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PREAMBLE 

This Agreement is made and entered into by and between the Nordonia Hills City School District 
Board of Education (the "Board") and the Nordonia Hills Educators' Association (the 
"Association"), an affiliate of the Ohio Education Association (OEA), and sets forth all mutual 
agreements and understanding of the parties. 
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ARTICLE 1 - RECOGNITION 

A. TERMS OF RECOGNITION 

1. The Nordonia Hills City School District Board of Education (hereinafter referred 
to as the "Board") recognizes the Nordonia Hills Educators' 
Association/OEA/NEA (hereinafter referred to as the "Association" or "NHEA"), 
as the exclusive representative for full-time and regular part-time teachers, 
department chairpersons, librarians, guidance counselors, school psychologists, 
athletic director assistants, tutors, coordinators (other than those listed in 
paragraph 2 below). Long-term substitutes who work 60 consecutive days in a 
single assignment or are employed in a position scheduled for 60 or more 
consecutive days shall be part of the Association bargaining unit. Long-term 
substitutes shall be paid at the BA base salary of this Agreement beginning with 
the 61 '' such day of employment. The employment of such persons shall 
conclude automatically at the end of their term of service as a long-term substitute 
without the requirement of compliance with the evaluation and non-renewal 
processes of this Agreement and Ohio law. For a long-term substitute who is 
employed in a regular teaching position during that year or the next year, seniority 
will be counted from the first day of service as a long-term substitute which 
immediately precedes her/his employment in a regular teaching position. 

2. Positions excluded from the bargaining unit include superintendents, principals, 
directors of business and athletics, coordinators/supervisors of pupil personnel 
and auxiliary services, supervisors with evaluation responsibility, instructional 
aides and casual substitute teachers. 

3. Recognition granted herein shall preclude recognition of any other organization 
representing the teachers during the term of this Master Agreement. 

4. The term "tutor" will be defined as individuals providing short-term irregular 
instruction, and individuals who lack proper (Reading) certification and assigned 
to Title I. This does not include Home Instruction. 

a. In the event the administration determines to add licensed personnel to 
perform in the capacity of tutors/small group instructors, the 
Superintendent shall ask the NHEA President to appoint representatives of 
the Association to meet with representatives of the Board to consider the 
duties which might be assigned to such persons, the qualifications to be 
required of the candidates and the salaries to be associated with such 
positions. The committee shall submit its report and recommendations to 
the LMC within thirty (30) days of the request of the Superintendent to the 
Association President. That timeline may be extended by mutual 
agreement. 

b. The current 2009-2010 tutor seniority list shall be merged with the 2009-
2010 teacher seniority list to make one seniority list. Forevermore, if the 
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position of "tutor" is activated then the seniority list will be kept in 
accordance with Article 9(A)(3)(a)(l). 

5. All teaching employees new to the District shall be conditionally employed until 
the Board receives the results of a criminal records check from the Bureau of 
Criminal Identification and Investigation (BCII) and Federal Bureau of 
Investigation (FBI). The Board shall initiate the BCII and/or FBI check as 
promptly as possible, and in no case later than the next business day following 
Board approval of conditional employment of a teaching employee. During that 
period of conditional employment, the new teaching employee shall be considered 
a member of the bargaining unit represented by the Association and entitled to all 
provisions of this Agreement. If the report received from BCII and/or FBI 
indicates the individual does not qualify for employment as defined in Ohio 
Revised Code 3319.39(B)(l), the individual shall be informed that he/she is being 
released immediately from conditional employment and the reason, i.e. the report 
from BCII and/or FBI, for the release. No individual released from conditional 
employment under this section, nor the Association, shall have the right to bring a 
grievance, request arbitration or initiate any other form of legal proceeding 
against or involving the Board to contest the employee's release from conditional 
employment pursuant to Ohio Revised Code 3319.39(B)(l) and this section 
except as it relates to a challenge of the accuracy/validity of the BCII and/or FBI 
report. 

An employee who intends to challenge the accuracy/validity of a BCII and/or FBI 
report must so advise the Assistant Superintendent within five (5) workdays of 
his/her removal from the position. If the teacher or the Board receives a modified 
BCII and/or FBI report which would make him/her eligible for employment 
within sixty (60) calendar days of the initial removal, then the teacher shall be 
reinstated to his/her former position, but is not entitled to any compensation from 
the Board including back pay and benefits, for the period of removal. An 
individual who receives a modified BCII and/or FBI report which would make 
him/her eligible for employment more than sixty (60) calendar days after the 
initial removal shall have no entitlement to an employment position with the 
District unless the disqualifying BCII or FBI report was a mistake and there was 
no fault on the part of the bargaining unit member or unless a regular teacher has 
not been hired for the position for which the teacher was initially hired. 

B. CHANGES IN RECOGNITION 

Recognition of the Association as exclusive bargaining representative may be withdrawn 
in accordance with the procedures specified in Ohio Revised Code 4117. 

C. FAIR SHARE FEE 

1. Pavroll Deduction of Fair Share Fee 

The Employer shall deduct from the pay of bargaining unit members who elect 
not to become or to remain members of the Nordonia Hills Educators' 
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Association, a fair share fee for the Association's representation of such 
nonmembers during the term of this Master Agreement No nonmember filing a 
timely demand shall be required to subsidize partisan political or ideological 
cause not germane to the Association's work in the realm of collective bargaining. 

2. Notification of the Amount of the Fair Share Fee 

Notice of the amount of the annual fair share fee, which shall not be more than 
one hundred percent (I 00%) of the unified dues of the Association, shall be 
transmitted by the Association to the Board Treasurer on or about September 15 
of each year during the term of this Master Agreement for the purpose of 
determining amounts to be payroll deducted. 

3. Schedule of Fair Share Fee Deduction 

a. All Fair Share Fee Payers 

Payroll deduction of such annual fair share fees shall commence on the 
first pay date which occurs on or after January 15, annually. In the case of 
bargaining unit employees newly hired after the beginning of the school 
year, the payroll deduction shall commence on the first pay date on or 
after the later of: 

(I) sixty (60) calendar days employment in a bargaining unit position; 
or 

(2) January 15. 

b. Upon Termination of Membership During the Membership Year 

The Board Treasurer shall, upon notification from the Association that a 
member has terminated membership, commence the deduction of the fair 
share fee with respect to the former member, and the amount of the fee yet 
to be deducted shall be the annual fair share fee less the amount previously 
paid through payroll deduction. The deduction of said amount shall 
commence on the first pay date occurring on or after forty-five (45) 
calendar days from termination of membership. 

4. Transmittal of Deductions 

The Employer further agrees to accompany each such transmittal with a list of the 
names of the bargaining unit members for whom all such fair share fee deductions 
were made, the period covered, and the amounts deducted for each. 

5. Procedure for Rebate 

The Association represents to the Employer that an internal rebate procedure has 
been established in accordance with O.R.C. 41l7.09(C), and that a procedure for 
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challenging the amount of the representation fee has been established and will be 
given to each bargaining unit member who does not join the NHEA, 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. 

6. Entitlement to Rebate 

Upon timely demand, nonmembers may apply to the Association for advance 
reduction/rebate of the fair share fee pursuant to the internal rebate procedure 
adopted by the Association. 

ARTICLE 2 - NEGOTIATIONS PROCEDURE 

A. DIRECTING REQUESTS 

If either of the parties desires to negotiate items which are proper subjects of 
negotiations, it shall notify the other party in writing not earlier than one hundred twenty 
(I 20) days prior to expiration and not later than ninety (90) days prior to expiration. 
Notification in writing from the Association shall be served on the Superintendent, and 
from the Board shall be addressed to the Association President. 

Prior to March I of the final year of the Master Agreement, the Association and the 
Board, by mutual agreement, may begin discussions concerning the possible employment 
of an alternative bargaining model, e.g. Interest-Based Bargaining. This process can be 
discontinued at any time by either party. In the event of that occurrence, the time lines 
specified in Article 2 will begin. 

B. NEGOTIATIONS MEETINGS 

I. Within fifteen (15) days after receipt of such notice, an initial meeting will be 
held at which both parties will submit in writing their proposals; and, thereafter, 
additional items shall not be submitted by either party unless the other party 
consents thereto. 

2. Proposals shall, in form and detail, specify that to which agreement is sought in 
terms acceptable to the proponent without clarification or supplementation which, 
if agreed to by the other party, shall express the whole agreement between the 
parties with respect thereto. 

Topical listing of items proposed for negotiations ("laundry lists") shall constitute 
a clear failure of compliance with this requirement and may be disregarded. 
Dates mentioned in any of the articles of this Master Agreement may be extended 
by mutual consent. 

3. Negotiations meetings shall be in executive session, unless otherwise mutually 
agreed upon by both parties. Unless an alternative bargaining model is employed 
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or unless the parties agree otherwise, meetings will be held during nonstudent 
contact time. 

4. Other rules for conducting the negotlat10ns procedures, which are deemed 
necessary and not covered by this Article, may be discussed and agreed upon at 
this first session. 

C. NEGOTIATIONS TIME LIMIT 

Items under negotiation must be resolved to the mutual satisfaction of both parties within 
forty-five ( 45) calendar days of the first scheduled meeting. However, if both parties 
agree, extensions of time [ten (10) calendar days each] may be granted. Ifno agreement 
is reached, the disagreement procedures outlined in this document shall be implemented. 

D. DEFINITIONS 

1. "Negotiable items" are salaries, fringe benefits, terms and conditions of 
employment, and such other items as may be mutually agreed upon. 

2. "Good faith" involves coming to the negotiations table with the intention of 
negotiating openly and fairly. "Good faith" requires that the Board and/or 
Administration and the Association be willing to react to each other's proposals. 
If a proposal is unacceptable to one party, that party is obligated to give its 
reasons or offer counterproposals. The obligation of the Board and/or the 
Administration and the Association to meet for purposes of professional 
negotiations does not compel either party to agree to a proposal or require the 
making of a concession. 

E. REPRESENTATION 

The Board or its designated representative(s) shall meet with the Association or its 
designated representative(s) to negotiate in "good faith." Each team shall limit its 
representation to five ( 5) members, unless otherwise agreed upon at the first meeting. 
Neither party in any negotiations shall have any control over the selection of the 
negotiating or bargaining representatives of the other party. The parties mutually pledge 
that their representatives will be granted all necessary power and authority to make 
proposals, consider proposals, and make concessions in the course of negotiations. There 
shall be a provision for replacement of members on the respective teams. 

F. EMPLOYEE PARTICIPATION RIGHTS 

The fact that an employee participated in negotiations as a member of the team, alternate 
or advisor/specialist to that team, shall not be recorded in his/her personnel file or in any 
way used in the transfer, assignment, or promotion process; nor shall this fact be used in 
any recommendations for reemployment or recommendations for employment; nor shall 
that person, the Association or its officers be placed in jeopardy or be subject to reprisal 
or discrimination from the Board or its Administration for their part in negotiations and 
Association activity. 
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G. INFORMATION 

The parties agree to furnish, upon written request and in a reasonable time, available 
information concerning the financial status of the District and such other available 
information as will assist the parties in the development and evaluation of proposals. 
Access to available information in such form as it may exist constitutes compliance with 
this provision; and neither party is obligated to develop data or information not in 
existence or to re-work, re-draft, summarize, compute, or otherwise develop data or 
information in other than its existing form. 

H. WHILE NEGOTIATIONS ARE IN PROGRESS 

1. Caucus 

The chairperson of either group may caucus his/her group for independent 
discussion at any time. Unless mutually agreed upon at the time, the caucus shall 
not exceed thirty (30) minutes. 

2. Item Agreement 

As negotiation items receive tentative agreement, they shall be reduced to writing 
and initialed by a representative of each party. No items so initialed shall be 
binding until all items are initialed. 

3. Schedule of Meetings 

Until all negotiation meetings are completed, each meeting shall include a 
decision on an agreed to time and place for the subsequent meeting. 

4. Media 

Until impasse is declared, no party shall make any statement to the media about 
the progress or status of negotiations. A copy of any media release shall be 
furnished to the other party at the same time and by the same method. 

I. CHANGES IN NEGOTIATIONS PROCEDURES 

1. If either party desires changes in the negotiations procedures, that party shall 
include the proposed changes along with the initial letter sent to open negotiations 
or the letter of response, as the case may be. 

2. These proposed amendments will become the initial items for discussion in the 
upcoming negotiations and, if agreed upon, shall become a part of the total 
package to be ratified by the Association and adopted by the Board. 

3. By mutual consent, the amendments tentatively agreed upon may be followed 
during that particular series of negotiations. 
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J. AGREEMENT 

1. When tentative agreement is reached on all items being negotiated, a final written 
copy shall be prepared. 

2. The tentative agreement will first be submitted to the Association membership. 

3. Upon approval of the bargaining unit membership, the tentative agreement will be 
signed by the Association President and submitted to the Board for consideration 
of approval at their next regular or special meeting. 

K. DISAGREEMENT 

1. If agreement is not reached within the specified time limits, the parties will 
endeavor to select a mutually acceptable mediator. If the parties are unable to 
each such agreement, either party may request the services of the Federal 
Mediation and Conciliation Service (FMCS) for the purpose of mediating an 
agreement. If the FMCS cannot furnish a mediator, the parties shall select a 
mediator; but, if the parties cannot agree upon a mediator within five (5) days of 
refusal of FMCS to mediate, the mediator shall be selected through the American 
Arbitration Association pursuant to its rules. If the mediator is unable to resolve 
the dispute and the parties jointly request a report, the mediator may issue an 
advisory report containing recommendations for resolution. 

2. The costs of mediation shall be equally shared by the Association and the Board. 

ARTICLE 3 - GRIEVANCE PROCEDURE 

[For Grievance Forms, see Appendices A-1, A-2.] 

A. GRIEVANCE POLICY 

The Board recognizes that in the interest of effective personnel management, a grievance 
procedure is necessary whereby its professional staff members can be assured of a 
prompt, impartial, and fair hearing on their grievances. Such procedure shall be available 
to all professional staff members of the bargaining unit; and no reprisals of any kind shall 
be taken against any professional staff member initiating or participating in the grievance 
procedure. 

B. GRIEVANCE DEFINED 

A "grievance" is an alleged violation, misinterpretation, or misapplication of the written 
provisions of this Master Agreement. 
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C. PURPOSE AND OBJECTIVE 

The primary pmpose of this procedure shall be to obtain at the lowest administrative level 
and in the shortest period of time, equitable solutions to grievances which may arise from 
time to time. Both the Board and the Association agree that grievance proceedings shall 
be handled in a confidential manner. 

D. RIGHTS OF THE GRIEVANT AND THE ASSOCIATION 

1. An aggrieved professional staff member, at his/her sole choosing, may appear on 
his/her own behalf or may be represented at any or all steps of the grievance 
procedure by the designated representative and/or the Association. 

2. Decisions rendered at each formal level will be made in writing on the forms 
hereto attached, setting forth the decision and the reasons therefore. 

3. No records, documents or communications concerning a grievance will be placed 
in the personnel file of any of the participants. Records of the grievance will be 
kept confidential. 

4. All grievances shall be filed at the lowest possible level. The lowest possible 
level means that level of the grievance procedure at which the Administrator 
deciding the grievance has authority to make a decision. 

5. Hearings held under this grievance procedure shall be conducted at a time and 
place which will afford a fair and reasonable opportunity for all persons, 
including witnesses, entitled to be present to attend. 

6. The Association, as such, shall have the right to file a grievance. 

7. Nothing in this Master Agreement shall bind the Association from exercising 
discretion in resolving to pursue or not to pursue a grievance at any level. A 
grievance may be withdrawn at any level without prejudice or record. 

E. TIME LIMITS 

1. Number of days indicated at each step is considered a maximum. 

2. If a grievance is not initiated at Level One within forty-five (45) days after the 
grievant knew or reasonably should have known of the event or condition upon 
which it is based, the grievance shall be considered waived, shall no longer be 
deemed a grievance, and may not be processed as such. 

3. "Days" shall be regular working days. 

4. During the summer vacation months, the grievance filing limitation of forty-five 
( 45) days will be waived. Once the grievance procedure has been initiated, the 
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time line limits will be adhered to. Failure to follow the prescribed procedures 
will result in: 

a. Administrative failure, grievance will go to next step; or 

b. Association failure, will result in dismissal of grievance. 

F. PROCEDURE 

1. Informal Procedure 

An employee who feels he/she has a grievance shall first meet informally with 
his/her building Principal or Immediate Supervisor in an effort to resolve the 
problem. 

2. Level One (Formal) 

If the grievance is not resolved at the informal Level, the grievant may, within ten 
(I 0) days after the date of the informal discussion, submit a formal, written 
grievance to his/her Building Principal or Immediate Supervisor who will, within 
ten (I 0) days of receipt of said grievance, schedule a conference with grievant and 
either side's representative(s). Resolution of the grievance will be reduced to 
writing and signed by the parties. This shall conclude the process. 

If the agreement is not reached during the meeting, the Building Principal will 
render a written decision within ten (I 0) days following the conference and 
forward that decision to the grievant. Copies of the decision will be mailed to the 
Association President and the Superintendent. 

3. Level Two (Formal) 

If the grievant is not satisfied with the disposition of the grievance at Level One, 
he/she may, within ten (10) days after receiving the Level One decision, submit 
the grievance in writing to the Superintendent who will, within five (5) days of 
receipt of said grievance, schedule a conference with the grievant and either side's 
representatives. Resolution of the grievance will be reduced to writing and signed 
by the parties. This shall conclude the process. 

If the agreement is not reached during the meeting, the Superintendent shall 
render a written decision within ten (I 0) days following the hearing and forward 
copies to the grievant and the grievant's Building Principal or Immediate 
Supervisor. Copies will be mailed to the Association President. 

4. Level Three (Formal) 

If the grievant is not satisfied with the disposition of the grievance at Level Two, 
the grievant (through the Association) may request a hearing before an arbitrator. 
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The request for arbitration shall be made within ten (I 0) days following receipt of 
the disposition of the grievance in Level Two. The request for arbitration shall be 
made in writing to the Superintendent. Within ten (! 0) days following receipt by 
the Superintendent of the request for arbitration, the Board or its designated 
representative and the grievant shall mutually petition the American Arbitration 
Association (AAA) to provide both parties with a list of arbitrators. Arbitrators 
will be selected as follows: 

a. A mutual request for a list of seven (7) names shall be submitted to the 
AAA. It shall be specified within the request that no less than three (3) 
arbitrators named by the AAA shall be from Ohio. Each party may 
request one (I) additional list. 

b. The list of seven (7) names shall be reduced to one (I) by the alternate­
strike method. The party striking the first name shall be determined by a 
toss of a coin. 

Once the arbitrator has been selected, he/she shall proceed with the arbitration on 
the grievance in accordance with the Voluntary Labor Arbitration Rules of the 
AAA. Arbitrator shall have the authority to consider only a single grievance. 

The arbitrator shall hold the necessary hearing promptly and issue the decision 
within such time as may be agreed upon. The decision shall be in writing and a 
copy sent to all parties present at the hearing. The decision of the arbitrator shall 
be binding on the Board, the Association, and the grievant. The arbitrator shall 
not have the authority to add to, subtract from, modify, change, or alter any of the 
provisions of this Collective Bargaining Agreement, nor add to, detract from, or 
modify the language therein, in arriving at a determination of any issue presented 
that is proper within the limitations expressed herein. The arbitrator shall 
expressly confine himself/herself to the precise issue(s) submitted to him/her, and 
to submit observations or declarations of opinion which are directly essential in 
reaching the determination. 

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

G. MISCELLANEOUS 

1. Nothing contained herein will be construed as limiting the right of any 
professional staff person from resolving a grievance at the informal level without 
intervention of the Association, provided the resolution is not inconsistent with 
the terms of this Master Agreement, and the Association has been given the 
opportunity to be present and to state its views. 

2. The Association may have a representative present at all 
grievance to represent the interests of the Association. 
Appendix A) 
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ARTICLE 4- COMPENSATION 

A. PAY PERIODS 

1. Teachers shall be paid in twenty-four (24) pay periods per year. However, any 
bargaining unit member who is on the twenty-one (21) pay period schedule as of 
June 30, 1998, shall be permitted to remain on that schedule until the employee 
submits a written request to the Treasurer to change to the twenty-four (24) pay 
plan or until the member is no longer employed by the District. Any pay 
deductions made on a yearly basis will be prorated over the pay periods. Pay 
dates will be on the 15th and the 30th of each month, unless the 15th or 30th is on 
a Saturday, Sunday, or nonbanking day. In that event, the pay date shall be on the 
closest banking day preceding the 15th or 30th. Employees will not receive 
compensation in advance of work to be performed. 

NOTE: The parties agree to implement the above with a 25-pay procedure for the 
2015-16 school year. 

2. Direct Deposit 

All employees shall receive their compensation payments via direct deposit and 
paystubs via Employee Kiosk. 

The Treasurer shall accommodate a request for temporary cessation of direct 
deposit due to major changes in the employee's life circumstances, for example, 
divorce, and provided that further the Treasurer shall be required to comply with 
State and Federal laws, as well as court orders, with respect to employee payroll. 

B. SALARY SCHEDULES 

I. The salary schedule and its effective date will be bound in Appendix F-1. 

August 15, 2014 
August 15, 2015 
August 15, 2016 

$37,632 
$38,385 
$39,153 

(2%) 
(2%) 
(2%) 

2. Salary adjustments will be recognized on the training grid of the salary schedule. 
Credits earned within the College of Education, or those directly applicable to the 
teacher's assignment, or areas of certification as presented at the time of 
employment, or completed as part of the individual development plan approved 
by the LPDC will be recognized for advancement on the training grid of the salary 
schedule. 

3. Adjustment to the salary schedule shall be made only twice per year at the 
October and February Board meetings in increments as follows: 
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a. BS Bachelor's Degree 

b. BS+l5 15 Semester Hours after receiving Bachelor's Degree 

c. BS+30 30 Semester Hours after receiving Bachelor's Degree 

d. MA Master's Degree 

e. MA+l5 15 Semester Hours after receiving Master's Degree 

f. MA+30 30 Semester Hours after receiving Master's Degree 

g. PhD Doctor of Philosophy Degree 

Adjustments made at the October meeting shall be retroactive to the beginning of 
the contract year; February adjustments shall be effective February I. 

4. Effective November 15, 2011, pursuant to a Memorandum of Agreement, each 
member of the bargaining unit was placed back one experience step on the salary 
schedule. Each member will not recover the step. 

5. Effective with the start of the 2007-08 school year teachers shall be paid a 
longevity amount of $800.00 at steps 26, 27, and 28 and a longevity amount of 
$1000.00 at steps 29 and above. 

6. The Board agrees to pay One Thousand Dollars ($1,000.00) to each current 
member of the bargaining unit who was a member of the bargaining unit in 
October of 2011 and who meets the criteria described in a side letter. All 
members of the bargaining unit who do not receive the One Thousand Dollars 
($1,000.00) shall receive a payment of Five Hundred Dollars ($500.00). The 
payment will be made in November of2014. 

7. Step movement, horizontal or vertical, on the teaching and supplemental salary 
schedules shall resume beginning with the 2014-15 school year. However, 
advancement of only two (2) horizontal steps will occur each year for eligible 
bargaining unit members. 

C. SUMMER SCHOOL/KINDERGARTEN SCREENING SALARY 

I. Any teacher who is employed and assigned to teach during summer school shall 
be issued a contract. The teacher shall be paid at an hourly rate equal to .0007 of 
the base salary in effect. 

2. Any teacher who takes part in Kindergarten Screening during the summer shall be 
paid at an hourly rate equal to .0007 of the base salary in effect. 
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3. Teachers that accumulate continuous service in Summer School or Kindergarten 
Screening will be compensated at .00075 per hour for their second summer and 
.00085 per hour for their third summer. 

D. PERIOD SUBSTITUTE REIMBURSEMENT 

1. Teachers who are asked to substitute for another teacher shall be excused when it 
will unduly interfere with their teaching performance. When a teacher is asked by 
the Administration to substitute for another teacher, that teacher shall be paid at 
an hourly rate equal to .0007 of the base salary in effect. 

2. Class coverage pursuant to the above shall be arranged by the Building Principal 
and distributed as equitably as possible among the teachers in said school. 

3. When a teacher is required to combine part or all of another teacher's class with 
his/her class, that teacher shall be paid at the hourly rate equal to .0007 of the base 
salary in effect. 

E. SEVERANCE PAY 

1. Employees whose contracts are suspended by the Board as a result of a Reduction 
in Force are eligible for this provision when their recall rights have expired. 

2. An employee who submits her/his written notice of resignation for purposes of 
retirement effective with the end of that school year shall receive a one time 
stipend in the gross amount of $1000.00. The written notice must be submitted by 
February 1st for acceptance at the February Board meeting and once submitted is 
irrevocable. That payment will be made at the same time as payments under 
paragraphs 4 and 6 of this section. 

3. Employees who retire through the State Teachers Retirement System (STRS) are 
eligible for severance pay provided the eligible teacher has at least five (5) years' 
service with the Nordonia Hills City Schools. 

4. In any year in which there is no retirement incentive plan the maximum number 
of days eligible for payment to the employee shall be one-third (1/3) of the 
employee's accrued but unused Sick Leave at retirement up to a maximum 
accrual of two hundred ten (210) days plus 7 .5% of unused sick and personal 
days, which have converted to sick leave, earned during the last five years of 
employment. The maximum additional severance days would be 6.75 days, 
reached if a teacher used no sick leave (so accumulating 75 days) and used no 
personal days (so accumulating an additional 15 unused personal days converted 
to sick leave) over the last five years of service. 

5. Payment shall be in an amount equal to the then current daily rate of pay of the 
retiree times the number of accumulated unused and eligible sick days to a 
maximum of seventy (70) days plus a maximum of 6.75 days for attendance 
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during the last five years of employment pursuant to paragraph 4 above in any 
year in which there is no retirement incentive plan. 

6. A teacher who is part-time but who had previously worked full-time in the 
District shall have his/her rate of pay calculated on a pro-rata basis. For example, 
if teacher taught full-time for twenty (20) years and part-time for five (5) years, 
his/her per diem rate of pay would be calculated as follows: 

a. Teacher has a total of sixty (60) days in severance. 

b. Twenty percent (20%) of the sixty (60) days would be at his/her part-time 
per diem rate. 

c. Eighty percent (80%) of the sixty (60) days would be at his/her full-time 
per diem rate. 

7. No payment shall be made to any employee unless the employee files a signed 
formal application with the Board Treasurer not later than one hundred twenty 
(120) days after the last day of employment. 

8. All eligible employees shall receive the above severance pay within fifteen (I 5) 
days after the effective date of retirement. 

9. Payment and Deferral of Severance Pay 

a. Notwithstanding anything in this Agreement or Board policy to the 
contrary, in accordance with the terms of this Agreement and any related 
provisions of a plan document adopted by the Board to comply with the 
requirements of Section 403(b) of the Internal Revenue Code (the "IRC"), 
certain retiring employees shall have the total amount that otherwise 
would be payable to the Participant as severance pay under this Section, 
mandatorily paid into an annuity contract or custodial account that is 
designed to meet the tax-qualification requirements of IRC Section 403(b) 
(a "TSA"). For purposes of this Agreement, this arrangement is referred 
to as the "403(b) Plan." The provisions of this Agreement are effective for 
all employees whose retirement effective dates are after the Date of this 
Agreement. 

b. The terms of the 403(b) Plan shall include the following: 

(1) Participation in the 403(b) Plan shall be mandatory for any teacher 
actively employed on or after January 1, 2005, who would be 
entitled to Severance Pay, and also is or will be age 55 or older in 
the calendar year in which the teacher retires, or, in the case of a 
retired/rehired teacher, resigns. 

(2) If a retiring teacher is a participant in the 403(b) Plan, an employer 
contribution shall be made on his/her behalf under the 403(b) plan 
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in an amount equal to the total amount that otherwise would be 
payable to the Participant as severance Pay. The required 
contribution to the 403(b) Plan shall be made within the timeframe 
described in paragraph E.5. above regarding the payment of 
severance pay and shall be made within the tirneframe described in 
paragraph E.6. above; provided however, that if the amount 
payable to the 403(b) Plan in the calendar year of retirement would 
exceed the maximum amount that is permitted under the applicable 
federal income tax law for that year, the remaining amount that is 
permitted under the applicable federal income tax Jaw for that year 
shall be contributed to the 403(b) Plan after the first payroll date in 
January of the next calendar year. If there are any remaining 
amounts, those amounts, shall be contributed to the 403(b) Plan, 
after the first payroll date in January of the following four calendar 
years, in each such year not to exceed the maximum permitted 
under the applicable federal income tax Jaw for each year. 

(3) The TSA that shall be used for the 403(b) Plan shall be the group 
annuity contract of AlG V ALIC. 403(b) Plan participants shall be 
required to complete AIG V ALIC enrollment forms; and unless 
and until a member does so, no contribution of severance pay shall 
be made to under the 403(b) Plan on behalf of the member. 

(4) If a teacher retires, is entitled to have a contribution paid to the 
403(b) Plan, and dies prior to such contribution being paid to the 
403(b) Plan, the contribution shall be paid to the AIG VALIC 
contract and then paid by the plan to a Beneficiary of the teacher in 
accordance with the terms of the AIG VALIC contract. 

(5) The Plan year of the 403(b) Plan shall be the calendar year starting 
with January, 2005. 

(6) In the event that AIG V ALIC is not available to provide services 
under this article, the Board shall attempt to find a reputable 
company providing a 403(b) contract like the AIG V ALIC contract 
that does not charge any administrative fees. However, if no such 
company can be found, any administrative fees shall be borne by 
the 403(b) Plan participants. 

c. If a teacher is entitled to Severance Pay and is not an eligible participant in 
the 403(b) Plan, that teacher (i) will continue to be eligible for any and all 
severance payments payable in accordance with paragraphs E.5. and E.6. 
of this Section. The teacher may elect to defer such payments to a tax­
sheltered annuity that is tax qualified under Internal Revenue Code 
Section 403(b) (a "TSA") as permitted by Jaw and Board policy. 

d. All contributions to the 403(b) Plan, all deferrals to a TSA and all check 
payments to teachers, shall be subject to reduction for any tax withholding 
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or other withholding that the Treasurer, in his/her sole discretion, 
determines is required by law. Neither the Board nor the NHEA guarantee 
any tax results associated with the 403(b) Plan, deferrals to a TSA, or 
check payments made to a teacher. 

F. CURRICULAR STUDY WORK 

I. Teachers who are not department chairpersons involved in a K-6, K-8, or K-12 
curriculum assignment that requires more than one (I) after-school meeting a 
month with staff from other buildings shall be paid at an hourly rate equal to 
.0007 of the base salary in effect for additional meetings during the month. 

2. Teachers, team leaders, or chairpersons who are appointed to chair any K-6, K-8, 
or K-12 curriculum assignment will also be compensated at the approved rate for 
the time necessary to organize the task, write reports, and present information. 
Such compensation will be not less than one percent (I%) and shall not exceed 
two percent (2%) of the base salary in effect. 

3. Staff involved in summer curriculum development assignments shall be paid on a 
contractual basis at an hourly rate equal to .0007 of the base salary in effect. 
Payment for such work is issued after submission of proof of completion. 

G. BOARD TAX SHELTERING OF EMPLOYEE'S STRS CONTRIBUTION 

I. The Treasurer of the Nordonia Hills City School District Board of Education shall 
contribute to the STRS, in addition to the Board's required employer contribution, 
an amount equal to each employee's contribution in lieu of payment to such 
employee. The amount contributed by the Board on behalf of the employee shall 
be treated as a mandatory salary reduction from the contract salary otherwise 
payable to such certified employee. 

2. The total annual salary for each employee shall be the salary otherwise payable 
under his/her contract. The total annual salary shall be payable by the Board in 
two parts: (a) deferred salary and (b) cash salary. An employee's deferred salary 
shall be equal to that percentage of the said employee's total annual salary which 
is required by STRS to be paid as an employee contribution by said employee, 
and shall be paid by the Board to STRS on behalf of said employee as a "pick-up" 
of the STRS employee contribution otherwise payable by the employee. An 
employee's cash salary shall be equal to said employee's total annual salary less 
the amount of the "pick-up" for said employee, and shall be payable subject to 
applicable payroll deductions to said employee. 

3. The Board's total combined expenditures for employees' total annual salaries 
otherwise payable under their contracts (including "pick-up" amounts) and its 
employer contributions to STRS shall not be greater than the amounts it would 
have paid for those items had this provision not been in effect. 

17 



4. The Board shall compute and remit its employer contributions to STRS based 
upon total annual salary, including the "pick-up." The Board shall report for 
Federal and Ohio Income Tax purposes as an employee's gross income, said 
employee's total annual salary less the amount of the "pick-up." The Board shall 
report for Municipal Income Tax purposes, as an employee's gross income, said 
employee's total annual salary, including the amount of "pick-up." The Board 
shall compute Income Tax withholding based upon the gross income as reported 
to the respective tax authorities. 

5. The "pick-up" shall be included in the employee's total annual salary for the 
purpose of computing daily rate of pay, for determining salary adjustments to be 
made due to absence, or for any other similar purpose. 

6. The "pick-up" shall be a uniform percent for all certified employees and it shall 
apply to all payroll payments made after the effective date of this provision, and 
shall not be at the individual employee's option. 

7. This provision shall be effective and the "pick-up" shall apply to all payroll 
payments made after July 1, 1984. 

8. The Treasurer is directed to prepare and distribute an addendum to each 
bargaining unit member's individual contract, which states the following: 

a. That the bargaining unit member's contract salary is being restated, in 
accordance with this provision of the Master Agreement, as consisting of: 
(a) a cash salary component and (b) a "pick-up" component which is equal 
to the amount of the bargaining unit member's contribution being "picked­
up" by the Board on behalf of the bargaining unit member. 

b. That the Board will contribute to STRS an amount equal to the bargaining 
unit member's required contribution to STRS in the account of each 
bargaining unit member. 

c. That all salary and fringe benefits which are indexed to or otherwise 
determinable by reference to bargaining unit member's rate of pay shall be 
based upon the member's full salary including both the cash salary 
component and the "pick-up" component. 

9. The current taxation or deferred taxation of the "pick-up" is determined solely by 
the Internal Revenue Service (IRS), and compliance with this Section does not 
guarantee that the tax on the "pick-up" will be deferred. If the IRS or other 
governmental entity declares the "pick-up" not to be tax deferred, this Section 
shall be null and void and the STRS contribution procedure in place prior to the 
effective date of this provision shall be in effect. 
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H. TUITION REIMBURSEMENT 

I. The Board will reimburse certified employees for tuition at State-approved 
colleges and universities and for other bona fide inservice activities if the 
Administration requires it of the teacher. If college or university credit is granted, 
reimbursement may be granted. 

2. Studies granting college credit which lead to the direct improvement of 
knowledge and teaching ability in the teacher's certified field, as stated in his/her 
contract, shall be reimbursed by the Board in accordance with the following 
procedure: 

3. There shall be an annual total limit on reimbursement of Forty Thousand Dollars 
($40,000) per school year. 

4. Teachers are eligible to seek reimbursement for up to Eight Hundred Dollars 
($800.00) in tuition. 

a. Applications for reimbursement for the preceding school year 
(September I-August 31) shall be submitted by October 1 to the Personnel 
Office and shall include evidence of the expense and an official transcript. 

b. In the event applications exceed Forty Thousand Dollars ($40,000) for any 
year, the total of Forty Thousand Dollars ($40,000) shall be allocated on 
an equal per capita basis among teachers who submit timely and complete 
applications. 

c. Reimbursement will be made to eligible teachers by November 15. 
Teachers must be employed by the District and be members of the 
bargaining unit when courses are taken and at the time of reimbursement. 
(Exception: Employees who leave the District due to retirement.) 

d. This program shall be suspended for the 2014-15, 2015-16 and 2016-17 
school years. 

e. Speech and Language Pathologists (SLPs) will be eligible for 
reimbursement for costs incurred to attend conferences sponsored by the 
American Speech-Language Hearing Association (ASHA) and the Ohio 
Board of Speech Pathology and Audiology where CEUs necessary for 
their licensure are earned. 

I. SUPPLEMENTALS 

1. No teacher shall be required to accept a supplemental contract as a condition of 
reemployment except in music and publications, newspaper and yearbook, or for 
any other supplemental duties conducted during the school day. 
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2. No member of the certified staff shall be required or requested by the 
Administration to perform the duties, normally associated with the supplemental 
contracts listed within this Negotiated Contract, without receiving the stipulated 
pay for such duties. 

3. The Association President will assign a bargaining unit member to be the "District 
Advocate" for all nonathletic supplemental positions. The Athletic Director will 
act as the advocate for all athletic supplemental positions. If a bargaining unit 
member wishes to substantially alter an existing position or create a new position, 
the bargaining unit member will petition in writing the appropriate advocate. The 
advocate will forward to the Association President and the Superintendent a job 
description for the new or altered position. The Superintendent will have ten (I 0) 
days to determine the compensation level if he/she decides to recommend the 
position to the Board. The Association President will then have ten ( 10) days to 
comment upon the compensation level recommended by the Superintendent. The 
Superintendent's recommendation, along with any comments or recommendations 
from the Association President will be submitted to the Board which shall make 
the final decision regarding compensation for the new or substantially altered 
position. Should the Association not agree with the Board's salary decision, the 
Association may raise the issue in the next round of negotiations. Should such 
negotiations produce an agreement which places the salary level of the new or 
altered position above or below that set by the Board, any such change shall be 
retroactive to the first date of service in the position by the present staff member. 
The Administration reserves the right to initiate a new supplemental position at 
any time. Compensation will be established according to the procedure stated 
above. 

4. All athletic supplemental contracts shall be offered to qualified certificated staff 
first and then to other individuals only if no certificated staff member has been 
selected for the position. A certificated staff member shall be deemed "qualified" 
if he/she has had successful prior coaching or related experience in the same area 
as determined by the Administration. 

The only exception to the above procedure will pertain to the filling of any head 
coaching position at the high school. In the event of a high school head coaching 
position opening, the current staff will be considered simultaneously to certified 
applicants for an open position as posted by the Personnel Office. 

All nonathletic supplemental contracts shall be offered to qualified certificated 
staff first and then to other individuals only if no certificated staff member has 
been selected for the position. A certificated staff member shall be deemed 
"qualified" if he/she has had successful prior experience in the same area or 
similar areas or a special interest in the position as determined by the 
Administration. 

5. All supplemental contracts shall be considered limited contracts. 

6. Bargaining unit members will not evaluate other bargaining unit members. 
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7. Supplemental Salaries 

The following supplemental salaries, which shall be the specified percentage of 
the BS base, shall be paid to those persons who fill the following extracurricular 
positions: 

ATHLETICS - HIGH SCHOOL 
0-4 Yrs 5-7 Yrs 8+ Years 

Athletic Director Assistant 15% 15.75% 16.5% 
Head Volleyball Coach 14% 14.75% 15.5% 
Assistant Vollevball, Junior Varsity 11% 11.75% 12.5% 
Assistant Vollevball Coach 11% 11.75% 12.5% 
Freshmen Vollevball Coach 10% 10.75% 11.5% 
Head Cross Country Coach 10% 10.75% 11.5% 
Assistant Cross Countrv Coach 8% 8.75% 9.5% 
Head Boys' Soccer Coach 14% 14.75% 15.5% 
Assistant Bovs' Soccer Coach 11% 11.75% 12.5% 
Head Girls' Soccer Coach 14% 14.75% 15.5% 
Assistant Girls' Soccer Coach 11% 11.75% 12.5% 
Head Football Coach 20% 20.75% 21.5% 
Football Assistant, Varsity 15% 15.75% 16.5% 
Football Assistant 13% 13.75% 14.5% 
Football Assistant 13% 13.75% 14.5% 
Football Assistant 13% 13.75% 14.5% 
Football Assistant 13% 13.75% 14.5% 
Freshmen Football Coach 12% 12.75% 13.5% 
Freshmen Football Coach Assistant 10% 10.75% 11.5% 
Head Boys' Basketball Coach 18% 18.75% 19.5% 
Assistant Boys' Basketball Coach 13% 13.75% 14.5% 
Assistant Boys Basketball Coach (JV) 11% 11.75% 12.5% 
Assistant Boys' Basketball Coach 10% 10.75% 11.5% 
(Fresh) 
Head Girls' Basketball Coach 18% 18.75% 19.5% 
Assistant Girls' Basketball Coach 13% 13.75% 14.5% 
Assistant Girls' Basketball Coach (JV) 11% 11.75% 12.5% 
Assistant Girls' Basketball Coach 10% 10.75% 11.5% 
(Fresh) 
Head Wrestling Coach 18% 18.75% 19.5% 
Assistant Wrestling Coach, Junior 11% 11.75% 12.5% 
Varsitv 
Assistant Wrestling Coach 10% 10.75% 11.5% 
Assistant Wrestling Coach 10% 10.75% 11.5% 
Fall Head Cheerleading Coach 8% 8.75% 9.5% 
Fall Assistant Cheerleading Coach 6% 6.75% 7.5% 
(JV) 
Fall Assistant Cheer leading Coach 4% 4.75% 5.5% 
(Fresh) 
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Winter Head Cheerleading Coach 8% 8.75% 9.5% 
Winter Assistant Cheerleading Coach 6% 6.75% 7.5% 
(JV) 
Winter Assistant Cheerleading Coach 4% 4.75% 5.5% 
(Fresh) 
Head Boy's Bowling Coach 4% 4.75% 5.5% 
Head Girls' Bowlint!: Coach 4% 4.75% 5.5% 
Head Ice Hockey Coach 14% 14.75% 15.5% 
Ice Hockey Assistant Coach 11% 11.75% 12.5% 
Ice Hockey Assistant Coach 11% 11.75% 12.5% 
Head Baseball Coach 14% 14.75% 15.5% 
Assistant Baseball Coach, Varsity 12% 12.75% 13.5% 
Assistant Baseball Coach, Junior 11% 11.75% 12.5% 
Varsity 
Assistant Baseball Coach, Junior 9% 9.75% 10.5% 
Varsity 
Assistant Baseball Coach, Freshmen 8% 8.75% 9.5% 
Head Softball Coach 14% 14.75% 15.5% 
Assistant Softball Coach, Varsity 12% 12.75% 13.5% 
Assistant Softball Coach, Junior 11% 11.75% 12.5% 
Varsity 
Assistant Softball Coach, Junior 9% 9.75% 10.5% 
Varsity 
Assistant Softball Coach, Freshmen 8% 8.75% 9.5% 
Head Boys' Tennis Coach 10% 10.75% 11.5% 
Assistant Boys' Tennis Coach 8% 8.75% 9.5% 
Head Girls' Tennis Coach 10% 10.75% 11.5% 
Assistant Girls' Tennis Coach 8% 8.75% 9.5% 
Head Boys' Golf Coach . 10% 10.75% 11.5% 
Assistant Boys' Golf Coach 8% 8.75% 9.5% 
Head Girls' Golf Coach 10% 10.75% 11.5% 
Assistant Girls' Golf Coach 8% 8.75% 9.5% 
Spring Head Track Coach 14% 14.75% 15.5% 
Winter Track Coach 4% 4.75% 5.5% 
Sprint!: Assistant Track Coach 11% 11.75% 12.5% 
Spring Assistant Track Coach 11% 11.75% 12.5% 
Spring Assistant Track Coach 11% 11.75% 12.5% 
Spring Assistant Track Coach 11% 11.75% 12.5% 
Spring Assistant Track Coach 11% 11.75% 12.5% 
Spring Assistant Track Coach 11% 11.75% 12.5% 
Head Swimming Coach 16% 16.75% 17.5% 
Assistant Swimming Coach 14% 14.75% 15.5% 
Diving Coach 14% 14.75% 15.5% 
Polar Knights 4% 4.75% 5.5% 
HS Fall Weit!:htlifting 4% 4.75% 5.5% 
HS Winter Weit!:htlifting 4% 4.75% 5.5% 
HS Spring Weightlifting 4% 4.75% 5.5% 
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ATHLETICS - MIDDLE SCHOOL 
Athletic Director Assistant 13% 13.75% 14.5% 
Head Volleyball Coach 8% 8.75% 9.5% 
Assistant Volleyball Coach 7% 7.75% 8.5% 
Head Boys' Soccer Coach 8% 8.75% 9.5% 
Assistant Boys' Soccer Coach Varsity 11% 11.75% 12.5% 
Head Girls' Soccer Coach 8% 8.75% 9.5% 
Assistant Girls' Soccer Coach Varsity 11% 11.75% 12.5% 
Assistant Soccer Coach 7% 7.75% 8.5% 
Head Cross Countrv Coach 8% 8.75% 9.5% 
Assistant Cross Countrv Coach 7% 7.75% 8.5% 
Head Football Coach 10% 10.75% 11.5% 
Assistant Football Coach 8% 8.75% 9.5% 
Assistant Football Coach 8% 8.75% 9.5% 
Assistant Football Coach 8% 8.75% 9.5% 
Assistant Football Coach 8% 8.75% 9.5% 
Head Boys' Basketball Coach 8% 8.75% 9.5% 
Assistant Bovs' Basketball Coach 7% 7.75% 8.5% 
Head Girls' Basketball Coach 8% 8.75% 9.5% 
Assistant Girls' Basketball Coach 7% 7.75% 8.5% 
Head Wrestling Coach 8% 8.75% 9.5% 
Assistant Wrestling Coach 7% 7.75% 8.5% 
Fall Head Cheerleading Coach 3% 3.75% 4.5% 
Winter Head Cheerleading Coach 3% 3.75% 4.5% 
Spring Head Track Coach 10% 10.75% 11.5% 
Assistant Track Coach 8% 8.75% 9.5% 
Assistant Track Coach 8% 8.75% 9.5% 
Assistant Track Coach 8% 8.75% 9.5% 

NONATHLETICS- HIGH 
SCHOOL 
Instrumental Music Director 18.5% 19.25% 20% 
Instrumental Music Assistant 11.5% 12.25% 13% 
Choral Director 5% 5.75% 6.5% 
Marching Band Assistant 5% 5.75% 6.5% 
Bookstore 2% 2.75% 3.5% 
Class Advisor 9w 4% 4.75% 5.5% 
Class Advisor IO"' 4% 4.75% 5.5% 
Class Advisor 11"' 5% 5.75% 6.5% 
Class Advisor 12'" 8% 8.75% 9.5% 
Class Advisor 12'" 5% 5.75% 6.5% 
Community Intervention 6% 6.75% 7.5% 
Science Olvmniad 3% 3.75% 4.5% 
Computer Club 4% 4.75% 5.5% 
Academic Challenge 3% 3.75% 4.5% 
Director of Musical 9% 9.75% 10.5% 
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Auditorium Manager (per play) 3% 3.75% 4.5% 
Director of Fall Plav 4% 4.75% 5.5% 
Publications Advisor (Yearbook) 10% 10.75% 11.5% 
Publications Advisor (Newspaper) 5% 5.75% 6.5% 
Pen Band 4% 4.75% 5.5% 
Pen Club 3% 3.75% 4.5% 
National Honor Society 4% 4.75% 5.5% 
Show Choir 6% 6.75% 7.5% 
Student Council 8% 8.75% 9.5% 
Foreign Language Club 3% 3.75% 4.5% 
Mock Trial 3% 3.75% 4.5% 
Technology Advocates 6% 6.75% 7.5% 
Senior Internship Program 3% 3.75% 4.5% 
Coordinator 
Teen Institute 4% 4.75% 5.5% 

NONATHLETICS - MIDDLE 
SCHOOL 
Instrumental Music Director 8% 8.75% 9.5% 
7'" grade Choral Director 2.5% 3.25% 4% 
gm grade Choral Director 2.5% 3.25% 4% 
Director of Drama 3% 3.75% 4.5% 
Science Olympiad 3% 3.75% 4.5% 
Spelling Bee 1.5% 2.25% 3% 
Newspaper 3% 3.75% 4.5% 
Yearbook 3% 3.75% 4.5% 
Student Council 5% 5.75% 6.5% 
Power of the Pen 3% 3.75% 4.5% 
Bookstore 1.5% 2.25% 3% 
Content Advocates 6% 6.75% 7.5% 
Technology Advocates 6% 6.75% 7.5% 

NONATHLETIC - ELEMENT ARY 
Student Council 4% 4.75% 5.5% 
Safety Patrol 2% 2.75% 3.5% 
Art Show 2% 2.75% 3.5% 
Lee Eaton Choral Director 2% 2.75% 3.5% 
Content Advocates 6% 6.75% 7.5% 
Technology Advocates 6% 6.75% 7.5% 

NONATHLETIC-K-12 
PEI Art/Music Coordinators 4% 4.75% 5.5% 
CAMPS 
Supplemental pay amounts for camps such as, but not limited to, 
basketball, soccer, and middle school band, shall be fee supported 
exclusively. 
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Supplemental contracts for the position of High School chairperson in a 
department, foreign language chairpersons (grades 7-12), Middle 
School/Lee Eaton team leader, or Elementary group leader will be based 
on an Index of four percent (4%) of BA base salary for that year. For each 
teacher above three (3) in the department or team, the person shall receive 
an additional one percent (! % ). The chairs of the High School 
Departments for English, Mathematics, Science, and Social Studies shall 
receive no more than 10% for such service. Educational Media 
Coordinator and the Guidance Department Chair will be based on an index 
often percent (10%) of the BA base salary for that year. 

A staff member who is substituting for an administrator as a supervisor for 
an extra-curricular activity will be paid at the hourly rate equal to .0007 of 
the base salary in effect. 

Guidance Counselor Extended Service Per Year 

High School Chair Counselor 
High School Counselor 
Middle School Counselor 
Lee Eaton Counselor 

. Elementary (K-4) Counselor 

10-13 days 
8-lOdays 
8-10 days 
7 days 
3 days 

8. Additional planning time offered to the teacher of a supplemental contract who is 
not granting academic credit for the class/activity may be removed at any time. 
However, additional planning time shall be granted to the chairs of the English, 
Mathematics, Science and Social Studies departments at the High School. 

9. If an employee changes positions within a discipline (i.e., Assistant Soccer Coach 
becomes Soccer Head Coach or Ninth Grade Class Advisor becomes Tenth Grade 
Class Advisor), the employee's longevity within that discipline shall continue 
urunterrupted. Calculation of longevity shall begin with the 2012-13 school year 
moving forward. 

J. PAYROLL DEDUCTIONS 

1. Deductions of yearly dues and/or fees shall be authorized for payroll deduction by 
the teacher. 

2. The following Association dues will be deducted monthly, October through July: 

a. Nordonia Hills Educators' Association (NHEA) 

b. Ohio Education Association (OEA) 

c. National Education Association (NEA) 

d. North Eastern Ohio Education Association (NEOEA) 
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e. FCPE, according to Ohio Revised Code 3599.031. 

3. The total amount deducted shall be forwarded monthly to the Association 
Treasurer for distribution; this will not include a breakdown of the above. 

4. In addition, the following shall also be deducted: 

a. Health insurance, monthly, September - August 

b. Annuities, per pay period, September - August 

c. Credit Union, per pay period, September - August 

5. All monies deducted for the Credit Union and annuities shall be forwarded no 
later than three (3) days after the scheduled payday. 

K. MILEAGE REIMBURSEMENT 

Mileage reimbursement will be allowed staff members assigned to more than one (1) 
building for interbuilding travel. Mileage reimbursement is also available for 
preapproved field trips in an employee vehicle, attendance at professional meetings, and 
preapproved travel within the school community for Home Economics supplies not 
available from regular Board supply sources. Such reimbursement will be at the rate 
established by the IRS. 

L. COMPUTING SALARIES (PART-TIME) 

I. The Board agrees to pay in salary a percentage of the salary that employee would 
earn under a full-time contract. This percentage will be calculated: 

a. at the secondary level using the daily instructional assignments of the part­
time teacher divided by the daily instructional assignments of a full-time 
teacher at that building/within that department. The part-time teacher 
shall be assigned a proportionate amount of non-classroom duties and 
planning time; 

b. at the elementary level using a percentage of the 420 minute full time day, 
provided that no part-time employee shall have Jess than ten (I 0) minutes 
per day of planning time or five (5) minutes per hour, whichever is 
greater. 

2. In addition, the following is agreed upon: 

a. No current employee suffers a loss if rehired to the same position. 

b. Full-time positions will not be split to make two (2) part-time positions, 
unless an agreement is made, i.e., job sharing. 
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M. RESPONSE TO INTERVENTION (RTJ) 

Members, including case managers, required to attend IEP and/or RTI meetings outside 
the school day shall be compensated for time of actual attendance in ~ hour increments at 
the base salary rate (Step 0, BS Column). The District will strive to limit the case load of 
the R TI Case Manager to 2 students but in no event will the case load of the Case 
Manager exceed 3 students. 

ARTICLE 5 - FRINGE BENEFITS 

A. TEACHER OPTION 

All fiinge benefits listed below shall be provided as single or family plan at the option of 
the employee. 

B. DURATION OF FRINGE BENEFITS 

Duration of fiinge benefits shall extend through August for teachers who leave the 
District at the end of the school year, unless the teacher chooses to receive total final 
payment of salary before the above date. 

C. HOSPITAL/SURGICAL INSURANCE 

I. The Board agrees to pay eighty-seven percent (87%) for the 2014-15 school year; 
eighty-six percent (86%) for the 2015-16 school year; and eighty-five percent 
(85%) for the 2016-17 school year of total premium for family coverage and 
ninety percent (90%) for the 2014-15 school year; eighty-nine percent (89%) for 
the 2015-16 school year; and eighty-eight percent (88%) for the 2016-17 school 
year of total premium for single coverage. 

2. The Board agrees to pay a percentage of the total annual premium for single 
coverage for part-time certificated employees that are under a regular teaching 
contract. This percentage will equal the percentage calculated when comparing 
the part-time workday to that described in Article I 0, Section C of this Contract. 
Any cost beyond the maximum will be borne by the employee through payroll 
deductions. This Section applies to current members only. Bargaining unit 
members hired after January 1, 1995, must be assigned to work twenty-five (25) 
hours or more per week in order to participate in the insurance programs. 

3. Employees new to the District wiJI pay an initial enrollment fee of Fifteen Dollars 
($15.00). Employees who withdraw from the Insurance Plan and who wish to 
reenroll may do so during the one (1) enrollment period designated by the Stark 
County Schools Council of Governments at a cost of Fifty Dollars ($50.00). In 
the event of a change in marital status through death, divorce or marriage, or if a 
spouse becomes unemployed, the enrollment fee for reenrollment shall be waived. 
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4. Stark County Schools Council of Governments 

a. The Board of Education may fully meet its obligations to provide health 
care benefits and services under this collective bargaining agreement by 
participating in the health benefits program of the Stark County Schools 
Council (COG). The Board shall provide health, dental, vision and life 
insurance through COG. 

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

b. Any health care benefits and services that extend to bargaining unit 
members as a result of agreements entered into by the Board with 
insurance companies, underwriters, insurance administrators, the Stark 
County Schools COG or any participating member thereof participating in 
the Health Care Benefit Program of the Stark County Schools COG, shall 
not be reduced, modified or eliminated during the term of the Collective 
Bargaining Agreement without the written approval of the Association. 

c. Amounts required under this Collective Bargaining Agreement to be 
contributed by the employees for the cost of health insurance shall be 
determined by the Board as a percentage to the Board's total annual 
program cost under the agreement regarding the Health Benefits Program 
of the Stark County Schools COG (Program Agreement). Amounts so 
contributed by employees shall be deposited by the Board of Education, 
together with its contribution for such program costs, in the Operating 
Fund under the Program Agreement. Any amounts on deposit or 
attributable to the Operating Fund at the end of a fiscal year shall be 
credited to contributing employees in accordance with the same 
percentage that is imposed upon them by this Collective Bargaining 
Agreement. Such credit shall be made no later than April I of the 
succeeding fiscal year. Any contributing employee whose employment 
ceases during the fiscal year must apply in writing within thirty (30) days 
from cessation of employment for a refund equal to the amount of his/her 
individual credit. Said amount shall be payable by the Board no later than 
sixty (60) days from written application by the contributing employee. 

d. The deductible, co-insurance, and yearly maximum shall apply to hospital 
surgical/major medical combined. 
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e. Preferred Provider Program 

(1) The parties agree that one (I) or more Preferred Provider 
Organization (PPO) programs for hospital and physicians' services 
may be provided through the Stark County Schools COG Health 
Insurance Program. Anyone, as of August I, 2009, who has the 
traditional Mutual Health Program instead of the PPO, may 
continue such participation. 

(2) Participation in any such programs will be voluntary and there 
shall be no diminution of benefits for those individuals who choose 
not to participate in a PPO. However, for those individuals who 
choose a PPO and then utilize services outside the PPO system, 
there may be a reduction in benefits. 

(3) The selection of the PPO(s), the types of benefits/programs, or any 
changes therein, shall be mutually determined by the representative 
of the COG and the Stark County OEA Office. 

(4) The duration of this provision shall be from January I, 1995, and 
continuing thereafter unless terminated or modified by the 
representatives outlined in Paragraph c, above. 

f. Preferred Provider - Prescription Drugs 

The Board shall provide, through the Stark County Schools COG, a 
Preferred Provider Drug Program that, if the employee chooses to utilize, 
will include the following: 

(1) The program will be available to employees and their dependents 
who have "primary" coverage under the District's insurance. 

(2) The employee will pay the twenty percent (20%) co-payment to 
the provider and the remaining eighty percent (80%) will be direct­
billed to the insurance company. If the yearly maximum has been 
reached, provisions will be made to refund the employee's twenty 
percent (20%) co-payment. 

(3) The deductible will be waived. 

(4) The list of covered expenses shall be agreed upon by the Stark 
County Office and a Consultant representative of the Five County 
UniServ Office. 

(5) The duration of this provision shall be from January I, 1995, and 
thereafter, as agreed to by representatives of the Stark County 
Schools COG and a Consultant representative of the Five County 
UniServ Office. 
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g. Well Baby Care: $1,000.00 

h. Diabetic Management Program: Will be part of all PPO programs. 

1. Early Retirement Incentive 

Health Insurance benefits shall be provided to employees who participate 
in the ERI for the period between the effective ERI date and the retirement 
insurance eligibility date with STRS providing the participant pays 100% 
of the Board cost one (1) month in advance. 

J. Specifications - PPO: 

Maximum Benefits Unlimited 
Deductible $100.00/Individual; 

$200.00/Family 
Accumulation Period Calendar Year 
Co-Insurance Provision In System 

90% by the insurance carrier and 
10% by the patient, up to a yearly 
maximum out-of-pocket of 
$500.00 per individual or 
$1,000.00 for two (2) or more 
family members. After the out-
of-pocket has been met by the 
employee, 100% of eligible 
charges will be paid. 
Out-of-System 
80% by the insurance carrier and 
20% by the patient up to a yearly 
maximum out-of-pocket of 
$1,000.00 per individual or 
$2,000.00 for two (2) or more 
family members. 

Preventative - Routine Pap test, mammogram, and prostate cancer test 
once per year shall be a covered expense (unless found by a physician to 
be necessary more often. 

Routine Co lonoscopy - Shall be covered under the terms contained in the 
benefit booklet. 

Dependent Coverage - Unmarried dependent children from birth to age 
nineteen (19) [to age twenty-six (26) if full-time student], provided the 
child is dependent upon the employee for support and maintenance in 
accordance with the Internal Revenue Service dependent guideline. 
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Pre-Admission Certification - Under the Pre-Admission Certification/ 
Concurrent Review Program, the doctor's recommendation for 
nonemergency hospitalization is reviewed and "pre-certified" before the 
individual is admitted to the hospital. Any elective nonemergency 
hospital stay (including maternity admissions) must be pre-certified. 

Failure to follow the pre-admission procedure may result in the patient 
paying the first Two Hundred Dollars ($200.00) of room and board 
charges. 

The admission procedure must be followed for emergency care within 
forty-eight ( 48) hours after the emergency. 

k. The Stark County Schools COG has made the following changes in the 
"Agreement Regarding Health Benefits Programs." 

(I) Page 3: "Reserve Amount" means the amount which each 
participating member must appropriate so as to have available 
monies no less than twenty percent (20%) nor more than thirty 
percent (30%) of claims paid for the preceding twelve (12) month 
period that would not be covered by aggregate stop-loss insurance 
coverage. 

However, the "Reserve Amount" may deviate from the above­
listed percentages upon written mutual agreement of the Stark 
County Superintendent and a Consultant representative of the Five 
County UniServ Office. 

(2) Page I 0, Section 8, 6th Line: Add "aggregate" to stop-loss 
msurance coverage. 

I. The Association and the Board agree that the Board shall not be required 
to make available to and to inform members of the Association of any 
option to enroll in a Health Maintenance Organization (HMO) pursuant to 
Chapter 1742 of the Ohio Revised Code. 

m. If agreement is reached by the Stark County Schools COG and the 
UniServ Office on common specifications not already contained in this 
Master Agreement, for the COG member districts, such specifications will 
become amendments to this Master Agreement upon agreement of the 
Association President and the Superintendent. 

D. GROUP TERM LIFE INSURANCE 

Life Insurance 

The Board shall provide term life and accidental death and dismemberment coverage in 
the amount of Fifty Thousand Dollars ($50,000) for every teacher. 
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Bargaining unit members may purchase additional term life insurance at the group rate, in 
Five Thousand Dollar ($5,000) increments up to a maximum of Fifty Thousand Dollars 
($50,000) coverage in addition to Board paid coverage. Modifications to this provision 
may be necessary to comply with requirements of the insurance carrier. The value of the 
life insurance reduces by 50% at age 65. The specific terms of the policy are contained in 
the life insurance contract. 

E. COMPREHENSIVE DENT AL INSURANCE 

1. The Board shall purchase, through a carrier licensed by the State of Ohio, 
employee and family dental insurance equal to or exceeding the specifications 
listed below. 

2. The Board agrees to pay eighty-seven percent (87%), eighty-six percent (86%) 
and eighty-five percent (85%) of the monthly premium for family coverage and 
ninety percent (90%), eighty-nine percent (89%) and eighty-eight percent (88%) 
of the monthly premium for single coverage for the 2014-15, 2015-16 and 2016-
17 school years, respectively. 

There will be an open emollment period for dependent dental coverage. 

Specifications 

a. Maximum Benefits/Covered Person $2,500.00/person per year 
Class I, II, or III 

b. Deductible - Individual $25.00 Per Year 
c. Deductible - Family $75.00 Per Year 
d. Co-Insurance Amounts 

1. Class I - Prevention 100% UCR (No Deductible) 
2. Class II - Basic 80%UCR 
3. Class III - Maior 80%UCR 
4. Class IV - Orthodontia 60% UCR 

Lifetime Maximum for Orthodontia $1,200.00 Per Individual 

F. VISION BENEFIT PLAN INSURANCE 

1. The Board will purchase, through a carrier licensed by the State of Ohio, a Vision 
Benefit Plan which meets or exceeds the URC Schedule of Benefits listed below. 

2. The Board agrees to pay the cost of the monthly premium for single coverage less 
a One Dollar ($1.00) contribution by the employee and the cost of the monthly 
premium for family coverage less a Two Dollar ($2.00) contribution for those 
full-time employees requesting the respective coverages. 

3. The Board agrees to pay a percentage of the total premium for single coverage for 
part-time certificated employees who are under a regular teaching contract. This 
percentage will equal the percentage calculated when comparing the part-time 
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workday to that described in Article 10, Section C herein. Any cost beyond the 
maximum will be borne by the employee through payroll deduction. 

Specifications 

1. Eye Examinations - One regular eye examination in each twelve (12) consecutive 
month period by an ophthalmologist, optician or optometrist is provided for each 
person covered under the program. The maximum payment is $40 per exam. 

2. Lenses - One pair in each twelve (12) consecutive month period is covered. 
Payment is made for the actual charge for one or two lenses or contact lenses, but 
not more than: 

Single Vision 
Bifocals 
Trifocals 
Lenticular 
Contact Lenses (cosmetic) 
Contact Lenses (medically necessary) 

Per Lens 
$20 
$30 
$40 

$100 
$35 

$200 

Per Pair 
$40 
$60 
$80 

$200 
$70 

$400 

NOTE: The amount for a single lens is fifty percent (50%) of the amount for a 
pair oflenses. 

The plan will pay the actual charge for the services and supplies up to the maximum, the 
difference will be added to the maximum amount applicable to any other service or 
supply for which a charge is incurred within sixty (60) days. 

3. The allowance for medically necessary contact lenses will be paid only if: 

a. The lenses are necessary following cataract surgery; 

b. Visual acuity cannot be corrected to 20170 in either eye with other lenses, 
but can be corrected to at least 20/70 in eye with contact lenses; 

c. The lenses are necessary for the treatment of anisometropia or 
keratoconus. 

4. Frames - One set of frames is covered every twenty-four (24) consecutive month 
period, provided the frames are used with lenses prescribed after an eye 
examination. Frame allowance: $30.00. When new frames are not required, the 
payment allowed for frames may be applied toward the cost oflenses. 

Limitations and Exclusions: 

1. Services for which vision care coverage does not provide benefits include: 

a. Sunglasses, whether or not requiring a prescription. 
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b. Drugs or medications. 

c. Employer-furnished services or supplies or those covered under Workers' 
Compensation laws, occupational disease laws or similar legislation. 

d. Services and supplies rendered or furnished as a result of loss, theft or 
breakage of lenses, contact lenses or frames for which benefits were paid 
under the Group Contract and Certificate. 

e. Orthoptics or vision training. 

f. Aniseikonic lenses. 

g. Coated lenses. 

2. Vision care does not provide full benefits for cosmetic vision needs. This 
distinction applies particularly to frames and contact lenses. 

3. Should an individual select contact lenses instead of conventional lenses, when 
the latter is all that is needed, the program will pay the amount equal to the single 
lens plus the frame toward the cost of the contacts. 

G. IRS SECTION 125 PLAN 

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

H. MEDICAL INFORMATION 

Personnel information generated by the operation of this Plan shall be kept confidential to 
the extent possible and necessary and to the extent required by law. Identifiable 
information may be shared with the chairperson of the Stark County Schools Council of 
Governments and/or his designee and the appropriate OEA Labor Relations Consultant, 
to the extent necessary to resolve problems and/or make decisions. Any designee will be 
agreed upon by the chairperson and the designated OEA Labor Relations Consultant. 

I. INSURANCE COMMITTEE 

The parties agree to form an insurance committee during the 2012-13 school year. The 
committee will be comprised of six (6) persons, two (2) appointed by the Superintendent, 
two (2) appointed by the Association President, and two (2) appointed by the OAPSE 
President. The goal of the committee will be to study the insurance program and to 
recommend changes to the plan design and plan carrier and to recommend changes which 
improve the effectiveness and efficiency of the District insurance coverages. 
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ARTICLE 6 - LEAVES 

A. ASSAULT LEA VE 

1. The Board will provide up to a maximum of thirty (30) school days' Assault 
Leave to a certified employee who is absent due to a physical disability resulting 
from an assault by a person(s) other than a certified staff member of the District, 
which occurs in the course of a certified employee's Board employment. The 
certified employee will be maintained on full pay status during the period of such 
absence [up to a maximum of thirty (30) school days] under the following 
provts10ns: 

a. The certified employee who has been assaulted must furnish a written, 
signed statement on forms provided by the Board to justify use of the 
leave. 

b. Medical attention is required and a certificate from a licensed physician 
stating the nature of the disability and its duration shall be provided before 
Assault Leave can be approved for payment. 

c. Application is filed within fifteen (15) school days of the alleged assault 
or, if hospitalized, within five (5) school days after release. 

2. Falsification of either a written, signed statement or a physician's certificate may 
be grounds for suspension or termination of employment under O.R.C. 3319 .16. 

3. Assault Leaves granted under these regulations shall not be charged under Sick 
Leave earned or eamable under O.R.C. 3319.141, or leave granted under 
regulations adopted by the Board pursuant to 0.R.C. 3319.08. 

4. If the certified employee is physically disabled by the assault for longer than 
thirty (30) school days, additional absence will be charged to the employee's 
accumulated Sick Leave or Workers' Compensation, whichever is applicable. 

5. Any exception to the above must be recommended by the Superintendent and 
approved by the Board. 

B. JURY DUTY LEA VE 

I. Each certified employee shall receive leave to the extent needed for jury duty 
service. 

2. When an employee is required to serve jury duty, the Board will pay the 
employee his/her regular compensation. The employee must provide proof of the 
date and time served. Any reimbursement received from the court for expenses 
associated with jury duty shall be retained by the employee. 

35 



C. MILITARY LEAVE 

1. A certified employee who is called or ordered to active duty in the uniformed 
services shall be granted a leave of absence from his/her respective duties and 
shall receive compensation from the Board in accordance with State and Federal 
Law. 

2. A teacher upon discharge from such service, with any type of discharge other than 
dishonorable, shall be reemployed following such leave if application is made in 
writing within ninety (90) days of discharge from active duty. Reemployment 
shall be under the same type of contract as was formerly held and shall be at the 
beginning of the next semester, provided application is made not less than thirty 
(30) days prior to the beginning of the next semester. 

3. A teacher who will need to be absent during the summer term because of military 
responsibilities shall be ineligible to fill summer school vacancies. 

D. PARENTAL~REGNANCYLEAVE 

1. Pregnancy Leave 

a. Any teacher who becomes pregnant following her employment by the 
Board will notify the Assistant Superintendent in writing of her pregnancy 
and the anticipated delivery date by the end of the first trimester. At that 
time, she shall indicate the anticipated date of the requested Pregnancy 
Leave. The teacher will have the right to request a meeting with the 
Treasurer or his/her designee regarding the financial implications pertinent 
to the leave. 

b. If her condition requires, a pregnant teacher may use accumulated paid 
Sick Leave for: (a) disabilities resulting from her pregnancy and (b) for 
her period of confinement. The Superintendent may require the teacher to 
supply a written statement from her doctor substantiating that a disability 
exists. 

For purposes of this Section, "period of confinement" shall not exceed 
more than eight (8) weeks subsequent to delivery without certification by 
the attending physician that such additional time is necessary. 

c. If a pregnant teacher prefers not to use accumulated paid Sick Leave or 
exhausts her accumulated Sick Leave credit, the teacher may apply for 
Parental Leave, if qualified. 

2. Parental Leave 

a. A teacher with one (I) year of service in the District, who is pregnant or 
adopting a child seventeen (17) years of age or under, may use one of the 
following long-term leave provisions: 
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(I) If the teacher's child is born prior to November I in the school 
year, the teacher shall have the remainder of the school year as 
leave without pay; or 

(2) If the teacher's child is born after November I in the school year, 
the teacher shall have the remainder of that school year, as well as 
the following year, as leave without pay. 

b. Prior to March I of the school year, the teacher shall indicate his/her intent 
to return to work from a long-term leave. 

c. A teacher on long-term Parental Leave may not come back to work at any 
time other than at the beginning of the school year, unless a mutually 
acceptable date of return is established after a conference with the 
Superintendent. 

d. Individuals on long-term Parental Leave may continue group insurance 
coverages available through the Board by reimbursing the Board for 
premium costs. Failure to forward premium payments to the Board at the 
stipulated times will terminate this option. 

e. Upon return from approved leave, the teacher shall be entitled to 
reinstatement to the same position which he/she held prior to Parental 
Leave or to a comparable position for which the teacher holds valid, 
unexpired certification. A teacher returning from leave shall not be 
entitled to advancement on the salary schedule for the period of absence, 
gain seniority while on leave, nor shall any Sick Leave accrue during the 
time the teacher is on a long-term Parental Leave. 

f. A Parental Leave of Absence will not exempt a teacher from decisions 
regarding staff reductions and/or teacher appraisal. 

g. A teacher who is adopting a child seventeen (17) years of age or under 
will be entitled to four weeks of sick leave which do not need to be 
scheduled consecutively. 

E. PERSONAL LEA VE 

Each certified employee may be granted up to three (3) days of paid Personal Leave each 
contract year. Personal days may be taken in only one-half or full day increments. 
Unused days are nonaccumulative, except as provided in paragraph 6 of this Section. 

1. Three (3) days of paid Personal Leave may be taken without reasons under the 
following conditions: 

2. Request must be filed on AESOP at least five (5) days prior to the date of the 
leave. Unplanned emergency situations that require immediate action, which 
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have the verbal approval of the Immediate Supervisor, will be approved by the 
Assistant Superintendent after the absence. 

Exceptions may be approved by the Assistant Superintendent in the event of an 
emergency or where the reason for the leave arises less than 5 days before the 
leave is needed, for example, attendance at a funeral. In such event the teacher 
shall submit the request as early as possible. 

3. Personal days may not be used for any Association strike activity. 

4. Personal days may be limited to ten percent (I 0%) of the building staff and may 
not be used the day preceding or day following the winter or spring breaks, legal 
holidays, comp days, during the first two (2) weeks of the school year, the last 
two (2) student days of the year, state-wide testing days, actual parent-teacher 
conference time, or on Mondays or Fridays during the months of May and June 
except on days when students are not in attendance, provided the teacher and 
Building Principal have made arrangements for completion of close-out activities. 

5. If a teacher needs to use a personal day on one of the days where leave is not 
allowed under paragraph 4 above, she/he may apply to the Superintendent or 
designee and shall specify why she/he needs to use such a personal leave day. 
Approval shall not be unreasonably withheld. 

6. On June 30 of each year, teacher's unused Personal Leave shall be added to the 
employee's accumulated total of unused Sick Leave days. 

F. ASSOCIATION LEAVE 

1. The Association President or designee may be granted a total of four ( 4) days with 
pay for Association business as needed with prior notification and agreement with 
Building Principal. These days may also be used for attendance at conventions 
and Association conferences, provided ten (I 0) days prior notice is given to the 
Superintendent. Expenses for such conferences and conventions will not be 
covered by the Board. 

2. The NHEA President or Grievance Chair, as well as other Association members 
whose presence is required as a witness in the proceeding, shall be granted release 
time without loss of pay or Personal Leave to participate in arbitration hearings 
and SERB hearings. 

G. PROFESSIONAL LEAVE 

1. Teachers, after three (3) years of successful service in the District, may be granted 
a professional leave of absence without pay, for study, following a recognized and 
approved plan for professional growth or a recognized emergency situation. Such 
professional leave may be granted for one (I) or two (2) years. Leaves of absence 
to do such governmental volunteer work as the Peace Corps, Teachers' Corp, or 
VISTA may be for two (2) years. 
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2. Upon approval of such Professional Leave, the teacher guarantees his/her return 
to the District for at least one (I) year. The teacher will be returned to a position 
in the District with no loss of seniority, teaching credit for salary and retirement 
purposes, training and increment categories that he/she had when departing on the 
leave of absence. 

3. The time spent while on such leave shall be evaluated upon his/her return for 
purposes of teaching credit or training or salary purposes. 

4. Exchange teachers under such programs as Fullbright-Hayes shall fall under this 
category. 

5. By assuming full responsibility for meeting all premium costs, the teacher on 
leave may exercise the option to continue to be covered by all fringe benefits. 
Failure to forward premium payments to the Board at the stipulated times will 
terminate the option. 

H. SABBATICAL LEAVE 

1. A teacher who has completed five (5) years of teaching in the District may be 
permitted, upon presentation of an acceptable plan relating to professional growth, 
to take up to one (I) year of Sabbatical Leave. Two percent (2%) of the 
professional staff shall be considered eligible for Sabbatical Leave during each 
school year and conflicts when more than this number are requested shall be 
determined on the basis of seniority. The teacher must promise to return to the 
District for one (1) year after the completion of the sabbatical leave, or repay all 
monies granted to him/her by the Board as per an executed promissory note. 

2. The Board will pay to the teacher on leave an amount that is equal to the 
difference between his/her salary ("salary" is the amount that would have been 
paid if teacher had returned for his/her regular assignment) and the base salary at 
the BA level. Pay procedures to employees on Sabbatical Leave shall be arranged 
through the Treasurer's Office and approved by the Superintendent. 

3. While the teacher is on Sabbatical Leave, the Board shall continue to provide all 
fringe benefits in the same manner as provided to all teachers. 

I. SICK LEA VE 

I. In accordance with O.R.C. 3319.141, each full-time certified employee shall earn 
up to fifteen (15) days of Sick Leave per school year. Sick Leave shall 
accumulate at the rate of one and one-fourth (I y.;) days for each complete month 
of service. The accumulation of unused Sick Leave shall be two hundred sixty 
(260) days. Sick Leave for each part-time certified employee shall accumulate as 
provided in the O.R.C. Sick leave days may be taken in only one-half or full day 
increments. 
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2. New employees shall receive credit for Sick Leave days accumulated in any 
elementary or secondary school chartered by the State Department of Education 
in Ohio, including licensed parochial schools or similar institution, or public 
agencies in Ohio. It will be the responsibility of the new employee to supply the 
Board Treasurer with the address of his/her former employer to secure a certified 
record of the accumulated Sick Leave from the former employer. 

3. Ten (10) days of Sick Leave will be advanced to new employees who have not yet 
earned Sick Leave. Teachers who have one (1) or more years service in the 
District who have exhausted their accumulated Sick Leave shall be advanced Sick 
Leave which shall equal, but not exceed in total, the amount the employee would 
earn during the remaining school year in which it is granted. Deductions for 
sickness in excess of accumulated Sick Leave will be made from the pay period 
following the absence or from the employee's final check of that contract year. 

4. Sick Leave may be used for absence due to personal illness, pregnancy, injury, 
exposure to contagious disease which could be communicated to others, and for 
absence due to illness, injury or death in the employee's immediate family. As 
used in this Section, "immediate family" shall be defined as spouse, children, 
parents, brothers, sisters, mother- and father-in-law, son- and daughter-in-law, 
grandparents, others residing in the home of the teacher, or immediate dependents 
who may be approved by the Superintendent. 

5. Sick Leave may be used for: 

a. Such time as is needed, not to exceed three (3) days for each such 
occasion, in the event of death of a teacher's brother-in-law, sister-in-law, 
uncle, aunt, niece, or nephew. Additional days may be granted by the 
Superintendent or his/her designee. 

b. Such time as is needed, not to exceed five (5) days for each occasion, in 
the event of critical illness or death of a grandchild. Additional days may 
be granted by the Superintendent or his/her designee. 

J. CATASTROPHIC ILLNESS PROCEDURE 

1. If a member of the bargaining unit is not eligible for STRS disability and is 
currently absent for thirty (30) consecutive days or more due to a catastrophic or 
long-term illness or accident of the teacher, his/her spouse, or minor child, and 
has exhausted all of his/her accumulated Sick Leave, another bargaining unit 
member who is on the same or higher step (dollar amount) on the salary schedule 
may donate up to five (5) days of his/her accumulated Sick Leave to the absent 
teacher. 

2. No teacher may receive more than an aggregate of the days remaining in the 
contract year that the illness first occurs. 
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3. At least one (I) pay period prior to loss of his/her Sick Leave, the Payroll Office 
will notify the employee of the date his/her Sick Leave is exhausted. A copy of 
the notice will be sent to the Association President and Personnel Office. 

4. Donation of Sick Leave days shall be initiated by a teacher on a form (see 
Appendix B) furnished by the Treasurer, no later than the pay period within which 
the Sick Leave of the absent teacher is exhausted. 

5. Teachers qualifying under this Section will continue to receive benefits during the 
contract year. 

6. Teachers qualifying under this Section will continue to receive their salary during 
the contract year. "Salary" is defined as gross wages. 

7. It is recognized by the parties that in the event that State/Federal regulations are 
adopted, the Association has the right to adopt the higher standard. 

K. OTHER LEAVES 

Unless otherwise provided for in this Collective Bargaining Agreement, no leave shall be 
taken without express written approval of the Superintendent or his/her designee. Such 
requests shall be submitted to the Personnel Office. 

L. FAMILY AND MEDICAL LEA VE 

I. Not withstanding other provisions of this Agreement, the Board agrees to abide 
by the provisions of the Family and Medical Leave Act of 1993. The parties to 
this Master Agreement agree that all benefits guaranteed by the Act will be 
provided to employees covered by this Master Agreement. Any alleged violations 
of the Act may be processed as grievances using the procedure herein. Pursuit of 
such a grievance in no way prevents an employee from enforcing his/her rights 
under the Act as provided by law. 

2. Leave Provisions 

a. Each employee is entitled to and shall be granted upon request up to 
twelve (12) weeks of unpaid leave per year for a serious health condition 
of the employee, spouse, child or parent of the employee, for the birth of a 
child or placement for adoption/foster care with the employee of a child, 
or for a qualifying exigency arising from the fact that the employee's 
spouse, child or parent is a covered military member on active duty or call 
to active duty status. Each employee is entitled to and shall be granted 
upon request up to twenty-six (26) weeks of unpaid leave per year if the 
employee's spouse, child, parent, or next of kin is a service member with a 
serious injury or illness. Where the Board employs both husband and 
wife, the total amount of FMLA leave is twelve (12) weeks for the couple 
for the birth or placement of a child. In the event a teacher has taken paid 
Sick Leave for any of the circumstances for which he/she has applied for 
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and received an unpaid leave of absence, the period of Sick Leave absence 
shall be deducted from the twelve (12) week annual period for 
continuation, at Board expense, of health benefits during the otherwise 
unpaid leave of absence. 

b. Any leave beyond twelve (12) weeks in a year for any of the above listed 
purposes may be granted pursuant to the other leave provisions of this 
Master Agreement. 

c. Eligible employees may choose to substitute paid or unpaid leave granted 
by other provisions of this Agreement for all or part of the unpaid leave 
granted under this Article. 

d. The employee shall give the Board thirty (30) days' notice when need for 
the leave is foreseeable; otherwise, the notice shall be given as soon as 
possible. The employee's notice shall specify Family Leave. 

e. When medically necessary, an employee may take intermittent FMLA 
leave or a reduced work schedule to care for a spouse, child or parent who 
has a serious health condition, or if the teacher has a serious health 
condition. The teacher shall make reasonable efforts to schedule treatment 
so as to not unduly disrupt the regular operations of the Board. 

f. In connection with any such leave, the Board retains the right, at its own 
expense, to require the employee to obtain the opinion of a second health 
care provider designated or approved by the Board. If the second opinion 
conflicts with the first, the Board may require, at Board expense, that the 
teacher obtain the opinion of a third health care provider, who shall be 
mutually agreed upon by the employee and the Board. That third health 
care provider's opinion shall be final and binding regarding the teacher's 
eligibility for a FMLA leave. 

g. Protection of Emplovment 

(I) The Board shall return the employee taking a leave under this 
Article to the same or equivalent position he/she occupied prior to 
the leave. 

(2) The taking of a leave under this Article shall not result in the loss 
of any employment benefits accrued prior to the date the leave 
commenced. These benefits include Sick Leave, Personal Leave, 
Professional Leave, and vacation. 

h. Insurance Continuation 

The Board shall continue Board payment towards the cost of such health 
insurance coverage at the level established under Article 5 to continue all 
medical, dental, and life insurance plans for the employee while he/she is 
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on leave under this Article. Eligibility for continuation, at Board expense, 
of health insurance benefits is available only following completion for one 
(1) full school year of employment. 

For purposes of Family Leave benefits, "year" shall be defined as the 
rolling 12-month period measured from the date an eligible employee 
starts any qualifying FMLA leave. 

J. Forms 

Forms with respect to FMLA leave are those provided by the Department 
of Labor. 

ARTICLE 7 - JOB DESCRIPTIONS 

A. HIGH SCHOOL DEPARTMENT CHAIRPERSONS 

I . "Department chairperson" shall be defined as a leader of a group of teachers at the 
High School. They shall fulfill these duties as directed by the Administration: 

a. Schedule and preside at meetings of the department. 

b. Maintain departmental records which shall include inventories and 
material requisitions. 

c. Aid in class scheduling and assignment within the department. 

d. Form committees to review/select texts and supplemental materials. 

e. Work with the Building Principal to resolve departmental problems. 

f. Form committees to prepare, evaluate and revise courses of study. 

g. Participate in new teacher interviews and make recommendations. 

h. Review facilities with department members to make recommendations for 
improvements. 

1. Participate at intra-school and inter-school meetings as scheduled by the 
Administration. 

J. Chairpersons should not be assigned extra duty (i.e. hall duty, etc.) on a 
permanent basis. All time needed by the chairperson to competently carry 
out his/her professional responsibilities as outlined. 
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k. These duties shall be brought to the attention of all teachers during the 
opening days of the school year. 

Department chairpersons shall fulfill all other duties as assigned by the 
Building Principal. 

2. Criteria for the Appointment and Selection of New Chaimersons 

A department shall be recognized as such when it reaches the size of three (3) 
full-time teachers. A chairperson shall be appointed for a new department. 

3. Remuneration 

See Article 4, Section I. 

B. COUNSELING SERVICES 

1. Counselors will fulfill these duties as directed by their Administration: 

a. Counselors shall not be placed in a position where they must handle 
punitive discipline. 

b. Counselors shall be permitted to leave the building for professional 
reasons or responsibilities such as: meetings with parents, social agencies, 
juvenile authorities, meetings in other schools in the District, etc. 

c. Counselor's assignments require contact with students; therefore, 1t 1s 
expected that a counselor would remain beyond dismissal time to fulfill a 
normal day's work. 

Counselors shall fulfill all other duties as assigned by the Building Principal. 

2. Attendance at Professional Meetings 

Counselors will be authorized to attend meetings upon the recommendation of the 
Building Principal and authorized by the Superintendent. 

3. Remuneration 

See Article 4, Section I. 

C. ELEMENTARY GROUP LEADERS AND MIDDLE SCHOOL/LEE EATON TEAM 
LEADERS 

An "Elementary Group Leader" or "Middle School/Lee Eaton Team Leader" shall be 
defined as the leader of a group/team of teachers who are engaged in a curriculum project 
or organizational pattern that requires close cooperation among the participants with 
regularly scheduled meetings. NHEA bargaining unit members shall not be requested 
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nor assigned to serve as teacher-in-charge or any like capacity in the absence of the 
Principal. They shall fulfill the following duties and other related duties as agreed to with 
the Building Principal: 

1. Coordinate the development of specific goals and objectives of the group/team 
and lead the group/team to accomplish the goals. 

2. Arrange and conduct group/team meetings at least twice per month. 

a. Disseminate information: 

(I) Student information 

(2) Building information, etc. 

b. Share and develop student interventions and goals. 

c. Cooperatively set group/team goals. 

3. Coordinate communication with parents: 

a. Open House 

b. Newsletters 

c. PTA 

4. Coordinate group/team activities and responsibilities: 

a. Field trips 

b. Classroom rules 

5. Establish a rotational schedule of cooperatively determined duties. 

6. Assist in the orientation of new staff members. 

7. Participate in meetings with the Principal, usually monthly, but more often if 
necessary. 

a. Serve as liaison between teachers and Principal. 

b. Manage the group/team calendar. 

c. Assist with the ordering, budgeting, and inventory of supplies and 
materials. 
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8. Coordinate the evaluation of the program and its success in accomplishing its 
goals. 

9. Groups/teams shall be developed when requested by teachers and/or 
Administrators, and approved by the Superintendent or his/her Assistant. 

10. Issue meeting and activity notices. 

11. Middle School Team Leaders and other bargaining unit members shall not be 
assigned the duties assigned previously to Middle School Department Managers. 

D. A TODN (ALCOHOL, TOBACCO, OTHER DRUGSNIOLENCE) PREVENTION 
AND INTERVENTION PROGRAM COORDINATOR 

1. This position has been a position occupied by a bargaining unit member in the 
past. 

2. The position remains in the bargaining unit unless there is mutual agreement to 
remove it. However, the Board may fill the position with the current nonteaching 
employee who will be employed under a nonteaching contract. 

3. The position shall be paid on the teachers' salary schedule. Credit for years of 
service will be consistent with the Collective Bargaining Agreement and 
applicable Jaw for advancement on a teachers' salary schedule. 

4. Any person who does not possess a teaching certificate and is employed in the 
position shall be paid the BA-0 salary. A person employed in that position who 
does not possess a teaching certificate but has a Master's Degree will be paid at 
the MA-0 level. A person employed in that position who does not possess a 
teaching certificate but has a Ph.D. will be paid at the Ph.D. level, up to a 
maximum of Step 7 for the 2014-15 school year and Step 8 for the 2015-16 
school year. Base salary increases will determine wage increases. 

5. The position shall require that the employee in the position possess the 
appropriate certification in the area of A TODN Prevention and Intervention 
Programming. 

6. In the event of a vacancy in the pos1t10n and if the vacancy is filled, the 
procedures found in the Collective Bargaining Agreement between the parties 
relating to the filling of vacancies in the bargaining unit shall be followed if the 
vacancy is to be filled. A bargaining unit member who applies for the position 
and possesses the necessary certification shall be awarded the position. 

7. Notwithstanding any of the provisions of the Collective Bargaining Agreement, 
this agreement shall affect only the position of ATODN Prevention and 
Intervention Program Coordinator. 
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ARTICLE 8 - VACANCIES AND REASSIGNMENTS 

A. POSTING VACANCIES 

I. Definition of Vacancy 

A "vacancy" shall be defined as: 

a. Death of a bargaining unit member; 
b. Retirement of a bargaining unit member; 
c. Resignation of a bargaining unit member; 
d. Extended leave of absence (for a full school year) of a bargaining unit 

member; 
e. Creation or restoration of a bargaining unit position subject to recall 

provisions); 
f. Nonrenewal of a bargaining unit member's contract; 
g. Termination of a bargaining unit member's employment; 
h. Transfer or promotion of a bargaining unit member; or 
1. Expansion of a part-time bargaining unit position to a full-time position. 

The Administration shall have the right to transfer staff within a building prior to 
posting a vacancy. 

2. When openings occur in an elementary building, the Principal will announce the 
opening to staff in the building for voluntary transfer. The assignment will then 
be made from the volunteers. He/She will then forward remaining openings to the 
Personnel/Assistant Superintendent who will post the job and open opportunities 
for voluntary transfers to that position from any building. District Kindergarten 
teachers will be an exception to this policy and will retain their Kindergarten 
assignment regardless of building. 

3. During the school year, prior to a position being filled, a seven (7) working day 
notice will be e-mailed to all staff and will be posted at a designated location 
within each building announcing any instructional vacancy and/or supplemental 
positions. For informational purposes, the posting shall include the grade level 
and building of vacancy. A copy of these notices will also be sent to the 
Association President and the Building Representatives prior to sending notices 
outside the District. It is the Association's responsibility to submit to the 
Personnel Office, a list of Building Representatives. 

4. After dismissal for summer recess and during winter break, a copy of the notice of 
openings will be e-mailed to all staff and will always be posted in the Board 
Office for seven (7) weekdays, always be sent to the Association President, and 
available online to all licensed staff. 

5. If a part-time employee's position becomes a full-time position, that new full-time 
position will be posted. 
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B. VOLUNTARY TRANSFER 

1. Teachers may request change of assignment in accordance with this Negotiated 
Contract. Changes of assignment requests shall refer to the following: 

a. Change of building 

b. Newly created positions within the District 

c. Change of grade level 

d. Change of subject area 

2. During the school term, voluntary transfers may be initiated by members of the 
instructional staff and shall be according to the following guidelines: 

a. Completion of a written request form issued by the Personnel Office at the 
conclusion of the first semester. (See Appendix C) 

b. A transfer request shall be considered an application and remain active 
until it is withdrawn by the initiating party, or until the next September 1. 

c. The requesting party shall receive a written confirmation receipt of his/her 
transfer request. 

C. INVOLUNTARY REASSIGNMENT 

1. The following guidelines shall be observed m making an involuntary 
reassignment: 

a. No vacancy will be filled by means of a reassignment or outside hire 
without first considering a properly certified volunteer available to fill 
such position. Such decisions will not be made on an arbitrary, capricious, 
or discriminatory basis. 

b. Tentative teaching schedules will be made available to staff by the end of 
the school year. Notification of reassignments will be made as soon as 
possible, but no later than July 10 except in the case of unforeseen 
emergencies such as late vacancies, classroom course enrollment, or 
problems with data processing equipment/systems. 

c. When an involuntary reassignment is necessary, a teacher's area of 
certification and length of service in the District shall be considered when 
determining who will be reassigned. The District will move the 
belongings and materials of bargaining unit members who are 
involuntarily reassigned. 
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d. If said involuntary reassignment is from building to building, the 
reassignment will be made only after an opportunity for a meeting 
between those involved and the Superintendent or his/her designee. Those 
involved will have at least forty-eight (48) hours' notice of the opportunity 
for a meeting and the subject to be discussed. The teacher may, at his/her 
option, have a representative of the Association present at such a meeting. 

If the involuntary reassignment is at the building level, reassignment will 
be made only after an opportunity for a meeting between those involved 
and the Building Principal and/or the Superintendent. 

e. Before the involuntary reassignment occurs, a list of posted positions in 
the District will be made available to all teachers being reassigned. Such 
teachers may request the positions, in order of preference, to which they 
desire to be reassigned. Every effort will be made by the Administration 
to honor that assignee's first choice of assignment. 

f. A teacher being involuntarily reassigned will be placed in a position which 
involves no reduction in rank or in total compensation and/or impairment 
of seniority. 

g. No teacher in K-4 core subjects shall be involuntarily reassigned two (2) 
consecutive years. No teacher shall be involuntarily transferred mid year 
unless such transfers are the result of a reduction in force. 

D. PROMOTION 

Teachers regularly employed as part-time classroom teachers who apply will be 
considered for full-time vacancies (or vacancies offering work which provides greater 
employment time than their existing position). 

ARTICLE 9 - REDUCTION IN FORCE 

A. If the Board determines it necessary to reduce the number of bargaining unit positions 
under 0.R.C. 3319.17, or for budgetary considerations, the following procedures shall 
apply: 

1. No teacher shall have his/her continuing or limited contract suspended during the 
term of the normal school year when such reductions are the result of decreased 
enrollment. 

2. Attrition 

The number of persons affected by a Reduction In Force (RIF) will be kept to a 
minimum by not employing replacements, insofar as practicable, for employees 
who retire or resign or whose limited contracts are not renewed. 
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3. Reduction Other than by Attrition 

To the extent that reductions are not achieved through attrition, or whose limited 
contracts are not renewed for reasons unrelated to a planned RIF, reductions will 
be achieved by suspension of teaching contracts. "Suspensions" shall mean that a 
teacher/tutor shall be placed in an inactive state of employment from an active 
sate of employment. In suspending contracts of teachers/tutors within each 
teaching field affected by the RIF, preference shall be given to teachers holding 
continuing contracts over those holding limited contracts. Layoff of tutors shall 
follow the same priorities. 

a. Within each group of continuing and limited contract personnel, no 
preference for seniority shall be given upon reduction in force or recall 
except when making a decision between teachers with comparable 
evaluations. "Comparable" shall be defined as follows: 

(I) For 2014-2015, all teachers' evaluations are deemed comparable. 

(a) The rating scale for comparable evaluations shall be 
determined by a numerical scale based upon a three (3) 
year weighted average. 

(b) Points for each evaluation rating shall be awarded based 
upon the following scale: 

(I) Accomplished = 4 points 

(2) Skilled= 3 points 

(3) Developing= 2 points 

(4) Ineffective= 0 points 

(c) The sum of the ratings over three (3) years shall be applied 
to the following scale to determine comparable evaluations: 

A= 10-12points 

B = 6-9 points 

C = 0-5 points 

Example: Where a teacher is rated Accomplished for two 
(2) years and Skilled for one (I) year, the categories to 
which the teacher would be assigned for comparable 
evaluations would be computed as follows: 
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Accomplished (4) +Accomplished (4) +Skilled (3) = 
4+4+3=11 

Thus, this teacher would be assigned to category A for 
determining comparable evaluations. 

(2) If only two (2) evaluations are available, the ratings for both years 
would be added, and the result would be multiplied by the number 
1.5 to determine the comparable category. 

Example: A teacher with two (2) years of evaluations with both 
evaluation ratings as "Developing." The comparable category for 
this teacher would be computed as follows: 

Developing (2) =Developing (2) = 4 
4 x 1.5 = 6 

Thus, this teacher would be assigned to comparable category B. 

b. Seniority 

For the purpose of the suspension of contracts under this Section, seniority 
shall be determined as follows: 

(1) Names of all certified/licensed teachers on continuing contracts in 
the District shall appear in order of seniority on a single list which 
shows each of his/her areas of certification/licensure. The names 
of those teachers on limited contracts in the District shall follow 
those on continuing contract and shall appear in order of seniority 
which shows each of his/her areas of certification/licensure area(s). 
A separate seniority list shall be developed and maintained for 
tutors in accordance with the foregoing standards. 

(2) Seniority shall be determined by length of continuous service in 
the District. Continuous service will commence with the first day 
of active employment in the school year in which the employee is 
hired. 

(3) Among those with same length of continuous service, seniority 
shall be determined by: 

(a) The date of the Board meeting at which the teacher was 
hired. 

(b) If the tie still remains, the Superintendent shall make final 
determination by who will be affected. The decision will 
be based upon the documentation of teacher performance, 
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conferences with those involved and, in his/her judgment, 
the best interest of the pupils of the District. 

Length of continuous service will not be interrupted or affected by 
authorized leaves of absence. The continuous service of a teacher who has 
returned to employment following resignation or other termination of 
employment will be measured from his/her date of return. Teachers with 
continuing contract status shall have seniority greater than limited contract 
teachers. Teachers with continuing contract status shall have their 
seniority determined in accordance with the procedures stated above. 

c. Availability of Lists 

No later than April 1 of each year, the Association President shall receive 
in writing: 

(1) The list of the positions in each teaching field affected by the 
reduction in teachers. 

(2) The seniority lists for all teachers as defined in Section 3.a., above. 

(3) The lists of teachers whose contracts are to be suspended in each 
teaching field affected. This list shall constitute the RIF list. 

d. Notification of Teachers 

Any teacher whose contract may be suspended as a result of the reduction 
in teachers shall be notified in writing, by the Superintendent or his/her 
designee, of his/her possible suspension and the reason by April 30. Until 
the Board takes action, the employee has reasonable assurance of 
reemployment for the following school year. The Board will aid the 
teacher in recovering any unemployment benefits retroactive to the date of 
the teacher's first application for said benefits. 

e. Recall 

(1) The seniority lists (Elementary, Secondary, and tutors) shall be 
separate and distinct. 

(2) No new teacher shall be employed by the Board while there are 
teachers on the RIF list who are or become certified for any 
vacancy. 

(3) An Elementary certified/licensed teacher will be offered an open 
position for one (I) year in K-6 Art, K-6 Music, K-6 Physical 
Education, and Grades 7-8 academic areas if no teacher is on these 
RIF lists. A teacher's refusal to accept one (I) of these positions 
will not result in his/her removal from the recall list. 
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(4) Teachers on the RIF list shall be returned to active employment to 
fill vacancies for which they are certified/licensed, in order of 
seniority, at the time of their suspension. 

(5) In the event that a vacancy(ies) becomes available, the Board shall 
recall the teacher to active employment status by giving written 
notice to the teacher. Said written notice shall be sent to the 
teacher by registered or certified letter addressed to the teacher's 
last known address. It shall be the responsibility of each teacher to 
notify the Board of any change in address. 

(6) If a teacher fails to accept active full-time employment status 
within fifteen (15) calendar days from the date said notification 
was delivered, said teacher shall be considered to have declined 
said offer, and shall be removed from the RIF list. 

(7) A teacher on the RIF list shall, upon acceptance of notification to 
resume active employment status, return to active employment 
status with the same seniority, accumulation of Sick Leave, and 
salary schedule placement as said teacher had at the time the 
contract was suspended. 

(8) Teachers shall remain on RIF list for a period of sixteen (16) 
months if on a limited contract or sixty (60) months if on 
continuing contract from the last day of active employment by the 
District. 

(9) If a teacher is offered a position that is less than full-time, and 
chooses to decline the offer, he/she will remain on the recall list 
according to paragraph (8) above. 

f. Involuntary Transfers Resulting from RIF 

Involuntary transfers due to the use of seniority lists outlined m 
Section A.3.b.(I), above, shall be handled in the following manner: 

(I) Any teacher forced to move from building to building or from 
certification area to certification area as a result of the application 
of the RIF policy shall be considered as an involuntary transfer. 

(2) On or before July 6, the Board shall make available to every 
teacher to be involuntarily transferred, a list of all positions to be 
filled by an involuntarily transferred teacher or teachers from the 
RIF list as of that date. Teachers to be involuntarily transferred 
shall choose from among these openings based on the position of 
their name on the seniority list as described in Article 9, 
Section A.3.b.(2), above. 
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A. CALENDAR 

(3) A teacher with secondary or specialist certification will be offered 
an open position for one (1) year in Art, Physical Education, 
Music, and Grades 7-8 academic areas via involuntary transfer as it 
relates to RIF. 

ARTICLE 10 - WORKING CONDITIONS 

1. Input from the Association with regards to the adoption of the school calendar 
shall be presented to the Superintendent by November 15. 

2. Association suggestions shall be in the form of prioritized recommendations for 
the arrangement of the school calendar for the next year. No more than four ( 4) 
recommendations shall be presented. The Association membership will be 
surveyed by the Association leadership before the recommendations are 
presented. 

3. Following calendar adoption the administration will communicate to stakeholders 
about the calendar as adopted and any constraints that played a factor in calendar 
development. 

B. SCHOOL YEAR AND CONTRACT YEAR 

1. The teacher's contract year shall be the equivalent of one hundred eighty-six 
(186) days which shall include the following: 

a. One (1) day prior to the opening of school with one-half (Y2) day for 
administrative meetings and/or in-service and one-half ('h) day as a 
teacher workday. 

b. Two (2) days Record Days (one day at end of each semester). 

c. Three (3) Parent/Teacher Conference Days. 

d. Up to six (6) In-service Days (one of which may be NEOEA Day). 

Presidents' Day and Martin Luther King day shall be nonwork days. 

NEOEA Day shall be a nonwork day unless scheduled as in-service. 

2. In-service Hours 

In-service topics will be determined by the Certified In-service Committee. The 
committee membership will be comprised of a majority of Association members 
with a representative from each building appointed by the NHEA President. The 
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Committee will be chaired by the Curriculum Director. The Superintendent will 
appoint two other administrators as members. Committee appointments will be 
finalized by May 15th of each school year to serve for the following school year. 
The Committee will make recommendations to the Superintendent regarding 
topics for in-service, whether in-service days should be used, when and if waiver 
days should be requested and possible topics for such days. The Committee's 
recommendations for the following year programs shall be submitted to the 
Superintendent by November 151

• 

C. TEACHER WORKDAY 

1. The length of the teacher workday, including at least a thirty (30) minute duty­
free lunch, shall not exceed seven and one-half (7 Yi) hours. 

2. Teachers are expected to perform reasonable, assigned duties which shall be 
equitably distributed. 

3. Membership and active participation on three (3) or more committees, two of 
which will be District tasks, will result in the employee being eligible for one (I) 
of the following options: 

a. credit of six (6) hours toward the in-service requirement; 

b. release from attending final records day, providing all close-out activities 
have been completed. 

4. Building Schedule Changes 

a. Building schedules in place as of the 2000-2001 school year shall 
continue, unchanged, until any change has been agreed upon as per the 
procedures of this Section. 

b. A committee composed of not more than six (6) bargaining unit members 
appointed by the NHEA President or designee and not more than six ( 6) 
members appointed by the Superintendent or designee shall be created and 
shall commence meeting not later than November 1 to discuss any 
contemplated changes for the subsequent year for any given building. If 
not already members, two (2) members of the BLT (Building Leadership 
Team) will be invited by the Superintendent and President to participate as 
additional members of the committee. The committee shall be charged 
with examining the building schedule and exploring the possibilities for 
change for the following school years. 

c. All decisions and recommendations of the committee shall be made by 
consensus. 
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d. The committee shall be charged with the responsibility to insure that the 
building faculty and the BLT are aware of and involved in the exploration 
of scheduling models. 

e. The work of the committee must be completed and must be submitted to 
the building faculty for a vote no later than by April 1 of the year prior to 
the school year of new schedule implementation. The work shall be 
deemed accepted by an affirmative majority of at least sixty percent 
(60%). Said majority vote shall be based upon all building faculty 
(Administrators and NHEA bargaining unit members) assigned to the 
affected building on a regular basis at the time of the vote. An affirmative 
majority vote shall be binding at the building so long as it is compliant 
with the terms and conditions of the Master Agreement. 

f. If the building faculty does not approve the proposed schedule, the 
committee may elect to continue its work for another year in accordance 
with the procedures described above. 

All dates in paragraphs a. through e. above may be modified by mutual 
agreement of the NHEA president or designee and Superintendent or 
designee. 

D. MANDATORY MEETINGS OUTSIDE OF THE WORKDAY 

1. All teachers assigned to a building may be required to attend no more than a total 
of nine (9) building staff meetings outside the school day. 

The administration shall endeavor to use building meetings for focused staff 
development and building issues and to minimize the use of the time for 
announcements. Additionally, departmental, and/or grade level, curriculum and 
other meetings may be scheduled as needed not to exceed ten (IO) per year 
outside the school day. If at all possible, the meeting days shall be consistent 
throughout the year (i.e. every Monday, first/third Tuesday, etc.); and may be 
scheduled to begin no sooner than one (I) hour before teachers are expected in 
their classrooms, or shall begin no later than fifteen (15) minutes after the teacher 
workday and last no longer than one (1) hour. This shall not restrict the 
Administration from calling emergency meetings if the need arises. Attendance at 
any other meeting will not be required. 

Any staff member excused from attendance at a mandatory meeting or any staff 
member who elects not to attend a voluntary meeting shall be advised, through 
minutes of the meeting, of any decisions reached at such meeting. A staff 
member who cannot attend a mandatory or voluntary meeting and who wishes to 
express an opinion on a topic for such meeting, may submit a memorandum to the 
Building Principal in advance of the meeting, which memo will be shared with all 
meeting attendees. For meetings other than emergencies, agendas for same shall 
be distributed by the appropriate administrator not less than forty-eight ( 48) hours 
prior to the meeting. 
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2. Administrators will endeavor to schedule only such items for inclusion in building 
meetings that cannot be handled in another manner (i.e. memo, individual 
conference). 

3. Announcements concerning Association activities may be made by Association 
representatives at the conclusion of the staff meetings. 

E. PLANNING TIME 

I. Each certified full-time classroom teacher shall be provided with a mm1mum 
number of minutes of unscheduled planning time. Administrators shall make 
every attempt to preserve teacher's planning time in uninterrupted periods 
according to the following schedule: 

a. Elementary Grades: Two hundred (200) minutes per full five-day school 
week. 

b. Middle School: Two hundred (200) minutes per full five-day school 
week. 

c. Senior High: No less than one (I) period per school day per full five-day 
school week. 

d. Planning time shall be in blocks of not less than twenty (20) minutes. 

F. ELEMENTARY DUTY COVERAGE 

Teachers at the Elementary level shall be relieved of lunch room and noon recess duties. 
In the event the District faces a projected deficit in operating funds in the current or next 
fiscal year, where the deficit has been verified by the NHEA President, elementary 
teachers may be assigned lunch room or noon recess duties no more than one(!) day per 
week. Teachers will have input into the scheduling of such duties. 

G. CLASS SIZE 

I. General 

The Board recognizes the importance of providing for individual pupil differences 
through the maintenance of reasonable class sizes for instruction. On the building 
level, the Administration will make every reasonable effort to provide a fair and 
equitable distribution of students among classes, taking into account student 
needs, number of students under IEPs, teacher loads, facility space, multi-age 
classes, and, at the high school level, the effects of block scheduling. An attempt 
will be made that no regular education classroom in grades K-6 shall have more 
than thirty percent (30%) students with special needs (IEPs, 504s, ELLs) in the 
classroom at the start of the school year. The NHEA President shall be provided 
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on November 1 and April 1 of each year a written status report regarding 
individual class sizes. 

Any new program/schedule at any level must address the impact on class size 
within the District before it is implemented. 

At each building, the affected regular education and special education faculty will 
meet each spring to review assignment of special education students to different 
classes for the following year. Regular and special educators may make 
assignment recommendations to the building administration. 

2. Elementary Schools 

a. During the life of this Master Agreement, the Board shall not change its 
policy concerning the guidelines for assistance to teachers in Grades K6. 
The building administration will give priority to the assignment of 
educational assistants to support reading instruction in classes with 25 or 
more students. 

b. Special Education Class Count 

(I) Elementary students with disabilities will be counted toward the 
class count for the number of minutes they are physically present 
in the Elementary class. 

(2) When class size exceeds Board Policy, aide time will be added 
according to the following guidelines: 

(a) Aide time will be determined and assigned by grade level, 
rather than to an individual class or teacher. 

(b) The time will be determined according to the following 
formula: 

Number of Minutes With 
Extra Students Per Day 

School Dav 

Proportion of Number of 
Minutes of Direct Instruction 

[360 Minutes/Day] 
Qualifvin!! for Aide Time 

(3) Job descriptions will be developed by teachers at the grade level in 
which class sizes exceed Board maximums. The job description 
will determine whether the aide position will be a classified or 
certified position. 

c. The scheduling of Elementary (K-8) Art, Music, and Physical Education, 
will be equally distributed among the Elementary homeroom teachers by 
the Administration. 
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I d. Teachers in K-4 will not be required to stay with their classes during 
library, unless their presence is requested by the library aide. 

3. Middle School 

a. Middle School academic teachers will be provided with a team planning 
period in addition to their planning/conference period. 

b. The daily team planning period will be scheduled by the Administration 
and will include meetings with the Building Principal, guidance staff, team 
leader, other personnel as needed, and/or parents. This provision may be 
modified through the process in Section C.4. above. In the event the 
District faces a reduction in force of teachers under Article 9 and if the 
building scheduling committee is unable to agree upon a new schedule or 
if the faculty does not approve the committee's proposed schedule then 
this paragraph may be modified or eliminated by the Superintendent. 

4. High School 

a. All full-time teachers who teach three (3) or more classes in areas other 
than the areas of Physical Education and Health, Industries and 
Technologies, Home Economics, Art, Special Education, Vocational­
funded areas, Music, IMC, and guidance shall be assigned no more than 
five (5) classes, one (!) duty period, and one (!) planning/conference 
period. 

b. Duty periods will consist of supervision, or in a Department Tutorial 
Center which will require skill building, record keeping, and student 
accountability. Tutorial and duty assignments will be made by the 
Building Administration. 

c. Jn the event that qualified staff are not available, the Board agrees that the 
departments with five (5) instructional classes will be paid .0007 of the 
base salary in effect per day for a sixth (6'h) instructional period. 

d. Once the high school schedule is completed it shall be shared with the 
Association President. During the first business week of August an 
NHEA representative shall meet with the principal or designee to review 
the master schedule and class size distribution in fundamental and regular 
classes. At that time the Association can make recommendations related 
to staffing adjustments. The Association may have class size distribution 
in fundamental and regular classes reviewed by the Assistant 
Superintendent. If concerns remain the Association may meet with the 
Superintendent to review class size concerns. If the concerns are not 
resolved the Association may present its concerns to the Board of 
Education. 

59 



5. Testing 

In grades K-8, the administration will reassign current educational assistants to 
provide support to classroom teachers during times the teachers are 
administering/grading State, diagnostic and/or DRA tests. 

H. CLASSROOM CONCERNS 

1. Teachers may use such force as is reasonable and necessary to quell a disturbance 
threatening physical injury to others; to obtain weapons or other dangerous 
objects in the possession or control of the pupil; to protect other persons or 
property; or for self-defense (O.R.C. 3319.41). 

2. The Board recognizes that Revised Code Chapter 2744 requires the Board to 
defend and indemnify its teaching and other employees in certain instances. 
Where a teaching employee engages in conduct which disqualifies him/her under 
O.R.C. 2744 from entitlement to such defense and/or indemnification, the Board 
shall not bear any costs for attorney fees or court costs in connection with 
Paragraph 1. above. 

I. GRADE CHANGES 

1. The classroom teacher has the responsibility to determine grades under the 
grading scale determined by Board Policy. No teacher shall be required to change 
a student's grade when the teacher's justification indicates the grade issued was 
under the aforementioned policy. 

2. Any grade changes made without the consent and/or knowledge of the teacher 
shall be done by attaching a letter to the grade sheets, signed by the person 
making the change. The teacher originally responsible for the grade shall be 
given a copy of this Jetter. 

3. Teachers shall not be held responsible for grade changes made without their 
approval. 

J. STUDENT DISCIPLINE CODE 

1. Input from the Association with regards to the adoption of the Student Discipline 
Code shall be presented in writing to the Principal by January 15 for the following 
schoo 1 year. 

2. Suggestions shall be in the form of prioritized recommendations for the Student 
Discipline Code for the next year. 
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K. PARENT/TEACHER CONFERENCES 

!. Teachers may be scheduled with parents at intervals of no less than twenty (20) 
minutes during the scheduled hours. 

2. Parent/Teacher Conferences will be scheduled on two (2) evenings of at least 
three (3) hours during the two (2) weeks immediately following the end of the 
first grading period. 

3. In addition to the evening conferences, the teachers will document their 
conferences, or attempts to conduct conferences, an additional six (6) hours of 
parent/teacher conferences outside the school day between mid-October and 
Thanksgiving. Each teacher will publicize his or her planning/conference period 
to the parents in case there is a need for a daytime conference. 

4. The Wednesday preceding Thanksgiving and the Monday following will be 
compensatory days off. 

5. There will be a parent/teacher conference day between the interim report and the 
end of the third nine-week grading period for all teachers, as determined by the 
Calendar Committee. 

6. If a parent requests a conference, teacher( s) must attempt to contact that parent 
within forty-eight ( 48) hours to establish a mutually acceptable time to meet. 
Excessive/unreasonable parental demands will be dealt with by the 
Administration. 

L. ELEMENTARY INTERIM PROGRESS REPORTS 

Beginning with the 2014-2015 school year, progress reports will not be issued to parents 
of students. By agreement between the teacher and Principal, communication between 
the teacher and parent may take some form other than interim due to the fact that parents 
have access to online grades. This does not relieve teachers of their responsibility to 
communicate with parents of students with declining grades or who are in danger of 
failing. 

M. SECONDARY INTERIM PROGRESS REPORTS 

Beginning with the 2014-2015 school year, progress reports will not be issued to parents 
of students. By agreement between the teacher and Principal, communication between 
the teacher and parent may take some form other than interim due to the fact that parents 
have access to online grades. This does not relieve teachers of their responsibility to 
communicate with parents of students with declining grades or who are in danger of 
failing. 

N. PART-TIME STAFF 

Board guidelines for part-time employees will be as follows: 
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1. The Board agrees to pay in salary, a percentage of the salary that employee would 
earn under a full-time contract. This percentage will be the percentage calculated 
when comparing the part-time workday to that described in Article 4, Section L 
above. 

2. Part-time employees will receive one (1) year credit toward advancement on the 
seniority list. 

3. Part-time employees will receive one year credit toward advancement on the 
salary index. 

4. When a part-time position becomes a full-time position, the part-time employee 
will not be guaranteed placement into that specific position. 

5. If a part-time position is eliminated, the person with the most seniority (full-time 
or part-time) shall be offered the full-time job with the understanding that if they 
refuse the full-time position, there may not be another job available. 

0. RESIDENT EDUCATOR/COACH PROGRAM 

I. Purpose 

The purpose of the Resident Educator Program is to provide a program of support 
and formative assessment for teachers new to the profession who hold a four ( 4) 
year Resident Educator license. The program is designed to enhance the teacher's 
skills. The Resident Educator Program is exclusively for licensure determination 
and shall not replace the negotiated employee evaluation system. 

This program provides new teachers with the opportunity to develop their 
teaching styles in order to be able to prepare students for entry-level jobs, college, 
and life-long learning, as well as preparing students to be good citizens. 

2. Resident Educator Program Coordinator 

A Resident Educator Program Coordinator, who shall be a member of the 
bargaining unit, shall be appointed by the Superintendent to manage the Resident 
Educator Program. 

3. Resident Educator Committee 

a. A Resident Educator Committee ("the Committee") shall be appointed to 
develop the program and oversee its implementation following the rules 
and guidelines established by the Ohio Department of Education ("ODE"). 

b. The Committee shall determine when, where, and the number of meetings 
necessary to fulfill its purpose. 
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( c. The Committee shall be comprised of one (1) representative from each 
building appointed by the NHEA President and two (2) building 
principals, and the Resident Educator Program Coordinator. Committee 
members shall serve two (2) year terms with subsequent terms staggered 
as established initially by the first members of the committee. The 
respective parties shall fill the committee no later than September 1, 2012. 

d. Committee members for the NHEA shall be provided release time to 
attend committee meetings at least three (3) school days, or the equivalent 
thereof, each school year. Additional meetings shall be scheduled as 
needed. 

4. Coach 

a. The Resident Educator Program Coordinator will select, assign, and 
oversee coaches. The Superintendent retains the right of approval or 
disapproval of any assignment. 

b. Whenever possible, the coach and Resident Educator should be employed 
in the same building, grade level and/or certified/licensed in the same 
subject matter. Barring unforeseen and unique personnel qualifications, 
attempts will be made to avoid assigning more than one (1) Resident 
Educator at a time. 

c. In addition to the responsibilities established by the Committee and any 
responsibilities set forth in ODE guidelines, the Coach's responsibilities 
will be as follows: 

Year I: Work intensively with the Resident Educator according to the 
model set up by ODE and the Administration. 

Year 2: Work intensively with the Resident Educator according to the 
model set up by ODE. 

Year 3: Facilitate and support the Resident Educator in preparing for 
the summative assessment. 

Year 4: Facilitate and support the Resident Educator to "re-take" 
deficient portions of the summative assessment and facilitate 
Resident Educator participation in professional and leadership 
activities. 

d. Each coach assignment shall be paid a stipend of 1.5% of the BA base; 
Program Coordinator, four percent (4%). It is to be paid on a quarterly 
basis, and if the assignment does not last the entire year, prorated for the 
year. 
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e. Training and Release Time 

1. The Board shall provide coaches the opportunity to attend training 
in order to establish and maintain an effective Resident Educator 
Program. A pool of trained coaches shall be developed for each 
building. 

2. The Board shall provide the cost for the training of Resident 
Educator Committee members for Instructional Mentoring and 
Resident Educator Training as suggested by the Ohio Department 
of Education. 

3. The Board shall provide trammg for all coaches based upon 
strengths and growth areas of each coach. Training shall be 
ongomg m order to maintain an effective Resident Educator 
Program. 

4. The Board shall provide release time for coaches to attend training 
during the workday. In the event that training during the workday 
is not available, the Board will pay a stipend of at least One 
Hundred Dollars ($100.00) for coach training outside the workday. 

5. The coach and Resident Educator shall be provided coordinated 
release/planning time in order to obtain the support for 
professional growth, and in order to successfully complete the 
Resident Educator Program. Said release time shall be at least one 
and one-half (I Y2) days each. Such days may be in one-half (\/2) or 
all-day increments. 

f. Protections and Restrictions 

1. All interaction, written or oral, between the coaching teacher and 
Resident Educator shall be confidential. Training for all affected 
parties must address legal, contractual, and professional 
confidentiality issues. 

2. No coach shall be compelled to participate in the informal or 
formal contractual evaluation (Article 12) of a Resident Educator 
teacher or vice-versa. No coach shall be compelled to make any 
recommendation regarding the employment of a Resident Educator 
in the program or vice-versa. 

3. The regular evaluation as per Article 12 for the coach or Resident 
Educator shall not in any way be affected by involvement in the 
Resident Educator Program. 

4. This Article 1s not grievable under this Collective Bargaining 
Agreement. 
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P. SMOKE-FREE WORKPLACE 

1. All Nordonia Hills school property shall be designated smoke-free areas. 

2. The District Insurance Plan shall cover the employee cost of participation in any 
one (1) Smoke Cessation Program. 

3. The bargaining unit members shall not be subject to paragraph 1. above, unless 
paragraph 1. applies to all persons working in/using the school facilities. 

Q. LABOR/MANAGEMENT RELATIONS COMMITTEE 

1. A Labor/Management Relations Committee will be formed consisting of the 
Association President and three (3) other members appointed by the Association 
President. The Superintendent shall serve on this committee and will appoint 
three (3) people to serve on the committee. 

2. This committee shall attempt to resolve areas of concern of the parties including 
but not limited to the implementation of District-wide rules and regulations. The 
labor/management relations committee will try to employ principles of the 
interest-based process in an attempt to arrive at mutually satisfactory solutions. 

3. The committee will meet monthly. The Superintendent and the Association 
President will prepare an agenda in advance of each meeting. The Superintendent 
and the Association President may cancel a monthly meeting by mutual consent. 
They may also schedule additional meetings as needed by mutual consent. 

4. The meeting schedule for monthly meetings shall be set by the Association 
President and the Superintendent prior to the beginning of the school year. 

R. DISCIPLINE 

1. A bargaining unit member may be subject to progressive discipline up to an 
including three (3) days' suspension with or without pay by the Superintendent 
for the following reasons: 

a. willful and persistent violations of reasonable regulations of the Board; 

b. falsification ofleave provisions; 

c. insubordination. 

2. No suspension shall be imposed until the teacher has had an opportunity to meet 
with the Superintendent to hear the reasons for the suspension and to present the 
member response. 

3. The member is entitled to representation by the Association. 
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S. INDIVIDUALIZED EDUCATION PROGRAM 

1. Least Restrictive Environment 

Least restrictive environment is the legally controlling term under Federal Jaw (20 
U.S.C. §1412 et seq.) to determine the proper placement for a student with 
disabilities. While the terms "inclusion" and "mainstreaming" are widely used, 
least restrictive environment is the legal standard for providing a free appropriate 
public education. As defined in the Ohio Rules for the education of the 
handicapped, least restrictive environment means that, to the maximum extent 
appropriate, disabled children, including children in public or private institutions 
or other care facilities, are educated with children who are not disabled and that 
special classes, separate schooling, or other removal of disabled children from the 
regular educational environment occurs only when the nature or severity of the 
disability is such that education in regular classes with the use of supplementary 
aids and services cannot be achieved satisfactorily. 

2. Annual Meeting 

Regular education teachers with a student on an IEP wiJI be advised of the annual 
meeting in time to provide input on IEP goals and objectives, achievement for that 
year and IEP goal and objective development for the following year. The special 
education teacher will be responsible for securing that input. Compliance with 
new IDEA is achieved by the attendance at the IEP meeting of a regular education 
teacher. For a student being served in the regular education setting, the 
chairperson will invite the regular education teacher with the most significant 
contact with the student to attend the IEP meeting. 

3. Teacher Notification 

Each teacher with responsibility for the education of a student on an IEP shall be 
provided with electronic access to the IEP, be provided an explanation of what 
they are responsible to do to help achieve IEP goals and objectives and be advised 
that they can speak to any IEP team member if they have questions or concerns 
about the IEP or student progress. 

4. IEP Review 

Any teacher whose duties include the instruction of a student with disabilities is 
able to request a meeting with appropriate members of the IEP Team to review 
and discuss the IEP or the placement of the student. The meeting shall take place 
within a reasonable length of time. 

5. Continuity 

After the IEP is completed, the Intervention Specialist is responsible for insuring 
that teachers with regular education responsibilities for the student for the 
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following year are provided a copy of the IEP and are afforded the chance to ask 
questions regarding the program, the student, and their responsibilities. 

6. Training/Staff Development 

a. The Board will provide the opportunity for one (I) inservice program each 
school year which will address teaching of students with disabilities in the 
regular educational environment. 

b. Specific teacher rights and responsibilities will be reviewed and explained 
at an annual inservice. Any teacher whose duties include the instruction 
of a student with disabilities is able to request a meeting with appropriate 
members of the IEP to review and discuss the IEP/or the placement of the 
student. 

7. Specialized Health Care Procedures 

a. Bargaining unit members are not prohibited from, but shall not be required 
to perform any medical procedure on a student. 

b. Support Services 

The Board shall provide the necessary personnel as identified in the IEP to 
perform any supportive services which may be required by any student's 
IEP. No bargaining unit member shall be required to perform any 
custodial care services. 

c. Compensation for IEP Conferences 

Members, including case managers, required to attend IEP and/or RT! 
meetings outside the school day shall be compensated for time of actual 
attendance in \'.! hour increments at the base salary rate (Step 0, BS 
Column). 

T. STUDENT DISCIPLINE 

I. If a student is removed from a classroom in accordance with the emergency 
removal provisions of O.R.C. 3313.66, before the student is returned to the 
classroom the teacher shall receive either a written notice of the disposition of the 
referral from the responsible administrator or a conference with the responsible 
administrator. 

2. The receiving teacher will be advised of the assignment to his/her class of any 
student who previously has been expelled from school for violent behavior. 
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U. TEXTBOOK SELECTION 

Teachers whose instructional responsibilities may be affected by textbook/material 
selection will be afforded an opportunity to submit written comments on the selection 
options before the final selection is made by the textbook selection committee which will 
include representatives of each affected building, grade level, and department. 

V. JOB SHARING 

1. Teachers who have formed potential job sharing teams must notify the Assistant 
Superintendent in writing by April 1. 

2. To be considered for job sharing, the interested teachers must submit a written 
proposal detailing how the proposed arrangement will work. This detailed 
proposal shall detail how their educational philosophies are compatible and how 
they will share a full-time equivalent load of performance responsibilities for 
attendance and participation in inservice meetings, staff meetings, team meetings, 
material selection meetings, in-services, IEP meetings, etc. 

3. Job sharing shall be in effect for one (1) school year, if approved by the 
Superintendent. Applications for renewal may be submitted in writing by April l 
and are subject to approval by the Superintendent. 

4. It is the responsibility of the teacher to locate a job sharing partner candidate. 

5. Both job sharing partners must attend parent/teacher conferences, inservice 
programs and perform other professional responsibilities related to assigned 
students. 

6. Unless there is a different agreement between the teacher and the Principal, job 
sharing teachers at the primary building shall split the day equally, and at the 
Middle School and High School shall divide assignments equally. 

7. Each job sharing teacher shall be paid a prorated percentage of the employee's 
salary and fringe benefits based on the job sharing arrangement agreed upon by 
the job sharing teachers and approved by the Principal. 

W. ESL PROGRAM 

I. Staffing 

When vacancies occur in the ESL Program, preference for the ESL position shall 
be given to a certificated teacher with ESL training. 

2. Program 

The ESL Program will provide an administratively-identified ESL student with 
additional English instruction according to the student's proficiency level. No 
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more than three (3) students with similar assessed proficiency levels shall be 
assigned to any one (1) instructional period. Students shall be exited in 
accordance with legal standards and District criteria. 

3. Curriculum 

The educational program should be developed by the ESL instructor in 
conjunction with the building administrator, classroom teacher, and school 
psychologist. The ESL instructor is not responsible for teaching the Board­
adopted Course of Study nor for assigning a student's progress report grades. 

ARTICLE 11 - ASSOCIATION RIGHTS AND RESPONSIBILITIES 

A. The Board authorizes the Association: 

I. To use the facilities of any building for meetings without fee, upon notification to 
the Administrator in charge of such building. Pennission to use such facilities 
shall be given as long as it does not interfere with any previously authorized 
activity in said building. 

2. To use, upon authorization by the Building Principal, Board-owned equipment 
including typewriters, calculators, duplicating equipment, email, 
computers/technology, public address equipment and audio-visual equipment, at 
times which do not interfere with the operation of the District. Any expendable 
supplies such as duplicating and typing paper, duplicating masters, and stencils 
will be supplied by or be paid for by the Association. 

3. To use the interoffice mail system in the schools' offices to distribute Association 
bulletins, newsletters, or other communications. 

4. To use bulletin boards in teacher lounges or workrooms to disseminate 
information to members. 

5. To use telephones in any building to carry out Association business. Any fees or 
toll call charges shall be reimbursed to the Board by the Association. These calls 
are restricted to times that do not interfere with duties assigned by the Board and 
Administration. 

6. To allow the OEA representative, or the Association President during his/her 
unassigned time, to visit schools. Upon arrival, he/she shall notify the Building 
Principal of his/her presence. The visits to the schools must not interfere with 
teaching or any other assignments that have been assigned by the Board and 
Administration. 

7. The Association President, upon notice to the Principal, may be released during 
nonteaching time, provided he/she has no supervisory responsibilities or has made 
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arrangements acceptable to the Principal for another faculty member to cover the 
supervisory responsibilities. 

If the request is for during teaching time, the Association President may be 
released, upon the recommendation of the Building Principal and approval of the 
Superintendent. Cost for the substitute teacher will be paid by the Association to 
the Board. 

B. Upon specific request for specific items, the Board will provide the Association: 

I. At least one (1) copy of the Board agendas, Board minutes, and financial reports 
to the Association President. 

2. Copies of the following forms: Appropriations, Budget and Training & 
Experience Grids. 

C. The Association President will not be scheduled for a duty (e.g., hall, bus, lunch, 
tutoring). The President's planning period will be scheduled in consultation with the 
building principal or designee and the Association President to assist the President in 
carrying out Association business. 

D. To the extent permitted by law the District wilJ treat the stipend paid to the President by 
the Association as compensation for STRS purposes. The Association will reimburse the 
Board for the full cost of the stipend, including the employer share of the STRS 
contribution and Medicare payments required with respect to the stipend with such 
reimbursement to be made in full not later than May 15 of each school year. 

ARTICLE 12 - EVALUATION PROCEDURE 

ARTICLE 12(A) - EVALUATION PROCEDURE (OTES) 

The following evaluation process shalJ apply to any bargaining unit member subject to the Ohio 
Teacher Evaluation System (OTES). Teacher evaluations under this section shall be conducted 
pursuant to the Standards-Based Teacher Evaluation Policy adopted by the Board in consultation 
with teachers. 

A. DEFINITIONS 

I. "OTES" - stands for the Ohio Teacher Evaluation System as adopted by the Ohio 
State Board of Education in 2011, or as otherwise modified by the State Board of 
Education. 

2. 'Teacher" - For purposes of this policy, "teacher" means licensed instructors who 
spend at least fifty percent (50%) of his/her time providing content-related student 
instruction and who is working under one of the following: 

a. A license issued under R. C. 3319.22, 3319.26, 3319.222 or 3319.22; or 
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b. A permanent certificate issued under R. C. 3319.222 as it existed prior to 
September, 2003; or 

c. A permanent certificate issued under R. C. 3319.222 as it existed prior to 
September, 2006; or 

d. A permit issued under R. C. 3319.301. 

Substitute teachers and teachers not meeting this definition are not subject to 
evaluation under this policy. Full-time bargaining unit members who do not meet 
the definition will be evaluated utilizing the evaluation procedures of the 
collective bargaining agreement in effect between the Board and the Nordonia 
Hills Education association (NHEA). 

The Superintendent, Treasurer, Business Manager and any "other administrator" 
as defined by R. C. 3319.02 are not subject to evaluation under this policy. 

3. "Credentialed Evaluator" - For purposes of this policy, each teacher subject to 
evaluation will be evaluated by a person who: 

a. meets the eligibility requirements under R. C. 33 I 9 .111 (D); and 

b. holds a credential established by the Ohio Department of Education for 
teacher evaluation; and 

c. has completed State-sponsored evaluation training and has passed an 
online credentialing assessment. 

d. evaluators shall be N ordonia Administrators. 

4. "Core Subject Area" - means reading and English language arts, mathematics, 
science, foreign language, government, economics, fine arts, history and 
geography. 

5. "Student Growth" - for the purpose of the District's evaluation policy, student 
growth is defined as the change in student achievement for an individual student 
between two (2) or more points in time. 

6. "Student Learning Objectives" ("SLOs") - include goals identified by a teacher or 
group of teachers that identify expected learning outcomes or growth targets for a 
group of students over a period of time. 

7. "Shared Attribution Measures" - student growth measures that can be attributed 
to a group. 

71 



8. "Value-Added" - refers to the EV AAS Value-Added methodology provided by 
SAS, Inc., which provides a measure of student progress at the District and school 
level based on each student's scores on State issued standardized assessments. 

9. "Vendor Assessment" - student assessments approved by the Ohio Department of 
Education that measure mastery of the course content for the appropriate grade 
level, which may include nationally normed standardized assessments, industry 
certification exams or end-of-course examinations for grade level and subjects for 
which the Value-Added measure does not apply. 

B. STANDARDS BASED TEACHER EVALUATION 

1. Teacher evaluations will utilize multiple factors, with the intent of providing 
meaningful feedback to each teacher and assigning an effectiveness rating based 
in equal part upon teacher performance and student growth. 

2. Each teacher evaluation will result in an effectiveness rating of accomplished, 
skilled, developing or ineffective. The specific standards and criteria for 
distinguishing between these ratings/levels of performance shall be the same as 
those developed by the State Board of Education, which are incorporated herein 
by reference. 

3. The Superintendent shall annually cause to be filed a report to the Department of 
Education the number of teachers for whom an evaluation was conducted as well 
as the number of teachers assigned each rating as set forth above, aggregated by 
teacher preparation programs from which and the years in which the teachers 
graduated. Individual data shall not be reported by the ODE except as required by 
law. 

4. Fifty percent (50%) of each evaluation shall be based upon teacher performance 
and fifty percent (50%) on multiple measures of student growth as set forth herein 
except as otherwise recommended and ratified by the parties pursuant to HB 362. 

C. ASSESSMENT OF TEACHER PERFORMANCE 

Teacher performance will be evaluated during formal observations and periodic informal 
observations also known as "classroom walkthroughs". Such performance, which will 
comprise fifty percent (50%) of a teacher's effectiveness rating, will be assessed through 
a holistic process by trained and credentialed evaluators based upon the following Ohio 
Standards for the Teaching Profession: 

I. understanding student learning and development and respecting the diversity of 
the students they teach; 

2. understanding the content area for which they have instructional responsibility; 

3. understanding and using varied assessment to inform instruction, evaluate and 
ensure student learning; 
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4. planning and delivering effective instruction that advances individual student 
learning; 

5. creating learning environments that promote high levels of learning and student 
achievement; 

6. collaborating and communicating with students, parents, other educators, District 
administrators and the community to support student learning; and 

7. assuming responsibility for professional growth, performance and involvement. 

D. FORMAL OBSERVATION AND CLASSROOM WALKTHROUGH SEQUENCE 

I. Schedule of Observations 

a. All members who meet the definition of"teacher" under R. C. 3319.111 
and Article 12, Section A(2), shall be evaluated in accordance with law in 
effect at ratification of this Agreement. 

b. Teachers on a limited contract who are under consideration for 
renewal/nonrenewal shall receive at least three (3) formal observations in 
addition to periodic classroom walkthroughs unless the Superintendent 
waives the third observation. 

2. Evaluations will be completed by May I'' and each teacher will be provided a 
written report of the results of his/her evaluation by May 10th. Written notice of 
nonrenewal will be provided by June I''. 

3. In evaluating teacher performance in these areas, the Board shall utilize the 
measures set forth by the Ohio Department of Education's OTES "Teacher 
Performance Evaluation Rubric" for instructional planning, instruction and 
assessment and professionalism set forth herein in the Appendix. 

E. FORMAL OBSERVATION PROCEDURE 

I. All formal observations shall be preceded by a conference no more than five (5) 
school days prior to each observation between the evaluator and the employee 
prior to the observation in order for the employee to explain plans and objectives 
for the classroom situation to be observed. 

2. All formal observations shall be at least thirty (30) minutes in duration. 

3. A post-observation conference shall be held no more than five (5) school days 
after each formal observation. 

4. A teacher may take a representative to any and all conferences under this 
procedure. 
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F. INFORMAL OBSERVATION/CLASSROOM WALKTHROUGH PROCEDURE 

1. Walkthroughs are informal visits to the classroom lasting less than thirty (30) 
minutes in duration. 

2. Classroom walkthroughs shall not unreasonably disrupt and/or interrupt the 
learning environment. 

3. Data gathered from the walkthrough must be placed on the form designated in 
eTPES. 

G. ASSESSMENT OF STUDENT GROWTH 

1. Student growth measures calculate student growth by assessing achievement for 
an individual student occurring between two (2) points in time. A student who 
has forty-five ( 45) or more absences for the school year will not be included in the 
determination of student academic growth or as required by law. 

2. The following categories will be used to determine this aspect of a teacher's 
evaluation, depending upon the instructor involved: 

Al. Teachers instructing in value-added subjects exclusively; 

A2. Teachers instructing in value-added courses, but not exclusively 

OR 

B. Teachers instructing in areas with Ohio Department of Education 
approved vendor assessments with teacher-level data available; or 

C. Teachers instructing in areas where no teacher-level value-added or 
approved vendor assessment is available. 

3. Where value-added methodologies exist for Al and A2 teachers, they will be 
utilized in the evaluation process, to the extent set forth in the Appendix of the 
"district Student Growth Measurement Index". Teachers instructing in value­
added courses, but not exclusively, will utilize teacher value-added and locally 
determined measures proportionate to the teacher's schedule. 

4. When an approved Ohio Department of Education vendor assessment is utilized 
in the measurement of student growth, it will be included in the evaluation 
process for B teachers to the extent set forth in the Appendix of the "District 
Student Growth Measurement Index". 

5. When neither teacher-level value-added data nor Ohio Department of Education­
approved assessments are available, the District shall use locally-determined 
Student Growth Measures for C teachers as set forth in the Appendix of the 
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6. 

7. 

"District Student Growth Measurement Index". Student Growth Measures may 
be comprised of SLOs, shared attribution and/or non-Value-Added vendor data. 

A SLO must be based upon the following criteria: Baseline and Trend Data, 
Student Population, Interval ofinstruction, Standards and Content, Assessment(s), 
Growth Targets and Rationale for Growth Targets. Building and Department 
level SLO Committees shall be established. NHEA members shall be paid at the 
curriculum rate for any work outside the school day. 

Data from these approved measures of student growth will be scored on five (5) 
levels in accordance with the Ohio Department of Education/OTES guidance and 
converted to a score in one of three (3) levels of student growth: 

a. above; 
b. expected; 
c. below. 

H. FINAL EVALUTION PROCEDURES 

I. Each teacher's performance rating will be combined with the assessment of 
student growth measures to produce the summative evaluation rating, based upon 
the "Evaluation Matrix" adopted by the Ohio Department of Education. 

2. The evaluator shall provide that each evaluation is submitted to the teacher for 
his/her acknowledgment by written receipt. If signed by the teacher, the receipt is 
to be sent to the Superintendent as soon as received. 

I. PROFESSIONAL GROWTH PLANS AND PROFESSIONAL IMPROVEMENT 
PLANS 

I. Based upon the results of the annual teacher evaluation as converted to the 
"Evaluation Matrix" above, each teacher must develop either a professional 
growth plan or professional improvement plan as follows: 

a. Teachers with above expected levels of student growth shall develop a 
professional growth plan and may choose their evaluator for the 
subsequent evaluation cycle. 

b. Teachers with expected levels of student growth shall develop a 
professional growth plan and shall have input into who their evaluator will 
be for the subsequent evaluation cycle. 

c. Teachers with below expected levels of student growth must comply with 
an improvement plan developed by their evaluator in consultation with the 
teacher and the administration will assign the evaluator for the subsequent 
evaluation cycle. 
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d. Improvement plans detail specific performance expectations, resources 
and assistance to be provided, sufficient time for completion and 
allocation of District financial resources. 

J. CORE SUBJECT TEACHERS - TESTING FOR CONTENT KNOWLEDGE 

1. Beginning with the 2015-2016 school year, core subject area teachers must 
register for and complete all written examinations of content knowledge selected 
by the Ohio Department of Education if the teacher has received an effectiveness 
rating of "Ineffective" on his/her annual evaluation for two (2) of the three (3) 
most recent school years. 

2. If a teacher passes the examination set forth above and provides proof of that 
passage to the Board, the teacher will be required, at the teacher's expense, to 
complete professional development that is targeted to the deficiencies identified in 
the teacher's evaluations conducted under this policy. 

3. Any teacher passing the examination set forth above will not be required to take 
the examination again for three (3) years, regardless of the teacher's evaluation 
ratings or the perfomiance index score ranking of the building in which the 
teacher teaches. 

4. No teacher shall be responsible for the cost of taking an examination set forth 
above. 

K. BOARD PROFESSIONAL DEVELOPMENT PLAN 

In accordance with the Ohio State Board of Education's statewide evaluation framework, 
the Board has adopted a specific plan for the allocation of financial resources to support 
the professional development of teachers covered by this policy. The plan will be 
reviewed annually. 

L. TEACHER EVALUATION COMMITTEE 

A Teacher Evaluation Committee will meet annually in May to make recommendations 
to the Evaluation process and the vendor assessments to be used based on information 
reported to the Committee by teachers and evaluators. The Evaluation Committee will be 
comprised of two (2) administrators and three (3) teachers appointed by the Association. 
The Committee shall be advisory only. This Committee shall study the alternative 
evaluation measure as passed by the Ohio legislature. Any changes recommended must 
be ratified by the parties. Members shall be paid at the curriculum rate for any work 
outside of the school day. 

M. RETENTION AND PROMOTION DECISIONS/REMOVAL OF POORLY 
PERFORMING TEACHERS 

1. It is the purpose of this Standards-Based Teacher Evaluation Policy to improve 
the quality of instruction, enhance student learning and strengthen professional 
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competence through meaningful feedback and targeted professional development. 
In addition, the evaluations produced will serve to inform the Board on 
employment decisions, i.e., retention, promotion of teachers, renewal of teaching 
contracts and the removal/nonrenewal of poorly performing teachers. 

2. The removal of poorly performing teachers shall be in accordance with the Ohio 
revised code and any applicable provisions of this Agreement. 

3. Nothing in this Article or the Board's Standards-Based Teacher Evaluation Policy 
will be deemed to prevent the Board from exercising its rights to non-renew, 
terminate or suspend a teaching contract as provided by law or the terms of this 
Agreement. 

4. The evaluation system and procedures set forth in this policy shall not create an 
expectation of continued employment for teachers on a limited contract that are 
evaluated under this policy. The Board reserves the right to non-renew a teacher 
evaluated under this policy. The Board reserves the right to non-renew a teacher 
evaluated under this policy in accordance with R. C. 3319 .I 1 notwithstanding the 
teacher's summative rating. 

5. In the event that state law changes the percentage of student growth standard, 
currently fifty percent (50%), to a different percentage standard, or if the 
frequency of evaluation requirement is changed by law, the parties agree that the 
law would be implemented immediately on its effective date, notwithstanding the 
above. 

ARTICLE 12(B) - EVALUATION PROCEDURE FOR NON-TEACHERS 

B. PROCEDURE 

I. Evaluator 

Evaluation of an employee shall be conducted by the employee's Immediate 
Supervisor. In the event an employee performs work under the supervision of 
more than one (I) Supervisor, one (I) Supervisor shall be designated as the 
Evaluating Supervisor. However, any Supervisor may participate in the 
observation process with prior notification to the employee. The evaluator shall 
not be a bargaining unit member. The Supervisor must be employed under a 
contract pursuant to O.R.C. 3319.01 or 3319.02 and must hold at least one(!) 
certificate named under Division (E), (F), (H), (J), or (L) of O.R.C. 3319.22. 

2. Orientation 

All employees shall be notified in writing of the name and position of the 
evaluating Supervisor within thirty (30) days of the opening of school. 
Thereafter, not later than September 15 each year, or in the case of a new teacher 
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within thirty (30) days of the first day worked, each employee shall be notified in 
writing of the name and position of the Evaluating Supervisor. 

3. Schedule for Evaluation 

All employees who are to be evaluated shall be evaluated annually between 
October 1 and April 10. 

4. Criteria For Evaluation 

Employees shall be evaluated on criteria set forth in the present evaluation 
instrument. Any changes in this instrument shall be upon mutual agreement of 
the Association and the Administration. 

C. OBSERVATIONS 

Schedule of Observations 

1. Nontenured: A minimum of three (3) formal observations shall be conducted to 
support the evaluation. A formal observation shall last a minimum of thirty (30) 
consecutive minutes. There shall be at least seven (7) days between formal 
observations, unless the employee and the evaluator otherwise agree. 

2. Tenured: A minimum of one (I) formal observation and evaluation must be 
completed every four (4) years. A formal observation shall last a minimum of 
thirty (30) consecutive minutes. There shall be at least seven (7) days between 
formal observations, unless the employee and the evaluator otherwise agree. 

3. Observation Conferences 

A post-observation conference shall be held after every formal observation. A 
copy of the written observation report shall be given to the employee at the post­
observation conference. An employee may request a formal observation at any 
time in addition to those required by this procedure. 

4. Professional Growth (See Appendices D-1, D-2, D-3) 

Employees judged to be effective on their last evaluation will be eligible for a 
Professional Growth Project. A "Professional Growth Project" is a quantifiable 
task to specifically improve professional practice. The project is to be completed 
in a twenty-four (24) month period within the four year evaluation cycle. Either 
the employee or Administration may return to the regular evaluation cycle at any 
point and time. 

D. IDENTIFICATION OF DEFICIENCIES 

1. The evaluator shall submit a written plan for correcting the deficiencies which 
shall include suggestions to the employee to correct the noted deficiencies and/or 
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ways to receive assistance. The plan shall include a reasonable time between 
observations to allow time for improvement in the areas of performance 
deficiency. 

2. Other Deficiencies 

Other deficiencies regarding the employee's failure to adhere to reasonable work 
rules or other documented deficiencies not noted during the formal observations 
must be put in writing and provided to the employee within three (3) workdays 
after the deficiency. The evaluator must include said deficiencies in any plan for 
correction of deficiencies. 

E. FINALIZATION OF EVALUATION 

1. Written Evaluation 

The evaluation is deemed completed when a copy of the formal written evaluation 
report has been given to the employee and a conference has been held between the 
employee and evaluator. 

2. Completion of Evaluation Process 

The performance evaluation of an employee shall be based upon the observations 
of the employee's performance and any documented deficiencies and shall 
acknowledge the satisfactory performance of the employee evaluated as well as 
performance deficiencies, if any. If an employee receives a "2" or "3", the 
evaluator shall note all the data used to support the conclusions reached in the 
formal evaluation report. The evaluation report shall be signed by the evaluator. 
The evaluation report will be signed by the employee to acknowledge notification 
that the evaluation will be placed on file, but the employee's signature is not to be 
construed as evidence that the employee agrees with the contents of the evaluation 
report. 

3. Response to Evaluation 

The employee shall have the right to make a written response to the evaluation 
and to have it attached to the evaluation report to be placed in the employee's 
personnel file. 

4. Personnel Action Requirements 

If the evaluator or the Superintendent decides to recommend contract nonrenewal, 
contract termination, or an extended limited contract, the employee shall be given 
written notice in accordance with Article 14 at least seven (7) calendar days prior 
to any official Board action. 
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An employee shall be entitled to Association representation at any conference 
held during this procedure in which the employee will be advised of an impending 
adverse personnel action. 

F. It is the intention of the parties that the provisions of Article 12 shall supersede all 
provisions ofO.R.C. 3319.111. 

G. The provisions of Article 12 do not apply to supplemental contracts. 

H. An Evaluation Forms Committee ("EFC'') composed of 4 members appointed by the 
Association President and 4 members appointed by the Superintendent shall be convened 
by November 1, 2010. The EFC shall examine the current observation and evaluation 
forms (Appendices E-1 and E-2), consider changes in the rating format and insure that 
the forms are consistent with the Ohio standards for educators. In addition, the EFC shall 
recommend forms for the evaluation of certified/licensed personnel other than classroom 
employees, e.g., counselors, psychologists, and may invite participation from such 
persons during that process. The EFC' s recommendations shall be submitted to the 
Labor-Management Committee by April 1, 2011. The LMC will review and possibly 
modify the EFC' s recommendations and make final recommendations to the Association 
and Board by the regular June Board meeting for approval by the Association and Board 
on or before that Board meeting. The new forms shall be implemented with the start of 
the 2011-12 school year. 

ARTICLE 13 - PERSONNEL RECORDS 

A. A teacher or his/her designee shall have the right to review the Board's personnel file 
maintained on him/her at the Board Office. 

B. Personnel files shall be reviewed in the presence of the Assistant Superintendent or 
his/her designee, at a time arranged by the Assistant Superintendent and the teacher. 

C. A representative of the Association may accompany the teacher at the teacher's 
request. 

D. Material supplied to the Administration and Board as "confidential," prior to 
employment, is not subject to inspection by the teacher. 

E. A copy of any material placed in the teacher's personnel file shall be given to the 
teacher either prior to or at the time it is entered into the file. A teacher shall be 
entitled to have included in his/her personnel file, a statement of his/her position on 
the disputed information. 

F. Any charge or complaint against a bargaining unit member made by a parent or 
community member which may be a matter of record shall be recorded in writing at 
the time the charge or complaint is lodged with the Administrator. It will include 
date(s) and details of the complaint or charge. If an Administrator feels a meeting to 
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discuss the charge or complaint is warranted, he/she shall schedule a meeting within 
five (5) days after the member's receipt of his/her copy of the charge or complaint. 

Attendance at the meeting may include but not be limited to the Administrator, 
member, member's representative(s) and/or counsel, complainant(s), and any 
witnesses whom shall be called. All meetings shall be arranged at times mutually 
agreeable. 

If, in the judgment of the Administrator, the verbal or written charge or complaint is 
not to be made a matter of record, no written entry shall be placed in the member of 
the bargaining unit member's files. 

ARTICLE 14 - NONRENEWAL 

A. DEFINITIONS 

As used in this Section: 

I. "Evaluation procedures" means the procedures adopted pursuant to Article 12. 

2. "Limited contract" means a limited contract, as described in O.R.C. 3319.08, that 
the Board enters into with a teacher who is not eligible for continuing service 
status. 

3. "Extended limited contract" means a limited contract, as described 
O.R.C. 3319.08, that the Board enters into with a teacher who is eligible for 
continuing service status. 

B. CONTINUING CONTRACTS 

It is recommended that notification be given to the Personnel Office by submitting a copy 
of the professional certificate or license. 

Teachers eligible for continuing service status in this District shall be those teachers who 
meet the requirements set forth in O.R.C. 3319.08, including holding a professional, 
permanent or life certificate or license, qualified as to certification, and who within the 
last five (5) years have taught for at least three (3) years in the District, and those teachers 
who, having attained continuing contract status elsewhere, have served two (2) years in 
the District. The Board, upon the recommendation of the Superintendent, may, at the 
time of employment or at any time within such two-year period, declare any of the latter 
teachers eligible. Each fall, teachers will be asked, as part of their completion of the 
professional records form, whether they believe they will be eligible for consideration for 
continuing contract at the April Board meeting. By February I st such teachers will 
submit the necessary documentation to the Assistant Superintendent or will submit a 
letter of their intent to complete the necessary steps ten (I 0) days prior to the April Board 
meeting. 
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1. Upon the recommendation of the Superintendent that a teacher eligible for 
continuing service status be reemployed, a continuing contract shall be entered 
into between the Board and the teacher unless the Board, by a three-fourths (3/4) 
vote of its full membership, rtj ects the recommendation of the Superintendent. If 
the Board rejects, by a three-fourths (%) vote of its full membership, the 
recommendation of the Superintendent that a teacher eligible for continuing 
service status be reemployed and the Superintendent makes no recommendation 
to the Board pursuant to Article 14, Section C, below, the Board may declare its 
intention not to reemploy the teacher by giving the teacher written notice on or 
before June 1st of its intention not to reemploy the teacher. If evaluation 
procedures have not been complied with pursuant to Article 12 or the Board does 
not give the teacher written notice on or before June 1st of its intention not to 
reemploy the teacher, the teacher is deemed reemployed under an extended 
limited contract for a term not to exceed one (1) year at the same salary plus any 
increment provided by the salary schedule. The teacher is presumed to have 
accepted employment under the extended limited contract for a term not to exceed 
one (1) year unless he/she notifies the Board in writing to the contrary on or 
before the first day of June, and an extended limited contract for a term not to 
exceed one (1) year shall be executed accordingly. Upon any subsequent 
reemployment of the teacher only a continuing contract may be entered into. 

2. If the Superintendent recommends that a teacher eligible for continuing service 
status not be reemployed, the Board may declare its intention not to reemploy the 
teacher by giving the teacher written notice on or before June J st of its intention 
not to reemploy the teacher. If evaluation procedures have not been complied 
with pursuant to Article 12 or the Board does not give the teacher written notice 
on or before June 1st of its intention not to reemploy the teacher, the teacher is 
deemed reemployed under an extended limited contract for a term not to exceed 
one (1) year at the same salary plus any increment provided by the salary 
schedule. The teacher is presumed to have accepted employment under the 
extended limited contract for a term not to exceed one (1) year unless he/she 
notifies the Board, in writing, to the contrary on or before the first day of June, 
and an extended limited contract for a term not to exceed one (1) year shall be 
executed accordingly. Upon any subsequent reemployment of a teacher only a 
continuing contract may be entered into. 

3. Any teacher receiving written notice of the intention of the Board not to reemploy 
him/her pursuant to this Section is entitled to the hearing provisions of Section G 
below. 

C. EXTENDED LIMITED CONTRACTS 

1. The Superintendent may recommend reemployment of the teacher, if continuing 
service status has not previously been attained elsewhere, under an extended 
limited contract for a term not to exceed two (2) years, provided the 
Superintendent gives the teacher written reasons directed at the professional 
improvement of the teacher on or before June 1st. Upon subsequent 
reemployment of the teacher only a continuing contract may be entered into. 
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2. If the Board takes affirmative action on the Superintendent's recommendation, 
made pursuant to paragraph 1. above, of an extended limited contract for a term 
not to exceed two (2) years, but the Board does not give the teacher written notice 
of its affirmative action on the Superintendent's recommendation of an extended 
limited contract on or before June 1 '', the teacher is deemed reemployed under a 
continuing contract at the same salary plus any increment provided by the salary 
schedule. The teacher is presumed to have accepted employment under such 
continuing contract unless he/she notifies the Board, in writing, to the contrary on 
or before the first day of June, and a continuing contract shall be executed 
accordingly. 

3. The Board shall not reject the Superintendent's recommendation made pursuant to 
paragraph 1. above, of an extended limited contract for a term not to exceed two 
(2) years except by a three-fourths (%) vote of its full membership. If the Board 
rejects, by a three-fourths(%) vote of its full membership, the recommendation of 
the Superintendent of an extended limited contract for a term not to exceed two 
(2) years, the Board may declare its intention not to reemploy the teacher by 
giving the teacher written notice on or before June I'' of its intention not to 
reemploy the teacher. If evaluation procedures have not been complied with 
pursuant to Article 12 or if the Board does not give the teacher written notice on 
or before June I" of its intention not to reemploy him/her, the teacher is deemed 
reemployed under an extended limited contract for a term not to exceed one (I) 
year at the same salary plus any increment provided by the salary schedule. The 
teacher is presumed to have accepted employment under the extended limited 
contract for a term not to exceed one (1) year unless he/she notifies the Board, in 
writing, to the contrary on or before the first day of June, and an extended limited 
contract for a term not to exceed one (1) year shall be executed accordingly. 
Upon any subsequent reemployment of the teacher only a continuing contract 
may be entered into. Any teacher receiving written notice of the intention of the 
Board not to reemploy him/her pursuant to this Section is entitled to the hearing 
provisions of Section G below. 

D. CONTINUING CONTRACT FOLLOWING EXTENDED LIMITED CONTRACT 

A teacher eligible for continuing contract status employed under an extended limited 
contract pursuant to Section C., above, is, at the expiration of such extended limited 
contract, deemed reemployed under a continuing contract at the same salary plus any 
increment granted by the salary schedule, unless evaluation procedures have been 
complied with pursuant to Article 12 and the Board, acting on the Superintendent's 
recommendation that the teacher not be reemployed, gives the teacher written notice on 
or before June I st of its intention not to reemploy him/her. A teacher who does not have 
evaluation procedures applied to him/her in compliance with Article 12 or who does not 
receive notice on or before June I st of the intention of the Board not to reemploy him/her 
is presumed to have accepted employment under a continuing contract unless he/she 
notifies the Board, in writing, to the contrary on or before the first day of June and a 
continuing contract shall be executed accordingly. 
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Any teacher receiving a written notice of the intention of the Board not to reemploy 
him/her pursuant to this Section is entitled to the hearing provisions of Section G. below. 

E. LIMITED CONTRACTS 

A limited contract may be entered into by the Board with each teacher who has not been 
in the employ of the Board for less than three (3) years and shall be entered into 
regardless of length of previous employment, with each teacher employed by the Board 
who holds a provisional or temporary certificate. 

Any teacher employed under a limited contract, and not eligible to be considered for a 
continuing contract, is, at the expiration of such limited contract, deemed reemployed 
under the provisions of this Section at the same salary plus any increment provided by the 
salary schedule unless evaluation procedures have been complied with pursuant to 
Article 12 and the Board, acting upon the Superintendent's written recommendation that 
the teacher not be reemployed, gives such teacher written notice of its intention not to 
reemploy him/her on or before June 1 ''. A teacher who does not have evaluation 
procedures applied to him/her in compliance with Article 12 or who does not receive 
notice of the intention of the Board not to reemploy him/her on or before June 1st is 
presumed to have accepted such employment unless he/she notifies the Board, in writing, 
to the contrary on or before the first day of June and a written contract for the succeeding 
school year shall be executed accordingly. Any teacher receiving a written notice of the 
intention of the Board not to reemploy him/her pursuant to this Section is entitled to the 
hearing provisions of Section G. below. 

F. EFFECT OF FAIL URE TO MAKE RECOMMENDATIONS 

The failure of the Superintendent to make a recommendation to the Board under any of 
the conditions set forth in Sections B through E, above, or the failure of the Board to give 
such teacher a written notice pursuant to Sections B through E, above, shall not prejudice 
or prevent a teacher from being deemed reemployed under either a limited or continuing 
contract as the case may be under the provisions of this Section. A failure of the parties 
to execute a written contract shall not void any automatic reemployment provisions of 
this Section. 

G. RIGHTS UPON RECEIPT OF NOTICE OF NONRENEW AL 

1. Any teacher receiving written notice of the intention of the Board not to reemploy 
him/her pursuant to Section B, C, D, or E above, may, within ten (I 0) days of the 
date on which he/she received the notice, file with the Board Treasurer, a written 
demand for a written statement describing the circumstances that led to the 
Board's intention not to reemploy the teacher. 

2. The Board Treasurer, on behalf of the Board, shall, within ten (I 0) days of the 
date on which he/she receives a written demand for a written statement pursuant 
to paragraph 1. above, provide to the teacher a written statement describing the 
circumstances that led to the Board's intention not to reemploy the teacher. 
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3. Any teacher receiving a written statement describing the circumstances that Jed to 
the Board's intention not to reemploy the teacher pursuant to Section G herein, 
may, within five (5) days of the date on which he/she received the statement, file 
with the Board Treasurer, a written demand for a hearing before the Board 
pursuant to paragraphs 4 through 6 below. 

4. The Board Treasurer, on behalf of the Board, shall, within ten (IO) days of the 
date on which he/she receives a written demand for a hearing pursuant to this 
Section G herein, provide to the teacher a written notice setting forth the time, 
date, and place of the hearing. The Board shall schedule and conclude the hearing 
within forty ( 40) days of the date on which the Board Treasurer receives a written 
demand for a hearing pursuant to Section G herein. 

5. Any hearing conducted pursuant to this Section shall be conducted by a majority 
of the members of the Board. The hearing shall be held in executive session of 
the Board, unless the Board and the teacher agree to hold the hearing in public. 
The Superintendent, Assistant Superintendent, Building Principal, teacher, and 
any person designated by either party to take a record of the hearing may be 
present at the hearing. The Board may be represented by counsel and the teacher 
may be represented by counsel or a designee. A record of the hearing may be 
taken by either party at the expense of the party taking the record. 

6. Within ten (I 0) days of the conclusion of a hearing conducted pursuant to this 
Section, the Board shall issue to the teacher a written decision containing an order 
affirming the intention of the Board not to reemploy the teacher reported in the 
notice given to the teacher pursuant to Section B, C, D, or E above, or an order 
vacating the intention not to reemploy and expunging any record of the intention, 
the notice of the intention, and the hearing conducted pursuant to this Section. 

7. A teacher may appeal an order affirming the intention of the Board not to 
reemploy the teacher to the Court of Common Pleas of Summit County within 
thirty (30) days of the date on which the teacher receives the written decision, on 
the grounds that the Board has not complied with the provisions of Article 12, or 
Article 14. 

Notwithstanding O.R.C. 2506.04, the Court, in an appeal under this Section, is 
limited to the determination of procedural errors and to ordering the correction of 
procedural errors and shall have no jurisdiction to order the Board to reemploy a 
teacher, except that the court may order the Board to reemploy a teacher in 
compliance with the requirements of Section B, C, D, or E above, when the Court 
determines that evaluation procedures have not been complied with pursuant to 
Article 9, or the Board has not given the teacher written notice on or before 
June 1st of its intention not to reemploy the teacher pursuant to Section B, C, D, or 
E above. Otherwise, the determination whether to reemploy or not reemploy a 
teacher is solely the Board's determination and not a proper subject of judicial 
review and, except as provided in this Section, no decision of the Board whether 
to reemploy or not reemploy a teacher shall be invalidated by the court on any 
basis, including that the decision was not warranted by the results of any 
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evaluation or was not warranted by any statement given pursuant to this 
Section G, paragraph 2 above. 

No appeal of an order or the Board may be made except as specified in this 
Section. 

H. NOTICES 

1. In giving a teacher any notice required by Section B, C, D, or E above, the Board 
or Superintendent shall do either of the following: 

a. Deliver the notice by personal service upon the teacher; 

b. Deliver the notice by certified mail, return receipt requested, addressed to 
the teacher at his/her place of employment and deliver a copy of the notice 
by certified mail, return receipt requested, addressed to the teacher at 
his/her place of residence. 

2. In giving the Board any notice required by Section B, C, D, or E above, the 
teacher shall do either of the following: 

a. Deliver the notice, by personal delivery, to the office of the 
Superintendent during regular business hours; 

b. Deliver the notice by certified mail, return receipt requested, addressed to 
the office of the Superintendent and deliver a copy of the notice by 
certified mail, return receipt requested, addressed to the Board President at 
his/her place of residence. 

3. When any notice and copy of the notice are mailed pursuant to this Section H, 
paragraphs I. or 2. above, the notice or copy of the notice with the earlier date of 
receipt shall constitute the notice for the purposes of Section B, C, D, or E above. 

I. The provisions of this Article shall not apply to any supplemental written contracts 
entered into pursuant to O.R.C. 3319.08. 

J. The provisions of this Article shall not apply to any substitute teacher and shall not apply 
to any tutor. 

K. It is the intention of the parties that the provisions of this Article shall supersede all 
provisions ofO.R.C. 3319.11. 
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A. 

ARTICLE 15 - HEAL TH AND SAFETY 

MAINTENANCE OF HEALTH AND SAFETY 

The Board shall be responsible to ensure and maintain conditions of employment that are 
free of hazards that are causing or are likely to cause serious physical harm to employees. 
The Board retains exclusive authority to adopt and implement policies and procedures 
required by 0.R.C. Chapter4167, by the division of Occupational Safety and Health, by 
the Public Employee Risk Reduction Advisory Commission, and/or any other rules and 
regulations adopted under the authority of Chapter 4167. 

B. NOTIFICATION 

1. Except for a condition which the teacher, acting in good faith, reasonably believes 
presents an imminent danger of death or serious harm to him/her, a teacher should 
report an alleged health or safety violation to his/her principal within two (2) days 
of the alleged violation. 

2. Before exercising his/her right to refuse to work because of a condition which the 
teacher acting in good faith reasonably believes presents an imminent danger of 
death or serious harm to him/her, the teacher must immediately notify his/her 
Supervisor of the condition. The teacher may be temporarily reassigned while the 
condition is being investigated and/or ameliorated. 

C. NO REPRISALS 

There shall be no reprisals, restraints, interference, coercion, or discrimination against an 
employee for filing a report of an unsafe or unhealthy condition, for refusing to work 
under conditions that the public employee reasonably believes presents an imminent 
danger, or for any other participation in the Health and Safety Program. 

D. HEALTH SUPPLIES 

I . The Board shall ensure that in the main office of each building and in every lab, 
there shall be adequate first aid kit(s) which shall be maintained. 

2. The Board shall provide on every floor of every building, an adequate supply of 
disposable rubber gloves. 

E. INOCULATIONS 

I. The Board shall provide on site free-of-charge Hepatitis B inoculations to any 
bargaining unit member who so desires such inoculation. 

2. The Board shall provide on an annual basis on-site flu shots, pneumonia shots and 
measles/mumps boosters, when available through Summit County Health 
Department, to any bargaining unit member who so desires. NHEA bargaining 
unit members will be responsible for fifty percent (50%) of the cost. 
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ARTICLE 16- LOCAL PROFESSIONAL DEVELOPMENT COMMITTEE 

A. PURPOSE 

A Local Professional Development Committee (LPDC) shall be established to review 
professional development plans composed of course work, continuing education units 
(CEU), and other equivalent activities and to approve District programs for CEU credit. 

B. COMMITTEE MEMBERS 

The LPDC shall have four (4) teacher members appointed by the NHEA President and 
three (3) members appointed by the Superintendent. Vacancies in membership shall be 
filled in the same fashion. However, when a professional development plan of an 
administrator is being considered, one of the teacher members shall not participate and an 
additional administrator, appointed by the Superintendent, shall become a member of the 
committee for purposes of considering the administrator's plan. 

C. TERM OF OFFICE 

The term of office for LPDC members shall be three (3) years for teachers and 
administrators. 

D. CHAIRPERSON 

The committee chairperson shall be determined by majority vote of the committee 
members. 

E. DECISION MAKING 

Decisions shall be made by majority vote of the committee members present, with a 
quorum consisting of five (5) members. The LPDC shall meet over the summer as 
needed to be sure to approve course work for licensure in a timely manner. 

F. COMPENSATION 

The committee chairperson shall be paid a supplemental contract at .075 of the BA base 
salary, while individual committee members shall receive a supplemental contract at the 
rate of .060 of the BA base salary. The Board/NHEA may modify the compensation for 
LPDC members as might be agreed upon by negotiators representing the Board and the 
Association. 

G. TRAINING 

1. New committee members in subsequent years shall be granted release time for 
training. 

2. LPDC members shall be reimbursed for actual and necessary expenses incurred as 
part of training. 
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H. BOARD SUPPORT 

The Board will provide the committee with meeting space and secretarial support. 

I. EVALUATION IMPACT 

Evaluation of a teacher shall not be affected by the teacher's IPED nor by the LPDC 
process. 

J. APPEALS 

In the event the committee does not approve an Individual Professional Development 
Plan (IPDP), the certificated employee may appeal such denial in writing to the 
committee chairperson within twenty (20) calendar days of such denial. Similarly, 
should the committee refuse to approve a request for CEU credit, the affected 
employee(s) may appeal said denial in writing to the chairperson within twenty (20) 
calendar days of such denial. If the committee within ten (I 0) calendar days of the 
chairperson's receipt of the appeal does not reverse its decision, the affected employee(s) 
may initiate, in writing and directed to the committee chairperson, a decision on the 
appeal. That final and binding decision will be rendered by a three (3) person panel, with 
one (I) member chosen by the affected employee, one (I) person chosen by the 
Superintendent, and a third person chosen by the NHEA President. All appeal panel 
members must hold a current Ohio Department of Education certificate or license. 

ARTICLE 17 - CONTRARY TO LAW/STATE STANDARDS 

If any provision or application of this Master Agreement is determined by a court, by an act of 
the Federal and/or State legislature, or by regulations or orders issued by Federal or State 
authorities, to be contrary to law, that provision shall be considered null and void to the extent 
specifically prohibited, but all other provisions herein shall continue in full force and effect. If a 
provision becomes unworkable due to its being contrary to law, such action shall be reason for 
either party to consider reopening negotiations on that provision in an attempt to obtain a 
workable provision within the established legal structure. 

ARTICLE 18- GENERAL 

A. The Board of Education of the Nordonia Hills City School District retains and reserves 
unto itself all authority conferred upon and vested into it by the statutes of the State of 
Ohio and Federal Constitutions. The exercise of this authority, the adoption of policies, 
and the use of judgment and discretion in connection therewith, shall be limited only by 
the specific and express terms of this Master Agreement. 

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

C. Nothing included in this Master Agreement shall restrict or deny to any member of the 
bargaining unit, rights provided by law or by statutes, rulings, and regulations of the State 
or Federal governments. 

D. The Board shall change its Personnel Policies and Practices as may be necessary to give 
full force and effect to this Master Agreement. 

E. Except as specified in Article 15 (Health and Safety), Section C (No Reprisals), the 
Association and its members hereby affirm that they will not sanction, engage in, 
encourage or participate in any type of strike, work stoppage, or any other type of activity 
which results in a reduction of the regular professional duties or employment obligations, 
until or unless the expiration date of this Master Agreement or any part thereof. 

This provision shall not preclude any members of the bargaining unit from taking any 
necessary actions to protect their personal health or safety, or the health or safety of 
others. 

F. Copies of this Negotiated Contract shall be printed on a shared expense basis between the 
Association a.nd the Board. The share of expenses, method of printing, and the number of 
copies to be printed shall be agreed upon. The Association shall be given the number of 
copies agreed upon. 

ARTICLE 19 - CREDIT FLEXIBILITY PROGRAM 

The parties agrees to establish a committee of six (6) persons, three (3) appointed by the 
Superintendent and three (3) appointed by the Association President, to study and make 
recommendations regarding the credit flexibility program in the District. 
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ARTICLE 20-DURATION 

This Agreement shall be effective August 16, 2014 with compensation changes effective with the 
first day worked, under teaching, supplemental, or extended time contract, of the school yem; 
and remain in effect through June 30, 2017. 

FOR THE ASSOCIATION 

Anne Iskra, Vice President 

Renee Ventre, Negotiation Team Member 

.~i,£, OJ~i / __ 
Betli Chandler-Marks, Consulten~ OEA 

/ 

FORTHEBOARD 

Karen E. Obtratil, Treasurer 

/MJ-~c 
Donna Bambie, Building Administrator 



APPENDIX A-1 

GRIEVANCE PROCEDURE FORM 

Aggrieved Person, Persons, and/or Association------------------

Address ---------------- Phone __________ _ 

School -------------- Principal ____________ _ 

Date Grievance Occurred ------- Date of Formal Filing _______ _ 

Person or Persons to Whom Grievance is Directed -----------------
Initiated on Level ----------

Statement of Grievance: ---------------------------

State the exact Master Agreement Article number and subsection thereof which you believe is 

being violated: ------------------------------

Action Requested: ---------------------------

Date you have discussed this with your Immediate Supervisor? 

Grievant 
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APPENDIX A-2 

GRIEVANCE DECISION FORM 

LEVEL ONE (Formal) DECISION __________________ _ 

Date _________ Signature--------------------
Administrative Representative 

Date _________ Received By __________________ _ 

Aggrieved and/or Association Representative 

LEVEL TWO (Formal) DECISION------------------

Date _________ Signature ___________________ _ 
Administrative Representative 

Date _________ Received By __________________ _ 
Aggrieved and/or Association Representative 

LEVEL THREE (Formal) DECISION _________________ _ 

Date _________ Signature--------------------
Administrative Representative 

Date _________ Received By __________________ _ 
Aggrieved and/or Association Representative 

(Where decision requires additional space, attach pages as necessary.) 
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NORDONIA HILLS CITY SCHOOLS 

CATASTROPHIC LEAVE DONATION 

APPENDIXB 

I hereby agree to donate ---------- L_) days of my Sick Leave for the 

catastrophic illness of I understand that I cannot 

donate more than five ( 5) days, and the days that I have donated will not be returned. 

Signature 

Social Security Number 

Date 
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APPENDIXC 

EMPLOYMENT PLANS FOR NEXT SCHOOL YEAR 

All persons under contract as teachers or principals are asked to complete this form. If you wish to be reappointed 
to your current position. there is no need to submit this form. Otherwise, please return the completed form to the 
Principal's Office. The information is for the confidential use of the administrators and will allow us to assess the 
staffing needs based on student enrollment, without creating unnecessary anxiety among staff If you hope for a 
building or grade level change, you should submit your request on this form even if there is not a current opening for 
your request. 

D 

D 

D 

D 

D 

D 

I wish a building transfer. My preference is ___________ _ 

I wish a grade level transfer. My preference is -----------

I am planning to voluntarily retire under the provisions of the Ohio State Teacher's Retirement 

System. (An official letter to the Board is required stating that you are voluntarily retiring. If this 
letter is submitted to the Personnel Office irrevocably by February I, you will receive an 
additional $1,000 in your severance). 

At this time I am undecided about my future plans. 

I am planning to voluntarily resign my position. (An official letter to the Board is required.) 

Other preferences: Describe--------------------------

Signature 

Building 

Date 

Teachers are requested to return this form to the Principal's Office by January 31. Principals, please return to me 
immediately. 

As indicated above, this is an unofficial tally. Those staff retiring or resigning would still find it necessary to 
formally submit a letter to the Board. 
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APPENDIXD 

NHEASALARYSCHEDULEINDEX 

YEARS BS BS+15 BS+30 MAST MA+15 MA+30 PhD 

STEPO 1.0000 1.0250 1.0600 1.0950 1.1100 1.1350 1.1600 

STEP 1 1.0500 1.0800 1.1200 1.1600 1.1800 1.2100 1.2350 

STEP 2 1.1000 1.1350 1.1800 1.2250 1.2500 1.2850 1.3100 

STEP 3 1.1500 1.1900 1.2400 1.2900 1.3200 1.3600 1.3900 

STEP4 1.2000 1.2450 1.3000 1.3550 1.3900 1.4350 1.4650 

STEP 5 1.2500 1.3000 1.3600 1.4200 1.4600 1.5100 1.5400 

STEP 6 1.3000 1.3550 1.4200 1.4850 1.5300 1.5850 1.6200 

STEP 7 1.3500 1.4100 1.4800 1.5500 1.6000 1.6600 1.6950 

STEP 8 1.4000 1.4650 1.5400 1.6150 1.6700 1.7350 1.7700 

STEP 9 1.4500 1.5200 1.6000 1.6800 1.7400 1.8100 1.8500 

STEP 10 1.5000 1.5750 1.6600 1.7450 1.8100 1.8850 1.9250 

STEP 11 1.5500 1.6300 1.7200 1.8100 1.8800 1.9600 2.0000 

STEP 12 1.6000 1.6850 1.7800 1.8750 1.9500 2.0350 2.1000 

STEP 13 1.6500 1.7400 1.8400 1.9400 2.0200 2.1100 2.1550 

STEP 14 1.6800 1.7700 1.8700 1.9700 2.0500 2.1400 2.1850 

STEP 17 1.7200 J.8100 1.9100 2.0100 2.0900 2.1800 2.2450 

STEP 21 1.9500 2.0500 2.1300 2.2200 2.2850 

STEP 25 1.9900 2.0900 2.1700 2.2600 2.3250 

STEP 29 2.0300 2.1300 2.2100 2.3000 2.3650 
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APPENDIX D-1 

NHEASALARYSCHEDULE 
Effective August 15, 2014 

YEARS BS BS+15 BS+30 MAST MA+15 MA+30 PhD 

STEP 0 37,632 38,573 39,890 41,207 41,772 42,712 43,653 

STEP I 39,514 40,643 42,148 43,653 44,406 45,535 46,476 

STEP 2 41,395 42,712 44,406 46,099 47,040 48,357 49,298 

STEP 3 43,277 44,782 46,664 48,545 49,674 51,180 52,308 

STEP 4 45,158 46,852 48,922 50,991 52,308 54,002 55,131 

STEP 5 47,040 48,922 51,180 53,437 54,943 56,824 57,953 

STEP 6 48,922 50,991 53,437 55,884 57,577 59,647 60,964 

STEP 7 50,803 53,061 55,695 58,330 60,211 62,469 63,786 

STEP 8 52,685 55, 131 57,953 60,776 62,845 65,292 66,609 

STEP 9 54,566 57,201 60,211 63,222 65,480 68,l 14 69,619 

STEPIO 56,448 59,270 62,469 65,668 68,114 70,936 72,442 

STEP 11 58,330 61,340 64,727 68,114 70,748 73,759 75,264 

STEP12 60,211 63,410 66,985 70,560 73,382 76,581 79,027 

STEP 13 62,093 65,480 69,243 73,006 76,017 79,404 81,097 

STEP14 63,222 66,609 70,372 74,135 77,146 80,532 82,226 

STEP17 64,727 68,114 71,877 75,640 78,651 82,038 84,484 

STEP 21 73,382 77,146 80,156 83,543 85,989 

STEP 25 74,888 78,651 81,661 85,048 87,494 

STEP 28 76,393 80,156 83,167 86,554 89,000 
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APPENDIX D-2 
NHEASALARYSCHEDULE 

Effective August 15, 2015 

YEARS BS BS+15 BS+30 MAST MA+15 MA+30 PhD 

STEP 0 38,385 39,345 40,688 42,032 42,607 43,567 44,527 

STEP I 40,304 41,456 42,991 44,527 45,294 46,446 47,405 

STEP 2 42,224 43,567 45,294 47,022 47,981 49,325 50,284 

STEP 3 44,143 45,678 47,597 49,517 50,668 52,204 53,355 

STEP 4 46,062 47,789 49,901 52,012 53,355 55,082 56,234 

STEP 5 47,981 49,901 52,204 54,507 56,042 57,961 59, I 13 

STEP 6 49,901 52,012 54,507 57,002 58,729 60,840 62,184 

STEP 7 51,820 54,123 56,810 59,497 61,416 63,719 65,063 

STEP 8 53,739 56,234 59,113 61,992 64,103 66,598 67,941 

STEP 9 55,658 58,345 61,416 64,487 66,790 69,477 71,012 

STEP JO 57,578 60,456 63,719 66,982 69,477 72,356 73,891 

STEP 11 59,497 62,568 66,022 69,477 72,164 75,235 76,770 

STEP 12 61,416 64,679 68,325 71,972 74,851 78,113 80,609 

STEP 13 63,335 66,790 70,628 74,467 77,538 80,992 82,720 

STEP 14 64,487 67,941 71,780 75,618 78,689 82,144 83,871 

STEP 17 66,022 69,477 73,315 77,154 80,225 83,679 86,174 

STEP 21 74,851 78,689 81,760 85,215 87,710 

STEP 25 76,386 80,225 83,295 86,750 89,245 

STEP 28 77,922 81,760 84,831 88,286 90,781 
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APPENDIX D-3 

NHEASALARYSCHEDULE 
Effective August 15, 2016 

YEARS BS BS+15 BS+30 MAST MA+15 MA+30 ~ 

STEP 0 39,153 40,132 41,502 42,873 43,460 44,439 45,417 

STEP I 41,111 42,285 43,851 45,417 46,201 47,375 48,354 

STEP 2 43,068 44,439 46,201 47,962 48,941 50,312 51,290 

STEP 3 45,026 46,592 48,550 50,507 51,682 53,248 54,423 

STEP 4 46,984 48,745 50,899 53,052 54,423 56,185 57,359 

STEP 5 48,941 50,899 53,248 55,597 57,163 59,121 60,296 

STEP 6 50,899 53,052 55,597 58,142 59,904 62,058 63,428 

STEP 7 52,857 55,206 57,946 60,687 62,645 64,994 66,364 

STEP 8 54,814 57,359 60,296 63,232 65,386 67,930 69,301 

STEP 9 56,772 59,513 62,645 65,777 68,126 70,867 72,433 

STEP IO 58,730 61,666 64,994 68,322 70,867 73,803 75,370 

STEP 11 60,687 63,819 67,343 70,867 73,608 76,740 78,306 

STEP12 62,645 65,973 69,692 73,412 76,348 79,676 82,221 

STEP 13 64,602 68,126 72,042 75,957 79,089 82,613 84,375 

STEP14 65,777 69,301 73,216 77,131 80,264 83,787 85,549 

STEPl7 67,343 70,867 74,782 78,698 81,830 85,354 87,898 

STEP 21 76,348 80,264 83,396 86,920 89,465 

STEP 25 77,914 81,830 84,962 88,486 91,031 

STEP 28 79,481 83,396 86,528 90,052 92,597 

MEMORANDUM OF UNDERSTANDING 
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In the event the administration determines to add licensed personnel to perform in the capacity of 
tutors/small group instructors, the Superintendent shall ask the NHEA President to appoint 
representatives of the Association to meet with representatives of the Board to consider the 
duties which might be assigned to such persons, the qualifications to be required of the 
candidates and the salaries to be associated with such positions. The committee shall submit its 
report and recommendations to the LMC within thirty (30) days of the request of the 
Superintendent to the Association President. Tiiat timeline may be extended by mutual 
agreement. 

The current 2009-2010 tutor seniority list shall be merged with the 2009-2010 teacher seniority 
list to make one seniority list. Forevermore, if the position of ''tutor" is activated then the 
seniority list will be kept in accordance with §9.01311. 
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( MEMORANDUM OF UNDERSTANDING 

The Association and the Board discussed the implications of credit flexibility as provided for in 
SB 311 and the impact its implementation might have on the teachers of the Nordonia Hills City 
School District. Since this new law raises a number of concerns that are unknown at this time, 
the Association and the Board agree to review in good faith situations as they arise to clarify 
such issues as teacher of record, teacher work load and accountability. Nothing set forth here is 
intended to interfere with the rights of either party under O.R.C. Chapter 4117. 
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OEA 
OHIO EDUCATION ASSOCIATION 

Rebecca L Higgins, President 
Scott W. DiMauro, Vice President 

Tim Myers, Secretary-Treasurer 
Sheryl Mathis, Executive Director 

The Ot.A will lead the way for continuous in1provement of public education while advocating.for nJen1hers and the learners the_v serve. 

State Employment Relations Board 
65 E. State St., 1ih Floor 
Columbus, OH 43215-4213 

Re: Case No. 2014-MED-04-0666 
Nordonia Hills Education Association 
- and -
Nordonia Hills City School District 

Contract Settlement 

Dear Board Members: 

October 13, 2014 

Please be advised that the Nordonia Hills Education Association, affiliated with the Ohio 
Education Association (OEA) and the National Education Association (NEA), and the 
Nordonia Hills City School District have successfully completed negotiations and ratified 
a new Collective Bargaining Agreement, a copy of which is enclosed herewith. 

BCM/dm 

Very truly yours, 

~~-~)~ 
Beth Chandler-Marks 
Labor Relations Consultant 

Enclosure (Collective Bargaining Agreement) 
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