate supervisor of his/her designated representative, the grievant and/or
at least one (1) member of the affected group must be present at level two (2) or three (3) hearings.

Meetings and hearings held under this procedure shall be conducted at a time and place that is
mutually agreed upon by both parties. If a meeting or hearing cannot be held within the
contractually-specified time limit, then the parties shall agree in writing to extend the time limit by
no more than five (5) days unless mutually agreed otherwise. Subpoenaed witnesses shall be
permitted to attend an arbitration hearing without loss of pay or benefits.
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Nothing in this procedure shall be construed as so to deny the ABEA or its representative the right
to redress before an appropriate administrative agency or through the courts, if such a course seems
to them, at their sole discretion, more appropriate. Nothing in this procedure shall be construed to
deny the individual, the ABEA or its representatives, or the administration the right to seek redress
by law. No settlement shall be in conflict with any provision of this agreement.

No grievant shall be denied the right to legal advice and/or counsel in any levels listed above. The
Board may use legal counsel at its discretion.

A grievance may be withdrawn at any level without prejudice or record, but would be considered
resolved.

Copies of all written decisions of grievances shall be sent to all parties involved: the ABEA
President, the grievant, the Superintendent, and the appropriate supervisor.

No records, documents, or communications concerning a grievance shall be placed in the personnel
file of any of the participants in procedures described in the Agreement. All documents,
communications, and records dealing with the processing of a grievance, if retained, will be filed
separately from the personnel files of the participants and shall be treated as confidential materials.

Forms for processing grievances shall be made available, duplicated and distributed by ABEA.
Forms will be found in Appendix B of this agreement and may be obtained from the Administrative
Secretary to the Superintendent, building representatives, Chairperson of ABEA Grievance
Committee, and the President of the ABEA.

ARTICLE V
EMPLOYEE DISCIPLINE

SECTION 5.01 EMPLOYEE DISCIPLINE PROCESS

A

s

The Administration shall have the right to discipline bargaining unit members for just cause.
Disciplinary action shall be implemented within twenty (20) working days of the alleged offense or
knowledge by management of the offense. Within 2 days (as defined in Section 4.01D) of
discovery, the Administration will notify the employee an allegation that may result in disciplinary
action has been made against him/her and further information will be shared as soon as possible
following the completion of the investigation. The Administration will make every effort to keep the
disciplinary process as confidential as possible and to discipline in as private a manner as possible.

Depending on the severity of the offense, the Administration may initiate discipline at any step of
the following progressive discipline procedures.

1. Oral warning
Written reprimand

3. Disciplinary suspension, which may be a paid working suspension or unpaid non-working
suspension

4. Termination

Removal, reduction in pay or classification, or suspension of a bargaining unit member shall be only
for just cause.
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The Administration may duplicate any step in an appropriate case or may adjust the duration of the
disciplinary suspension as it deems appropriate, depending upon the offense involved, the
bargaining unit member's work record, the number of other effective record offenses possessed by
the bargaining unit members and the presence or absence of mitigating circumstances. The
Administration, however, will treat similarly situated bargaining unit members as similarly as is
possible and practical under the circumstances.

A bargaining unit member cannot be disciplined twice for the same offense and the Administration
shall investigate every disciplinary case as promptly and as thoroughly as is practical. Should new
or additional evidence, however, be discovered within five (5) days of imposition of discipline
which evidence reflects upon the severity of the offense or reveals other or additional offenses, the
discipline imposed may be adjusted appropriately in light of such new or additional evidence.

Offenses for which the penalty assessed was an oral warning or a written reprimand shall remain
effective as a part of the bargaining unit member's record for a period of one (1) year after date of
assessment. Offenses for which the penalty assessed was a disciplinary suspension shall remain
effective of record for a period of three (3) years after the last day of such suspension. Offenses for
which the discipline was termination shall remain a part of the permanent record.

The Administration, in connection with a potential disciplinary case, may suspend a bargaining unit
member from duty pending investigation. The bargaining unit member's regular pay shall continue
during any such investigative suspension and said suspension shall not be deemed to be a form of
discipline nor treated as a disciplinary suspension for any purpose.

A bargaining unit member, upon request, shall be provided with a copy of any memo or oral
warning, written reprimand, or record of disciplinary suspension invoked.

A bargaining unit member who has been disciplined will be given a copy of the notice describing
the reason or reasons for which he/she has been disciplined.

SECTION 5.02 PRE-DISCIPLINARY CONFERENCE

A.

Prior to implementing discipline, when the Superintendent or designee determines that an employee
has committed an offense which may cause reduction in pay or position, suspended or terminated, a
pre-disciplinary conference will be scheduled to inform the employee of the nature of the charge or
allegation.

Pre-disciplinary conferences will be conducted by an outside neutral administrator who will be
selected by the Superintendent from those persons not directly in the chain of command of the
employee. The neutral person will be another department supervisor.

Not less than five (5) days prior to the scheduled starting time of the conference, the Superintendent
or designee will provide to the employee a written outline of the charges which may be the basis for
disciplinary action. This outline will state the date(s), location(s), and nature of the alleged
offense(s). If known and applicable, the written outline will also include the approximate time of
day that the alleged offense(s) occurred. (Example: “time of day” would not be applicable if the
charges dealt with loss of certification or conviction of a felony, etc.)
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D. At the pre-disciplinary conference, the neutral person will ask the employee or his/her union
representative to respond to the allegations of misconduct which were outlined to the employee.
Employees are not required to respond.

E. At the conference the employee may present any testimony, witnesses, or documents which explain
whether or not the alleged conduct occurred. The employee has the right to union representation.

F. The conference shall be informal. The neutral person will prepare a written conclusion as to
whether or not the alleged conduct occurred. The Superintendent will decide what discipline, if
any, is appropriate, and notify the employee in writing. A copy of the neutral person's report will be
provided to the employee within five (5) days following its preparation. Any discipline shall be for
just cause.

ARTICLE VI
RIGHTS OF THE ASSOCIATION

SECTION 6.01 ANNOUNCEMENTS/MAILBOXES

A. The Board shall grant such exclusive rights necessary to provide for proper representation of the
staff, including use of a designated bulletin board at each site and use of employees' mailboxes. The
Board and the Association will be the only authorized entities to place material in mailboxes.

B The ABEA will be permitted to post written materials on faculty bulletin boards which will be
provided by the Board. The ABEA will be permitted to make ABEA announcements at general
staff meetings and an ABEA representative will be recognized and given the opportunity to address
the Board at all regular Board meetings.

SECTION 6.02 ASSOCIATION LEAVE

A. The Association shall have a total of seventy-five (75) hours leave with pay for Association
business. The President of ABEA will notify the Superintendent in writing of the days to be used
by ABEA members, not to exceed two (2) at any given time, except by mutual agreement, shall be
granted Association leave.

SECTION 6.03 BOARD AGENDA/PUBLIC DOCUMENTS

The Board will give the designated ABEA representative the board agenda before each board meeting
and to give a copy of the minutes after each board meeting. The Board will make available to the
ABEA and furnish copies of public information and documents requested by the ABEA to allow the
ABEA to be knowledgeable in areas that may be negotiated.

SECTION 6.04 LOUNGE

An appropriate furnished room with a telephone will be reserved as a staff lounge for all bargaining unit
members.
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SECTION 6.05 MEETINGS/EQUIPMENT/SUPPLIES

As the recognized agent for collective bargaining, ABEA will be permitted to use program buildings for
meetings. These meetings shall not interfere with and shall not occur during the normal work day, and
shall not interfere with nor interrupt normal instructional programs. The ABEA will be permitted to use
Board-owned, designated equipment such as the approved copier and the approved computer. All
materials and supplies used by ABEA for ABEA business shall be furnished by ABEA.

SECTION 6.06 NEW EMPLOYEES

The Board will notify the President of the Association of the appointment of any individual to
classifications within the bargaining unit. The notice will show name, work location, classification and
effective date. '

SECTION 6.07 NEW POSITIONS: SPECIAL SERVICES

When money or title grants for additional professional positions or special services become available to
the Board, the staff of the program shall be given the opportunity to discuss with the Management Team
and provide input concerning the types of services or staff needed.

The Management Team will meet with the staff to provide recommendations for program or personnel

according to grant guidelines. Bargaining unit members will have an opportunity to work in
conjunction with the Management Team to establish its priorities for these services and positions.

The priorities as established by the bargaining unit members and Management Team shall be submitted
in writing to the Board for its consideration.

SECTION 6.08 TELEPHONE

Association officers and building representatives shall have the right to reasonable use of the Board
telephone in order to carry out his/her official Association responsibilities, provided such use does not
interfere with program operations. Cost of such calls is to be borne by the Board except for long
distance calls, which the Association must pay.

SECTION 6.09 UNION REP. ACCESS

The OEA Consultant representative shall have the right to contact employees during off duty time
(before and after work hours and during break) on Board premises. Such contacts shall not interrupt
instructional or work time of employees. The OEA representative and Union officers shall report to the
building office to notify the appropriate administrator when visiting work locations other than their
own. Upon prior approval of the Superintendent or his/her designee, Association representatives may
meet with employees and/or the Administration during duty hours.
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ARTICLE VI
INDIVIDUAL RIGHTS

SECTION 7.01 ACCESS TO RULES AND REGULATIONS

A. Copies of the following most current rules and regulations shall be available and easily accessible to
the staff for reference as soon as available, or employees shall be directed where to access this
information via internet.

B. In each facility:
1. Most current State Manual of Civil Service Laws.

2. Most current State Manual of the Administrative Rules of the Ohio Department of
Administrative Services.

3. Ohio Department of Administrative Services specification sheets for positions in the bargaining
unit.

4. Department of Developmental Disabilities Rules, Regulations and - Standards for the
Establishment and Operation of Programs for Training the Developmentally Disabled.

5. Department of Developmental Disabilities Regulations and Standards for Licensure of
Residential Care Facilities for the Developmentally Disabilities.

6. Athens County Board of Developmental Disabilities Rules and Regulations.
7. Minimum standards set down by the Department of Education.
SECTION 7.02 ASSIGNMENTS

Upon employment with the Board, the bargaining unit member will be given a copy of his/her job
description specific to job classification, duties and responsibilities. Any bargaining unit member
presently employed will have the same assignment for the following year unless notified to the contrary
in writing per "Re-assignment" provision. All contracts will include the building, class assignment or
departments in which the services are to rendered and job classification.

SECTION 7.03 CIVIC ORGANIZATIONS

Employees have the right to participate in professional and civic organizations for their personal benefit
and interest as long as it does not occur on the program premises or during the regular program day.

SECTION 7.04 DAMAGE REIMBURSEMENT

Bargaining unit members are aware of possible damage to personal apparel or effects in the course of
employment and, accordingly, are expected not to attire themselves with items of unusually high value
for the work required. Any personal property, such as eye glasses, clothing, watches or jewelry,
damaged by a client or student shall be replaced by the Board without cost to the bargaining unit
member, provided the incident is promptly reported and properly documented.

ABEA 2013-2015 CONTRACT Page 12 of 89



SECTION 7.05 HEALTH AND SAFETY

A.

The Board shall provide safe and healthful working conditions for all members of the bargaining
unit at each work site and facility in or around which members have assigned responsibilities.

The employer shall ensure that there is reasonable access to adequate First Aid kit(s) at each work
site, which shall be maintained at designated locations. -

The Board shall maintain a program of infectious and communicable disease control.
Board approved vaccinations will be provided to those direct service employees who request such
vaccination. Any bargaining unit member who declines Board approved vaccinations shall be

required to sign a waiver which holds the Board harmless of any liability.

Members of the bargaining unit shall abide by negotiated Board policies in effect at the time of
employment, unless his/her personal safety is threatened.

Labor-Management will develop a procedure to address bargaining unit members concerns
regarding their health and safety while serving individuals with challenging behaviors.

SECTION 7.06 NON DISCRIMINATION

The Board and ABEA agree not to discriminate against any employee based upon race, color,
religion, creed, national origin, sex, age, marital status, sexual orientation, gender identity and
gender expression, disability, genetic information, veteran status, or political or union affiliation and

to have due regard for employees’ privacy and constitutional rights as citizens.

SECTION 7.07 POLITICAL ACTIVITY

Political activities are governed by Section 124.57 Ohio Revised Code.

SECTION 7.08 WEARING OF INSIGNIAS

Members of the bargaining unit may wear unobtrusive insignias, pins, or other identification of
membership in the ABEA or other organizations, civic or professional on program premises. However,
this in no way entitles them to verbal solicitation regarding these organizations-during the program
hours.

ARTICLE VIII
COMPENSATION

SECTION 8.01 SALARY SCHEDULES

A

The salary schedules and index for Beacon bargaining unit members on a schedule for August 22,
2013 - August 21, 2015 are set forth in Article VIII, Section 8.02, Salary Schedules to this
Agreement. The salary schedules and index for Atco bargaining unit members on a schedule for
August 22, 2013 - August 21, 2015 are set forth in Article VIII, Section 8.04, Salary Schedules to
this Agreement. Bargaining unit members who are off-step shall receive a 2.5% increment to their
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current step in 2013 and 2014. Bargaining unit members who are on-step shall receive the
~ appropriate step increase for years 2013 and 2014.

B. The Salary Schedules shown in Article VIII, Section 8.02 and Section 8.04 shall remain in effect
August 22, 2013 - August 21, 2015, unless the Board or ABEA initiates negotiations in accordance
with the Ohio Revised Code 4117 and SERB rules, not earlier than one hundred and twenty (120)
days and no later than the sixty (60) days prior to the expiration of the contract.

C. Bargaining unit members at Beacon School hired after August 21, 1995 shall be placed on the
salary schedule found in Article VIII, Section 8.02, Item B.

D. Effective August 22, 2013 Occupational Therapist, Occupational Therapy Assistant, Physical
Therapist, Physical Therapy Assistant, and Speech Therapist positions are on separate pay
schedules. (Items C, D and E), The salary schedules for occupational therapy, physical therapy,
and speech therapy bargaining unit members on a schedule for August 22, 2013, - August 21, 2015
are set forth in Article VIII, Section 8.02, salary schedules C, D and E. Bargaining unit members
who are off-step will receive a 2.5% increment to their current step in 2013 and 2014. Bargaining
unit members who are on-step will receive the appropriate step increase for years 2013 and 2014.

E. The Speech Language Pathologist Assistant will be compensated on the Instructor Assistant
Beacon Salary Schedule and Index (Per April 14, 2010 Labor Management Meeting).
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B
STEP NST.AST. BAC
0 21,541 34,743
0620  1.000
1 2058 36133
0650  1.040
2 23625 37,52
0680  1.080
3 24668 38912
0710  1.120
4 25710 40,302
0.740  1.160
5 26752 41,62
0770  1.200
6 27,794 43081
0.800  1.240°
7 28837 44,471
0830 1280
8 29879 45861
0860  1.320
9 @1 47,250
0890  1.360
10 31984 48640
0.9 1.40
1 3306 50080
0950  1.440
12 34048 51420
0980  1.480
18 35000 52,800
1010  1.520
14 3133 54,19
1.040  1.560,
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BEACON SALARY SCHEDULE AND INDEX

For Staff Hired After 8/21/95

BA/C+23  MA/C MA/C+30
36828 39260 41,170
1060 1130  1.185
38391 40997 42,908
1105 1180  1.235
39954 42734 44645
1150 1230  1.285
41518 44471 4638
1195 1280 1.335
43081 46208 48,119
1240 1330  1.385
44645 47,945 49,856
1285  1.380 1435
46208 49682 51,598
1330 1430 1485
47,772 51,420 53,331
1375 1480  1.535
49335 53157 55088
1420 1530 1885
50898 54894 56,805
1465 1580  1.635
52462 56631 58542
1.51 1.63 1.69
54025 58368 60279
1856 1680 1735
55580  €0,105; 62,016
1600 1730  1.785
57,152 61,843 63,753
1645  1.780 1.835
88,716 63580 65491
1690 1830 1885

20138 2014
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SECTION 8.04° ATCO SALARYSCI-E]..I_EAND INDEX
A ATCO SALARYSCHEJ.LEANDIN[]EX 2013 & 2014

. NDI NDINCHH23 GF BA BA+23 MA
STEPO  19,872.46 26,652.99-29,976.49 36,991.58 36,085.82 38,211.28 39,979.48
0.5507 07386 0.8307 1.0251 1.0000 1.0589 1.1079

STEP 1 20%504280%4231419983873)91 36,796.71 39,979.48 41,747.69
05807 0.7786 08707 1 0733 1. 0197 1.1079 1.1569

STEP2 22,037.61 29,539.85 32,863.36 40,470.25 38,211.28'41,747.69 43,519.50
06107 08186 09107 11215 1.0589 1.1569. 1.2060

STEP3  23,120.19 30,983.29 34,306.79 42,200.59 39,625.84 43,519.50 45,267.71
0.6407 08586 09507 1.1697 1.0981 12060 1.2550

STEP 4 24,202.76 32,426.72 35,750.%'43,952.53 41,040.41 45,287.71 47,055.91
0.6707 0.8886  0.9907 1.2180 1.1373 1.2550 1.3040

STEP S 25285.34 33,870.15 37,193.66 45,695.48 42,454.97 47,055.91 48,824.12
0.7007  0.9386 1.0307 12663 1.1765  1.3040 1.3530

STEP 6 | .26,367.91 35,313.59:38,637.09 47,434.81° 438695448&41250592.32.
0.7307 09786 1.0707 1.3145. 1. 2157 1.3530 1. 4020

STEP 7 ’_2745049 3675(240080524917415452841050592.3252,36053
0.7607 1 0186 1.1107 1.3627 1.2549° 1.4020 1.4510

STEP8 '28,533.06 38,200.45.41,523.96 50,917.10 46,702.27 52,360.53 54,132.34
07907 1.0686. 1.1507 14110 12942 14510 1.5001

STEP 9 29615&339643&342967395265643481132354132.34569)055
0&07 1@% 1.1907 1.4502 13333 . 1.5001 15491 )

STEP 10 +30,688.21 41,087.32,44,410.82 54,396.77.49,531.40 565,900.56 57,658, 75
0.8507 1.1386. 1.2307 1.5074 1.3726 1.5491  1.5981

STEP 11 | 50,945.97 57,668.75 59,436.96
14118 15981 1.6471

STEP 12 : 52,3605359436966120877'
: 14510 1.6471  1.6962

STEP 13 4 537787061 ,208.77:62,976.98
14903 1.6062 1.7452)

STEP 25 .31, 7807842530754585426587805566078364745186651339 '»
08807 1.1786. 1.2707 16089 1.5687. 17942 1.8432
HIRED PRIOR TO 1998: o .
‘Work Evaluator :70,497.26.
. 1.9536
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SECTION 8.05 ATCO CLASSIFICATION DEFINITIONS

A. REGISTERED EMPLOYEES

WORKSHOP SPECIALIST II

WORKSHOP SPECIALIST 11 /PRODUCTION

WORKSHOP SPECIALIST II /TRAINING COORDINATOR
WORKSHOP SPECIALIST II /HABILITATION

WORKSHOP SPECIALIST II/JCOMMUNITY INCLUSION SPECIALIST
WORKSHOP SPECIALIST II/PASSION WORKS COORDINATOR
ADULT SERVICE AIDE

WORKSHOP SPECIALIST 1I/JOB SAMPLING COORDINATOR
ADULT PROGRAM AIDE

LIFE SKILLS TRAINER

Effective with the 1998 - 2001 contract, all employees hired for the above Workshop Specialist
IT classifications shall be placed in accordance with their training and experience on the ATCO
Salary Schedule columns titled N.D. (non-degree) and N.D +23 (non-degree with 23 quarter
hours). Effective with the 2001 - 2004 contract, these Atco Salary Schedule columns will be
retitled: N.D. (non-degree) will become N.D. II (non-degree II), and N.D.+23 (non-degree with
23 quarter hours) will become N.D. II +23 (non-degree 11 with 23 quarter hours), while
continuing to be the salary schedule columns under which all bargaining unit members in the
Workshop Specialist II classification will remain or new hires to this classification are placed.
Also effective in the 2001-2004 contract, all employees or new hires in the Adult Service Aide
classification shall be placed in accordance with their training and experience on the ATCO
salary schedule titled ND I (non-degree I). A bargaining unit member will not progress past this
column unless he/she is reclassified or promoted. Must have registration as determined by
current State Adult Service Standards and must be registered by the Department of
Administrative Services by the end of the probationary period required by the State.

All employees in these classifications, hired prior to the ratification of the 1998-2001 contract shall
be grandfathered into the Salary Schedule column titled G.F. (grandfathered) unless specifically
identified elsewhere.

B. CERTIFIED EMPLOYEES

JOB DEVELOPER
HABILITATION SPECIALIST
BEHAVIOR SPECIALIST
TRANSITION COORDINATOR

Effective with the 1998 - 2001 contract, all employees hired for the above classifications shall
be placed in accordance with their training and experience on the ATCO Salary Schedule
columns titled BA (Bachelor's degree) and B.A.+23 (Bachelor's degree with 23 quarter hours)
and MA (Master's Degree). This classification will apply to Habilitation Specialist 2, requiring
certification as defined by current Adult Service Standards.
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All employees in these classifications, hired prior to the ratification of the 1998-2001 contract,
shall be grandfathered into the Salary Schedule column titled BA+23 and advanced three
experience steps in order to reflect their base and step increase.

C. ADULT SERVICE AIDE WORK YEAR

1. Bargaining unit members employed in the position of Adult Service Aide shall be employed
for a 248-day work year.

2. This work year shall include the following paid holidays:

New Year’s Day Labor Day

Martin Luther King Day = Columbus Day

President’s Day Thanksgiving Day

Independence Day Christmas Day

Memorial Day Veteran’s Day (taken Friday following Thanksgiving)

3. This work year will include vacation with pay as follows:

Length of Service = Vacation Days

0 — 7 years 10 work days
8 — 14 years 15 work days
15 - 24 years 20 work days
25 plus years 25 work days

Effective January 1, 2014, bargaining unit members’ vacation leave shall be credited and
prorated to the scheduled hours paid in the bi-weekly pay period based on a 26-pay period year.
Proration will be based on the number of scheduled hours divided by the full-time hours of that
position.

Vacation time may not be used until the probationary period is completed.
D. In the event a bargaining unit member fails to maintain required registration/certification they will
be placed on unpaid leave status for up to 10 working days. Upon failure to renew their

registration/certification after that time period they will be terminated.

SECTION 8.06 PAY PERIOD

All bargaining unit members employed by the Board shall be paid according to the following pay
period: total of twenty-six (26) pays with pay on every other Thursday. This procedure will be
followed except under extenuating circumstances (such as if the county Auditor's office changes the
date of issuance). '

SECTION 8.07 PAYROLL DEDUCTIONS

A. Certain deductions are made from an employee's paycheck, as required by law, in accordance with
employee benefit plans, or as requested by the employee. These deductions are itemized on the
employee's pay statement, which accompanies his or her bi-weekly paychecks.

B. In addition, bargaining unit members may authorize payroll deduction to the County Auditor for
the following items:
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D.

1. Atco-Beacon Education Association,
Ohio Education Association,
National Education Association,
Southeastern Ohio Education Association
2. Department of the OEA as found on their yearly enrollment form

For the duration of this contract, bargaining unit members that are currently authorizing or who
hereinafter authorize dues deductions for the ABEA, OEA, NEA, and SEOEA will remain members
except as prescribed under the following procedure:

Annually, between December 1-15, members of the bargaining unit may opt to cancel their
membership in the ABEA, OEA, NEA, and SEOEA in accordance with the following method:

1. Cancellation of dues check off will be on a mutually agreed upon form which shall be
completed and signed by the bargaining unit member.

2. Cancellation of dues check off forms will be provided upon request by the Clerk of the Board
between December 1-15. Names of bargaining unit members who complete cancellation forms
under this provision will be sent to the ABEA President via certified mail. Cancellation of
membership will not be processed until five (5) days from the date of receipt of name(s) by the
ABEA President.

3. For the ABEA, OEA, NEA, and SEOEA no cancellation of dues check off authorization will be
processed in any other manner except as provided herein above.

SECTION 8.08 FAIR SHARE FEE

A.

PAYROLL DEDUCTION OF FAIR SHARE FEE

The employer shall cause to be deducted from the pay of members of the bargaining unit who
elect not to become or to remain members of the (Local), a fair share fee for the Union's
representation of such non-members during the term of this contract. (No non-member filing a
timely demand shall be required to subsidize partisan political or ideological causes not germane
to the Union's work in the realm of collective bargaining.)

NOTIFICATION OF THE AMOUNT OF FAIR SHARE FEE

Notice of the amount of the annual fair share fee, (which shall not be more than 100% of the
unified dues of the Union), shall be transmitted by the Union to the Business Manager of the
Board prior to the first payroll of each contract year, during the term of this contract for the
purpose of determining amounts to be payroll-deducted, and all amounts deducted shall be
promptly transmitted in the same manner as union dues.

SCHEDULE OF FAIR SHARE FEE DEDUCTIONS

Payroll deduction of such annual fair share fees shall commence on the first pay date, which
occurs on or after January 15th annually and shall continue to be deducted in equal installments
for the remainder of the contract year. In the case of unit employees newly hired after the
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beginning of the contract year, the payroll deduction shall commence on the first pay date on or
after the later of:

1. the end of the probationary period or

2. January 15th

D. PROCEDURE FOR REBATE

The Union represents to the employer that an internal rebate procedure has been established in
accordance with Section 4117.09(C) of the Revised Code and that a procedure for challenging
the amount of the representation fee has been established and will be given to each member of
the bargaining unit who does not join the Union and that such procedure and notice shall be in
compliance with all applicable state and federal laws and the Constitutions of the United States
and the State of Ohio.

E. ENTITLEMENT TO REBATE

Upon timely demand, non-members may apply to the Union for an advance reduction/rebate of
the fair share fee pursuant to the internal procedure adopted by the Union.

F. NON-DEDUCTION OF FAIR SHARE FEE

The employer will be relieved from causing the deduction of Fair Share Fee from an employee upon
the employee’s:

1) termination from employment

2) transfer to a non-bargaining unit position

3) placement on a unpaid leave of absence

4) no longer receiving a paycheck

SEC'I“ION 8.09 TEMPORARY WORKING LEVEL PAY ADJUSTMENT

A. Each bargaining unit member that is temporarily assigned to duties with a higher pay range than is
the bargaining unit member's own, shall be eligible for a working level pay adjustment. This pay
adjustment shall increase the bargaining unit member's base rate of compensation to the greater of a)
the classification salary base of the higher level position, or b) a rate of pay at least five (5) percent
above his current base rate of compensation. This pay adjustment shall in no way affect any other
pay supplement, which shall be calculated using the bargaining unit member's normal classification
salary base. "

B. This working level adjustment shall be for temporary assignment of a continuous period in excess
of two (2) weeks, but not more than ten (10) weeks. In those cases where the period of added
responsibility exceeds ten (10) weeks, the bargaining unit member shall either return to his regular
position or the appointing authority shall recognize the continuation of the added responsibilities by
promoting the bargaining unit member to the higher position on either a temporary or permanent
basis. '

SECTION 8.10 SUPPLEMENTAL PAY

A. Any agreement to act as supervisor for extra-curricular activities for which additional compensation
is to be paid is by supplemental contract. Each bargaining unit member performing a supplemental
duty will be given a written, one year, limited supplemental contract specifying the duty(s) to be
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performed, the compensation to be paid, the duration of the supplemental contract and when and
how compensation for supplemental duties is to be paid. Bargaining unit members performing the
same or similar supplemental duties shall receive the same compensation.

Supplemental positions and the qualifications for each position shall be posted by April 30 and bid
for in accordance with the same procedures utilized for regular positions except that qualified
bargaining unit members will be given first consideration to fill vacant positions in order of program
seniority. If no qualified bargaining unit member applies for the vacant position, then it may be
advertised outside the program.

In the event the supplemental duty is for a shorter duration than noted, the pay will be prorated.

The bargaining unit member's performance of contracted supplemental duties may not adversely
affect personnel decisions regarding the bargaining unit member’s regular employment.

SECTION 8.11 SUPPLEMENTAL SALARY SCHEDULES

A.

C.

REC NIGHT COORDINATORS (2), School Age

Purpose: To coordinate and arrange for after-hours recreation activities for Beacon School
students 16 and older.

Hours: Two individuals, one night per month; 2:00 p.m. — 9:30 p.m. for nine months,
September - May

Compensation: ~ $750.00 per individual per nine month period

BOWLING, Community

Purpose: To coordinate and arrange for after hour bowling activities.

Hours: Year round activity, Scheduled quarterly: up to 2 nights per week.

Compensation: Coordinator: $897 per quarter, $460 summer quarter and total $3151 per
year.

CAMPING

Purpose: To coordinate and accompany two weekend camping trips.
Hours: Two (2) weekends, Friday-Sunday.
Compensation: Coordinator:  $240.00 per trip.

LOCAL PROFESSIONAL DEVELOPMENT COMMITTEE

Purpose: To verify and approve professional growth necessary for teacher certification/licensure
in the state of Ohio.

Hours: As required.
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workshop or conference shall be approved by the Board and if not approved, written notice must
be given to the bargaining unit member(s) stating the reason(s).

2. The Board shall appropriate five thousand dollars ($5,000) annually to be used for workshops or
conferences as specified above. Each employee will be reimbursed expenses incurred for
registration, hotel, meals, mileage and parking, to a maximum of three hundred dollars ($300)
annually.

SECTION 8.13 SALARY AND PLACEMENT

A. In consideration of the service rendered by the bargaining unit member, the Board agrees to pay said
bargaining unit member a base annual salary as prescribed by the salary schedule of the Board. The
initial compensation to be paid under a contract shall be according to the existing salary schedule
and that amount shall appear on the contract. When hiring new bargaining unit members the Board
will consider the individual’s degree, training and years of experience.

B. All bargaining unit members hired will be given credit on the existing salary schedule for the
highest step for years of experience for which they qualify, as determined by the Board, on the
salary schedule which is in effect at the time their contract begins.

C. A bargaining unit member must have completed 120 days of work in order to advance to the next
experience step at the beginning of a contract year.

SECTION 8.14 SEVERANCE PAY

A. Upon retirement, which shall mean official notification to the Board that public bargaining unit
member retirement system benefits are being received, full-time bargaining unit members with ten
(10) or more years of service with the Board shall receive payment based upon the bargaining unit
member's rate of pay at retirement for 25% of the bargaining unit members accrued but unused sick
leave, not to exceed sixty (60) days’ pay.

B. Full time bargaining unit members with fifteen or more years of service with the board shall receive
payment based upon the bargaining unit members’ rate of pay at retirement for 30% of the
bargaining unit members accrued but unused sick leave, not to exceed seventy-two (72) days’ pay.

C. Full time bargaining unit members with twenty or more years of service with the Board shall
receive payment based upon the bargaining unit members’ rate of pay at retirement for 40% of the
bargaining unit members accrued but unused sick leave, not to exceed ninety-six (96) days’ pay.

SECTION 8.15 OPERS/STRS EMPLOYEE RETIREMENT PAYMENT

The Athens County Board of Developmental Disabilities, herewith agrees with the Atco-Beacon
Education Association to, effective January 1, 1986, pick-up (assume and pay) contributions to the
Public Employees Retirement System and the State Teachers Retirement System, upon behalf of the
members in the bargaining unit on the following terms and conditions:

A. The amount to be picked-up and paid on behalf of each bargaining unit member covered by STRS
or OPERS shall be at a percentage required by the O.R.C. of the bargaining unit member's
compensation. The pick-up amount shall not be paid by Board funds, but from the bargaining unit
member’s compensation. This is a “salary reduction method” for tax purposes.
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B. The pick-up percentage shall apply uniformly to all members of the bargaining unit.

C. No bargaining unit member covered by this provision shall have the option to elect a wage increase
of other benefit in lieu of the employer pick-up.

D. The pick-up shall become effective and shall apply to all compensation including supplemental
earning thereafter.

E. Payment for sick leave, personal leave, severance, supplemental pay, extended service, etc.,
including unemployment and worker's compensation shall be based on the bargaining unit members
gross or daily gross compensation prior to the reductions.

ARTICLE IX
EVALUATION PROCEDURE

SECTION 9.01 GENERAL PURPOSE

The Performance Evaluation Program is intended to be a system of communication between the
supervisor and the bargaining unit member. It provides for a systematic periodic evaluation of the work
of each bargaining unit member in the program. If conscientiously applied, it will enable the bargaining
unit member to have an increased awareness of his/her work and what is expected of him/her. He/she
will be able to tell in what respect his/her work is most in need of improvement or is worthy of praise
and recognition. It will also enable the supervisor to find some of the gaps and limitations in his/her
own supervision. It may be helpful in suggesting needs for various types of training programs. The
ratings themselves may be useful in considering potential candidates for promotion and in determining
the sequence of bargaining unit members to be laid off when that type of action is necessary.

SECTION 9.02 SUPERVISORS TO DO APPRAISALS

Each bargaining unit member should be rated by the immediate supervisor with appropriate certification
in the teaching or training of, to whom he/she is regularly assigned. If a bargaining unit member has
been re-assigned to a new supervisor within one (1) month of the rating date, the present and former
supervisor should cooperate in the evaluation. If a bargaining unit member receives approximately
equal supervision from two (2) persons, the supervisors should cooperate on a rate and both should sign
the report as raters.

SECTION 9.03 TYPES OF EVALUATIONS

A. PROBATIONARY EVALUATIONS

All employees in probationary status will be evaluated twice during the probationary period. The
first evaluation is to be made at the mid-point of the probationary period. The second evaluation is
to be made within ten (10) days prior to the end of the probationary period. When making the final
probationary evaluation, the Supervisor shall indicate on the evaluation whether the employee is to
be retained or the employee is not to be retained. This recommendation is subject to review and
approval by the Superintendent. If a recommendation is approved for retention, the assumption will
be made that the probationary period has been satisfactorily completed.
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B. ANNUAL EVALUATIONS

All employees who are not on probationary status are to be evaluated once a year. The evaluation
will cover the employee's performance since the previous evaluation or during the time elapsed
since the completion of the probationary period.

C. SPECIAL EVALUATIONS

Additional use may be made of the evaluation procedure at the discretion of the administration, i.e. -
to document outstanding performance, to document close supervision following an unsatisfactory
evaluation, at the request of the employee, or upon employee resignation.

The procedure followed for special evaluations shall be the same as annual evaluations.

SECTION 9.04 OBSERVATION

The employee will be notified of a formal observation five (5) days prior to the intended week
observation may take place. This notification will take place by Pre-Observation Discussion which
will include:
a. An orientation on the evaluation process which shall include an explanation of the
evaluation form.
b. Clarification of items expected to meet.approval during the observation.
The performance interview shall take place no later than five (5) days following the observation.

It is the responsibility of the observer(s) to enter the training area in such a manner as to make both the
bargaining unit member and the trainees feel as relaxed as possible. The observer(s) must take notes
either in the training area or immediately upon leaving so that suggestions will be based upon fact.

SECTION 9.05 PERFORMANCE INTERVIEW

A. When an evaluation is completed, the employee's performance rating will be reviewed and
discussed by the supervisor with the employee during a conference called a Performance Interview.
The form will be completed at the meeting with the employee. The employee shall sign a copy of
the evaluation as evidence that such a performance interview was conducted and shall receive a
copy of the evaluation at the conclusion of the ‘meeting. After it has been reviewed by the
Superintendent a copy of this rating shall be placed in the employees personnel file.

B. The employee signature does not imply concurrence with the evaluation, only that the employee has
seen the evaluation. The employee has the right to submit a statement of explanation or rebuttal,
which is to be attached to the evaluation form. If the employee refuses to sign the evaluation form,
the supervisor will call in a witness to verify that the interview was held and to note that the
employee refused to sign. Refusal to sign the evaluation form shall constitute a waiver of the
employee's rights to a review of the evaluation.

SECTION 9.06 RATINGS

The Performance Interview conference is of benefit to both the employee and supervisor. The interview
provides excellent opportunity for the employee and the Manager to communicate to each other. The
interview will be closed by summarizing the strengths and areas of needed improvements of the
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employee's performance (Performance Review System - Appendix B1-B3) and by emphasizing any
changes needed to produce further improvement. When an employee falls below "meets", the
deficiency will be noted and detailed on the Plan of Assistance for Improvement form (Appendix E.) .
A separate form will be completed for each deficiency noted. The supervisor is required to follow-up.
The supervisor will assist the bargaining unit member in obtaining necessary materials and or resources
to meet their plan of assistance for improvement. Following the completion of correction the
bargaining unit member and immediate supervisor will schedule a meeting to discuss progress. When
an employee is noted to be at "meets expectations" or above, the employee will not be rated in the future
on whether they meet the items or not.

SECTION 9.07 APPEAL PROCEDURE

If the employee feels the evaluation is not a true reflection of job performance, he/she may request a
review of the evaluation by submitting a written request for review of the evaluation to the next higher
person in the chain of command for his/her department providing the employee has signed his/her
evaluation form. The written request must specify areas of concern upon which the request is based.
The supervisor/administrator ‘responsible for reviewing the evaluation must meet with the employee
within ten (10) days and present the finding to the employee. The employee, if still not satisfied after
the initial review conference, may request further reviews through the chain of command. The final
review is with the Superintendent, whose decision will be final.

The evaluation procedure is grievable. The text of evaluations are not grievable, however, if any

bargaining unit member is in disagreement with his/her annual rating, then (s) he may attach his/her
rebuttal to the annual rating in question. ‘

SECTION 9.08 EVALUATION FORM

The evaluation tool used will be mutually agreed upon by the ABEA and the Board and attached as
Appendix B.

SECTION 9.09 EVALUATION OF ADMINISTRATORS BY BARGAINING UNIT
MEMBERS ’ :

Bargaining unit members shall evaluate the Superintendent, Lead Teacher, Production Manager,
Director of Adult Services and any other managers who directly supervise a bargaining unit member, as
set down in this article on the performance of these individuals. The bargaining unit members shall
independently fill out the Administrative Performance Evaluation Report forms. The forms, upon
completion, will be placed in individually sealed envelopes and given to the Superintendent. In the case
of the Superintendent's evaluation, the individually sealed envelopes will be delivered to the Chairman
of the Board.

The administrative Performance Evaluation form shall be adopted by mutual consent of the Association
and the Board.
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ARTICLE X
WORKING CONDITIONS

SECTION 10.01 WORK SCHEDULE

A. The working hours for full time bargaining unit members assigned to ATCO shall be from 8:00 a.m.
to 3:30 p.m. Every attempt will be made for bargaining unit employees to work 8:00 - 3:30 except
when consumer needs dictate otherwise.

B. The working hours for the full time bargaining unit members assigned to the pre-school and
school age programs at Beacon School shall be 8:00 a.m. to 3:00 p.m. except that the time when
students are not present in the building (8:00 — 8:15 a.m. and 2:15 — 3:00 p.m.) is to be used for
classroom preparation, committee/task force meetings, individual conferences with parents
and/or staff members as requested by the school supervisor. No bargaining unit member shall be
required to attend more than one meeting per week during this time.

1. Non-flexible bargaining unit positions as defined in Section 10.03 B., of this contract, may
reschedule work time during the week with the approval of the supervisor, to meet the needs
of students or class when students are not in the building, however, these non-flexible
employees shall be in the building not later than 8:15 a.m. when students are present.

2. In addition, bargaining unit members may be assigned to participate in the following
meetings or activities: staff meetings and IEP Review conferences. Every attempt will be
made, however, to schedule these meeting and activities during normal working hours and
will be scheduled as such unless extenuating circumstances prevail.

C. EI Specialists and Assistants assigned to the Early Intervention Program at Beacon School will
meet quarterly to develop a schedule to meet the needs of the consumers in the program. This
schedule may include flexible hours during each 35 hour week. The schedule will be given to
the supervisor for approval prior to implementation.

SECTION 10.02 HOLIDAY PAY

A. The following ten (10) days are to be observed as holidays for two hundred and twenty-seven (227)
day bargaining unit members.

1. Independence Day (July 4)

2. Labor Day (1st Monday in September)

3. Columbus Day (2nd Monday in October)

4. Veterans Day (November 11)

5. Thanksgiving Day (4th Thursday in November)
6. Christmas Day (December 25th)

7. New Year's Day (January 1)

8. Martin Luther King Day (3rd Monday in January)
9. President's Day (3rd Monday in February)

10. Memorial Day (Last Monday in May)

B. An Atco (227) bargaining unit member who works on a holiday may take a compensatory day off
within the program year, the day to be scheduled with the approval of the Superintendent. Any such
compensatory day not taken within the program year after the holiday will be forfeited.
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prior to the schedule change, and must be attached to the employee’s schedule card for the affected
pay period. The following positions are eligible for Rescheduled Time:

37% Hours Per Week
Workshop Specialist 11
Workshop Specialist [I/Training Coordinator
Workshop Specialist [I/Production
Workshop Specialist [I/Habilitation
Workshop Specialist II/Community Inclusion Specialist
Workshop Specialist [I/Passion Works Coordinator
Adult Service Aide
Adult Program Aide
Workshop Specialist/Job Sampling Coordinator
Life Skills Trainer

35 Hours Per Week

Instructor Assistant
Early Intervention Instructor Assistant
Pre-School Instructor Assistant
School Age Instructor Assistant
Physical Therapy Assistant
Occupational Therapy Assistant

B. Rescheduled Time that has been eamed during a given pay period shall be taken in full during the
next two (2) pay periods. If the employee was on sick leave, approved leave, scheduled holiday or
calamity day during those pay periods, then the Rescheduled Time to be taken shall be extended
into the following pay period. If the Rescheduled Time is denied, the employee will be paid for the
hours worked in excess of 35 hours (Beacon) or 37 %2 hours (Atco), but no greater than 40 hours, in
that week on an hour for hour basis in the following pay period. If the employee does not take the
approved Rescheduled Time off during the timeframe stipulated in Section 10.04, paragraph A,
he/she shall lose that time off and shall not receive any compensation through payroll.

SECTION 10.05 OVERTIME HOURS

A. The Employer necessarily retains the right to request employees to work more than their regularly
scheduled hours including more than forty (40) hours in a work week, as it determines the needs of
the Agency may require. However, each registered, hourly employee will be paid at the rate of one
and one-half (1 1/2) times his or her regular straight-time hourly rate for all hours worked in excess
of forty (40) hours in any one work week. Overtime must be authorized in advance by the
Employer. For the purposes of calculation, the work week begins at 12:01 AM on Saturday and
ends at midnight the following Friday. The following positions are eligible for overtime under the
circumstances stipulated above:

Atco

Workshop Specialist II
Workshop Specialist II/Training Coordinator
Workshop Specialist [I/Production
Workshop Specialist II/Habilitation
Workshop Specialist [I/Community Inclusion Specialist
Workshop Specialist II/Passion Works Coordinator
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Adult Service Aide

Beacon

Instructor Assistant
Early Intervention Instructor Assistant
Pre-School Instructor Assistant
School Age Instructor Assistant

B. Payment of overtime shall not be duplicated for the same hours worked, and under no
circumstances shall more than one basis of calculating overtime and/or premium pay be used for
the same hours. For the purposes of computing overtime pay, holidays, vacation, personal leave,
sick time and compensatory time taken shall not be treated as hours worked. (*Premium pay is
defined as pay for work performed on holidays in accordance with ORC.)

SECTION 10.06 LENGTH OF DAY

A. The EI program shall be in operation a total of 238 days. Current EI staff will work 182 day
staggered schedules. The schedule will be mutually agreed to by the bargaining unit member and
supervisor. The schedules will accommodate a 232 day program for the current EI Specialists and
Assistants. EI staff hired after August 22, 2004 will be required to work 227 days of the programs
238 days. EI specialists and EI assistants hired after August 22, 2004 will be placed on the Atco
salary schedule and index.

The eleven (11) days difference between program days and the work days shall be designated
“floating days” that each bargaining unit member may request to use floating days at his/her
discretion with prior approval of their supervisor. The bargaining unit member must give three (3)
weeks notice of his/her intent to take “floating days”. Effective January 1, 2014, bargaining unit
members’ “floating days” shall be credited and prorated to the scheduled hours paid in the bi-
weekly pay period based on a 26-pay period year. Proration will be based on the number of
scheduled hours divided by the full-time hours of that position.

EI Coordinator Supplemental Position will provide administrative oversight to the EI program.

B. The Beacon program shall be scheduled for instruction for 182 days. Two (2) of the 182 days (or
four half days) will be used for professional development (instructional meetings, visitations and
conferences). These will be counted as days of scheduled instruction to be counted toward the
required 182 days. Two (2) of the 182 days (or four half days) may be used for the development of
the IEP during parent/teacher conferences. Parent/teacher conference days will be counted as days
of actual instruction. The length of each school day in Beacon School will be six (6) hours.

C. The adult program shall be in operation a total of two hundred thirty-eight (238) days for workshop
employees. Two Hundred Thirty Eight (238) Day bargaining unit members in the adult program
shall be granted eleven (11) “floating days” per calendar year. The eleven (11) days difference
between the program year and the work year shall be designated "floating days". A bargaining unit
member may request to use floating days at his /her discretion with prior approval of the supervisor.
The bargaining unit member must give three (3) weeks notice of his/her intent to take "floating
days".

"Floating days" will be carried over from one year to the next not to exceed a maximum
carryover accumulation of three (3) years (33 days). Two (2) of the two hundred twenty-seven
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(227) days (or four half days) will be used as professional development days. The length of
each program day in the Atco program will be six and one half (6.5) hours. Effective January 1,
2014, bargaining unit members’ “floating days” shall be credited and prorated to the scheduled
hours paid in the bi-weekly pay period based on a 26-pay period year. Proration will be based
on the number of scheduled hours divided by the full-time hours of that position.

. Each bargaining unit member at Beacon shall have thirty (30) minutes of duty free lunch period
daily.

. Each full-time (7-1/2 hrs./day) bargaining unit member at Atco shall have 40 consecutive minutes
of duty free lunch period daily, providing they work a minimum of 3.75 hours that day. In addition
Atco bargaining unit members shall have a fifteen (15) minute break (which is scheduled based on
program needs per the supervisor). The break and lunch times may be combined and used in
conjunction with paid leave time with supervisor’s authorization. Part time (less than 7-1/2
hrs./day) bargaining unit members shall be entitled to 30 minute break, providing they work a
minimum of 3.75 hours that day.

The superintendent shall confer with the ABEA President prior to the adoption of the program
calendar.

10.07 EXTENDED TIME CONTRACTS

A. Language Development Specialist/Physical Therapist/Occupational Therapist

1. Newly employed bargaining unit members in the positions of Language Development
Specialist, Physical Therapist and Occupational Therapist employed under a 182 — day
contract may be required to work an extended summer contract. For purposes of this
provision, the current Occupational Therapist will be considered “newly employed”.

2. Bargaining unit members in these positions shall meet with their supervisor(s) to determine
their respective extended time schedules by May 1 of each year. Bargaining unit members
in these positions may be assigned to work extended contract days to a maximum of forty-
five (45) days per contract year. If additional days beyond the forty-five day maximum are
needed the bargaining unit member may be requested to work.

3. For the extended contract days worked, each bargaining unit member will be paid at his/her
current contracted hourly rate for the hours worked. As such, each will be required to
complete a time sheet for the days and hours worked in order to be paid for his/her time,
which is in keeping with the schedule that has been approved by his/her supervisor. Time
sheets must be filed with the business office weekly, and will be processed in keeping with
the payroll schedule associated with the processing of such time sheets.

B. Flexible Time, Rescheduled Time, and/or Overtime eligibility for staff working under an

extended contract during the summer months will be defined in accordance with Sections 10.03,
10.04, 10.05.
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starting bargaining unit member within the classification worked commencing on the sixty-first
(61st) calendar day of such employment.

C. In the event a full-time instructor assistant is required to work for an absent certified/licensed
instructor for three (3) hour or more consecutively, the instructor assistant will be granted an
additional thirty dollars ($30.00) per day for such occurrence. In short term instructor absences, the
instructor assistant shall serve as the instructor substitute, unless they decline.

D. The Employer will make every reasonable effort to provide a substitute for long term absences (ten
(10) consecutive workdays or longer). Such substitutes will be provided for workshop specialists II's
in the AWAC and DAC. The employer may provide substitutes for shorter periods of absence and
other positions. After ten (10) work days, if a substitute has not been found, all habilitation
workshop specialist II’s and Adult Service Aides affected by the absence will receive an additional
stipend of thirty dollars ($30.00) per day, effective on the eleventh workday of the absence. This
daily stipend will continue until a substitute has been found or the absent employee returns,
whichever occurs first.

1. The supervisor will ask the necessary workshop specialist II(s) to cover the absent position.
Requests will be made on a rotating basis, per absence, with the most senior employee. If no
employee accepts the additional duties, the Supervisor shall assign the work to the least senior
employee(s) and shall rotate such assignments in reverse seniority.

2. The supervisor will determine how the work will be assigned.

SECTION 10.11 STAFF RATIO

The Board acknowledges that the State promulgates staffing ratio standards deemed adequate for
achievement of an acceptable educational and vocational experience. The staff ratios shall not exceed
the standards set by the Ohio Department of Education and the Ohio Department of DD. The Board,
however, believes that the quality of the educational and vocational experiences improves as the ratio
approaches the "ideal" for any given classroom or workshop situation.

A. EARLY INTERVENTION (0-2)

The child-to-instructor ratio shall not exceed eighteen (18) to twenty-five (25) children. In addition,
each student's schedule will be determined according to their individual needs based on the IFSP
team's recommendations.

There shall be at least one (1) full-time EI assistant in each early intervention unit.

B. EARLY CHILDHOOD PROGRAM

The child-to-teacher ratio shall not exceed a maximum of five (5) full-time children and six (6) part-
time children with handicapping conditions in any one (1) Early Childhood classroom. There shall
be at least one (1) full-time instructor assistant in each early childhood class.

There shall be six (6) to ten (10) children in a classroom at any given time including a minimum of
two (2) typically developing peers.
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include the building, class assignment or departments in which the services are to be rendered and
job classification.

The signature of the Superintendent and the approval of an employment agreement by the Board
represent that all necessary implementing resolutions have been adopted by the Board and that a
copy of the Board's existing rules and regulations affecting the performance of the duties that have
been given to the bargaining unit member.

Upon employment with the Board, the bargaining unit member will be given a copy of his/her job
description specific to job classification, class assignment, duties and responsibilities, etc., as per the
Ohio Department of Administrative Services Personnel Division.

SECTION 10.13 PERSONNEL FILES

A.

A bargaining unit member shall have a right of reasonable inspection of his/her official personnel
file provided sufficient time, 24 hours, has been given to notify the Supervisor, Business Manager,
or designee that the file is received unless otherwise mutually agreed upon. All materials placed in
the employee's personnel file are open to his/her review.

Personnel files may be examined by any witness or consultant who has written permission from the
bargaining unit member or who is accompanied by the bargaining unit member when he/she
examines the personnel file. The Superintendent or his‘her designee will be present at the time of
file examination.

The bargaining unit member will be notified within three (3) days of any official records being
added to his/her file. This shall include, but not be limited to evaluations, job descriptions,
promotions, derogatory letters or reprimands.

Staff members shall have the opportunity to read any material which concerns job performance,
conduct, service, character, or personality before it is dated and placed in the member's personnel
file. The member shall acknowledge that he/she read the material by affixing his/her signature to
the copy to be filed and a copy shall be given to the member. The signature shall not indicate
agreement with the content of the material that has been inspected by the member. It is further
recommended that where a staff member does disagree with the contents that the following be used:

"I have read but do not agree with the content."
Signature

If a staff member refuses to sign a dated note to that effect will be attached to the material and
witnessed by a third party.

All personnel files are permanently retained by the Board and may not be removed from the office.
If the employee disputes the accuracy, relevance, timeliness or completeness of official information
kept in his/her official personnel file, he/she may request that the Superintendent review the
information in light of the employee's objection and render his/her interpretation of the information.
The bargaining unit member shall have the right to add rebuttal on any material in his/her file that
he/she deems incorrect or incomplete. No anonymous material shall be kept in an employee's file
nor shall they be made a matter of record.
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G. Personnel records shall include, but are not limited to:

O W B 3 B

% =

Name, permanent and current address, phone number.

Emergency notification information including name, address, home and work phone number.
Job description, civil service classification (if applicable).

Record of permanent or temporary certification, registration or license, as applicable.

Records of sick leave and vacation.

Record of physical examination, current within one year of initial employment, for persons
providing direct services to those enrolled in the county board program.

Records of in-service training.

Personnel action forms.

Annual performance evaluations signed by the immediate supervisor, Superintendent, and the
employee indicating the employee's awareness of the evaluation. For classified employees the
performance evaluation forms used shall be those provided by or approved by the Department
of Administrative Services. Other evaluation methods may be used in addition to the required
form. Performance evaluations on unclassified employees shall be based on the requirements of
the position.

10. Payroll information.
11. Retention record requirements.
12. Application forms.

H. The bargaining unit member will be notified within three (3) days if anyone other than the
bargaining unit member, his/her designee or appropriate administrator makes a request and reviews
his/her file.

SECTION 10.14 EXPENSE REIMBURSEMENT

Employees of the Board are to receive reimbursement for expenses incurred while traveling on official
county business. Employees are eligible for expense reimbursement only when travel has been
authorized, in writing by the Superintendent or designee. Any expenses for out-of-county travel,
including mileage, meals, registration fee reimbursement, parking, etc. must have prior authorization by
the Superintendent/designee. Expenses shall be reimbursed in the following matter:

A. MILEAGE, REGISTRATION FEES, PARKING AND TOLLS

L

Employees shall be reimbursed at 40.5 cents/mile for actual miles, while on official county
business, when using their personal vehicles. Such payment is considered to be total
reimbursement for all vehicle-related expenses (e.g., gas, oil, depreciation, etc.). Mileage
reimbursement is payable to only one of two or more employees traveling on the same trip in
the same automobile. Employees must request and receive prior authority for travel.

Charges incurred for parking at the destination and any highway tolls are reimbursable at the
actual amount. Receipts for parking costs and highway tolls are required.

Reimbursement of registration fees for approved conferences, conventions, etc. will be paid
only at the member rate.

The maximum amount of reimbursement for meals is $30 per day or the Board approved
maximum per day rate. An employee will not be reimbursed for the cost of a meal already
included in a registration fee paid by the Board, unless his/her supervisor has pre-approved a
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meal reimbursement due to special diet needs of the employee. Employees will not be
reimbursed for tips and/or alcoholic beverages. In order to be reimbursed, an itemized meal
receipt must be attached to the travel expense form completed by the employees. As stated
previously, prior authorization must be obtained.

5. No expense reimbursements are paid for routine travel between home and work location. An
employee who departs from home to engage in official business at an alternate work location
will be paid mileage reimbursement from either home to the alternate work location, or from the
regular work site to the alternate work location, whichever is less.

6. Requests for expense reimbursement requiring prior approval must be submitted to the
employee's supervisor at least two weeks in advance.

OVERNIGHT EXPENSES

Expenses covering the cost of a motel room may be reimbursed or paid using the agency credit card
— per utilization stipulations in the personnel policy manual when an employee travels out of the
county on official business and such travel requires an overnight stay. Motel expenses will be
reimbursed or paid using the agency credit card — per utilization stipulations in the personnel policy
manual only with prior authorization by the Superintendent.

TIME LIMITATIONS

Request for expense reimbursement must be submitted within three (3) months of the date the
expense was incurred. Otherwise, employees will not be reimbursed for expenses.

SECTION 10.15 STUDENT TEACHER SUPERVISION

The Board agrees to cooperate with the training experience of potential teachers, commonly referred to
as student teachers, and to actively pursue and participate in securing student teachers.

A.

The Superintendent shall be the Board delegated representative in establishing all arrangements for
student teacher(s) from cooperating institutions.

Cooperating teachers shall be full-time instructors employed by the Board.

Cooperating teachers shall have a minimum of three (3) years teaching experience of which at least
one (1) shall be in the school district, and shall possess regular certification from the State
Department of Education or the Department of Developmental Disabilities in the field for which
they are teaching and in which area they will be cooperating with a student teacher.

Prior to acceptance of student teachers, the faculty of any given building will be notified of
availability of student teachers and shall have the option to participate as a means of promoting and
improving the educational profession.

All members of the instructional staff eligible to act as cooperating teachers shall be encouraged to
participate periodically in this program as a means of promoting and improving the educational
profession.
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F.

A cooperating teacher shall be assigned to no more than one (1) student teacher at any given period
during the school year and no more than one (1) student teacher per school year or in any successive
school year unless all other eligible teachers (eligibility being determined by the guidelines of the
supplying university) in the building have had an opportunity and declined a student teacher.

SECTION 10.16 DELEGATED NURSING

The Employer will train employees as per OAC 5123:2-1-07 and 5123:2-15-21 for delegated nursing
tasks.

SECTION 10.17 CALAMITY DAYS

A.

The Superintendent or designee may authorize an emergency closing for all or part of the Board's
programs/services due to inclement weather conditions or other emergencies (e.g., water main
break, heating malfunction).

Employees who are affected by the declaration of a calamity day(s) or partial calamity day(s) will
be paid in the same manner as they are paid for holidays for which they do not work, except as
noted in this section.

Employees who are in a non-pay status before and after a calamity days(s) will not be paid for the
calamity day.

Employees who are on extended (ten [10] workdays or greater), pre-arranged sick or vacation leave
shall be charged for sick, vacation, or professional leave on calamity day(s).

Employees who are not on an extended leave and who are in a pay status (e.g., paid sick,
professional, personal, or vacation leave), either the entire day before or after a calamity day, will be
paid for the calamity day or portion of the day missed and will not be charged for sick, professional
or vacation leave for the portion of time they were not expected to report to work.

Employees shall be required to make up calamity days if an excess of calamity days requires
extending the calendar until the minimum number of required days of actual programming are
completed.

Employees are responsible for listening to the designated radio stations for the "calamity day"
status. Employees having any questions regarding whether their work site is open or closed, should
call the administrative offices between 7:00 a.m. and 7:30 a.m.

If the allotted amount of calamity days for Beacon School is exceeded or the Adult Program must
be closed due to weather or other seriously hazardous conditions, making it necessary to make up
days, such days shall be designated following consultation with staff at least two (2) weeks before
such make up days are scheduled.

If Beacon School is closed due to inclement weather, the adult program and early intervention
services will be on a one-hour delay. Staff will ensure that community employment needs are met.
If Level Il road conditions cause a bargaining unit member to report late or, if the member resides in
another county and is unable to report to work due to Level Il road conditions, the bargaining unit
member may either utilize Personal Leave/Float Days, if available, or may make arrangements with
his/her immediate supervisor to make up the time missed. The second option will be limited to a
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maximum of no more than fifteen (15) hours per month. If the supervisor and the employee agree
that the time is to be made up, it must be done within thirty (30) working days — unless extenuating
circumstances prevent this, and an alternative make-up schedule has been approved by the
Superintendent or designee. If he/she has no Personal Leave/Float Days accumulated or is
unwilling to work a make-up schedule the time missed shall be deducted from the bargaining unit
member's pay.

ARTICLE XI
VACANCY, TRANSFER AND PROMOTION

- SECTION 11.01 DEFINITIONS

The Superintendent determines if and when a vacancy exists. When such has been determined:

A. An encumbered vacancy is a job opening created by a member on any approved leave of absence to
which that member is expected to return. Upon completion of any leave of absence, the employee
is to be returned to the position formerly occupied or to a similar position if the employee's former
position no longer exists. Any individual in the position while an employee is on leave will be
terminated when the employee returns to work at the end of the scheduled leave — unless the
individual is a bargaining unit member, who was transferred or promoted into an encumbered
vacancy; in which case he/she will be returned to his/her previously held position when the
employee returns. Encumbered vacancies are limited to the duration of the members approved

- leave of absence.

B. An unencumbered vacancy is a job opening to which the member is not expected to return because
of resignation, retirement, dismissal, or because it is a new position.

C. Temporary positions are special assignments of limited duration, which are based on the needs of
the organization.

D. Voluntary Transfer shall be defined as a full-time permanent employee moving laterally on his/her
own initiative within his/her classification into an unencumbered or an encumbered vacancy.
Promotions to a higher classification and Board-initiated reassignments shall not be considered
transfers. A qualified employee shall be eligible to fill no more than one (1) unencumbered vacancy
via transfer in any contract year.

E. Promotion is defined as a reclassification into an unencumbered or an encumbered vacancy, which
results in a higher pay scale. A full-time employee who is promoted will have their new pay
determined by placing the individual on the step on the appropriate schedule closest to their current
pay. The increase will be no less than 5% of the previous salary.

F. Reassignment is defined as a Board-initiated change in position, either within the same
classification or a higher classification, for which the employee being assigned is
registered/certified/licensed but has not applied.

SECTION 11.02 SENIORITY

A. Seniority shall be defined as the length of service as a member of the bargaining unit in active pay
status. Accumulation of seniority shall begin from the bargaining unit member's first working day.
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into a vacant position. (This does not include the Life Skills Trainer, Behavior Specialist, or Job
Developer). For Beacon School positions, the Instructor and Early Intervention specialists are not a
lateral transfer unless the ODE and ODDD requirements are met. The same is true for the Instructor
Assistant and Early Intervention Assistant. Individuals in the Instructor and Instructor Assistant
positions can laterally transfer to another position in the same classification in a different classroom.

E. Any full-time permanent employee in (1) a different classification or (2) same classification but
different job duties may apply to fill a vacancy. All in-house applicants shall be interviewed who
meet the qualifications as stated on the job posting. In addition, management will consider the
applicant's experience, previous evaluations, attendance, training and observations.

F. The Superintendent/designee will attempt to choose the most qualified applicant, but, if the
qualifications of two (2) or more bargaining unit applicants are deemed equal, the applicant with the
most bargaining unit seniority shall be awarded the position. If more than one (1) applicant has the
same bargaining unit seniority date, the applicant with the greatest bargaining unit seniority shall be
awarded the job.

G. At this point, management may hire from within and the process would stop. However, if a
qualified, internal applicant has not been found, management may exercise its option to advertise
outside for the position after all in-house qualified bargaining unit applicants have been interviewed.
When this occurs, within ten (10) days the in-house applicant(s) will be informed that he/she is or is
not a candidate(s).

H. If a vacant position is not awarded to the bargaining unit member with the most seniority, or is
awarded to an applicant outside the bargaining unit, the Superintendent will give the bargaining unit
member so affected written specific reasons for the denial within five (5) work days of the filling of
the vacancy. Reasons for the denial of the position shall be based upon written observations and/or
evaluations, experience and training. In consideration of each applicant, the
Superintendent/designee shall not be arbitrary or capricious in their selection.

I. The Superintendent/designee reaffirms its general support of a policy for filling vacancies from
within its own staff, provided, however, nothing herein shall preclude the Board from determining
that the interests of the system can best be served by actively seeking candidates from outside the
Program.

SECTION 11.05 TEMPORARY POSITIONS

A. Temporary positions of more than four (4) months shall be filled by the job posting procedure.

B. Full-time employees filling an unencumbered temporary position will return to their former position
at the end of the unencumbered temporary position; i.e., their former position will be treated as an
encumbered vacancy.

SECTION 11.06 TEMPORARY TRANSFERS

While both the Board and the ABEA recognize that frequent transfers of certified bargaining unit
members from building to building or class/assignment to class/assignment is disruptive of the
educational or training process and should be avoided whenever possible, both acknowledge that in
some instances, such temporary transfers are unavoidable due to absence or incapacitation of unit
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members. Such temporary transfer shall not exceed thirty (30) working days unless mutually agreed
upon by the parties involved and shall be on a voluntary basis whenever possible.

SECTION 11.07 RE-ASSIGNMENTS

A. Any re-assignment of a certified licensed or registered bargaining unit member made after July 10
for Beacon for the ensuing program year will be made only after a meeting between such bargaining
unit member and the Superintendent, at which time, if requested, the bargaining unit member will
be notified in writing of the reasons for the re-assignment. The certified bargaining unit member, at
his/her option, may have a representative of his/her choice present at such meeting. Likewise, the
Superintendent or Director may have a representative of his/her choice present.

B. Any reassignment of a registered or certified bargaining unit member in the adult program shall be
made only after the employee has been given thirty (30) days notice and a meeting between the
bargaining unit member and the Superintendent or Director has taken place as per the same
procedure in the preceding paragraph.

C. Any re-assignment made pursuant to this Section shall be in the best interest of the program
involved. Any certified bargaining unit member re-assigned under this Section shall be re-assigned
only to a position for which such bargaining unit member has been certified.

ARTICLE XII
REDUCTION IN WORKING FORCE

SECTION 12.01 LAY-OFF AND DISPLACEMENT

A. If it becomes necessary to layoff members of the bargaining unit because of reduction in client
enrollment, or a change in the program of the Board, a return from a leave of absence, or as
otherwise noted in Article II, the following procedures will be followed:

1. Reduction in force shall be defined as the employment of fewer bargaining unit members in an
area of classification or program area.

2. Reductions shall first be accomplished by "attrition" - if possible.

3. The least senior bargaining unit employee in the position to be reduced shall receive a layoff
notice with at least thirty (30) calendar days notice and shall be given seven (7) calendar days in
which to exercise his/her displacement rights. Said rights shall be explained in the notice. The
Association shall immediately be notified when a bargaining unit member is receiving a layoff
notice.

B. If the bargaining unit member is the least senior in his/her classification, the bargaining unit member
shall have the right to displace the least senior bargaining unit member in a different classification
but within his/her program. The member shall meet the minimum qualifications for the position and
the displacement shall not result in a promotion.
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A laid-off bargaining unit member may also elect to:

1. displace a part time bargaining unit member within the same classification or a different
classification within the program area if he/she meets the minimum requirements according to
the sequence above.

2. displace a full time or part time "temporary"” bargaining unit member who has not completed
his/her probationary period for the duration of the temporary assignment and any extension
thereof with the same limitations as C.1.

Bargaining unit members who have been laid-off or displaced to a different classification shall be
placed on a recall list for their original classification in the lay-off/displacement order.

If a bargaining unit member declines recall in his/her original classification - he/she has resigned the
original classification.

While on lay off, a bargaining unit member will have the option to remain an active participant in
the insurance programs per the provisions of COBRA.

SECTION 12.02 CLASSIFICATION/PROGRAM

A.

B.

For the purpose of layoff, the bargaining unit shall be divided into the following classifications:

Ohio Department of Education Certification/Licensure
Ohio Department of Education Registered

DD Registered - Adult Staff

DD Certified - Adult Staff

Program area shall be defined as all:

Adult Programs
Child Programs

SECTION 12.03 RECALL

A.

Laid off bargaining unit members have recall rights for two (2) years following the effective date of
layoff. During that time, the Board shall not hire a new employee, or promote or transfer an
existing employee into a position vacated by layoff unless the position has first been offered to and
declined by each bargaining unit member entitled to be recalled to that position under this Article.

Further, no non-bargaining unit employees shall be assigned to fill a bargaining unit position while
an eligible bargaining unit member remains on layoff status.

Work previously performed by bargaining unit members shall not be subcontracted while
bargaining unit members remain on layoff status.

Eligibility for bargaining unit positions shall not be upgraded by the Board to prevent the recall of a
laid-off employee.
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Laid off bargaining unit members shall be recalled in order of seniority, with the most senior person
being recalled first for any position, which he/she is qualified to fill within his/her program area
provided it is not a promotion.

The employee will always remain on the recall list for his/her original classification even if the
employee exercises displacement/recall rights or declines displacement/recall rights to a different
classification or classification type.

Whenever a position is posted, a laid-off/displaced bargaining unit member shall retain his/her
bidding rights on the same basis as other bargaining unit members.

The Board will not contest an unemployment claim if an employee declines a displacement or recall
right to a different classification or classification type. (It is understood that this does not guarantee
that the employment compensation office will honor the claim).

A person while on lay off shall not accrue seniority, but such lay off shall not be considered a break
in seniority.

ARTICLE XIII
DRUG FREE WORKPLACE POLICY
AND AWARENESS PROGRAM

SECTION 13.01 DRUG AND ALCOHOL POLICY

A

D.

Drug or alcohol abuse in the workplace is dangerous and can be harmful. It is especially important
that employees not use controlled substances or alcohol in the workplace. Therefore, it is the Policy
of the Board to establish a drug free workplace. "Workplace" is defined to mean the site for the
performance of work done in connection with Atco-Beacon. The workplace includes any Board
owned buildings, property, vehicles or Board approved vehicle used to transport individuals to and
from the program or Board activities; off Board owned property during any Board sponsored or
Board related activity, event, or function such as field trips or athletic events where students or
consumers are under the jurisdiction of the Board.

For these reasons the Board is committed to maintaining a drug free workplace, and therefore, shall
provide a drug. free awareness and education program for all employees. Further, it will enforce a
policy requiring all employees to refrain from the use, manufacture, distribution, or possession of
controlled substances or alcohol while on duty or on school premises. Employees who fail to
comply with this policy may be subject to discipline for just cause. For employees determined to be
first time offenders in the workplace, the corrective action shall be the completion of an appropriate
rehabilitation program.

The bargaining unit member must satisfactorily participate in the rehabilitation program as a
condition of continued employment. The Board feels an obligation to help an employee who has a
drug and/or alcohol problem. The employee assistance program, however, will be limited to the
extent of the school's insurance carrier.

Subsequent offenses may result in just cause discipline in accordance with the provisions of the
collective bargaining agreement.
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E.

Any employee convicted of an offense occurring in the workplace under a criminal drug statute
must report his’/her conviction to the Employer no later than five (5) working days after the
conviction. Failure to do so may result in discipline for just cause.

SECTION 13.02 DRUG AND ALCOHOL TESTING FOR REASONABLE CAUSE

A.

Employees may be tested for alcohol and/or drug misuse when a trained supervisor has reasonable
suspicion to believe that the employee has been impaired by drugs or alcohol while in the scope of
his/her employment.

"Reasonable Suspicion" shall be based upon specific, articulate, contemporaneous observations of
the appearance, behavior, speech or body odors of the employee.

In the event reasonable suspicion exists, the trained supervisor shall do the following:
1. Personally observe the behavior of the employee.
2. Contact the Superintendent

3. Make a written record of his/her observations leading to a reasonable suspicion drug or alcohol
test within twenty-four (24) hours of the observed behavior or before the results of the drug or
alcohol test are released, whichever is earlier.

An employee who is requested to undergo a "Reasonable Cause" drug/alcohol test must be
accompanied by a Board representative to the local clinic or medical facility where testing will
OCCUT.

Alcohol or drug-tests will be authorized for reasonable suspicion only if the required observations
are made during the employee's work day. If an alcohol or drug test is not administered within two
(2) hours of a determination of reasonable suspicion, the Superintendent will prepare and maintain a
record explaining why this was not done. Attempts to conduct alcohol or drug tests will terminate
after eight (8) hours if a viable sample is produced.

An alcohol test may not be conducted by the person who determines that reasonable suspicion exists
to conduct such a test.

Reasonable Cause Test Procedures:

1. Reasonable Cause test shall consist of a laboratory analysis of appropriate bodily fluids. Such
analysis must be made by a NIDA certified laboratory.

2. Specimens will be taken by appropriate medical personnel.

3. At the time the specimens are taken, the individual to be tested shall be given a copy of the
sample collection procedures. In addition, the individual must sign a consent form authorizing
the testing and release of the test results to the Superintendent. Refusal to sign the consent form
or to provide a sample will, in certain circumstances, cause the employee to be assigned to work
at home until a pre-disciplinary conference can be scheduled.
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on the request of the individual requesting appeal, be designated by a professional association to which
the employee initiating the appeal is a member.

ARTICLE XV
LEAVE PROVISIONS

SECTION 15.01 SICK LEAVE

A.

For purposes of this policy, the "immediate family" is defined as: mother, father, brother, sister,
child, foster and/or adopted child, spouse, or person who stands in place of spouse, as significant
other, grandparent, grandchild, mother-in-law, father-in-law, daughter-in-law, son-in-law, sister-in-
law, brother-in-law, legal guardian, or other person who stands in place of the employee's parent.

Sick leave shall accrue when a bargaining unit member is on active pay status. All 182 day
bargaining unit members shall accumulate sick leave at the rate of 6.5934 hours per 80 hours active
pay or one and one-forth (1-1/4) days per month for twelve (12) months. 227 day bargaining unit
members shall accumulate sick leave at the rate of 5.6388 hours per 80 hours active pay or one and
one-third (1-1/3) days per month for twelve (12) months. Part-time, seasonal, and intermittent
bargaining unit member's sick leave credit shall be strictly proportionate to the hours paid in each
bi-weekly pay period.

Bargaining unit members may use sick leave for absence due to personal illness, pregnancy, injury,
exposure to contagious disease which could be communicated to other employees, and to illness,
injury, or death in the bargaining unit member’s immediate family. No bargaining unit members
taking sick leave will be required to arrange for a substitute.

If a bargaining unit member has used up all existing sick leave due to personal illness, he/she will
then follow Unpaid Leave (15.08)

When a bargaining unit member has exhausted all of his/her accumulated sick leave and
additional days are still needed, then he/she may request through the Association that the
additional days be transferred from other bargaining unit member's accumulated sick leave. The
Association shall establish an internal policy to administer such a transfer. Bargaining unit
members may donate up to five (5) days per year. Bargaining unit members must maintain a
minimum balance of eighty (80) hours accumulated sick leave to donate sick leave. A bargaining
unit member shall be limited to receiving twenty-five (25) days per year. The Association shall
notify in writing the Treasurer of the Board as to the number of days to be deducted, from whom,
and the person receiving the transfer of days. Included in the notice shall be a signed statement
by the bargaining unit member donating days, authorizing the Board Treasurer to transfer the
days.

If a 182 day bargaining unit member uses three (3) or less sick days during a program year, he/she
shall be compensated $250.00 in the first pay of the new calendar year. If a 227 day Atco
bargaining unit member uses four (4) or less sick days during the program year, he/she shall be
compensated $250.00 in the first pay of the new calendar year. To be eligible a bargaining unit
member must have been employed for a full program year. Half time bargaining unit members
shall receive one-half of the above amount.

ABEA 2013-2015 CONTRACT Page 52 of 89






B. This leave will be requested in writing by the bargaining unit member to the
Superintendent/designee ten (10) working days in advance of the requested leave.

C. A brief written report will be submitted to the Supervisor highlighting the most salient aspects of
this leave/visit.

D. A brief written report will be submitted to the Board highlighting the most salient aspects of this
leave/visit.

SECTION 15.04 PERSONAL LEAVE

A. Bargaining unit members will be entitled to the following personal leaves for absence without loss
of pay each calendar year:

B. A maximum of three (3) days personal leave for one hundred and eighty-two (182) day bargaining
unit members. For two hundred and twenty-seven (227) day bargaining unit members and two
hundred and forty-eight day bargaining unit members these days are available to cover bargaining
unit members for personal reasons. The granting of personal leave to more than one bargaining unit
member in any program will be at the discretion of the Supervisor. Personal days must be taken to
the nearest quarter hour. Effective January 1, 2014, bargaining unit members’ personal leave shall
be credited and prorated to the scheduled hours paid in the bi-weekly pay period based on a 26-pay
period year. Proration will be based on the number of scheduled hours divided by the full-time
hours of that position. For calendar year 2013, one personal day may be carried over from one year
to the next. New hires will be advanced one day of personal leave against their future accumulation
if requested. We will adopt the following schedule:

0-10 years = 3 days
11-20 years = 4 days
21 plus years = 5 days

C. Notice to the bargaining unit member's program administrator that personal leave will be taken will
be given in writing at least three (3) days, if possible, prior to the date of taking such leave.

D. Applicants for such leave will not be required to state the reasons other than they are taking it under
this Section of the Agreement.

E. If a bargaining unit member does not use all of his/her personal days during any calendar year, then
he/she shall be compensated at % rate for each unused personal leave day at the end of the calendar
year in the first pay of the new calendar year. To be eligible, a bargaining unit member must have
been employed for a full program year. Half time members shall receive one half of the above
amount.

F. Included with the first pay of each contract year will be an accurate record of all accumulated,
unused paid leaves available to the employee (e.g. sick leave, personal leave, professional leave,
etc.)

SECTION 15.05 ASSAULT LEAVE

A. If an employee is injured during the course of Board employment as a direct result of violent
physical outburst of a student or consumer, the employee will be eligible for assault leave.
Employees must be unable to work and the injury verified by the bargaining unit member
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submitting an incident report. The bargaining unit member must also secure a physician's statement
which verifies the date of occurrence of the injury and the date of return to work with or without
restrictions. The Superintendent may require additional medical verification to continue the assault
leave. Such expenses shall be borne by the Board.

B. A member assaulted as a result of employment and temporarily disabled by such assault, shall
remain on the payroll and shall receive all benefits as if on sick leave as hereinafter provided. The
member shall apply for Workers' Compensation. If Workers' Compensation benefits are paid, the
Board shall pay to the member the difference between the benefits received and the member’s
regular salary to make it whole. The decision of the Bureau of Workers' Compensation on granting
benefits shall have no bearing on the provisions of this Article. Assault leave shall not exceed more
‘than thirty (30) days. Assault leave shall not be deducted from the accumulated sick leave of the
member.

SECTION 15.06 BEREAVEMENT LEAVE

A. An employee may be granted three (3) bereavement leave days per calendar year in the event of a
death of an immediate family member or another not meeting the definition of immediate family
member.

B. Included with the first pay of each contract year will be an accurate record of all accumulated,
unused paid leaves available to the employee (e.g. sick leave, personal leave, professional leave,
etc.)

SECTION 15.07 RELIGIOUS HOLIDAYS

A. The Superintendent may grant up to three (3) days of administrative leave, within the calendar year,
for the observance of a religious holiday if that holiday cannot be observed outside of normal
working hours.

B. Where an employee wishes to observe a religious holiday, which can be observed outside of normal
working hours the following is applicable:

1. Except by special permission, the employee who is exempt from the overtime provisions of the
federal wage and hour law will be assigned to work this make-up time in advance of the
religious holidays to be taken. Selection of time to work as make-up time must be approved in
writing by the Superintendent.

2. If any of those days granted as administrative leave with pay for observance of religious
holidays are not made up by the end of the pay period, the employee will have a deduction made
in that amount from his or her next pay.

3. Employees who are not exempt from the overtime requirements of the federal wage and hour
law may request make-up time during the work week in which the religious holiday falls.

4. The approved leave cannot place a burden on the operation of programs and services operated
by the Board.
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SECTION 15.08 UNPAID LEAVES

A.

The granting of any leave of absence is subject to approval of the Superintendent. Except for
emergencies, employees will advise the Superintendent thirty (30) days prior to commencement of
the desired leave, so that the various functions may proceed properly.

Upon completion of a leave of absence, the employee is to be returned to the position formerly
occupied or to a similar position, if the employee's former position no longer exists. Any
replacement in the position while an employee is on leave will be terminated when the employee
returns to work at the end of the scheduled leave.

An employee may return to work before the scheduled expiration of leave, if requested by the
employee and approved by the Superintendent. An employee who fails to return to work within
three (3) working days of the completion or a valid cancellation of a leave of absence without pay,
without explanation to the Superintendent or designee, may be removed from his or her position.

Except in the case of educational leave, maternity/paternity leave, military leave, leave without pay
cannot be utilized until such time as all other forms of legally available leave have been exhausted
including vacation, sick, personal leave.

If it is found that the leave is not actually being used for the purpose for which it was granted, the
Superintendent may cancel the leave and direct the employee to report to work.

The bargaining unit member may continue insurance benefits included in this Contract upon
payment to the Business Manager on a monthly basis of the cost for the same.

Employees on unpaid leaves of absence, outside of FMLA coverage, are responsible for contacting
the Business Manager if they wish to continue insurance coverage during their unpaid leave. An
employee who exceeds ten days of unpaid leave in a calendar year is responsible for 100% payment
of insurance benefits for those days missed and any subsequent days missed without pay.

The bargaining unit member will return to work on the current negotiated salary schedule and will
for purposes of retirement retain all years of service per the appropriate retirement plan. The
bargaining unit member will retain years of service as it relates to seniority.

SECTION 15.09 HEALTH LEAVE

A

Two (2) weeks unpaid health leave will be granted to bargaining unit members employed less than
one (1) year and not on probationary status. Twelve (12) weeks unpaid health leave will be granted
to bargaining unit members with one (1) to five (5) years employment. After five (5) years of
employment with the Board, a bargaining unit member may be granted a leave of absence
without pay for up to one (1) year for health reasons. Requests for such leaves will be supported
by appropriate medical documentation.

SECTION 15.10 PERSONAL LEAVE

A

The Superintendent may grant a personal leave of absence to any employee for a maximum
duration of six (6) months for any personal reasons of the employee. The employee must be
employed for a minimum of one (1) year. This shall exclude issues covered under the Family
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D. A bargaining unit member adopting a child will be entitled upon request to a leave to commence at
any time during the first year after receiving defacto custody of said child, or prior to receiving such
custody if necessary in order to fulfill the requirements for adoption. The leave of absence is not to
exceed a total of one (1) year.

SECTION 15.13 MILITARY LEAVE

A. Military -Leave will be granted to bargaining unit members pursuant to Ohio Revised Code.
Benefits will be granted as maximum allowable by law.

ARTICLE XVI
INSURANCE PREMIUMS

SECTION 16.01 EMPLOYER SHARE OF INSURANCE PREMIUMS

A. For those employees that choose insurance coverage, the Employer shall provide a hospitalization
and major medical health insurance plan, a vision insurance plan, a dental insurance plan, a
prescription drug insurance plan, and a group term life insurance plan. Present coverage is set forth
in the schedule of benefits attached as Exhibit A.

B. For those employees that choose insurance coverage, the Employer will pay 100% of the premiums
for vision and dental insurance, regardless of the type of plan chosen (i.e., single, two-party —
employee/child or employee/spouse, or family.)

C. For those employees that choose insurance coverage:

1. The employer shall pay 85% of the single plan premiums for hospitalization and major medical
health insurance and prescription drug plan, while the employee will pay 15% of the single plan
premiums.

2. Effective August 22, 2004, if an employee chooses a plan other than single coverage for
hospitalization and major medical health insurance and prescription drug insurance, the
employer shall pay 80% of the plan premiums, while the employee will pay 20% of the plan
premiums.

3. A choice of one other plan approved by the Association will be provided (Appendix C).

a. If the employee chooses the HSA option the deductible will be funded by the Board at 1606%
80% for calendar year 2014, and 80% for calendar year 2015. Funding of the HSA shall
occur semi-annually. If an employee’s expenses exceed their first employer contribution
funding, the employee shall request advancement of the second contribution to the Board.
The Board shall deposit additional funding to cover the expenses not to exceed the
maximum deductible.

4. The employer shall also pay the full cost of group term life insurance in the amount of $50,000
for all full-time employees (i.e., those individuals working 35 to 40 hours per week.)
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Employees who work less than 20 hours per week shall not be eligible for the benefits described in
this Article.

The Employer shall request that the County Auditor’s office continue to maintain a Section 125
Plan (i.e., insurance premiums only — not a cafeteria plan).

An employee on unpaid leave of absence shall continue to be carried on payroll records for
insurance purposes, but the employee shall be responsible for payment of 100% of his/her insurance
premiums for the specified time of the leave — except as may be otherwise provided under Board
policies or Articles in this Agreement for an employee on Family Medical Leave. The employee
taking unpaid leave shall choose either to pay the amount of the first month’s insurance premiums
directly to the Board prior to the commencement of unpaid leave and directly to the Board prior to
the beginning of the month for each subsequent month that the employee is on leave; or to authorize
that the premiums be payroll-deducted from the employee’s paycheck.

Employees shall be responsible for notifying the Personnel Office of changes in dependent or
covered persons as soon as a change occurs. If an employee fails to notify the Personnel Office as
soon as a change occurs, the employee shall reimburse the Board for all premiums paid for
ineligible persons.

An insurance committee will be established to review the insurance coverage provided by the Board
on an ongoing basis and to investigate other possible carriers and/or policies that may provide either
a savings in insurance costs or containment of insurance costs. The committee shall be open to
representatives from the ABEA bargaining unit, the OAPSE bargaining unit, the PGO bargaining
unit, the employees not in any bargaining unit and administrators. The committee shall meet with
the intention of reducing the overall cost of health insurance and with the goal of keeping the
current premium increase at or below 30%. The committee shall meet with insurance
representatives/consultants to discuss insurance and review insurance options. The committee may,
by consensus, issue one or more recommendations to the Board regarding changes to the current
health plan.

The committee can make recommendation(s) to the Board regarding insurance only if the
recommendation(s) has been ratified by each bargaining unit group and approved by each non-
bargaining unit group. The committee’s recommendation(s) to the Board shall be directory only
and the Board may choose not to implement those recommendations.

SECTION 16.02 LIFE INSURANCE

The Board shall purchase term life insurance coverage in the amount of $50,000.00 for all bargaining
unit members. '

SECTION 16.03 VISION INSURANCE

A.

The Board shall purchase optical insurance coverage which meets or exceeds the specifications
below for each member of the bargaining unit, now or hereinafter employed. Current benefit levels
shall remain in effect, however, any new or existing benefits shall be modified to meet the
specifications set forth. The full cost of such insurance and any increases thereof shall be paid by

- the Board. The effective date of coverage shall be on the execution of this Agreement.
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B. If a bargaining unit member requests family coverage, the Board shall pay the full cost of the family
coverage and any increases thereof.

C. The benefit levels afe scheduled as follows:

Eye Examinations - One regular eye examination every 24 months by an ophthalmologist or
optometrist for each person covered under the program. A $10 deductible will be paid to the
doctor.

Frames - One pair every 24 months, provided the frame is used with lenses prescribed as a result of
an eye examination. Where new frames are not required, the frames allowance may be applied
toward the cost of lenses.

Lenses - One pair every 24 months is covered. A $15 deductible for the combined benefits of
lenses and frames payable to the doctor.

Contacts - The allowance for medically necessary contact lenses listed in the Schedule of
Allowances will be paid only if: (a) the lenses are necessary following cataract surgery; (b) visual
acuity cannot be corrected to 20/70 in either eye with other lenses, but can be corrected to at least
20/70 in one eye with contact lenses; or (c) the lenses are necessary for the treatment of
Anisometropia or Keratoconus. Prior approval must be obtained by the PANEL doctor to be fully
covered under this plan. For cosmetic contact lenses, an allowance of $80 will be made toward their
cost in lieu of all other benefits for that year.

Other Limitations Include:

Cost of frames in excess of the plan allowance,

Contact lenses (except as specifically provided elsewhere herein),
Blended lenses (no line bifocals),

Two pair of glasses in lieu of bifocals,

Extra cost of oversize lenses,

Tinted or coated lenses (except pinks #1 and #2).

e oo o

D. The Non-Panel Reimbursement Schedule below provides coverage for patients choosing non-panel
doctors to the maximum amounts cited. No deductible is applied.

1. Professional Fees

Vision Examination, up to $30.00
2. Materials

Single vision lenses, up to $25.00
Bifocal lenses, up to $40.00
Trifocal lenses, up to $50.00
Lenticular lenses, up to $80.00
Frames, up to $25.00
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Level 1- Immediate Supervisor

Date of Written Request for Meeting

Date of Meeting

Disposition of Immediate Supervisor

Immediate Supervisor Date
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Level 2 - Superintendent

Date of Filing Level Three

Grievant

Date of Hearing

Disposition of Superintendent

Superintendent
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Date
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APPENDIX B-1 - X
Review Deadline
ATHENS COUNTY BOARD OF DD
PERFORMANCE REVIEW SYSTEM : ]
Rating Period
Name  (Last) (First) M.1) SSH
Position Title Agency Location
Mid Final
Probation Probation Annual Special
I have prepared this performance review. I have read the above: _Thave _ Ihave not
Rater Comments: responded on an attached sheet of paper. My signature
may not indicate agreement with the above. I understand
that performance reviews are appealable and failure to sign
this form waives my right to appeal.
If an employee feels that the evaluation is not a true
reflection of job performance, he/she may submit a written
Rater Signature Date request for review to the next higher person in the chain of
command for his/her department. The written request
must specify areas of concern. The supervisor/
R —— administrator responsible for reviewing the evaluation
’ must meet with the employee within ten (10) days and
present the finding to the employee. If the employee is
- still-not satisfied, he/she may request further reviews
through the chain of command—up to the Superintendent,
whose decision will be final.
The evaluation procedure is grievable, the text of
Reviewer Sianante T evgluatlons are 'go_t gnevable, how‘ever', if any bargalmpg
unit member is in disagreement with his/her annual rating,
the he/she may attach his/her rebuttal to the annual rating
in questions.
Appointing Authority Signature Date Employee Signature Date

TIMELINESS s
Performance of probationary employees will be reviewed twice - midpoint and end of the probation period. Thereafier, reviews will be conducted
annually and MUST be completed and signed by all parties by the review deadline. Special reviews may be conducted at any time.

PURPOSE
Performance Review is utilized to:
Work toward attainment of goals and objectives;
Inform the employees of strengths, weaknesses and progréss;

e o o o o
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Improve performance and productivity;

Strengthen work relationships and improve communication;
Develop employee skills;

Recognize accomplishments and good work

RATING LEVELS

A. Far Exceeds - far exceeds performance expectations by
consistently demonstrating excellent performance

B. Exceeds - frequently exceeds performance expectations.
High level of performance.

C. Meets - meets all performance expectations for the job. At
times excecds performance expectations.

D. Partially Meets - meets performance expectations on an
inconsistent basis.

E. Does Not Meet - consistently fails to meet performance
Expectations
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PARAPROFESSIONAL

PERFORMANCE GROWTH OR ; ACTION PLAN

JOB KNOWLEDGE

COMMUNICATION

COOPERATION

TASK MANAGEMENT

AGENCY MISSION COMPLIANCE
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APPENDIX B-2
ATHENS COUNTY BOARD OF DD
PERFORMANCE REVIEW SYSTEM

Review Deadline

* Rating Period

Name (Last)

(First)

(M.L) ’ SS#

Position Title

Agency

Location

Mid
Probation

Final
Probation

Annual Special

I have prepared this performance review.
Rater Comments:

Rater Signature

Date

Reviewer Comments:

Reviewer Signature

Date

Appointing Authority Signature

Date

[ have read the above: _ T have _ Ihave not

responded on an attached sheet of paper. My signature
may not indicate agreement with the above. 1 understand
that performance reviews are appealable and failure to sign
this form waives my right to appeal.

If an employee feels that the evaluation is not a true
reflection of job performance, he/she may submit a written
request for review to the next higher person in the chain of
command for his/her department. The written request
must specify areas of concern. The supervisor/
administrator responsible for reviewing the evaluation
must meet with the employee within ten (10) days and
present the finding to the employee. If the employee is
still not satisfied, he/she may request further reviews
through the chain of command—up to the Superintendent,
whose decision will be final.

The evaluation procedure is grievable, the text of
evaluations are not grievable, however, if any bargaining
unit member is in disagreement with his/her annual rating,
the he/she may attach his/her rebuttal to the annual rating
in questions.

Employee Signature Date

TIMELINESS

Performance of probationary employees will be reviewed twice - midpoint and end of the probation period. Thereafter, reviews will be conducted
annually and MUST be completed and signed by all parties by the review deadline. Special reviews may be conducted at any time.

PURPOSE
Performance Review is utilized to:
Work toward attainment of goals and objectives;
Inform the employees of strengths, weaknesses and progress;
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Improve performance and productivity;

Strengthen work relationships and improve communication;
Develop employee skills;

Recognize accomplishments and good work

RATING LEVELS

A. Far Exceeds - far exceeds performance expectations by
consistently demonstrating excellent performance

B. Exceeds - frequently exceeds performance expectations.
High level of performance.

C. Meets - meets all performance expectations for the job. At
times exceeds performance expectations.

D. Partially Meets - meets performance expectations on an
inconsistent basis.

E. Does Not Meet - consistently fails to meet performance expectations
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APPENDIX B-3
ATHENS COUNTY BOARD OF DD
PERFORMANCE REVIEW SYSTEM

Review Deadline

Rating Period

Name  (Last)

(First)

M.L) SS#

Position Title

Agency

Location

Mid
Probation

Final
Probation

Annual Special

[ have prepared this performance review.
Rater Comments:

Rater Signature

Date

Reviewer Comments:

Reviewer Signature

Date

Appointing Authority Signature

Date

I have read the above: _Thave [ have not

responded on an attached sheet of paper. My signature
may not indicate agreement with the above. 1 understand
that performance reviews are appealable and failure to sign
this form waives my right to appeal.

If an employee feels that the evaluation is not a true
reflection of job performance, he/she may submit a written
request for review to the next higher person in the chain of
command for his/her department. The written request
must specify areas of concern. The supervisor/
administrator responsible for reviewing the evaluation
must meet with the employee within ten (10) days and
present the finding to the employee. If the employee is
still not satisfied, he/she may request further reviews
through the chain of command—up to the Superintendent,
whose decision will be final.

The evaluation procedure is grievable, the text of
evaluations are not grievable, however, if any bargaining
unit member is in disagreement with his/her annual rating,
the he/she may attach his/her rebuttal to the annual rating
in questions.

Employee Signature Date

TIMELINESS
Performance of probationary employees will be reviewed twice - midpoint and end of the probation period. Thereafter, reviews will be conducted
annually and MUST be completed and signed by all parties by the review deadline. Special reviews may be conducted at any time.

PURPOSE
Performance Review is utilized to:
Work toward attainment of goals and objectives;
Inform the employees of strengths, weaknesses and progress;

® & o o o
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Improve performance and productivity;

Strengthen work relationships and improve communication;
Develop employee skills;

Recognize accomplishments and good work

RATING LEVELS

A. Far Exceeds - far exceeds performance expectations by
consistently demonstrating excellent performance

B. Exceeds - frequently exceeds performance expectations.
High level of performance.

C. Meets - meets all performance expectations for the job. At
times exceeds performance expectations.

D. Partially Meets - meets performance expectations on an
inconsistent basis.

E. Does Not Meet - consistently fails to meet performance
Expectations
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HOSPITAL AND MAJOR MEDICAL INSURANCE - HSA

Lifetime Maximum . ............. No Maximum effective 01/01/2014

Deductible Per Benefit Period*
Individual .............. ...
Family, two or more persons. .

Out-of-Pocket Expense Limitation (including deductible)

Individual ..............
PN &« isnsvssessmess

Annual Co-Insurance Maximum
Individual ..............
Family ................

Office Visits:
Medical Necessity:
Child Preventive:

Adult Preventive:

In-Network Out-of-Network
$3,000 $3,500

$6,000 $7,000

N/A $7,500

N/A $15,000

100% 60%

100% 60%

Deductible, 100% Deductible, 60%
100% Deductible, 60%
Unlimited to age 1; $500 each birth year age one to age nine
100% Deductible; 60%

1 Routine Phys. Exam, Routine Pap and Routine Mammogram per year;

Emergency Accident Care .........

Inpatient & Qutpatient:
Hospital/Surgical
Lab, X-ray, Diagnostics,
Chemotherapy, Radiation,
Inhalation, Therapy,
Anesthesiology

Maternity Benefit ...........

Deductible, 100% Deductible, 100%

Life threatening emergencies covered subject to deductible and
co-insurance (non-network penalty waived for life-threatening

Mental Health Care and Substance Abuse Services:

Inpatient
Outpatient Mental Health

- emergencies)
100% 60%
Subject to Deductible Subject to Deductible
Deductible, 100% Deductible; 60%
Deductible, 100% Deductible; 60%
Deductible, 100% Deductible; 60%
Deductible, 100% Deductible; 60%

Outpatient Substance Abuse
Mental Health, Drug Abuse,
Alcoholism
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Same basis as any other
illness effective 1/1/14
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ATHENS COUNTY BOARD OF DD
ATTENDING PHYSICIAN’S
FITNESS FOR REGULAR DUTY
RETURN TO WORK RECOMMENDATIONS RECORD

To be completed by the attending physician — Please Check

PATIENT'S NAME (FIRST) (MIDDLE) (LAST) DATE OF INJURY/ILLNESS
DIAGNOSIS
| saw and treated this patienton __ and:

Date

Based upon the attached position description, | understand that even under light duty:
This individual's position/employment includes duties that involve lifting, carrying and moving individuals;
This employee performs direct and personal care to individuals and must be free from contagion;
The employee's functioning shall not be impaired by prescription or non-prescription drugs;

PHYSICIAN TO COMPLETE SECTION [, II OR III AS APPLICABLE
1. [_] Recommend his/her retur to work with no restrictions.

2. D Patient has the following restrictions:

3. Q Patient is totally incapacitated at this time. Patient will be re-evaluated on

Physician's Signature Date:

Physician's Stamp with Address:
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STATE OF OHIO
BEFORE THE STATE EMPLOYMENT RELATIONS BOARD

In the Matter of:

THE ATCO-BEACON EDUCATION | Case No.: 2013-MED-06-0762

ASSOCIATION
Employee Organization |

-and-

The Athens County Board of |

Developmental Disabilities

Employer

FILING OF COLLECTIVE BARGAINING AGREEMENT

The Athens County Board of Developmental Disabilities, pursuant to Board Rule 4117-9-
07, hereby files a copy of the Collective Bargaining Agreement entered into between the
Employer and the Employee Organization in the above referenced case.

Robert W. Cross, Employer Representative
Cross Management Consulting Services, Inc.
631 7" Street

Portsmouth, Ohio 45662

(740) 351-0097
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