AGREEMENT

Between the

PIQUA CITY SCHOOL DISTRICT

and the

PIQUA EDUCATION ASSOCIATION

August 1, 2020 — July 31, 2023




ARTICLE I

Section

ARTICLE I¥

Section

ARTICLE HI

Section

TABLE OF CONTENTS

COLLECTIVE BARGAINING PROVISIONS

Q= mg oW

Exclusive Representative Challenge
Bargaining Unit

Scope of Negotiations

Initiation of Negotiations
Bargaining Procedure

Agreement

Impasse

GRIEVANCE PROCEDURE

A.

S

Philosophy
Grievance Defined
Procedure
Definitions

Conditions

COMPENSATION

~zm o mEUO® R

2 5 -

Salary

Professional Growth Reimbursement
Longevity

Payroli Deductions

Severance Pay

Contribution to Retirement System
Workers” Compensation

Electronic Payroll

Fees for Physicals for Van Certification and BCI Check
For Coaches

Board Match for 403b
Board Reimbursement

Change in Degree Allowance

. Attendance Incentive

PAGE

N BN o B s N

10
10
10
11
11

13
14
14
15
15
16
16
16
17

17
17
17
17



ARTICLE IV

Section

ARTICLEV

Section

ARTICLE VI

Section

ARTICLE VII

ARTICLE VIII

INSURANCE

mommy oz e

Life Insurance

Health Insurance

Dental Insurance

Vision Insurance

Insurance Study Committee
District Wellness Committee
Flexible Spending Account

State and Federal Law Compliance

SHARED FILES

@ mUawpe

Concept

Types of Files
Treasurer’s Personnel File
Public Review of Files
Information in Files
Official Information

Access to Files

LEAVE

ZZg A" mommYgow

Personal Leave

Military Leave

Sick Leave

Catastrophic Leave Bank

Assault Leave

Child Care/Maternity Leave of Absence
Child Care/Maternity Sick Leave
Absence for Professional Meeting
Sabbatical Leave

National and State Officer Leave
Leaves of Absence — Illness in Family

Absences Without Pay

. Court Appearances

FMI.A Benefits

SENIORITY LIST

REDUCTION IN FORCE TEACHERS

3

19
19
20
20
20
20
20
21

22
22
22
22
23
23
23

24
25
25
26
26
26
27
27
28
28
29
29
29
29

31



ARTICLE IX

ARTICLE X

Section

ARTICLE XI

ARTICLE XI1

ARTICLE XTII

ARTICLE X1V

ARTICLE XV

ARTICLE XVI1

ARTICLE XVI1

ARTICLE XVIII

ARTICLE XIX

ARTICLE XX

ARTICLE XXI1

ARTICLE XXII

CONTRACT STATUS —- NONTENURED TEACHERS

VACANCY AND TRANSFER

A. Intent Form

B. Vacancy and Transfer

REHIRING RETIRED STAFF MEMBERS

CONTRACT DAY AND CONFERENCES

EMERGENCY CHILD CARE

CLASS SIZE

JOB DESCRIPTIONS

EVALUATIONS

DRUG FREE WORK PLACE - EMPLOYEE
ALCOHOL AND OTHER DRUG POLICY

DRESS CODE

SEXUAL HARRASSMENT

INTERNET, SOFTWARE, EMAIL & LOCAL/

WIDE AREA NETWORK USE AND PRACTICES

AND PROCEDURES

ACADEMIC FREEDOM

NON-DISCRIMINATION

33

37

37

39

40

42

43

45

46

48

49

50

51

52

53



ARTICLE XXIIT ASSOCIATION RIGHTS

Section A
B.
C.

~E e mmoo

Use of Building & Equipment by Association

Use of Mail Boxes & Bulletin Boards by Assn.

Substitute Teacher Costs for Delegates to
OEA Representative Assembly

Board Meeting Agenda Advance Copy
Printing and Distribution of Agreement
Calendar Committee

Labor Management Commitlees
Release Time

Local Professional Development Committee

ARTICLE XXIV AGENCY FEE

ARTICLE XXV  MANAGEMENT RIGHTS

ARTICLE XXVI PROGRESSIVE DISCIPLINE

ARTICLE XXVII LEAST RESTRICTIVE ENVIRONMENT

ARTICLE XXVIII VIOLENCE IN WORKPLACE

ARTICLE XXIX COLLEGE CREDIT PLUS

ARTICLE XXX  RESIDENT EDUCATOR

ARTICLE XXXHII COMPLAINTS AGAINST TEACHERS/COACHES

ARTICLE XXXI GENERAL PROVISIONS AS TO AGREEMENT
Section A.
B.
C.

mHo o aw e

Purpose
Definitions
Mentor
Compensation
Resident Educator

Protections

Inclusive Clause
Contrary to Law Provision

Duration of Agreement

54
54
54

54
54
54
54
55
55

56

57

58

59

60

61

62

62

62

62

63

63

64

65

65
65



SCHEDULES AND EXHIBITS

Exhibits

L Grievance Report Form
1. Intent Form

I1. Appraisal Documents

Nursing Evaluation
Guidance Evaluation

Iv. Application for Assault Leave

V. Application of Reimbursement of Course

VL. Integrated Benefit Program

VII.  Emergency Period substitute/Internal Substitute Pay Voucher

VIII.  Staff Development Program Guidelines
Commonly Asked Questions about Piqua’ Staff Development Program
Staff Development Credit Request Form

IX. Sick Leave Bank Guidelines

Schedules

Payment Schedule for Supplemental Contracts
Salary Schedule: 2020-2021

Supplemental Satary Schedule: 2020-2021
Salary Schedule: 2021-2022

Supplemental Salary Schedule: 2021-2022
Salary Schedule: 2022-2023

Supplemental Salary Schedule: 2022-2023

omE D Oo®E oy



AGREEMENT

The Piqua City School District Board of Education, also hereafter called "Board" and the Piqua Education Association, an
affiliate with the Ohio Education Association and National Education Association, also hereafter called the "Association”
have reached agreement on various matters and wish to put their agreement in writing.

In consideration of their mutual promises the parties agree to the following:

ARTICLE I
COLLECTIVE BARGAINING PROVISIONS

Section A, Exclusive Representative; Challenge

L.

The parties hereby acknowledge that the Association is presently the exclusive representative under ORC Chapter 4117
for the bargaining unit hereinafter defined.

The status of the Association as exclusive representative for the bargaining unit may be challenged by another employee
organization in accordance with the procedures set forth in ORC Chapter 4117.

Section B. Bargaining Unit

1.

The Bargaining unit shall consist of certified staff employed under the following job classifications: Classroom Teacher,
School Nurses, Guidance, Title I, and Speech and Hearing Therapists. The use of the title "staff member” in this
agreement shall be interpreted so as to refer only to bargaining unit members.

The following certified positions shall be excluded from the bargaining unit: Superintendent, Assistant Superintendent,
Administrative Assistants, Directors, Principals, Assistant Principals, School Psychologists, Substitutes, Tutors, Home
Instructors, and holders of other positions whose duties are deemed supervisory under the provisions of Ohio Revised
Code Section 4117.01.

Section C. Scope of Negotiations

The scope of negotiations shall be all matters pertaining to wages, hours, or terms and other conditions of employment and
the continuation, modification, or deletion of an existing provision of this collective bargaining agreement.

Section D). Initiation of Negotiations

1

If either party wishes to negotiate items which are subjects of bargaining as defined by Section C above, it shall notify
the other party, no later than January 10 of the calendar year in which this Agreement is set to expire. The Association
shall direct such notice to the Superintendent, and the Board shall direct any such notice to the President of the
Association, Such notice shall be accompanied by a list of the members of the negotiations team.

Within ten (10) days after receipt of such notice or any other mutually agreed upon time, an initial meeting will be held
at which time both parties will submit fully written proposals for modifications to the negotiated agreement. No
additional proposals may be submitted after the initial exchange, absent a mutual agreement to add such proposal 1o the
agenda for negotiations.

The chief negotiators for the parties shall arrange a place, date and time for the commencement of negotiations, and
shall determine which type of bargaining procedure, either Traditional or Interest-Rased Bargaining will be used. This
shall be done no earlier than January 20 of the calendar year in which this Agreement is to expire and no later than the
first working day in February of such vear.

Section E. Bargaining Procedure

Depending upon which type of bargaining the negotiations teams choose, the following rules and procedures shall govern
the bargaining process:




1. Traditional Bargaining
a. DBargaining Teams

The Board and the Association may each appoint no more than five (5) persons to serve on the negotiations
team 1o sit at the table. No more than one (1) additional member who is not a board employee such as an official
representative of the membership or legal counsel. The parties may also appoint one (1) permanent observer,
who shall not sit at the table except as permitted below. Each party shall continue throughout the negotiations
period with the same number of members. In the event a team member cannot fulfill his/her responsibility the
permanent observer shall sit at the table as a member.

Both parties may mutually agree to invite additional persons of interest to help facilitate the negotiations process.
b. Bargaining Definitions

(1) Caucus — either bargaining team may call for a caucus during a bargaining session. A caucus shali be
for a period not to exceed thirty (30) minutes unless mutually agreed upon.

(2) Recess — a recess in the bargaining session may be called for by either team when it is determined that
further progress cannot be made at the present session. A recess shall not commence until the time, place,
and date have been established for the next session, which shali not be longer than seven (7) calendar days
from the present session, unless an extension beyond the seven (7) calendar days is mutnally agreed upon,
No session shall exceed two (2) hours unless extended by mutual agreement.

(3) Ad Hoe Committee — ad hoc committees may be created by the bargaining teams to study a given
area and make a report at a specified time as directed by the teams.

{(4) Exchange of Information -— The Board and the Association agree to provide, upon written request by
the Association president or chief negotiator to the Superintendent or by a writien request by the
Superintendent to the Association president, routinely prepared materials which may be pertinent to
subjects which might be discussed during negotiations.

(5) Progress Reports — cach bargaining team shall be responsible to make periodic progress reports to the
respective pasty they represent during the bargaining period. The parties to this agreement further agree that
while negotiations are in progress, any release prepared for the news media shall be jointly issued. Once
impasse has been declared by either party, such limitation shail be waived; however, press releases should
be provided to the other party, as a courtesy, at the time of release.

(6) "Good Faith" Bargaining — good faith requires that the Association and the Board be willing to consider
egach other's negotiable proposals with an intent to reach agreement.

(7) Bargaining — all bargaining shall be done in executive session.

(8} Consultants — either bargaining team may utilize the assistance of consultants at any session to assist in the
process. Consultants are persons with expertise in a specific field (dental, optical, etc.) who could offer
information to both parties that would be helpful in the negotiations process. Cost of such consultants shall
be borne by the team utilizing such consultants. The consuitants shall not have the privilege of
communicating or participating in negotiations while the teams are at the table except as otherwise provided.

(9} Length of the Bargaining Period — the bargaining period shall be forty-five (45) calendar days from the
first bargaining session. The length of the bargaining period may be extended by twenty (20} calendar days
at the request of either party or extended to any length by mutual agreement of both parties.

{(10) Tentative Agreement — negotiation items shall be reduced to writing and initialed by representatives of
each party at the time a tentative agreement is reached on such item.

2. Interest-Based Bargaining
At its most fundamental level Interest Based Bargaining (IBB) can be defined as an alternative style of negotiation

that trained negotiators use 1o achieve positive results for both parties. It is a style that uses principles, assumptions,
steps, and techniques that are distinctly different from traditional adversarial bargaining.



a. RBargaining Teams
The Board and the Association may each appoint no more than five (5} persons to serve on the negotiations
teams with all members being employees of the Board. It will be required that all team members be trained in
the use of 1BB.

b.  Ground Rules
Prior to bargaining, the parties need to reach agreement on:

(1) Ground rules under which the bargaining will be conducted.

(2) Ground rules providing for a smooth transition to traditional bargaining without
litigation in the event that the IBB process breaks down.

(3) Exchange of issues to be bargained including grouping and sequencing.

Section F. Agreement

1.

Preparing Issues for Presentation to the Bargaining Unit and Board for Approval—when agreement has been obtained
on all issues submitted to the bargaining process, or issues have otherwise been resolved, the agreements shall be
reduced to writing, be signed by members of the bargaining teams and presented to the bargaining unit within fifteen
(15) calendar days of the final bargaining session for its approval. The Agreement will also be forwarded to the Board.

The Agreement as to each issue shall include the following provisions in Writing:
a. Provision of the agreement
b. Date that said provisions are to be implemented

Once the agreement has been approved by the bargaining unit it shall be submitted to the Board for consideration at its
next regular or special meeting, but no later than ten (10} calendar days after its approval by the Association. When
approved by both parties, the Agreement shall be signed by the President of the Association and the Board, as well as
any other individuals as may be designated by the parties on the signature page. Once executed, the agreement shall be
entered into the official minutes of the Board.

Agreements reached hereunder shall be binding for not less than one (1) year from the date of implementation. The
bargaining unit and its members shall not withhold services from the Board at any time during an unexpired negotiated
Agreement.

Section G. Impagse

Once impasse has been declared the parties will jointly request the assistance of the Federal Mediation and Conciliation
Service to assist the parties in the resolution of the impasse in negotiations. Mediation shall begin as soon as the mediator
can be available and shall continue until the expiration of this Agreement, and if the parties mutually agree, may continue
thereafter. The cost of mediation, if any, shall be shared by the Board and the Association.




ARTICLE II
GRIEVANCE PROCEDURE

Section A. Philosophy
The purpose of a grievance procedure is to secure, at the first possible administrative level, equitable solutions to grievances.

Section B. Grievance Defined

A grievance is 2 complaint by a staff member or group of staff members (as defined in Section E [11] below), involving the
alleged violation, misinterpretation or misapplication of the written provisions of this Agreement.

The Association may file a grievance as a representative of a group of staff metmbers provided that the individuals who have
ailegedly been adversely affected are identified by the Associatien (e.g. name, the teachers at school, the speech and

hearing specialists). The Association may not file an anonymous gricvance.

Section C. Procedure

Step 1.

A staff member employed by the Board with an alleged grievance shall first complete Step | Section A of the Grievance
Report Form (Exhibit [) for the initial meeting and discuss it with his/her Principal/Supervisor. The two of them shall attempt
to resolve it. The staff member may ask any district employee to attend this meeting. This initial meeting must be requested
within fifteen (15) working days from the date the staff member was allegedly aggrieved or the grievance shall be considered
waived. Step 1 Section B of the Grievance Report form shall be completed by the Principal/Supervisor within three (3)
working days of the initial meeting.

Step 2.

Ifthe grievance is not resolved to the grievant's satisfaction through Step 1, and if the grievant wishes to pursue the grievance,
the completed Grievance Report Form shall be submitted personally to the grievant's immediate Principal/Supervisor or the
Principal/Supervisor's secretary within five (5) working days after the completion of Step 1. If the immediate
Principal/Supervisor is absent from the district, the timeline will be suspended until his/her return or the appoinsment of an
{nterim replacement. Within three (3) working days after receipt of the Grievance Report Form the Principal/Supervisor
shall convene a hearing and meet with the grievant. At the grievant's option the grievant may be accompanied by an
Association representative. The Principal/Supervisor shall write a disposition of the grievance within three (3) working days
after such meeting by completing the Grievance Report Form and returning the originai copy to the grievant. A copy of such
shall also be sent to the Association Representative,

Step 3.

In the event that the grievant is not satisfied with the disposition of the grievance in Step 2, the grievant may file the
Grievance Report Form with the Superintendent personally or the Superintendent's secretary.

The filing of such grievance shall take place within five (5) working days after the conclusion of Step 2. Days that the
Superintendent/Designee is absent from the district shall not be counted towards the number set forth above.

The Superintendent/Designee will within five (5} working days conduct a hearing concerning the grievance. Participants at
the hearing may include the Superintendent/Designee, the Principal/Supervisor, the grievant, the Association representative,
the Association President, and any other staff members who is able to provide pertinent information to resolve the grievance.
Within seven (7} working days from the close of the hearing, the Superintendent/Designee shall issue a written decision to
the grievant with a copy to the Association Representative and Association President.

Step 4.

If the grievant is not satisfied with the disposition of the grievance at Step 3, the association and grievani must by mutual
agreement request a hearing before an arbitrator. The request for arbitration shall be made within ten (10) working days
following receipt of the disposition of the grievance in Step 3. The request for arbitration shall be made in writing to the
Superintendent and personally filed with the Superintendent or Superintendent's secretary. Within ten (10) working days
following receipt of the request for arbitration by the Superintendent, the Board or its designated representative and the
Association shall mutually petition the American Arbitration Association (AAA) to provide both parties with a list of
arbitrators. Arbitrators will be selected in accordance with the voluntary rules of AAA.
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Once the arbitrator has been selected, he/she will proceed with the arbitration on the grievance in accordance with the
Voluntary Labor Arbitration Rules of the American Arbitration Association. The arbitrator shall have the authority to
consider only a single grievance or several grievances involving a common question of interpretation or application. 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 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 expected herein, nor shall he/she make any
decision contrary to law. In no instance shall the arbitrator presume to allocate or appropriate the resources of the School
District. The arbitrator shall be without power or authority to make any decision limiting or interfering in any way with the
powers, duties, and responsibilities of the Board under applicable law, and rules and regulations having the force and effect
of law except to the extent that such powers, duties and responsibilities are modified by the express provisions of this
Agreement, or concerning the modification of salary schedules or the content performance valuations. In the event that a
case is submitted to an arbitrator on which he/she has no power to rule it shall be referred back to the parties without decision
or recommendation on its merit. The costs of the arbitrator shall be borne by the entity who loses the arbitration case.

Section D. Definifions

L. Immediate Supervisor — the first administrator who has the authority to resolve a grievance.

2. Working Days — days in which the grievant and/or the appropriate administrator are working under terms of their
contract or by an agreement of the parties. The limitations noted in the procedure may be extended by written mutual
agreement of the grievant and the administrator involved at that particular level.

3. Group Grievance — a grievance in which more than one (1) staff member is directly.

Section E. Conditions

1. The failure of the administrator or Board at any step of this procedure to communicate its decision in writing on a
grievance within the specified time limits shall permit the grievant to proceed to the next step. The staff member's
failure at any step of this procedure to appeal a grievance to the next step within the specified time limits shall be
deerned to be an acceptance of the decision rendered at the last step completed unless the grievant withdraws the
grievance within such time limits.

2. Tt will be the practice of all parties to process grievances after the regular workday has ended or at other times which
do not interfere with assigned duties.

3. A grievance may be withdrawn at any level without prejudice or record,

4. Copies of all documents, communication, or records dealing with a grievance shall be furnished, upon request, to the
grievant and the administrator involved with the grievance.

5. All documents, communications, or records dealing with a grievance shall be held separately from the personnel files
of the grievant. The records shall be kept by the Treasurer of the Board.

6. In the event a grievance is filed after May 15 of any year, the Board and Administration shall use their best efforts to
process the grievance prior to the end of the school year or as soon thereafter as possible.

7. This grievance procedure shall be the exclusive procedure for the resolution of disputes regarding interpretation of this
collective bargaining agreement.

8. Nothing in the grievance procedure prohibits the grievant from discussing the matter informally with members of the
administration through channels of communication.

9. After Step 2 of the procedure, the appropriate administrator has the right to invite persons of his/her choosing to any
and all meetings or hearing involved in the grievance procedure.

10. The lodging of any grievance shall be the right of the staff member or staff members directly involved in the grievance
and the Association shall not have the right to lodge a grievance without the consent of such staff member or staff
members.
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11. An identical grievance by two (2) or more staff members shall be considered as a single group grievance. A decision
on such grievances applies to all staff members in the group and each shall be given a copy of the decision. A staff
member may withdraw from a group grievance, in writing, any time before a decision is rendered; however, the staff
member then waives any right to initiate the same or a substantially similar grievance. Any staff member directly
involved in a group grievance may attend any meetings or hearings conducted for the resclution of the grievance;
provided, however, that in no case shall more than five (5) of such staff members be in attendance at any one time at
any meeting or hearing held pursuant to Steps 1 through 3 above.

12. Any staff member or group of staff members shall have the right at any time to present grievances to the employer
without the intervention of the Association, provided that any adjustment or grievances as presented shall not be
inconsistent with the terms of this Agreement and provided further that the Association shall have the right to be present
at any and all grievance meetings or hearings other than the Step 1 meeting as provided.

13. Grievance forms may be obtained from building administrators and/or Association Representatives.

12



ARTICLE III
COMPENSATION

Section A. Salary

L.

The annual salary for each staff member will be in accordance with the salary scheduled attached as Schedule A and
Schedule B and incorporated in this Agreement as though here written. The salary shall be paid in twenty-five (25)
semi-monthly payments for the 2020-2021 school year and twenty-four (24) for the 2021-2022 school year and
beyond. Salary payments are based upon the staff member's working for 1410 hours for the 2020-2021 school year
and beyond. There will be a salary reopener for the 2021-2022 and 2022-2023 school years starting in February 2021,

Supplemental duty salary for staff members will be in accordance with Schedules C and D attached to and incorporated
in this agreement as though here written. The payment of said salary will be made according to Schedule F attached.

Salary — Summer School Teacher

a.  Salaries for summer school teachers will be based on an hourly rate of .0008 of the BS Column, 0 Experience Step
of the Salary Schedule.

b.  Teachers of summer school will be reimbursed for six (6) hours of pre-school planning plus thirty (30) minutes
planning time per four (4) hours of instruction time. The rate of reimbursement will be as defined in Section A, 3a.

Emergency Period Substitute/Internal Substituting

a. The administration shall make every reasonable effort to provide substitutes when staff members are unable to be
present for their scheduled classes. In extreme circumstances a staff member may be required to monitor a class in
the absence of another staff member.

b. Inthe event that a staff member is absent and the administration, making every reasonable effort, has been unable
to secure a substitute, at the principal’s discretion, a staff member may be asked to cover another staff member's
classroom when available. Compensation for these additional responsibilities will be at a rate of .0008 of the BS
Column, 0 Experience Step of the Salary Schedule, divided by six (6) for an hourly rate or divided by eight (8) for
a rate per class period.

c.  Staff members performing internal substituting will be required to complete an Internal Substitute Pay Voucher
(Exhibit VII) to be submitted with the Principal's semi-monthly Payroll Adjustment Report. Payment shall be made
as an addition to the staff member’s regular paycheck for that pay period. In order to qualify for internal substitute
pay, the staff member's absence must be reportable on the electronic leave request.

d.  Maximum compensation per day for internal substituting will be one (1) period for staff members teaching in the
secondary buildings and forty-five (45) minutes for staff members teaching in the elementary buildings. If a
principal should find it necessary to parcel out students to one or more classrooms while attempting to secure a
substitute teacher, staff members who have been allocated three (3) or more students from the school start time
until lunch and/or from tunch until the school end time shall be compensated for forty-five (45) minutes up to two
(2) times per day.

e. If the teacher elects to combine their class with another full class for the entire day the teacher will be paid at the
daily sub rate.

It is the responsibility of the staff member to maintain a valid certificate/license. Failure to do so will require the
Treasurer to withhold pay in accordance with provisions of the Ohio Revised Code.

Reading specialists, intervention specialists, and classroom teachers who provide direct reading instruction to students
who are found to be “not on track” based on district approved screening measure benchmarking scores, will receive one
hour compensation per student at the hourly rate in the contract if:

a.  The student is determined to be “on track” the following fall based on the district approved screening measure
benchmarking scores,

b.  The student receives a proficient or higher score on the third grade state assessment.

The payment will be made on the 20 of the month after the results are known to the district.
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7. Al certified special education teachers will be compensated one extended day for work prior to the start of the school
year. Payment will be made on the September 20" payroll. This day will be divided into ¥ Professional Development
provided by the district and Y4 Teacher Directed. It is expected that the child’s IEP is accessible to each regular education
teacher, special education teacher, related services provider, and any other service provider who is responsible for its
implementation. Additionally, each teacher and provider should be informed of the specific responsibilities related to
implementing the child’s TEP and the specific accommodations, modifications, and supports the must be provided for
the child in accordance with the IEP.

Section B. Professional Growth Reimbursement

A staff member who earns credit from an accredited university or college (or attends a workshop or seminar for which a
CEU is granted, but not credit) during the twelve {12) month period from September 15 to September 15 will be eligible to
receive one-hundred and fifty doHars ($150) per semester hour up to a maximum of twelve (12) semester hours. The
following guidelines must be followed for reimbursement:

1. An official transcript or certificate of the credit (or such other evidence as will satisfy the Treasurer that the hours or
CEU's have been earned) and proof of payment must be filed and attached to the Application for Reimbursement Form,
inchuded as Exhibit V with the Treasurer by September 13, coursework completed between January 16th and September
15th for full reimbursement on the first pay following the September Board meeting or filed by January 13 coursework
completed between September 16th and January 15th for full reimbursement on the first pay following the January
Board meeting.

2. The staff member must have been in the employ of the Board prior to the earning of the credit and must also be an
employee of the Board at the time of payment. Staff members who remain on the recall list shall be eligible for
reimbursement.

3. The professional improvement and the advancement of the staff member shall be the object of the credit earned. Written
approval must be obtained from the Assistant Superintendent if courses are not in education or directly related to the
teaching field.

4, CEU reimbursement is applicable only if earned outside the school contract day.

5, Payment of tuition reimbursement will be made as prescribed in the Internal Revenue Service Code Section 127. This
section provides that gross income of an employee does not include expenses, up to $5,250 per year, paid or incurred
by the employer for educational assistance to the employee if the educational assistance is furnished pursuant to an
education assistance program meeting the requirements of Code Section 127 (b).

Should IRS Code 127 expire and not be renewed, payment of tuition reimbursement will be made under Code Sections 132
and 162. These Code Sections require that an employee be reimbursed for courses which are job-related, as defined by the

Internal Revenue Service. Reimbursement for courses which do not qualify as job-related may not be excluded from gross
income. If implementation of this plan is required, specific details and information will be made available to staff members.

Section C. Longevity

Upon employment, staff members will be granted his/her previous experience, up to a minimum of ten (10) years of
experience on the salary schedule.

Military Service: Piqua City Schools will honor ORC 3317.13 Part D.
1. Supplemental Schedule Placement:

a. The creation of new positions as well as whether or not existing positions will be filled is the sole responsibility of
the Board.

b. If a new position is created by the Board during the term of this contract, the salary for such position will be
_negotiated with the Association prior to filling the position.

c. All supplemental or extended day contracts will be automatically non-renewed on an annual basis. The holders of
such contracts will be notified of the non-renewal prior to following Board action.

14



d.  Coaches and Advisors who are hired for a supplemental coaching position by the Board shall have their experience

credited to their placement on the schoel supplemental salary schedule in the following manner:

i. A coach will receive equal years of experience credit for positions held previously in the same sport at
the same level or higher in the same activity.

il. A coach/advisor who has experience at a lower level in the same sport as the pasition they are hired at in
the same activity shall receive one-half (1/2) credit for each year of experience they have in the activity
they are hired for.

iii. A coach who has coaching experience in another activity, but not in the activity for which they are hired,
will be placed at the entry level on the supplemental salary schedule.

Section D. Pavroll Deductions

1. Deductions shall be provided without cost for staff members for the following purposes:

a.

i.

Credit Union — provided that the deduction under the provision shall be subject to the rules and regulations of the
credit union selected including the requirements for enrollment of the staff member.

United Fund and other charitable contributions designated by the staff member.
Association dues as authorized by the staff member.

Political contributions as authorized by the staff member.

Insurance payment as negotiated.

Tax sheltered annuities chosen by the staff member from the Board approved list.
Savings bonds.

YMCA and/or YWCA dues.

PEA Schoelarship Fund.

Ohio Tuition Trust Authority

2. Whenever possible, authorized deductions shall begin the first paycheck each year and shall be of equal amount as to
each paycheck.

3. Continning Membership ~ the Association may use an authorization for continuing membership for dues and
assessments. Such authorization shall continue in effect until such time that the member gives written notice to the
Treasurer of the Board and the Association to discontinue deductions, or employment with the Board terminates.

Section E. Severance Pay

Staff members will at the time of their separation from service with the Board be paid in cash for part of their
accrued but unused sick leave credit. This amount shall be twenty-five percent (25%) of the total accrued days,
not to exceed sixty (60) days.

In a contract year when a staff member does not use sick leave, such staff member will earn an additienal one 4}
day of severance payment ypon retirement. This amount is in addition to the provisions outlined in Section E, 1.

By November 1 of each year, staff members will receive a report indicating the number of days that will
be added to their retirement severance pay for years of no use of sick leave.

2. The staff member must make application to the Board for such severance payment with the Board Treasurer according
to procedures within sixty (60) days after the staff member's effective date of retirement. Disability retirement is not
covered under the provisions of this section.
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After the staff member's retirement is verified to the Office of the Board Treasurer by the retirement syster, such
payment shal! be made on a regular pay date in January, unless otherwise arranged with the Treasurer. Such payment
shali be made only once to a staff member.

Such payment shall be based upon the staff member's daily rate of base pay at the time of retirement exclusive of
overtime or any supplementary pay.

Payment for sick leave under this policy shall be considered to eliminate all sick leave credit accrued by the staff
member.

Such payment shall be made only to staff members with at least ten (10) years of service as an employee of the Board.

a. Only those staff members whose effective date of retirement with the State Teachers Retirement System or the
School Employees Retirement System is no later than ninety (90) calendar days after their final day of paid service
with the Piqua City Schools shall be eligible to be paid for such severance pay.

b. Ifa staff member eligible for severance pay dies, severance pay will be made to the staff member's estate as though
the staff member had left employment in accordance with the provisions of Paragraph 5. The personal
representative of the staff member shall apply for the severance pay hereunder.

Definitions:
a. Retirement is defined to be the complete processing of separation from the Board through submission of a
retirement resignation and Board acceptance of such resignation and the verification of complete processing

through the appropriate state retirement system.

b. A year of service for a staff member is defined as one hundred twenty (120} or mote days of teaching during a
given school year on contract as a regular employee. Substituting and tutoring are not applicable in this context.

Section F. Contribution to Retirement System

The Board shall contribute to the State Teachers Retirement System, in addition to the Board's required employer
contribution, an amount equal to sach staff member's contribution to the State Teachers Retirement System in lien of
payment to such staff member. Such amount contributed by the Board on behalf of the staff member shall be treated as a
mandatory salary reduction from the contract salary payable to such staff member.

Section G. Workers’ Compensation

Any staff member is entitled to Workers' Compensation due to a Piqua City Schools service-connected occupational
iilness or injury in accordance with the rules and regulations of the State of Ohio Bureau of Workers' Compensation.
Such member should notify the Treasurer's office within twenty-four (24) hours or as soon as practical. Proper
application to the Bureau of Workers' Compensation will be made via specified forms completed by the injured staff
member through the Treasurer's office.

Staff members have the following options:

4 Elect to use accumulated sick leave credits first and to go under Workers' Compensation when sick leave credits
are expired.

b. Elect to take Bureau of Workers' Compensation payments in lieu of using accumulated sick leave.
In the event of a disagreement, misinterpretation, or misapplication of this provision, or in the event of changes in the

Workers' Compensation laws, the parties agree that the rules and regulations of the Workers' Compensation shall
prevail.

Section H. Electronic Pavrolt

Each staff member shall receive his/her wages through the Direct Deposit Program, providing for payment of such wages
to the financial institution of his/her choice. Said option shall be exercised by completing such forms as the Treasurer may
require. The effective exercise of said option, which may apply to a checking account, a savings account, or a combination
thereof, is contingent upon the consent of the staff member's financial institution.
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Section I. Fees for Physicals for Van Certification and BCI Checek for Coaches

1. Staff members who hold positions which may require them to transport students in school-owned vans must be properly
certificd. State statutes establish guidelines for becoming certified. The Board will pay all costs for physicals required
to become certified to drive school-owned vans.

2. Staff members who hold supplemental contracts as coaches are required to provide the district with a satisfactory
criminal records check, including fingerprints. The Board will pay all costs for the BCIT criminal record check and
fingerprinting for staff members holding coaching supplementals.

Section J. Board Match for 403b

1. Eligible staff members shall be entitled to continue to elect to contribute by "salary reduction” to annuities and custodial
accounts that are intended to be tax-qualified under Section 403(b) of the Internal Revenue Code ("TSA's"). Staff
members shall be permitted to select the TSA provider for his/her contributions and shall be the sole owners of the
TSA's. However, the Board may request hold harmless agreements from TSA providers as is permitted under applicable
Ohio law.

2. All staff member salary reduction elections shall be made on forms supplied by the TSA providers. Salary reduction
elections shall only be made prospectively; and staff members shall specify & dollar amount that is to be deferred to the
TSA provider as of each payroll date. In order for a staff member's salary reduction election 1o be effective as of a
particular payroll date, it must be filed with the Treasurer's office at least seven (7) days prior to that payroll date,

Staff members shall not be permitted to make salary reduction contributions to a TSA in any calendar year that exceeds
the maximum amount that is permitted as a pre-tax deferral under the federal tax law. The Treasurer's office may
suspend a staff member's deferrals for a calendar year if the deferrals will exceed such limits. If a staff member does
have deferrals in excess of the federal tax law Hmits, the Treasurer’s office may arrange for the TSA provider to repay
the excess deferrals and earnings thereon, or to take other corrective measures as may be required or permitted under
the federal tax law. The Treasurer's office may impose other administrative requirements on staff member salary
reduction elections as the Treasurer’s office believes is required to comply with federal tax law and other applicable
law.

3. Beginning with the July 1, 2002 fiscal year and for each subsequent fiscal year during the term of this Agreement, the
Board shall pay a "TSA Matching Contribution” on behalf of certain staff members who make salary reduction
contributions to a TSA provider during such fiscal year. The amount of the TSA Matching Contribution shall be equal
to twenty percent (20%) of the first one thousand dollars ($1,000.00) of a staff member's salary reduction TSA
contributions that are made on payroll dates occurring the fiscal year. Accordingly, two hundred doliars ($200.00) is
the maximum TSA Matching Contribution that may be made on behalf of any staff member for any fiscal year.

The Board shall pay its required TSA Matching Contributions one time per fiscal year, on or shortly after the end of
the fiscal year. Payment shall be made to the TSA provider that is receiving, or last received, the staff member’s salary
reduction contributions; provided, however, that a staff member may provide written direction to the Treasurer's office
to pay such amount to another TSA provider.

Section K. Board Reimbursement

The Board shall pay for state required background checks submitted after J. anuary 1, 2009. The Board shall also provide
child abuse training as part of its annual in-service and other required state training.

Section L. Change in Degree Allowance

A request for change in degree allowance will be made with the District Treasurer. The Board shall permit and recognize
forms filed on or before January 15 of any given contract. Staff member placement shall be adjusted according to the salary
schedule for the applicable contract year to be effective the first day of each semester. Placement adjustments made at the
start of the second semester will not be retroactive to the beginning of the school year.
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Section M. Atfendance Incentive

1. If a staff member achieves perfect attendance excluding professional leave, bereavement leave, military leave, assault
leave, workers compensation injury or jury duty, the member will recejve $1,200 per semester.

7 If a staff member is absent 24 hours or less excluding professional leave, bercavement leave, military leave, assault
leave, workers compensation injury or jury duty, the member will receive $600 per semester.

No incentive will be paid to members missing more than 24 bours. Absence due to FMLA is not excluded from total.

a3

4. Pay will be issued two pay periods after the end of the semester.
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ARTICLE IV
INSURANCE

Section A. Life Insurance

L.

The Board will provide each staff member with a life insurance policy in the amount of $50,000.00 with double
coverage for accidental death or dismemberment.

Staff members have the option of converting the term life insurance under provisions of the policy by making the entire
payment themselves, subject to the terms and conditions of the policy.

The Board will provide voluntary life insurance which may be purchased by a staff member in addition to the life policy
provided in Section A, 1. Voluntary life insurance may be purchased for the staff member, their spouse and/or their
dependent child(ren). The total cost of this voluntary life coverage shall be paid by the staff member through payroll
deductions. Portability will be available for the coverage(s) and will continue to be offered provided that the coverage
remains available through the carrier,

Staff members may enroll in the voluntary insurance coverage plan annually during the period between September 15
through October 15 or upon initial employment.

Staff members who do not enroll during his/her initial enrollment opportunity may purchase coverage and/or increase
the amount of coverage currently being purchased during the next Voluntary Life Enroliment Period {September 15
through October 15); however, enrollment will be subject to providing Evidence of Insurability acceptable to the
insurance company for any late entrants and/or additional amounts of voluntary life insurance coverage.

Section B. Health Insurance

The Board and Association agree to the following plans to be offered by the Board:

1.

HDHP (H.S.A.) Option with $850/Single or $1,700/Family board contribution. The board contribution will be
distributed 67% Janunary 20 payroll and 33% July 20 payroll.

a. Premium will be divided as follows:
n Board §5% and Members 15%.

(2)  The deductible will be $2,000/Single and $4,000/Family unless the Board is required to increase the
amount to keep the plan as a high deductible plan in accordance with Federal regulations.

b. The Insurance Committee will automatically convene to examine plan options to Jower costs when insurance
premiums exceed 10%. (See Article IV Section E)

Integrated Benefit Program:

a. The Board will continue to offer a voluntary integrated benefit program. The program will provide members
who waive Piqua City Schools insurance “opt-out benefits” as explained in Exhibit V1. The membership and
Board agree that all members are strongly encouraged to participate in this program if another insurance option
is available,

b.  Members will not automatically be enrolled. The responsibility to enroll rests entirely on the individual
member to follow the steps outlined by EMS to get enrolled into the benefit credit within specified timelines.

¢. The Board reserves the right to adjust the formula or benefit structure of the financial help based on the
recommendations of the third party administrator each enrollment period.

The Board will use a surcharge method of applying the charge for nicotine use in the amount of $67.50/pay for 24 pays.
Coverage and the Board paid benefits are not automatic. Staff members desiring coverage must complete the proper
application forms through the office of the Treasurer and receive catrier approval prior to coverage. Any staff member

denied insurance coverage by the carrier, shall be paid an amount equivalent to the Board premium share for the
insurance coverage requested under Section B, 1 of this article.

19




5. Costs of the coverage will usually fluctuate from one year to the next. Final monthly cost figures will be distributed
when available from the insurance carrier.

6. Staff members may elect to have premiums which they have paid for health insurance deducted from pre-tax doilars
pursuant to IRS §125. Any administrative costs shall be borne by the Board.

7. The Board provides & dollar amount per policy per month and it js unacceptable for a married couple (when both
husband and wife are employed by the Board) to receive a double benefit. This benefit will provide only the approved
doliar amount per month per family.

8. Any proposed changes in medical coverage or change of carrier will be discussed with the Association prior to a
decision, and the Board wifl initiate changes in either coverage or carrier which will reduce coverage as currently
provided. In the event that the present carrier effects adverse changes in coverage, the Board and the Association will
cooperate in soliciting bids from other carriers for mutually acceptable coverage at a cost not in excess of that being
borne by the Board at the time of any such change.

9. Detailed description of the insurance provisions mentioned in this article are availabie to each staff member or may be
obtained upon request at the expense of the Board.

Section C. Dental Insurance

The Board shall contribute an amount equal to eighty-five percent (85%) of the single premium if a single plan is selected
ot eighty-five percent (85%) of the family premium if a family plan is selected. Dental insurance policies shall provide for
annual deductibles of $25.00 for individual pelicies and $50.00 for family policies. The maximum allowance wilt be $1,000
per person per year and the maximum lifetime allowance for orthodontia will be $1,000 per individual.

Section D. Vision Insurance

Eligible staff members have the option of enrolling in vision care insurance offered by the Board. The plan will provide for
a deductible of $10 for an exam and $15 for lens and frames with a $75 frame allowance and $100 allowance for contact
lenses by using panel providers. Decreased payments will be provided for services from non-panel providers.

The Board shall contribute an amount equal 1o eighty percent (85%) of the single premium if a single plan is selected or
eighty percent (85%) of the family premium if a family plan is selected.

Section E. Insurance Study Committee

The Association shall appoint, by September 13 each year, two representatives from each building and one (1} ex-officio
professional representative to Piqua City School District Insurance Study Committee. The committee shall consider items
related to the insurance program. The Superintendent shall appoint additional administrative staff as he/she deems necessary.
The committee will meet once per quarter and/or on an as needed basis. The Insurance Committee will be automatically
convened to examine plan options to lower costs when insurance premiums exceed 10%.

Section F. District Wellness Commiitee

The district weliness committee will design a program for wellness for all members and their families. This program will
allow members to receive discounts on their premiums for participating in the program. The wellness committee will be
comprised of 5 PEA members (1 from each building), 1 member from the classified staff, the district wellness coordinator,
and 4 members from administration. The committee will design and implement the program so that all members will have
the opportunity 1o receive a premium discount, but only those who complete the required criteria to be developed will qualify
for these discount(s)

Section G. Flexible Spending Account

Staff members shall have the optien of participating in a Flexible Spending Account, administrative costs for such account
are to be paid by the Board. By law, a staff member is not permitted to have both a Flexible Spending Account and a Health
Savings Account in the same tax year.
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Section H. State and Federal Law Compliance

The employer reserves the right to modify health insurance provisions of this agreement in the event changes to applicable
state and/or federal law require changes to the health insurance provisions or otherwise subject the employer to tax, penalty
or fine. Employer will notify the PEA as soon as practically possible prior to such changes.
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ARTICLE VY
SHARED FILES

Section A. Concept

Professional growth occurs when the staff member accepts and uses accurate and constructively given information about
job performance. The shared files concept is a plan of operation which emphasizes the importance of making such
information available in a timely fashion to the staff member. It becomes the person's responsibility to review the information
and use it for professional growth. This will assure the staff member of an opportunity to remediate problems before they
become critical and affect contractual status,

Section B. Types of Files

The Board will maintain its records concerning its staff members in one file in the Treasurer’s Office.

Section C. Treasurer’s Personnel File

The Treasurer’s Personnel File will contain the foliowing:

1. Any records, documents or other information directly related to financial matters concerning the staff member.
2. Official transcripts of college work.

3.  Copies of certificates.

4.  Applications and credentials of the staff member.

5. Records of employment, including contracts, years of service in the District and other related information.
6. Medical information required by the Board.

7. Any information which the Treasurer, as part of legally prescribed duties, must have available.

8. Copies of cbservations, evaluations and conference reports.

9.  Copies of citations and letters of reprimand.

10. Any documents or information which the staff member feels is relevant to his/her performance or record.

Section D. Public Review of Files

1. Public review of records:

a.  Personnel records shall be available for public review except for matters which are exempt by law as set forth in
ORC 149.43 {AX(1).

b. In the event there is a request for information without inspection, the Board will follow the Ohio Revised Code
and the Freedom of Information Act.

2. Individuals wishing to review personnel files shall:
a. Request access in writing at least twenty-four (24) hours in advance.
b. Present appropriate identification
¢.  Review the records in the presence of the administrator designated to maintain such records or his/her designee
d. Make no alteration or additions to the record nor remove any materials there from.

s, Sien alog attached to the file indicating date and individual reviewing.
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3. Individuals requesting access to personne] files who are less than 18 vears of age must be accompanied by their parents,
guardian, or legal institution.

4. The staff member shall be provided a copy of the written request (2.a above) the day of the request. The staff member
shall be notified of a request for information without inspection the day of the request.

Section E. Informaticn in Files

Any information which an administrator considers relevant to the performance or record of the staff member may be placed
in the personnel file by the administrator without the staff member's consent, but not without the staff member's knowledge.
The staff member will acknowledge that the material has been read by adding his/ker signature and the date to the actual
copy, with the understanding that the signature merely signifies that the material has been read and not agreement with the
contents. If the staff member refuses to sign, a dated note to that effect will be attached to the material. The staff member
shall have the right to respond to any material in the personnel file and such response shall be attached to the material in
question. In addition, a copy of the staff member's response shall be provided to the contributor of the material in question,
provided the contributor is still employed by the Board. Anonymous materials shall not be placed in a staff member's file
nor be made a matter of record.

Section F, Official Information

Any material and only material found in the personnel file can be considered official in relationship to the confractual status
of a staff member. No such material may be so considered unless the staff member has been given the opportunity to review
same. A staff member will be provided with a copy of any material is his/her personnel file, upon written request or in
person.

Section G. Access tg File

1. Any staff member may have access to either of his/her files at reasonable times upon reasonable notice.

2. Any staff member may contact the Assistant Superintendent to arrange for a date and time to jointly review his/her
files. During the review, no material shall be removed from the files. Should an item in the files be questioned by the
staff member, the staff member may request an information proceeding with the Assistant Superintendent making the
following arrangements.

a.  Set the date and time of the informal proceeding,
b.  Request the contributor(s) of the questioned material attend the proceeding.

c. If the contributor(s) is no longer a staff member of the Board, a person in a similar position may be requested to
participate.

3. The staff member may ask any district employee or Association representative to attend any meeting or hearing
regarding his/her personnel file(s) as an observer.

4. The informal proceeding is an administrative remedy and attempt to settle the questioned material dispute in an informal
manner. The issue to be determined in the informal proceeding is whether or not the questioned material is accurate,
misleading, untimely, incomplete, or irrelevant.

5. The Assistant Superintendent shall review the findings of the proceeding and make a recommendation within period
not to exceed five (5) working days. The recommendation may sustain the record as is, or may provide for deletion,
correction, or insertion of a written explanation by either party. The Assistant Superintendent shall inform the staff
member in writing of his decision and of the right to appeal the decision to the Superintendent.

6. If after the informal proceeding with the Assistant Superintendent the staff member expresses a desire to pursue the
matter, a hearing will be scheduled within 14 days with the Superintendent, at which hearing both partics may be
accompanied by a representative of their choosing. Within five (5) working days after the conclusion of the hearing,
the Superintendent will render a decision as to the questioned material and submit his report in writing to the staff
member.
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ARTICLE V1
LEAVE

Section A. Personal Leave

Falsification of leave request my lead to disciplinary action up to termination.

L.

Each staff member of the Pigua Board of Education may have three (3) days of personal leave in a contract year (August
1 through July 31). Such leave shall be noncumulative.

A staff member wishing to have a day of personal leave may be absent, without loss of pay, after securing approval, as
required.

A personai leave day shall not be approved for the following:
s  First day of school

+ Last day of school

e  Teacher work day

e  Professional development day

s The day before schooi is closed or not in session

s The day after school is closed or not in session

+ Interviewing for a different job

It is recognized that there may be an emergency situation on one of these restricted days where a staff member may
wish to request the use of a personal leave day. When this is the case, the staff member should do the foilowing:

a. Apply for a personal leave on the employee mySCView system at least seven (7) calendar days prior to the date(s)
of the requested leave. In the event of an emergency and a seven day notice is not possible, contract the principal
as soon as possible.

b. Upon receipt, the Principal/Supervisor shall review the request. If the request is denied, a written explanation will
be provided to the staff member by the Principal/Supervisor at that time. If the principal denies the request and the
member feels it was unjustified, it may be appealed to the Superintendent or designee. If the Principal/Supervisor
approves of the request they will forward the recommendation to the Superintendent or designee for final approval.

¢. Ifthe request is denied by the Superintendent or designee, a written response will be provided to the member. The
decision of the Superintendent or designee shall be applied in a fair and equitable manner and shall be final.

d.  Upon approval, the member should post the absence on AESOF so that a substitute teacher may be secured to the
applied date(s). Approval will not be predicated upon the teacher having secured a substitute for the requested
date(s), only that they have applied for coverage.

e. Requests sent directly to the Superintendent will not be considered without a Principal/Supervisor’s
approval/disapprovat first.

Staff members desiring to have a day of personal leave approved should:

a. Apply for a personal leave on the employee mySCView system at least seven {7) calendar days prior to the date(s}
of requested leave.

b. Upoen receipt, the Principal/Supervisor shall review the request. If the request is denied, a written explanation wili
be provided to the staff member by the Principal/Supervisor at that time. If the principal denies the request and the
member feels it was unjustified, it may be appealed to the Superintendent or designee.

c. If an appealed request is denied by the Superintendent or designee, a written response will be provided to the
member. The decision of the Superintendent shall be applied in a fair and equitable manner and shall be final.

d.  Upon approval, the member should post the absence on AESOP so that a substitute teacher may be secured to the
applied date(s). Approva! wili not be predicated upon the teacher having secured a substitute for the requested
date(s), only that they have applied for coverage.

¢. Requests sent directly to the Superintendent will not be considered without a Principal/Supervisor’s
approval/disapproval first.
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5. Inacontract year (August T through July 31) a staff member may qualify for payment for non-use of personal leave as
follows.

a.

Staff member will be entitled to a payment of the full per diem rate of each unused personal day if the member has
not been absent more than 48 hours.

Staff member will be entitled to a payment of $100 per each unused personal day if the member has been absent
more than 48 hours.

Said payment shall be made as an addition to the staff member's regular paycheck following the year of nonuse on
the second paycheck in July.

Section B. Military Leave

A staff member who leaves or has left the employ of the Board to enter active service in the Armed Forces of the United
States may be reemployed subject to the terms and provisions of Sections 3319.13 and 3319.14, Revised Code of Ohio. No
staff member will be granted insurance benefits provided by this Agreement while on such active service. For the purpose
of seniority and placement on the salary schedule, years of absence on active duty in the Armed Forces of the United States
shall be counted as though teaching service has been performed during such period of time. All accumulated sick leave
acquired prior to entry into active military service will be reinstated.

Section C. Sick Leave

1. If a staff member has an unused balance of accumulated sick leave, he/she is entitled to take leave intervals of quarter
(0.25) hours for which there is an equal amount of unused accumulated sick leave. Such leave may be used for:

a.

Personal illness,

Personal pregnancy,

Personal injury,

Personal exposure to contagious disease which would be communicated to others.

Illness in the immediate family
Death in the immediate family.

(1) The staff member shall inform the Principal/Supervisor as soon as possible concerning the anticipated
time needed for this absence. If additional time is needed, the staff member may request same from the
Principal/Supervisor, who in accordance with the Superintendent may Jjustify the action in hardship cases.

(2) A maximum of six {6) days occurrence is chargeable to sick leave.

Death of a close friend or relative not in the immediate family. Time away from the job may be allowed for such
funeral, after prior oral approval has been granted by the Superintendent. The staff member shall inform the
Principal/Supervisor as soon as possible concerning the anticipated absence and the time needed for the absence.

The Principal/Supervisor will report the request to the Superintendent for approval or disapproval.

Parent adopting child who is under the age of four years. A maximum of twenty (20) days is allowed under this
section.

Birth of a grandchild. A maximum of one (1) day is allowed under this section. (Ilness of the mother or child, see
Section C, #1-b above)

A bargaining unit member whose spouse delivers a child (pregnancy) shall be entitled to take up to one week (5
days) of sick leave without medical documentation,

Definition: Immediate Family--spouse, fiancé, parents, children, brother, sister, grandparents, grandchildren, aunts,
uncles, nieces, nephews, or in-laws bearing any of these relationships, and legal guardian.

2. The staff member is required to complete the sick leave request via employee mySCView.

a.

A staff member requiring a substitute after 6 P.M. the evening before an absence shall contact his/her
Principal/Supervisor by phone through a voice message or text, but not by email only.
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3. Sick leave shall accumulate to a maximum of two hundred seventy (270) days.

4. A staff member who has exhausted his/her sick leave batance may request an advancement of sick leave days. A written
request for this advancement, indicating the number of days requested, shall be made to the Principal/Supervisor, who
will contact the Superintendent for approval or disapproval. This advancement shall not exceed five (5) days in a
contract year and must be repaid as earned.

Section D, Catastrophic Leave Bank

1. A sick leave bank is available for use by staff members. In May of each school year, or as needed, staff members may
volunteer to donate up to a maximum of five (3) days or their available sick leave per year. The donated days will make
up the sick leave bank and unused days remaining in the sick leave bank will accumulate the following years.

2. A review panel made up of the Association will administer the sick leave bark.

3. Upon depletion of accumulated sick leave balance, and any advanced days, a staff member may apply for the necessary
days needed but not to exceed ten (10) sick leave days from the sick leave bank if he/she has a catastrophic health
condition as defined as: A severe illness requiring prolonged hospitalization or recovery. Examples would include coma,
cancer, leukemia, heart attack or stroke. These illnesses usually involve high costs for hospitals, doctors, and medicines
and may incapacitate the person from working, creating a financial hardship. The staff member must have a doctor's
note when applying for days from the catastrophic leave bank explaining the catastrophic health condition and the
length of time needed to be off work,

4. The maximum number of sick leave days which can be used from the sick leave bank in one contract year (August 1
through July 31} by the association is forty {40). In a long term catastrophic situation the Superintendent has the option

to increase the maximum number of days to address a specific individual’s circumstance.

5. Guidelines for use of the sick leave bank are available and are included in the Appendix of this agreement as Exhibit
XV,

Section E. Assault Leave

1. A staff member who is absent due to disability resulting from an attack which occurred on Board premises or while in
attendance at an official school function and in the course of said staff member's empioyment, subject to the approval
of the Superintendent or his designee, shall be granted up to fifteen (15) working days assault leave. During such assault
leave, said staff member shall be maintained on full-pay basis. The maximum amount of assault leave shall not exceed
fifteen (13} days except when:

a. A physician's statement specifies a longer period of time. However, the Board may require, at its own expense, a
second medical epinion.

b. At the request of the staff member, the Superintendent may extend assault leave at the end of the initial period.

2. The staff member must apply for assault leave by completing the Assault Leave Form. The Assault Leave Form is
attached as Exhibit TV,

3. Approved assault leave shall not be charged against the accrued sick leave of said staff member.
a. The staff member should actively pursue prosecution of the student or students or appropriate party who assaulted
or battered the staff member in the appropriate criminal or juvenile court. An acquittal of the student shall not
render the staff member ineligible for assault leave. Court appearances, when required, in connection with assault

prosecution shall be charged to assault leave.

Section F. Child Care/Maternity Leave of Absence

1. Parties agree to comply with the provisions of the Family Medical Leave Act.

2. Leave of absence without pay shall be granted for the purpose of caring for a newborn child {which shall include a child
placed with the staff member for adoption of the child). Staff members have the option of continuing membership in
insurance and retirement plans by making the entire payment themselves. The Treasurer must be contacted to make
these arrangements.
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8.

This leave shall be for not more than one (1) school year, plus the balance of the school year in which the leave
commences, nor less than the balance of the semester during which the leave commences. If requested, the leave may
be extended by the Superintendent and Board.

Written application should be made to the Superintendent for such leave at least thirty (30) days prior to the desired
commencement date.,

The staff member shall give written notice of intent to return to duties for the next school year on or before March 1.

A staff member returning to service from a child care/maternity leave that includes at least a portion of two (2) school
years shall be assigned to a position for which the staff member is certified and/or qualified.

A staff member returning from a child care/maternity leave within the same school year shall be assigned the same
position. Notification of return to service during the same school year must be received by the Superintendent at least
five (5) days prior to the substitute teacher being eligible for a contract for the balance of that same school year.

Such leave will not interrupt accrued seniority, however, time spent on this leave shall not count toward seniority earned.

Section G. Child Care/Maternity Sick Leave

Sick leave may be used for pregnancy and recovery from childbirth conditions under provisions of ORC 3319.141. For the
purposes of this section, matemnity leave shall be defined as the period of time immediately following:

a. The natural birth of a child

b.  The period of time after a child of age 2 or younger whom it is the intent of the employee to adopt is placed
in the home.

The employee must submit a written application for such leave to the Superintendent or designee, specifying the
anticipated time limits (beginning and anticipated ending dates).

The written notification from the employee should be submitted at least thirty (30) calendar days before the anticipated
effective date in order that appropriate administrative procedures can be followed to find a replacement. In the event of
an adoption placement, notification should be given as soon as placement is imminent.

The maximum number of sick leave days which can be applied to leave for this purpose shall be:

a. The length of time certified by a physician that the emplovee is to be on leave

b.  The amount of accumulated leave which the emplovee has to their credit prior to the request.

Any employce may invoke his/her FMLA privileges after or in place of the use of the above maternity leave. The unpaid
FMLA leave will run concwrrently with the use of sick leave under this section.

Teachers on Child Care/Maternity Sick Leave shall provide lesson plans covering the first three (3) weeks of their leave,
at which time the substitute teacher will take over lesson planning duties until the teacher returns to classroom. This
provision does not preclude the regular teacher from collaborating with substitute teacher on lesson plans. The substitute
will submit lesson plans to the regular teacher for their review and this co-planning is encouraged, but not required.

Section H. Absence for Professional Meeting

I

Any staff member wishing to attend a conference, meeting, or convention related to his/her professional development
may be absent with pay upon approval of the Superintendent or his/her designated representative.

Any staff member may, after approval of the Superintendent, be absent without loss of pay, for the purpose of studying
the program or facilities in another school district or institution. The program or facilities in another school district to
be observed shall be related to the professional growth of the staff member,

In the event a classroom or special teacher is granted time away from the job for attendance at professional meeting,

the Superintendent or his/her designated representative shall make every cffort to secure a qualified substitute to be
paid by the Board.
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The cost of attendance to approved conferences, meetings or conventions which do not constitute a pay deduction, may
be paid in part or total by the Board with prior approval by the Superintendent, or his/her designated representative.

a. Staff members desiring to attend a conference, meeting or convention should discuss it with their
Principal/Supervisor and submit request for leave via employee mySCView.

b. The staff member should return the request form to their Principal/Supervisor at least ten (10) working days prior
to the conference, meeting or convention. Working days are defined as days when the Board office is open.

¢.  Upon written approval or disapproval of the staff member's Principal/Supervisor, the Principal/Supervisor shall
notify the staff member of his/her decision and forward the request to the Superintendent or histher designated
representative within two (2) days for final approval or disapproval.

d. Notification of approval or disapproval will be sent to the staff member and his/her Principal/Supervisor within
five (5) working days after the request has been received by the Superintendent.

e. Ifthe Superintendent does not approve the request (or any part of it), he/she shall indicate the reason for disapproval
upon the form through the mySCView.

f.  Upon returning from the conference, meeting ot convention, a brief written summary of the event shail be presented
to members of the department/grade level or to the directors of instruction if appropriate, as well as a copy of
materials. :

Tn the event a staff member attends a meeting or conference for which reimbursement is approved, that staff member
should submit to the Treasurer an "invoice-type request for reimbursement.” The request is to be for those allowances
approved on the form. The request for reimbursement is to be & listing of expenses accompanied by paid invoices and
proof of expenditure.

Such requests for reimbursement shall be submitted to the Treasurer only after approval by the Superintendent.

Section 1. Sabbatical Leave

A staff member who has completed five (5) years of service may, with the permission of the Board and the Superintendent,
be entitled to take a leave of absence without pay for one (1) or two (2) semesters subject to the requirements that:

1.

7.

8.

The staff member shall present to the Superintendent for approval a plan for professional growth prior to such a grant
of permission and at the conclusion of the leave provide evidence that the plan was followed.

No more than five percent (5%) of the teaching staff may be granted sabbatical leave simultaneously.

The staff member on such leave shall notify the Superintendent of his/her intention to return on or before March 1 of
the year of return to service.

The staff member upon return will be assigned to a position for which he/she is certified.

Such leave will not interrupt accrued seniority; however, time spent on this leave shall not count toward seniority
earned.

The staff member will not qualify for any and all attendance incentives while on sabbatical leave.
PEA dues will be collected prior to leaving for sabbatical.

The staff member will qualify for COBRA insurance while on sabbatical.

Section J. Natignal and State Officer Leave

Staff members elected o a full time national or state office of a bona fide professional organization at either the state or
national level may be granted a leave of absence without pay. Said staff member shall give written notice of histher intent
to return to duties for the next year on or before March 1. The staff member upon return will be assigned to a position for
which he/she is certified. Such leave will not interrupt accrued seniority; however, time spent on this leave shall not count
toward seniority earned.
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Section K. Leave of Absence — Hlness in Family

1. Parties agree to comply with the provisions of the Family Medical Leave Act.

2. Leave shall be granted because of 2 serious illness in the immediate family for a period not to exceed two (2) years.
Such leave shall be without pay. A written application for such leave must be accompanied by a written statement from
the attending physician stating the need for the leave of absence.

Definition: Immediate Family—spouse, fiance, parents, children, brother, sister, grandparents, grandchildren, aunts,
uncles, nieces, nephews, and in-laws bearing any of these relationships, legal guardian, estate executor, or any other
person who has clearly stood in same relationship with the employee.

a.  After review and approval by the Superintendent/Designee, leave will be granted for any other person who has
clearly stood in same relationship with the employee as stated in the definition.

3. The staff member shall give written notice of intent to the Superintendent to return to duties for the next school year on
or before March 1.

4. The staff member returning to service from such leave shall be assigned to a position for which the staff member is
certified and/or qualified.

5. Staff members retumning from such leave within the same school year shall be assigned the same position. Notification
of return to service during the same school year must be received by the Superintendent at least five (5) days prior to
the substitute teacher being eligible for a contract for the balance of that same schoo] year.

6. Such leave will not interrupt accrued seniority; however, time spent on this leave shall not count toward seniority
earned.

Section L. Absences without pay

1. Employees who have accumulated a minimum of sixty (60) days of sick leave at the beginning of a school year may be
granted, upon request, absence without pay for one (1) instance up to but not exceeding three (3) working days. Such
requests shall be submitted to the Superintendent or designee a minimum of ten (1 0) working days prior to the date of
intended use.

2. Such absence shall result in a deduction in pay at employee’s current per diem, but the employee shall not be subject to
disciplinary action for this absence.

3. An employee who elects to take the absence without pay shall not be eligible for another such absence until the
employee has accumulated eighty-five (85) days of sick leave at the beginning of the school year.

4. No more than one (1) such instance of absence without pay per teacher will be permitted in any one school year.

5. Absence without pay is not an entitlement. Therefore, the denial of such absence is not subject to the grievance
procedure. )

Section M. Court Appearances

1. Anemployee selected to jury duty or ordered to appear for jury selection shall be granted a professional leave and be
paid the difference between the court payment and his/her regular salary. The employee may elect to receive his/her
full wages from the Board by endorsing the court duty check to the Board.

2. Any employee subpoenaed as a witness in court Or government agency proceeding not adverse to the Board shall be
granted a professional leave and shall be paid the difference between the court/agency payment and his/her regular
wages. The employee may elect to receive his/her full wages from the Board by endorsing the court/agency check to
the Board.

Section N. FML A Benefits

The Board shall continue to provide and pay the insurance benefits of members for the employee pursuant to the provisions
of the Family Medical Leave Act. After the member’s benefits under the Family Leave Act have been exhausted, the member
may elect to continue to maintain insurance bepefits provided he/she pays the Board’s Treasurer in advance one hundred
and two percent (102%) of all his/her premiures of his/her choice.
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ARTICLE VII
SENIORITY LIST

All certificated/licensed teachers of the bargaining unit will be placed on a seniority list for each teaching feld for
which they are properly certificated. Staff members serving under continuing contracts will be placed at the top of the
list, in descending order of seniority. Staff members serving under limited contracts will be placed on the list under
continuing contract staff members, also in descending order of seniority.

A list shall be prepared and kept updated ranking all certificated/licensed teachers in the district by seniority, giving
areas of certification and present teaching and building assignment; then zll non-tenured staff members in the district
by seniority, giving areas of certification, and present teaching and building assignment.

The seniority list shall be prepared by November 15 of every year and a copy will be sent to the Association President,
one for each building staff lounge and one for each Principal. The Association shall have thirty (30) calendar days from
receipt of the list to notify the Board of any inaccuracies in the list.

Seniority will be defined as the length of continuous service as a certificated staff member under regular contract in this
District. Part-time staff members will have their seniority determined on a prorated basis as set forth in Article IIL

a. Board-approved leaves of absence will not interrupt accrued seniority; however, time spent on such a jeave shall
not count toward seniority earned.

b. Iftwo (2) or more staff members have the same length of confinuous service, seniority will be determined by:
(1} the date of the Board meeting at which the staff member was hired, and then by;
(2) the date and time the staff member accepted employment as recorded on personnel records;

(3) if date and time are equal, the hire date ranking will be determined by higher education (degree first and
number of semester hours second) on the date of hire;

{4) for staff members hired prior to April 1, 2004 and sharing an equal date ofhire and an equal date of acceptance
of employment with another staff member(s), the hire date ranking will be determined by higher education
{degree first and number of semester hours second as received by the Treasurer’s office by September 15);

{5) any remaining ties will be broken by lot.
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ARTICLE VIII
REDUCTION IN FORCE - TEACHERS

Notwithstanding any provision of the Revised Code to the contrary, and except as otherwise specified in
division (E) of this section, a municipal school district shall be subject to this section instead of section 3319.17
of the Revised Code with respect to suspension of teacher contracts, but sections 3311.72, 3319.17, and
3319.171 of the Revised Code shali apply to the district with respect to suspension of contracts of other district
employees who may be licensed by the state board of education. :

(A) When, for any of the following reasons that apply to a municipal school district, the district board of
education decides that it will be necessary to reduce the number of teachers it empleys, it may make a
reasonable reduction:

(1) Return to duty of regular teachers after leaves of absence, including leaves of absence provided pursuant
to section 3319.13 or 3319.14 of the Revised Code;

(2) Decreased enrollment of students in the district;

(3) Academic reasons resulting in consolidation of teaching positions, duties, or functions or resulting in
changes in educational programs;

{4) Financial reasons;
(3} Territorial changes affecting the district.

(B} In making any such reduction, the board shall proceed to suspend contracts in accordance with the
recommendation of the district's chief executive officer and divisions (B)(1) and (2) and (E) of this section.

(1) Each teacher affected by the reduction, based on area of licensure, shall be placed in one of the following
categories:

(a) Category 1A, which shall contain all teachers on limited or extended limited contracts with a composite
evaluation rating of ineffective;

(b) Category 1B, which shall contain all teachers on continuing contracts with a composite evaluation rating
of ineffective;

(c) Category 2A, which shall contain all teachers on limited or extended limited contracts with a composite
evaluation rating of developing;

(d) Category 2B, which shall contain all teachers on continuing contracts with a composite evaluation rating
of developing;

{e) Category 3A, which shall contain all teachers on limited or extended limited contracts with a composite
evalnation rating of skilled;

(f) Category 3B, which shall contain all teachers on continuing contracts with a composite evaluation rating of
skilled;

() Category 4A, which shall contain all teachers on limited or extended limited contracts with a composite
evaluation rating of accomplished;

(h) Category 4B, which shall contain all teachers on continuing contracts with a composite evaluation rating
of accomplished.

(2) Consistent with division (E) of this section, reductions in the affected area of licensure shall be made
starting with teachers in category 1A and shall proceed sequentially through teachers in category 4B, until ail
necessary reductions have occurred.

(3) The evaluation ratings specified in division (B){1) of this section refer to composite evaluation ratings

assigned to a teacher in accordance with the evaluation procedures adopted under section 3311.80 of the
Revised Code.
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(C) On a case-by-case basis, in lieu of suspending a contract in whole, the board may suspend a contract in
part, so that an individual is required to work a percentage of the time the employee otherwise is required to
work under the contract and receives a commensurate percentage of the full compensation the employee
otherwise would receive under the contract.

(D)) The teachers whose contracts are suspended by the board pursuant to this section shall have the right of
restoration by the board if and when teaching positions become vacant or are created, for which the teachers
are or become qualified within three years after the date of the suspension of contract. Consistent with division
(E) of this section, the board shall rehire teachers in the affected arca of licensure starting with teachers in
category 4B and shall proceed sequentially through teachers in category 1A, until all vacant positions have
been filled. No teacher whose coniract has been suspended pursuant to this section shall lose the right of
restoration by reason of having declined recall to a position that is less than full-time or, if the teacher was not
employed full-time just prior to suspension of the teacher's continuing centract, fo a position requiring a lesser
percentage of full-time employment than the position the teacher last held while employed in the district.

(E)

(1) Notwithstanding any provision to the contrary in Chapter 4117. of the Revised Code, the requirements of
this section prevail over any conflicting provisions of a collective bargaining agreement entered into on or after
October 1, 2012. However, the board and the teachers' labor organization shall negotiate how specialized
training and experience will be factored into reduction in force and recall decisions regardless of the categories
prescribed by division (B) of this section. In addition, the board and the teachers’ labor organization may
negotiate additional factors to be considered in determining the order of reductions, which factors shall not be
inconsistent with division (B) of this section.

(2) After applying specialized training and experience and any other negotiated factors, teachers within the
same category prescribed by division (B) of this section shall be given preference based on seniority.
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ARTICLE IX
CONTRACT STATUS — NON-TENURED TEACHERS

The contractual procedures for the employment and reemployment of non-tenured certified staff shall be as follows:

Each staff member new to the Piqua City School District shall be granted a one (1) year limited contract or a
contract for the remainder of the school year.

Each staff member who has successfully completed three (3) one year limited contracts of teaching in this
District and who has been recommended by the Superintendent may be granted a two (2) year limited contract.

Each staff member who has successfully completed a two (2) year limited contract and who has been
recommended by the Superintendent may be granted a three (3) year limited contract.

Each staff member who has successfully completed a three (3) year limited contract and who has been
recommended by the Superintendent may be granted another three (3) year limited contract.

A staff member who becomes eligible for a continuing contract before the end of a multi-year contract may
apply in writing to the Superintendent for a continuing contract by September 15th. The Superintendent will
consider the request and may recommend such contract to the Board.

Nothing in the above shall constrain the Board from rejecting the Superintendent's recommendation for
reemployment.

0.R.C, 3319.11 Continuing service status - limited contract - notice of intent not to re-employ.
{A) As used in this section:

(1) "Evaluation procedures” means the procedures required by the policy adopted pursuant to division {A) of section
3319.111 of the Revised Code.

(2) "Limited contract” means a limited contract, as described in section 3319.08 of the Revised Code, that a school
district board of education or governing board of an educational service center enters into with a teacher who is not
eligible for continuing service status.

(3) "Extended limited confract" means a limited contract, as described in section 3319.08 of the Revised Code, that
a board of education or governing board enters into with a teacher who is eligible for continuing service status.

(B) Teachers eligible for continuing service status in any city, exempted village, local, or joint vocational school
district or educational service center shall be those teachers qualified as described in division (D) of section 3319.08
of the Revised Code, who within the last five years have taught for at least three years in the district or center, and
those teachers who, having attained continuing contract status elsewhere, have served two vears in the district or
center, but 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.

(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 vote of its full membership rejects the recommendation of the superintendent. If the board rejects by
a three-fourths vote of its full membership the recommendation of the superintendent that z teacher eligible for
continuing service status be reemployed and the superintendent makes no recommendation to the board pursuant to
division (C) of this section, the board may declare its intention not to reemploy the teacher by giving the teacher
written notice on or before the first day of June of its intention not to reemploy the teacher. If evaluation procedures
have not been complied with pursuant to section 3319.111 of the Revised Code or the board does not give the
teacher written notice on or before the first day of June 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 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 year unless guch teacher notifies the board in writing to the
contrary on or before the fifteenth day of June, and an extended limited contract for a term not to exceed one year
shall be executed accordingly. Upon any subsequent reemployment of the teacher only a continuing contract may
be entered into.
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(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 the
first day of June of its intention not to reemploy the teacher. If evaluation procedures have not been complied with
pursuant to section 3319.111 of the Revised Code or the board does not give the teacher wriiten notice on or before
the first day of June of its intention not to reemploy the teacher, the teacher is deemed reemployed under an extended
limited contract for a term not 1o exceed one 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
10 exceed one year unless such teacher notifies the board in writing to the contrary on or before the fifteenth day
of June, and an extended limited contract for a term not to exceed one year shall be executed accordingly. Upon
any subsequent reempioyment of a teacher only a continuing contract may be entered into.

(3) Any teacher receiving written notice of the intention of a board not to reemploy such teacher pursuant to this
division is entitled to the hearing provisions of division (G) of this section.

()

(1) If a board rejects the recommendation of the superintendent for reemployment of a teacher pursuant to division
(B)1) of this section, 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 years,
provided that written notice of the superintendent's intention to make such recommendation has been given to the
teacher with reasons directed at the professional improvement of the teacher on or before the first day of June.
Upon subsequent reemployment of the teacher only a continuing contract may be entered into.

(2) If ahoard of education takes affirmative action on a superintendent's recommendation, made pursuant to division
(C)1) of this section, of an extended limited contract for a term not to exceed two years but the board does not
give the teacher written notice of its affirmative action on the superintendent's recommendation of an extended
fimited contract on or before the first day of June, 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 uniess such teacher notifies the board in writing to the contrary on or
before the fiftcenth day of June, and a continuing contract shall be executed accordingly.

(3) A board shall not reject a superintendent's recommendation, made pursuant to division (C)(1} of this section, of
an extended limited contract for a term not to exceed two years except by a three-fourths vote of its full membership.
If a 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 twe years, the board may declare its intention not to reemploy
the teacher by giving the teacher written notice on or before the first day of june of its intention not to reemploy
the teacher. If evaluation procedures have not been complied with pursuant to section 3319.111 of the Revised
Code or if the board does not give the teacher written notice on or before the first day of June 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 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 year unless such teacher
notifies the board in writing to the contrary on or before the fifteenth day of June, and an extended limited contract
for a term not to exceed one 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 a board not to reemploy such teacher pursuant o this
division is entitied to the hearing provisions of division (G) of this section.

(D) A teacher eligible for continuing contract status employed under an extended limited contract pursuant to
division (B) or (C) of this secticn, 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 section 3319.111 of the Revised Code and the employing board,
acting on the superintendent's recommendation that the teacher not be reemployed, gives the teacher written notice
on or before the first day of June of its intention not to reemploy such teacher. A teacher who does not have
evaluation procedures applied in compliance with section 3319.111 of the Revised Code or who does not receive
notice on or before the first day of June of the intention of the board not o reemploy such teacher is presumed to
have accepted employment under a continuing contract unless such teacher notifies the board in writing to the
contrary on or before the fifteenth day of June, and a continuing contract shall be executed accordingly.

Any teacher receiving 2 written notice of the intention of a board not to reemploy such teacher pursuant to this
division is entitled to the hearing provisions of division (G) of this section.
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(E) The board shall enter into a limited contract with each teacher employed by the board who is not eligible to be
considered for a continuing contract.

Any teacher employed under a limited contract, and not eligibie to be considered for a continuing contract, is, at
the expiration of such limited contract, considered reemployed under the provisions of this division at the same
salary plus any increment provided by the salary schedule unless evaluation procedures have been complied with
pursuant to section 3319.111 of the Revised Code and the employing 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 such teacher on or before the first day of June. A teacher who does not have evaluation procedures applied
in compliance with section 3319.111 of the Revised Code or who does not receive notice of the intention of the
board not to reemploy such teacher on or before the first day of June is presumed to have accepted such employment
unless such teacher notifies the board in writing to the contrary on or before the fifteenth day of June, and a written
contract for the succeeding school year shall be executed accordingly.

Any teacher receiving a written notice of the inteation of a board not to reemploy such teacher pursuant to this
division is entitled to the hearing provisions of division (G) of this section.

(F) The failure of a superintendent to make a recommendation to the board under any of the conditions set forth in
divisions (B) to (E) of this section, or the failure of the board to give such teacher a written notice pursuant to
divisions (C) to (E} of this section shall not prejudice or prevent a teacher from being desmed reemploved 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

(1) Any teacher receiving written notice of the intention of a board of education not to reemploy such teacher
pursuant to division (B}, (C)(3), (D), or (E) of this section may, within ten days of the date of receipt of the notice,
file with the treasurer of the board a written demand for a written statement describing the circumstances that led
to the board's intention not to reemploy the teacher.

{(2) The treasurer of a board, on behalf of the board, shall, within ten days of the date of receipt of a written demand
for a written statement pursuant to division (G){1) of this section, provide to the teacher a written statement
describing the circumstances that ted to the board's intention not to reemploy the teacher.

(3) Any teacher receiving a written statement describing the circumstances that led to the board's intention not to
reemploy the teacher pursuant to division (G)(2) of this section may, within five days of the date of receipt of the
statement, file with the treasurer of the board a written demand for a hearing before the board pursuant to divisions
(G){4) to (6) of this sectiomn.

{4) The treasurer of a board, on behalf of the board, shall, within ten days of the date of receipt of a written demand
for a hearing pursuant to division (G)(3} of this section, 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 days of the
date on which the treasurer of the board receives a written demand for a hearing pursuant to division (G)(3) of this
section.

{(5) Any hearing conducted pursuant to this division 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, the 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 days of the conclusion of a hearing conducted pursuant to this division, the board shall issuc 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 division (B), (C)(3), (D), or {E) of this section or an order
vacating the intention not to reemploy and expunging any record of the intention, notice of the intention, and the
hearing conducted pursuant to this division.

(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 the county in which the largest portion of the territory of the school district or service center is
focated, within thirty days of the date on which the teacher receives the written decision, on the grounds that the
board has not complied with this section or section 3319.111 of the Revised Code.
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Notwithstanding section 2506.04 of the Revised Code, the court in an appeal under this division is limited to the
determination of procedural errors and to ordering the correction of procedural errors and shall have no jurisdiction
to order a board to reemploy a teacher, except that the court may order a board to reemploy a teacher in compliance
with the requirements of division (B), (C)(3), (D), or (E) of this section when the court determines that evaluation
procedures have not been complied with pursuant te section 3319.111 of the Revised Code or the board has not
given the teacher written notice on or before the first day of June of its intention not to reemploy the teacher
pursuant to division (B}, (C}3), (D), or (E) of this section. Otherwise, the determination whether to reemploy or
not reemploy a teacher is solely a board's determination and not a proper subject of judicial review and, except as
provided in this division, no decision of a 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 evaluation or was not
warranted by any statement given pursuant to division (G)(2} of this section.

No appeal of an order of a board may be made except as specified in this division.
(H)

(1) In giving a teacher any notice required by division (B}, (C), (D), or (E) of this section, the board or the
superintendent shall de either of the following:

(a) Deliver the notice by personal service upon the teacher;

(b) Deliver the nosice by certified mail, return receipt requested, addressed to the teacher at the teacher's place of
employment and deliver a copy of the notice by certified mail, return receipl requested, addressed to the teacher at
the teacher's place of residence.

(2) In giving a board any notice required by division (B), (C), (D), or (E) of this section, 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 president of the board at
the president's place of residence.

(3) When any notice and copy of the notice are mailed pursuant to division (H)(1}(b) or (2){b} of this section, the
notice or copy of the notice with the earlier date of receipt shall constitute the notice for the purposes of division
(B), (C), (D), or (E) of this section.

(I) The provisions of this section shall not apply to any supplemental written contracts entered into pursuant to
section 331%.08 of the Revised Code.

(1) Notwithstanding any provision to the contrary in Chapter 4117. of the Revised Code, the dates set forth in this
section as "on or before the first day of June" or "on or before the fifteenth day of June” prevail over any conflicting
provisions of a collective bargaining agreement entered into on or after the effective date of this amendment.
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ARTICLE X
YACANCY AND TRANSFER

Section A. Intent Form

Definition:  Intent Form — form indicating staff member's plans for next school year and for indicating staff
member's desire for consideration for a transfer. This request for consideration for transfer will include position
type, including level or department, and certification qualifications for this position. (Exhibit 1I attached).

Prior to February 1, each staff member shall submit an Intent Form electronically that will be sent out from the
Superintendent or their designees.

Section B. Vacancy and Transfer for the Upcoming Academic Year

All new or vacant positions, including administrative positions, sha!l be posted pursuant to the following procedure,
and all bargaining unit positions shall be filed pursuant to the following procedure:

1. Voluntary Transfer Until April 30:

a. Notification of vacant positions will be sent to each staff member, via email as scon as the Superintendent
determines the position will need to be filled.

b. Said notice of vacancy shall set forth the procedures for obtaining the position and establish a deadline
five (5) working days after the date of posting for filing an application. Job Descriptions for each position
will be available online.

c. Staff members who desire to apply for such vacancies must do so before the deadline on the notice.
2. Voluntary Transfer After April 30:

a. Vacancies or new positions which become available after April 30 will not be subject to the five (5) day
posting requirement. Notification of such vacant positions will be sent to each staff member via email as
soon as the Superintendent determines the position will need to be filled.

b. Any staff member who has an Intent Form on file indicating interest in the vacant position will be
considered for the position. Every effort will be made to place staff members in the grade level or subject
area of his/her choice.

3. Involuntary Transfer

a. In the case of involuntary transfer caused by changes in the program offerings, vacation of a building, loss
of funding for programs, redistricting within the system, or other unforeseen circumstances, staff members
directly affected shall be given first consideration for vacancies in the system. A reassignment initiated by
the Superintendent shall be enacted only after consultation with that staff member.

b. Staff members who have been subjected to an involuntary transfer may request a meeting with the
Superintendent or his/her designee within five (5) working days of the notification of the transfer, to
discuss the circumstances which led to the decision to transfer. The transferred staff member may request
an association representative be present at this meeting.

4, Transfer Rights:

a. Internal applicants shall be granted first consideration in the filing of vacant positions. Vacant positions
will be filled by the applicant, who in the judgment of the Superintendent, best meets the job requirements
of the position.

b. A transfer request cannot be honored if it requires that a presently employed staff member be displaced
from a position for which the staff member is qualified, if it conflicts with the instructional or certification
requirements or is deemed not to be in the best interest of the school system. Recall procedures have
priority over voluntary transfers.
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¢.  When a transfer or supplemental vacancy request cannot be honored, the staff member shall be netified in
writing and be given the reasons in writing for the decision by the building principal. Upon request of the
staff member, the Superintendent/Designee will meet with the staff member and review the reasons for the
decision. A request to discuss these reasons must be made within ten (10) days after the vacancy has been
officially filled. At the staff member's option, he/she may be accompanied at the meeting by any employee
of the Board or, alternatively, an Association Representative.

d. For those staff members who have been voluntarily or invofuntarily transferred, moving assistance witl be
provided, upon personal request, for moving appropriate furniture, cabinets, books, lamps and other
necessary items from the previous rcom location to the new room location. Needed assistance shall be
written/dated and submitted to the principal. A mutual plan will be worked out between the Principal and
Teacher to enact a transition timeline.

e. All staff members affected by an involuntary transfer will be granted additional pay up to sixteen (16)
hours at their hourly rate to accommodate in the moving of positions and/or locations. Each member will

fill out a timecard and get it approved by Principal/Supervisor to be paid.

5. Inthe event that a vacancy occurs during the school year the position will be temporarily filled. The vacancy
will be posted as open for the upcoming academic year and subject to voluntary transfer.
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ARTICLE XI
REHIRING RETIRED STAFF MEMBERS

Contracts of Retired Staff Members: Staff members who have retired from the Pigua City Scheols under the State
Teacher’s Retirement System may be hired by the Board subject to these terms and conditions:

1.

10.

11.

A staff member may consider returning to duty immediately following retirement under the State Teacher’s
Retirement System with the following provisions:

a. The staff member must submit a letter by February 1 to the Superintendent stating that they wish te retire
and be considered for rehire the following school vear.

b. The Superintendent/designec will notify the staff member by March 1 of his/her recommendation regarding
the retire-rehire.

c. If the staff member is not to be recommended for rehire, the staff member may elect not to retire by
submitting a letter by March 30 rescinding the decision to retire.

Rehiring of retired staff members is contingent upon Board approval: the completing of the notification
requirement and receiving satisfactory pubtic comment when conducting the public hearing as outlined by Ohio
Revised Code.

Staff members requesting to be rehired under contract provisions must have thirty (30) or more years of
teaching experience.

These staff members will receive limited one (1) year teaching contracts regardless of prior years of service or
prior continuing contract status.

These limited contracts will automatically be non-renewed at the conclusion of the contract. Each subsequent
rehire will result in the staff member being placed on the salary schedule to be determined by the
Superintendent,

Staff members who have retired under the State Teacher’s Retirement System and are then hired by the Board
shall be placed on the salary schedule to be determined by the Superintendent.

Break in Service and Seniority: Retired staff members who retum to duty are subject to a reduction in force.
For the purposes of Article VII, Seniority List, and a reduction in force, the rehired staff member's seniority
shall be the first day of employment following retirement.

Sick Leave and Severance: A retiring staff member must take severance pay at the time of retirement, payable
according to Article Il Compensation, Section E; thereby extinguishing sick leave accumulations. Sick leave
will accrue and accumulate in accordance with the provisions of Ohio Revised Code and Article VI Leave,
Section C of this agreement. A retired staff member will not be eligible to convert sick leave to severance pay
upon separation from subsequent employment.

Benefits: Staff members returning to duty shall be eligible for insurance, personal leave, retirement
contributions, and all other fringe benefits not specifically addressed in this section in accordance with this
agreement. Except to the extent specifically addressed in this Article, all provisions of this Agreement apply
to retired staff members who are rehired. The returning staff member must use Enrollment Management Service
and the opt-out incentive unless no other health insurance plan is available.

Evaluation: A retired staff member who is rehired will be evaluated as if the staff member were on a continuing
contract.

The terms of this agreement for the re-employment of retirees supersede Sections 3319.11, 3319.111 and
3317.14 of the Ohio Revised Code and any other statutory law in conflict with these provisions.
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ARTICLE XII
CONTRACT DAY/CONFERENCES

The staff member’s coniract day will begin as follows:

Elementary 8:00 a.m. - §:20 a.m.
Secondary 7:15 a.m. —7:35 a.m.

Each full time teaching staff member will have daily planning time without students present. This may include
time before and after the student day as well as embedded in the school day. This time may be utilized for
planning and preparation that is focused on student instruction and growth identified in ORC 3301-35-05(A)(8).
Each building principal will work with teaching staff members at the individual building level to identify and
maximize time in the master schedule for individual planning time to be available.

The starting and dismissal times for students and staff member may vary but the length of the teacher work day
does not exceed eight (8) hours. The contract day start and end times will be announced by the end of the
previcus school year. Although every attempt will be made to secure these times, the District and the PEA
members understand that there may be circumstances beyond control that require a change in times. All fuli-
time bargaining unit members will be provided a daily thirty (30) minute duty-free funch.

The parties recognize that each staff member may be asked to fulfill some duties that extend beyond the regular
contract hours. These may be workshops, teacher meetings, curriculum meetings, grade level/division
mectings, open houses, PTA meetings and other methods of in-service growth. The staff member will make
every effort to attend these activities.

Recognizing the concerns of the staff member and the parents, the building administrator will communicate
with the staff member the need for a parent conference. Every effort will be made to schedule a conference at
a mutually agreed upon time. If the parties cannot agree, the conference will be held no later than the conclusion
of the second school day.

A day designated as Records Day will be included in the school calendar in at the end of the first semester
determined by the Calendar Committee. No Principal/Supervisor initiated or district-wide meetings or activities
will be scheduled for that day.

Prior to the opening of the school year, departmental workshops, grade level workshops and/or technology
workshops may be offered for staff members’ participation. These days will be optional and with pay for those
staff members whe attend.

Contract Year

1410 Hours

For members a full-time regular contract shall consist of not more than 1410 hours, as follows:

a. Sixteen (16) hours shall be for parent-teacher conferences which will be determined by the calendar
committee. On the first day of conferences in each semester a two hour early release will be scheduled.

b. Sixteen {16) hours shall be teacher record days,
c. [Eight (8) hours will be district meeting day,
d. Twenty-Four (24) hours designated for District In-Service.
{1} District In-Service Day eight (8) hours (PD Trade Day)

(a) Staff members who achieve the necessary staff development credit as required by the district
and ORC 3319.073, will not be required to attend this District In-Service Day.

(2) District In~Service Day Two and Three (PD Required Day) sixteen (16) hours total

(a) All bargaining members will participate in sixteen (16) hours of professional development as
determined by the district.
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10.

€. The Board and Association agree that all calamity days beyond seven days off will be made-up at the
discretion of the Superintendent. Potential make up days will be scheduled in advance as part of the Board
approved school calendar.

Eight (8) hours will be provided to members after the district professional development day and opening day
but prior to students’ first day of school to be determined by the Calendar Committee. No building, district, or
administrative meetings will be scheduled during this time. These hours are part of the members’ required
hours.

The district will provide 1 day (eight (8) hours) per quarter for all special education teachers to co-plan with general
education teachers on their caseload. The district will also provide 1 floating sub to relieve the general education
teacher(s) from their classroom to co-plan with the special education teacher. The special education teacher should
provide a calendar and schedule of these activities to the principal when requesting the co-planning day. The co-
planning day will not be on a Monday or Friday and only I special education teacher may be conducting co-planning
activities on a day.
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ARTICLE XIII
EMERGENCY CHILD CARFE

Staff members who have school age children attending schools or the school building to which they are not assigned
shall have the right to bring their children to Piqua City Schools to attend classes. This is limited to the following:

1. Calamity days in the non-resident student’s district, or in Piqua City Schools building te which they are not
assigned.

2. Emergency related situations in the non-resident’s district, or in Pigua City Schools building to which they are
not assigned.

Whenever possible, the prior approval of the building Principal/Supervisor, and if necessary, the identified staff
member, should be obtained.
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ARTICLE XIV
CLASS SIZE

The Board and the Association agree that class size is a factor in the quality of educational services. The Board
and the Association therefore agree that:

1.

a.  Assignment of pupils and staff members to buildings and classrooms is the responsibility of the
Superintendent. In making such decisions, the Superintendent shall give consideration to the overall
needs of the district, including facility limitations, financial considerations, transportation requirements,
and educational or curricular consideration.

b.  Building Principals (Grades 1-6) shall develop, with input from Association Representatives, a
mechanism for staff member input regarding class assignments for the subsequent school vear.

Except in unusual or emergency situations, the number of pupils in a class shall be kept within the capacity of the
available classroom.

Staff members are encouraged to report special problems, considerations, situations, or ideas to the Building Principal
as early as possible. Consideration of such repoerts shall be given priority treatment by the administration. If a staff
member believes that his/her class size problem has not been resolved by the Building Principal, he/she may request a
meeting with the Superintendent to discuss the issue. The Building Principal shall be in attendance, as well as an
Association representative if requested by the staff member.

If teacher aides are available for hire, they will be provided to regular education classrooms as follows:
a. Grades X-3:

(0 One (1) full time aide per class that has a full time enrollment of twenty-six (26) or more students at the
beginning of the school year and/or at the beginning of the second semester. Enrollment on the last day
of the 1% and 3™ quarters will be the dates used to determine placement of the full time aide for the
beginning of the school year and/or the beginning of the second semester, respectively.

(2} Board will compensate any staff member who has a full time enrollment twenty-six (26) or more students
at the beginning of the school year and/or at the beginning of the second semester an amount equal to
$350 per semester. Enrollment on the last day of the 1% and 3 quarter will be the dates used to determine
compensation eligibility. Maximum amount paid per year per staff member is $700.

b. Grades 4-6:

(D One (1) full time aide per class that has a full time enrollment of twenty-eight (28) or more students at
the beginning of the school year and/or at the beginning of the second semester. Enroliment on the last
day of the 1% and 3™ quarters will be the dates used to determine placement of the full time aide for the
beginning of the school year and/or the beginning of the second semester, respectively,

(2) Board will compensate any staff member who has a full time enrollment twenty-eight (28} or more
students at the beginning of the school year and/or at the beginning of the second semester an amount
equal to $350 per semester. Enrollment on the last day of the 1% and 3" quarter will be the dates used to
determine compensation eligibility. Maximum amount paid per year per staff member is $700.

¢. Secondary Level:

(1) Regular yearlong classes and all classes that are a semester in length {excludes study hall, music, physical
education). The Board will compensate any staff member who has a full time enrojlment of thirty (30} or
more students at the beginning of the school year and/or second semester an amount equal to one hundred
dollars (3100) per class period per semester. Enrollment on the last day of 1% and 3™ quarters will be the
dates used to determine placement of the full time aide for the beginning of the school year and/or the
beginning of the second semester, respectively,

(2) Lab classes. The Board will compensate any staff member who has a full-time enrollment of twenty-five
(25) or more students at the beginning of the school year and/or second semester an amount equal to one
hundred dollars (8100) per class period per semester. Lab classes are those classes designated as lab
classes on the school's master schedule, and would include high school biology, chemistry and physics.
Enrollment on the last day of the 1% and 3™ quarters will be the dates used to determine compensation,
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d. For the purposes of 4a, 4b, and 4c (above), enrollments will be verified by the Building Principal and/or Designee.

The administration wiil make every possible effort o assign staff members to no more than three (3) buildings in a
school year.

Enrollments in special education classes will be monitored and every effort will be made to provide an aide where

deemed necessary and in light of state standards. In the event that an elementary special education teacher is out and
two (2) special education classes are combined, an aide will be assigned to that classroom for the day.
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ARTICLE XV
JOB DESCRIPTIONS

Job descriptions shall be written for all positions in the District. When the Superintendent initiates a new position, changes
or modifies an existing position, the Superintendent shall contact the Association President for input. If necessary, tha
Association President has the option of appointing a staff member or a committee to provide input on the proposed job
description(s). The decision to recommend the job description to the Board for approval rests with the Superintendent. The
Superintendent will give consideration to the recommendations of the Association, prior to making any recommendations
to the Board.

Updated copies of the Job Descriptions will be available at each building and a copy provided to all officers of the
Association. Additional copies will be available upon request to Association members.
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ARTICLE XVI
EVALUATION

The Association and the Board agree that teacher evaluation procedures, including but not fimited to the OTES and all
current and future changes to the Teacher Evaluation System recommended and/or required by the Ohio Department of
Education and/or General Assembly will be reviewed yearly by the district evaluation committee in accordance with
ORC.339.111 and 3319.112.

Teachers shali be notified of the evaluation procedures and forms used in the teacher evaluation system by September
15 of each year. Teachers shall be notified of their evaluator by September 15 of each year.

The evaluation procedures in the teacher evatuation system shall apply to teachers as that term is defined in ORC
3319.111.

The Board and the Association shall establish a district evaluation committee to develop and/or review items required
by the evaluation procedure. The committee shall also have the responsibility to develop its internal procedures that
will govern the committee’s operations. Alf recommendations will be reached by consensus.

This evaluation commitiee will meet at least two (2) times a year. This committee wiil meet once prior to September
15th of every school year to establish the yearly criteria required by ODE and once at the end of the evaluation cycle
prior to May 15 to review the assessment data from student growth measures collected for the purpose of planning the
evaluation process the following year. This committee will review for each year student growth options, shared
attribution, goal review and approval dates, and pre/post assessment dates.

All members of the committee will receive training on the OTES, the state adopted evaluation framework, value added,
Student Learning Objectives, and the standards for the teaching profession prior to beginning committee work.

Evaluation Committee

1. The Association and Board agree to establish a standing, joint Evaluation Committee (EC) for the purpose of
maintaining and recommending necessary changes to the teacher evaluation policy and procedures, including the
evaluation instruments, for the evaluation of teachers and guidance counselors.

2. The committee shall be comprised of up to five (5) Association members and up to five (5) Board representatives.
The EC will be chaired jointly by an Association member and a Board representative. Additionally, members
shall possess knowledge of OTES, the state adopted evaluation framework, and the standards for the teaching
profession prior to beginning their work.

3. Agendas will be developed jointly by the co-chairpersons of the EC.

4, All PEA committee members will be compensated at the hourly rate or with release time for their work on this
commiitee.
5. The EC shall recommend the policies and procedures for the student growth portion of the evaluation procedures

to be utilized in the Teacher Evaluation Policy to the Association and the Board.

6. The EC shall recommend the policy and procedures, including the evaluation instruments, for the teacher
performance rating portion of the evaluation procedures to be utilized in the Teacher Evaluation Policy to the
Association and the Board.

7. In the event of legislative action by the Ohio General Assembly that impacts in any way on the EC, the Board
and Association shall discuss this topic to determine whether adjustments are appropriate during the term of this
Agreement.

Timelines for Evaluation Procedures

Teachers shall be notified of the evaluation procedures and forms used in the system by September 15 each year.

It is suggested that teachers use the Self-Assessment Summary Tool for their own assessment and planning. There is

no requirement or obligation to disclose that information to the evaiuator in the evaluation process. It is the teacher's

responsibility to complete a Professional Growth plan by September 30 each year and have it approved before
observations take place.
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The Pre-conference and observation will be scheduled at a mutually agreeable time with one observation cycle per
semester. A third evaluation cycle may be completed if more evidence to support a rating is needed. A third evaluation
cycle is required for a teacher being considered for non-renewal or on an improvement plan where additional evidence
collection is needed. Teachers will be notified by May 10 of a nonrenewal recommendation.

The post-conference in each evaluation cycle will be scheduled within five (3) work days after the observation.

All observations and final conferences will be completed by May 1 and written report to the teacher by May 9. All post
assessments will be completed by dates provided and approved the prior year by the evaluation committee.

Teachers On Improvement Plan

Improvement plans are developed collaboratively by the teacher and the evaluator in response to ineffective ratings in
performance and/or student growth. The improvement plan is intended to identify specific areas for improvement of
performance and for identifying guidance and support needed to help the teacher improve. A plan of improvement may
be initiated at any time during the evaluation cycle by the evaluator based on deficiencies in performance as documented
by evidence collected by the evaluator.

The improvement plan shall detail:

1. The specific areas of the Ohio Standards for the Teaching Profession for improvement to be addressed in an
improvement statement.

2. The desired level of performance that is expected to improve and a reasonable period of time to demonstrate the
desired improvement.

3. A written plan for improvement that will be initiated immediately and includes specific resources and assistance
available.

4. Additional education or professional development needed to improve the areas identified in the improvement
plan.

3. Evidence gathered by the administrator or provided by the teacher to demonstrate progress or lack of progress.

A reassessment of the educator's performance shall be completed in accordance with the written plan. Upon
reassessment of the educator’s performance, if improvement has been documented at an acceptable level, the regular
evaluation cycle will resume. If the teacher's performance continues to remain at an ineffective level, the supervising
administrator may reinstate the improvement plan with additional recommendations for improvement.

Response to Evaluation

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

Evaluation Process

The evaluation process and the formal documents used in the evaluation process are considered to be included in whole
as part of the collective bargaining agreement. Any changes to the evaluation process or formal evaluation documents
must be approved through the regular approval process used for any other changes in the collective bargaining
agreement,

The evaluation result will be used by the Superintendent and/or designee for employment decisions, including, but not
limited to, retention, promotion of teachers, renewal of teaching contracts, and the removal/monrenewal of poorly
performing teachers.

Seniority shall not be the basis for a decision to retain a teacher, except when deciding between teachers who have
"comparable" evaluations.

In determining Comparable evaluations, the following criteria will be utilized:
1) Ineffective
2) Developing
3) Skilled/Accomplished

In the event of a Reduction in Force, reductions in bargaining unjt members will be utilized in the above order by area
of licensure.

47




ARTICLE XVII
DRUG FREE WORKPLACE
EMPLOYEE ALCOHOL AND OTHER DRUG POLICY

No employee shall unlawfully manufacture, distribute, dispense, possess or use any narcotic drug, hallucinogenic drug,
amphetamine, barbiturate, marijuana, alcohol or any other controlled substance as defined in federal and state law, in the
workplace. Employees who do so may be required to participate in a drug/alcoho} abuse assessment or rehabilitation program
approved by the Board and will be subject to discipline up to and inciuding termination, subject to all applicable statutory
and/or collective bargaining agreement procedures for such discipline. :

The "workplace" is the site for the performance of any work that will be done concerning the school district. The workplace
includes any scheo! building, schoo! property, school owned vehicles or a school approved vehicle used to transport students
to and from school or school activities (at other sites off school property) or any school sponsored or school related activity,
event or functions, such as a field trip or athletic event in which students are under the jurisdiction of the school authorities.

As a condition of employment, each employee shail notify his supervisor, in writing, of his conviction of any criminal drug
statute for a violation occurring in the workplace as defined above, not later than five (5} days after such a conviction.
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ARTICLE XVIII
DRESS CODE

The Board of Education and the Piqua Education Association agree on the importance of appropriate dress. Appropriate
dress demonstrates professionalism, provides a model to the students, and gives a favorable impression to the public. It is
recognized that appropriate dress is relevant to the occasion
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ARTICLE XIX
SEXUAL HARASSMENT

All persons associated with this school system, including, but not limited to the Board, the administration, the staff
and the students, are expected to conduct themselves at all times so as to provide an atmosphere free from sexual
harassment, Any person who engages in sexual harassment while acting as a member of the schoo! community will
be in violation of Piqua Board of Education Policy 3362.
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ARTICLE XX
INTERNET, SOFTWARE, E-MAIL & LOCAL/WIDE AREA NETWORK USE
PRACTICES AND PROCEDURES

The Piqua Board of Education and the Piqua Education Association recognize that as telecommunications and
other new technologies shift the ways that information may be accessed, communicated and transferred by
members of our society, those changes will also alter instructien and student learning. The Board and Association
support access and utilization by staff members to information-rich resources along with the development by staff
of appropriate skills to analyze and evaluate such resources. Board of Education Policy outlining specific and
general practices and procedures for Internet Use, Software Use, E-Mail and Local/Wide Area Network Use shall
govern use of technology in the school district.
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ARTICLE XXI
ACADEMIC FREEDOM

The parties seek to educate young people in the democratic tradition, to foster a recognition of individual freedom
and social responsibility, and to inspire meaningful awareness of and respect for the Constitution and the Bill of

Rights.
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ARTICLE XXI1
NON-DISCRIMINATION

The Board and the Association recognize the civil rights of members of the bargaining unit. The Board and the
Association further recognize that both parties to this agreement have an obligation to refrain from discrimination
against any of the members of the bargaining unit in any manner prohibited by state and/or federal Taw.

Should a staff member believe that he/she has been discriminated in a manner prohibited by state and/or federal
law, he/she should report this alleged discrimination to the administrator designated by the Superintendent to
investigate such matters. Such administrator shall then conduct an investigation to determine whether the alleged
discrimination has occurred. He/she will also have the responsibility to recommend what further action should be
taken, if any, but the Board or the Administration.

If the staff member uses the procedure above, he/she may request that an Association representative be present. If
the staff member is not satisfied with the action(s) taken above or wishes not to utilize the provisions provided
above, he/she may seek enforcement of this provision through the appropriate state and/or federal agency
responsible for enforcement of these laws. This provision shall not be enforced through the filing of a grievance,

The Superintendent shall publish on an annual basis the name of the administrator responsible for such
investigation.
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ARTICLE XXIII
ASSOCIATION RIGHTS

Section A. Use of Building & Equipment by Asseciation

The Association may schedule the use of the scheol buildings and equipment for professional meetings subject to
the same rules and regulations governing the use of the building by other organizations, except that the usual rental
fee will be waived. The use of a building for profit by the Association will cause the usual fee to be invoked.

Section B. Use of Mail Boxes & Bulletin Boards by Association

The Association may use mail boxes and those bulletin beards designated for staff members only. However, the
Association must purchase its own materials. In addition, the Association may use email; however, email is not
considered confidential as the District monitors the system.

Section C. Substitute Teacher Costs for Delegates to OEA Representative Assembly

The Board shall pay the costs of substitute teachers for staff members serving as delegates to the representative
assembly of the Ohio Education Association, provided there are no more than four (4) delegates who request
approval for attendance.

Section D. Board Meeting Agenda Advance Copy

Board meeting, agendas, and other materials and documents that are considered public information shall be made
available through Board Docs to the Association President prior to meetings.

Section E. Printing apd Distribution of Apreement

The Board and Association will equally share the costs of printing the Agreement and any supplements thereto.
Copies of the contract and supplements shall be distributed to all staff members by the Association and the
administration and one (1) placed in each building lounge. Each party shall receive fifteen {15) additional copies
of the Agreement for its own use. The printing of the Agreement shall be dene "in house" by the staff of the Board
and shall be prepared on 8'/2" by 11" paper, bound in booklet form. Such printing shali be done within forty-five
(45) calendar days of the date of the contract ratification by the Board. The negotiating parties shall proofread any
proposed draft of the document prior to the chief negotiators' approval and the printing of the contract. The
Agreement shall also be available to the Association as a read-only computer file in the word processing software
WORD. Such file shall be available within forty-five (45) calendar days of the date of the contract ratification by
the Board.

Section F. Calendar Commitiee

The Association shall be involved in the development of the school calendar through the use of an anaual calendar
committee. The Calendar Committee is to be composed of two (2) representatives from each building and the
President or Vice President of the Association. It is required that Committee representatives be appointed by the
buiidings' staff be Association members, two (2) classified staff members, two (2) parents, one (1) Board member,
EMIS Coordinator, two (2) administrators and the Superintendent/Designee.

Section G. Labor Management Committees

District Labor-Management Committee

A Labor-Management Committee shall meet with the Superintendent to discuss matters relating to staff member
facilities and other concerns. These concerns must first be presented at the building School Labor-Management
Committee level. Concerns that cannot be corrected at the School Labor-Management Committee level should be
submitted to the PEA President and/or Superintendent to see if they can work with appropriate staff to reselve the
issue informally. If no resolution can be accomplished, the concern will be placed on the agenda of the District
Labor-Management Committee. Each school in the district shall appoint one (1) representative to the District Labos-
Management Committee. Appointed representatives must be Association members. The President of the
Association shall also serve and will co-chair the committee meetings with the Superintendent. The Association
and the Board shall each appoint not more than eieven (11) members.
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School Labor-Management Committee

Each school shall establish a school labor-management committee. Representatives on this committee will be
determined by the membership. The principal will be a member. Minutes will be shared with all PEA members,

Section H. Release Time

Release Time

For purposes of necessary Union Business during normal work hours, 2 maximum of thirty-six (36) hours per school
year shall be available for use by the Association President or designee. Usage of such release time shall require
prior notification of the appropriate administrator, preferably twenty-four (24) hours in advance. Problems
agsociated with the time of usage shali be resolved with the best interest of both parties.

The President/Designee shall clearly define the intent of such usage of release time. Whereupon necessary, the
Board shall provide substitutes.

On a quarterly basis, the Association shall submit a list of such hours used to both the Superintendent and Treasurer.

Section 1. Local Professional Development Committee

All licensure and certification requirements will be fulfilled following the policies and precedures included in
Exhibit VIII.
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ARTICLE XXIV
AGENCY FEE

In the event that overriding laws at the State or Federal levels change to allow for a representational fee, or
similar fair share fee option for the Piqua Education Association, the language from Article XXIV Agency Fee
of the 2017-2020 Negotiated Agreement, in its entirety, will be immediately reinstated in the current negetiated
agreement by both the Board and Asscciation, to the extent allowed by law.
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ARTICLE XXV
MANAGEMENT RIGHTS

The Association recognizes the Board as the locally elected body charged with the establishment of policy for
public education in the Piqua City School District and as the employer of all personnel of the district. The
Association further recognizes that the Board shall have the sole responsibility for the management and control
of all the schools in the district and is specifically delegated with the responsibility of making the rules and
regulations by which the district will be governed as provided by, but not limited to, Sections 3313.20, 3313.47
and 4117 of the Ohio Revised Code. The Association further recognizes that the Board has the authority in all
matters concerning supervision, evaluation, suspension, discipline, layoff, termination, and hiring of all
members of the bargaining unit, except as limited by the specific provisions of this contract.
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ARTICLE XXVI
PROGRESSIVE DISCIPLINE

1. The Administration may take progressive discipline action against any staff member for just cause. Progressive
discipline may only be administered to a staff member due to a sequence of offenses which have been
documented as written reprimands and retained in the staff member’s personnel file. Such disciplinary action
shall be imposed as follows:

a. Step 1 — First Offense — Verbal warning may only be issued to a staff member in a conference, held in an
administrator’s office, with the Principal/Supervisor. A verbal warning remains a warning. Additional
verbal warnings may be assigned by the building Principal/Supervisor, as needed, to ensure corrective
action by the staff member. A record of having had a conference resulting in a verbal warning will not be
retained in the staff member’s personnel file and will not be considered in a sequence for progressive
discipline. Following a verbal warning an email will be sent to the employee to memorialize the
conversation.

b. Step 2 — Second Offense — The second offense must be reduced to writing as a reprimand by the
Principal/Supervisor. During a conference held in the administrator's office, the written reprimand will be
signed and dated by all persons in attendance. A completed copy will be given to the staff member, the
Superintendent and the treasurer’s office for placement in the staff member’s personnel file.

c. Step 3 — Third Offense — The third offense for which a conference held in the administrator’s office, the
written reprimand for this third offense will be signed and dated by all persons in attendance. A completed
copy will be given to the staff member, Superintendent and treasurer’s office for placement in the staff
member’s personnel file.

d. Step 4 ~ Fourth Offense — For the fourth offense, a staff member may be placed on administrative leave
with or without pay. Before being placed on administrative leave, the Superintendent or designee shall
hold a conference with the staff member to discuss the reasons for the disciplinary action and to allow the
staff member to dispute the reasons or otherwise explain the alleged misconduct. Any administrative leave
will be reduced to writing, stating the grounds for the action and the length of the leave. The first
administrative leave shall not be for more than five (5) days and any subsequent leave shall not be more
than ten {10) days.

2. Certain serious offenses that violate the Ohio Department of Education Professional Code of Conduct and/or a
violation of Board of Education policy, may require that progressive discipline steps 1, 2, 3 and 4 be bypassed.

a. If a staff member requests representation, he/she shall have the right to representation at any disciplinary
hearing or meeting thas may lead te a disciplinary action.

. The teacher shall attach any rebuttal to a disciplinary document within twenty (20) work days.

3. If there has been no other formal investigation(s) nor written reprimands issued against a staff member by any
administrator, and the records of a disciplinary action have not been considered in any subsequent disciplinary
action for a period of three (3) years, then such records will not be considered for the purpose of future
disciplinary action,

4. The resulting disciplinary action taken by a building administrator or Assistant Superintendent may be appealed
in writing to the Superintendent within five (5) working days of the discipline being administered. After
considering all factors related to the disciplinary action, which will include 2 face to face mecting with both
parties, then a decision will be provided in writing by the Superintended within five (5) working days. This
decision wil{ be final.

Nothing herein shall preclude the Board of Education from omitting the foregoing steps and procedures and

instituting termination proceedings pursuant to Sections 3319.151, 3319.16, 33191.161 and other relevant
provisions.
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ARTICLE XXVII
LEAST RESTRICTIVE ENVIRONMENT

The Board shall provide training as needed and appropriate for staff members serving special education
students.

When a student is placed in a classroom and has an IEP (Individual Education Plan), the staff member will be
given a copy of the IEP and will discuss the [EP with the special education staff member.

All teachers of the special education student are to be notified and will make every effort to attend the MFE
(Multi-Factored Evaluation) and IEP conferences. Every effort will be made to schedule these conferences
during the contract day.

Classroom teachers will not be expected to perform custodial duties or invasive medical procedures such as
catheterization or tube feeding for any students.

Support services required by the IEP will follow the student into the regular classroom.
The administration will make every effort to schedule special education student proportionally.

The building principal, guidance counselor, and staff will meet to discuss student based master schedules on an ongeing
basis to ensure the most appropriate continuum of services and supports to staff,
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ARTICLE XXVIII
VIOLENCE IN THE WORKPLACFK

To maintain a safe schoel environment, a staff member has an cbligation to advise the building principal or designee
of any situation that threatens the safety of the school community. These situations that threaten building safety
may include, but not be limited to a divorce, custody disagreement, a threatening parent, student, community
member and potential explosive devices.
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ARTICLE XXIX
COLLEGE CREDIT PLUS

The opportunity to teach any course offered by the school district through College Credit Plus shall be offered
to all teachers who are qualified to teach the course and no outside employees shall be solicited untit all current
teachers have been considered.

Teaching a course that qualifies for College Credit Plus shall be voluntary on the part of the teacher and no
teaching employee shall be forced to meet the requirements to teach the course.

Teachers of College Credit Plus courses shall be given release time ta attend required professional development
related to their College Credit Plus course by their host college as any other professional leave day and
approved by the Superintendent.

All College Credit Plus teachers will qualify for:

a. One professional leave day per semester, per College Credit Plus class taught during the school vear to
complete required administrative responsibilities (grading for course, aligning curriculum, preparing for
observations, etc.). This day can be taken at a time requested by that teacher but should not be the first or
last day of the week or in the month of May.

Or

b. A stipend equal to 2 days salary at their per-diem rate for compensation of administrative responsibilities (grading
for course, aligning curriculum, preparing for observation, etc.) done outside the standard work day.

Or

. One professional leave day and one day at their per-diem rate as described in a. and b.
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ARTICLE XXX
RESIDENT EDUCATOR

Section A. Purpose

The Resident Educator Program for beginning teachers will provide new educators with coaching, mentoring, and guidance
that are critical to improving their skifls and knowledge and student achievement. The program will be administered and
funded by the Piqua City School District. This program shall not replace the negotiated employee evaluation system.

Section B. Definitions

1. Resident Educator Program — Four year program designed to provide newly licensed Ohio educators quality mentoring
and guidance. Successful completion of this program is required to advance to a five year professional educator license.

2. Mentor — A teacher trained and assigned to provide professional support to a Resident Educator following the guidelines
and protocols of the Resident Educator Prograim.

3. Resident Educator — A teacher employed under a resident educator license, an alternative Resident Educator license of
any type, or a one-year cut of state educator license.

Section C. Mentor

1. Qualifications

a.

Must be approved by his/her building administrator and must have a professional teaching license. Every
effort will be made to assign a member who has certification/licensure in the same area as the Resident
Educator.

Must be trained through the Ohio Department of Education Instructional Mentoring program. Mentors
must also be willing to complete additional training as required by the Ohio Department of Education
{(ODE}.

2. Training Mentors shall be provided with and shall be reimbursed for all expenses of the state required mentor
training in accordance with the District professional development reimbursements policy.

3. Responsibiiity

a.

The Mentor shall carry out the Residential Educator Program in conjunction with Resident Educator as
developed by the ODE.

Consult with and otherwise assist the assigned Resident Educator on a regular basis within the instructional
day.

The Mentor will use the Resident Educator Program formative assessment tocls, resources, and protocols
to support the Resident Educator.

The Mentor does not have a formal evaluative role. The Mentor's role is to support the growth of the
Resident Educator as an instructional mentor through formative assessment tools.

Release Time

a. Fach mentor shall be granted release time to attend mentor committee meetings, necessary training, and to
perform required committee work; as determined by the Superintendent.

Section Ib. Compensation

1. Mentors shall receive a Category 12 Supplementa! Stipend for each assigned Resident Educator.

2. Tnactive Mertors shall not receive compensation.
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Section E. Resident Educator

1.

3.

Each Resident Educator shall be given an initial orientation that should include, but not limited to the following matters:
a. The students and community to be served;

b.  School policies, procedures, and routines;

c. Course of study, competency based education programs, and responsibilities for lesson plans;

d.  The layout of the facilities of the assigned building;

e. The nature of the Resident Educator Program which will be provided;

f.  Additional information a Resident Educator may need to be adequately prepared for a specific assignment.

The Resident Educator shall be provided release time not to exceed three (3) days per year for the purpose of observing
classes, meetings with his/her Mentor, attending recommended workshops, assessment preparation, etc. The days may

be used in half (1/2} day increments and shall be coordinated by the Superintendent, or his/her designee.

The Resident Educator may complete and IPDP to utilize the LPDC process in year four “4).

Section F. Protections

1.

2.

Mentors shall not participate in the evaluation of their assigned Resident Educator.

Mentors shall not be requested or directed to make any recommendation regarding the continued employment of the
teacher.

All members of the Team, Members, and Residential Educator shalf keep confidential alf discussion, actions, materials
and other information to the extent permitted by law.

Mentors shall communicate directly with Resident Educators and shall not discuss/report the performance and progress
of the Resident Educator with any administrator, assessor, or other teacher.

Resident Educators shall be provided all due process provisions allowed by the master agreement and Qhio Revised
Code.
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ARTICLE XXXI
COMPLAINTS AGAINST TEACHERS/COACHES

Any person or group, having a legitimate interest in the operations of this District shall have the right to preset a
request, suggestion, or complaint concerning District personnel, the program, or the operations of the District. At
the same time, The Board of Education has a duty to protect its staff from unnecessary harassment. It is the intent
of this policy to provide the means for judging each public complaint in a fair and impartial manner and to seck a
remedy where appropriate.

Tt is the desire of the Board to rectify any misunderstandings between the public and the District by direct
discussions of an informal type among the interested parties. It is only when such informal meetings fail to resolve
the differences, shall more formal procedures be employed.

Any requests, suggestions, or complaints reaching the Board, Board members, and the administration shall be
referred to the Superintendent for consideration according to the following procedure.

Matters Regarding a Professional Staff Member

1. First Level
If is it a matter specifically directed toward a professional staff member, the matter must be addressed, initially, to the
concerned staff member who shall discuss it promptly with the complainant and make every effort to provide a reasoned

explanation or take appropriate action within his/her authority and District administrative guidelines.

This Ievel does not apply if the matter involves suspected chiid abuse, substance abuse, or any other serious allegation
which may require investigation or inquiry by school officials prior to approaching the professional staff member.

As appropriate, the staff member shall report the matter and whatever action may have been taken to the building
principal or direct supervisor.

2.  Second Level

If the matter cannot be satisfactorily resolved at the First Level, it shall be discussed by the complainant with the staff
member’s supervisor and in compliance with provisions of a collective bargaining agreement, if applicable.

3. Third Level

If a satisfactory solution is not achieve by discussion with the building principal or direct supervisor, a written request
for a conference shall be submitted to the Superintendent. This request should include:

a. The specific nature of the complaint and a brief statement of the facts giving rise to it;

A
b. The respect in which it is alleged that the complaint (or child of the complaint) has been affected adversely,
¢. The action which the complainant wishes taken and the reasons why it is felt that such action be taken.
Should the matter be resolved in conference with the Superintendent, the Board shall be advised of the resolution.

4. Fourth Level

Should the matter still not be resolved, or if it is one beyond the Superintendent’s authority and requires a Board
decision or action, the complainant shall request, in writing, a meeting by the Board.

The Board, after reviewing all material relating to the case, shall provide the complainant with its written
decision.

The complainant shail be advised, in writing, of the Board’s decision, no more than thirty (30) business days
following the meeting. The Board’s decision will be final on the matter, and it will not provide a meeting to
other complainants on the same issue.

If the complainant contacts an individual Board member to discuss the matter, the Board member shall inform the

complainant the s/he has no authority to act in his/her individual capacity and that the complainant must follow the
procedure described in this policy.
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ARTICLE XXXII
GENERAL PROVISIONS AS TO AGREEMENT

Section A. Inclusive Clause

The parties acknowledge that during the negotiations, the understandings and agreements arrived at by the
parties are set forth in this Agreement. Therefore, for the life of this Agreement, the Board and the Association
each voluntarily and unqualifiedly waives the right and each agrees that the other shall not be obligated to
negotiate with respect to any subject or matter referred to or covered in the Agreement and with respect to any
subject matter not specifically referred to or covered in this Agreement, unless otherwise mutually agreed.

Section B. Contrary to Law Provision

1

In the event that any of the terms of the provisions of this Agreement shall be or become invalid or
unenforceable by reason of any federal, state or local law now existing or hereafter enacted, or any decision of
a court of last resort, such invalidity or unenforceability shall not affect or impair any other provision hereof.

In the event of a determination by a Court of competent jurisdiction that a provision of this Agreement is
contrary to law so as to render other remaining provisions inoperable, the bargaining process shall be reopened
with respect to that provision to obtain a mutually agreeable means of making the remaining provisions of the
Agreement operative.

Section C. Duration of Agreement

This agreement shall become effective, except as noted otherwise, at 12:01 a.m. on the day following ratification
and adoption. The ratification and adoption of this Agreement cause the pre-existing Agreement between the Board
and the Association to terminate. This Agreement shall remain in effect from August 1, 2020 through July 31, 2023.

The Piqu;a City School District The Piqua Education Association:
Board of Education:

By:

By:

CeDS b L PI7%<

President President

Superintehd
iR ‘ ) A,
\ Ny /D
Treasvfar Negotiator Team Member
v/
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Base $38,817
B.5. Degree
Step Index Salary
0 1.000 38,817
1 1.043 40,486
2 1.086 42,155
3 1.129 43,824
4 1.172 45,404
5 1.215 47,163
6 1.258 48,832
7 1.301 50,501
8 1.344 52,170
9 1.387 53,839
10 1.430 55,508
(i 1.473 57,177
12 1.516 58,847
13 1.559 60,516
14 1.602 62,185
15 1.645 63,854
18 1.688 65,523
21 1.731 67,192
25
30
35

Index and Salary for 2020-2021

B.S. + 15 Sem Hr

Index
1.040
1.083
1.126
1.169
1.212
1.255
1.298
1.341
1.384
1.427
1.470
1.513
1.556
1.599
1.642
1.885
1.728
1.771

Salary
40,370
42,039
43,708
486,377
47,046
48,715
50,384
52,054
53,723
55,302
57,061
58,730
60,399
62,068
63,738
65,407
67,076
68,745

Five yrs
Index Salary
1.070 41,534
1.113 43,203
1.156 44,872
1.199 46,542
i.242 48211
1.285 49,880
1.328 51,549
1.371 53,218
1.414 54,887
1.457 56,556
1.500 58,226
1.543 59,895
1.586 61,564
1.629 63,233
1.672 64,902
1.715 66,571
1.758 68,240
1.801 69,909

M.A. Degree

Index Salary
1.140 44,251
1.194 46,347
1.248 48,444
1.302 50,540
1.356 52,636
1.410 54,732
1.464 56,828
1.518 58,924
1.572 61,020
1626 63,116
1.680 65,213
1.734 67,309
1.788 69,405
1.842 71,501
1.896 73,597
1.950 75,693
2.004 77,789
2.058 79,885
2.115 82,098
2165 84,039
2215 85,980

M.A. + 10 Sem Hr

Index
1.160
1.214
1.268
1.322
1.376
1.430
1.484
1.538
1.592
1.646
1,700
1.754
1.808
1.862
1.916
1.970
2,024
2.078
2.148
2.198
2.248

Salary
45,028
47,124
49,220
51,316
53,412
55,508
57,604
59,701
61,797
63,893
65,989
68,085
70,181
12,277
74,373
76,469
78,566
80,862
83,379
85,320
87,261

M.A. + 30 Sem Hr

Index
1,180
1.234
1.288
1.342
1.398
1.450
1.504
1.658
1.612
1.666
1.720
1774
1.828
1.882
1.936
1.890
2.044
2.098
2.180
2,230
2,280

Salary
45,804
47,900
49,996
52,092
54,189
56,285
58,381
60,477
62,573
64,669
66,765
68,861
70,957
73,054
75,150
77,248
79,342
81,438
84,621
86,562
88,503

Step

SN BRWNSO
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*Five Years: Description of column classification of the Five Year Column-

225 quarter hours of college credit from accredited institutions,

Having earned a bachelor's degree and accumulated 150 semoster hours or




PIQUA CITY SCHOOLS

Supplemental Salary Schedule

Effective August 1, 2020

{B.S., 0 Experience) $38,817

STEP ¢ STEP 1 STEP 2 STEP 3 STEP 4 STEP 9 STEP 14
POSITION Index _?ﬁ:::n Index _>Eo_:: Index _>=3==- Index | Amount | Index _>=:=:: Index _>§c=_; Index _?:c:mn
Category 1 023001 $8,928% 024151 $93741 025361 $9,844 1 02663 1 $10,337 ! 02796 | $10,853 | o.mowm.m $11,393 | 0.3082! $11,963
Category 2 0.1700 | $6,599 1 0.1785] $6,929 0.1874] 87,2741 0.1968 | $7,639] 02066 ] $8,0201 02170 $84231 0.2278] 58843
Category 3 0.1500 | $58231 0.1575] $6,1141 016541 $64201 017361 $6,739] 01823 ] $7,076 1 0.1914] $7430 1 02010 57,802
Category 4 0.1300 | $5046 1 0.1365! $52991 014337 85562 0.1505] $58421 015801 861331 0.1659] $6,440 | 0.1742] 56,762
Category 5 0.1050 | $4,076 | 0.1103 | $4,282 ¢ 0.1158} $4,495{ 01216{ 84,720} 0.1276 | $4,953 | 0.1340] $§5201 | 0.1407] 55462
Category 6 0.0850 | $32991 008931 $3.4661 0.0937% $3637% 00984} 38201 01033 84,0010 010851 8$4212! 0.113% 84,421
Category 7 0.0700 | $2,717 1 007351 $2,853 | 007721 $2,9971 008101 $3144] 00851 | $3303! 00894} $3470 0.0939] §3,645
Category 8 0.0550 | §2,135] 00578 | $22441 006061 52,352 | 006371 $2,4731 00669 | $2,597 [ 0.0703} $2,729| 0.0738! $2,865
Category 9 0.0500 | $1,9411 00525] $2,0381 005511 $2,039 1 00579} s$22481 00608 | $2360} 00638] $24771  0.067! $2,601
Category 10 0.0400 | $1,553 0 004201 $1,630) 004411 $L,712% 004631 $1,7971 00486 ! $1,8871 0.05101 $1,980F 0.0535] $2,077
Category 11 00300 | S1,165] 003151 $1,223] 003311 $1,285] 003471 $1347] 003657 s1417] 00383] §1,4871 0.0402]  $1,560
Category 12 0.0200]  $776 | 002101 $815] 002201 $8541 002321 $9011 002431 $9431 0.0255]  $990 0.0268] $1,040




Hourly Rate (Sumnmer School) $ 31.05  Howly rate of .0008 of B.S. Column, 0 Experience Step ~

Elementary Instruction Coordinator $1,000  per year 1_

National Certification Stipend $1,000  paid in year certification is attained _

Notes Regarding the Supplemental Salaries:

(1) Supplemental duties shall be defined as those duties for which compensation is determined pursuant to "Schedule D' of this agreement. Employees
performing duties shall be issued written individual supplemental limited contracts.

(2) All supplemental contracts of bargaining unit members shall expire on June 30 of cach calendar year, unless the Board takes affirmative action to renew
such prior to that date.

(3) Qualifications for supplemental positions shall be established by the Board and made available to interested applicants. Staff members who, in the opinion
of the Board, meet the qualifications for the position shall be granted employment over non-gmployees.

(4) Supplemental positions are considered vacant when the Board fails to renew the contract of the incumbent, and the position is subsequently posted as
a vacancy when the Board creates a new supplemental and posts it as a vacancy.

(5) A payment schedule wiil be distributed yeatly to employees receivitg a supplemental contract,




ATHLETIC SUPPLEMENTALS

CATEGORY 1 CATEGORY 2 CATEGORY 3
Trainer Head Football Coach Head Wrestling Coach
Head Girls Baskethall Coach Head Baseball Coach
Head Boys Basketball Coach Head Softball Ceach
B Head Track Coach - Boys & Girls Combined
) Head Girls Soccer Coach
h Head Boys Saccer Coach
..... - Head Volleyball Coach
CATEGORY 4 CATEGORY 5 CATEGORY &

Head Girls Track Coach

Head Girls Tennis Coach

Head Cheerleading Coach -~ Varsity FB

Head Boys Track Coach

Head Boys Tennis Coach

Head Cheerleading Coach - Varsity BB

Head Girls Cross Country Coach

Head Girls Golf Coach

Head Varsity Competitive Cheer Coach

Head Boys Cross Country Coach

Head Boys Golf Coach

Athletic Faculty Manager - Junior High

Head Girls Bowling Coach

Head Boys & Girls Swim Coach

Freshman Footbait Coach {2)

Head Boys Bowling Coach

Head Dive Coach - Girls & Boys

Junior High Football Coordinator

Junior High Athletic Director

Head JV Basketball Coach - Boys

Freshman Basketball Coach - Boys

IHead IV Basketball Coach - Girls

Freshman Basketball Coach - Girls

Athletic Faculty Manager - High School

Head JV Girls Soccer Coach

Assistant High School Foothall Coach - (7}

Head JV Boys Soccer Coach

*Varsity Assistant High School Basketball Coach - Girls

Head JV Softball Coach

*Varsity Assistant High School Basketball Coach - Boys

Head JV Baseball Coach

Head JV Volleyball Coach

*Varsity Assistant - High School Wrestling Coach

*PENDING STUDENT ENROLLMENT NUMBERS, ATHLETIC DIRECTOR, HIGH SCHOOL PRINCIPAL AND SUPERINTENDENT APPROVAL
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CATEGORY 7
Head JV Bowling Coach - Girls

ATHLETIC SUPPLEMENTALS
CATEGORY 8
JV Yarsity Tennis Coach

NONE

CATEGORY 9

Head JV Bowling Coach - Boys

IV Varsity Golf Coach - Boys

Head JV Cheerleading Coach - J¥ FB

JV Varsity Golf Coach - Girls

Head JV Cheerleading Coach - JV BB

Yarsity Assistant High School Swim Coach

Freshman Softhall Coach

Jr. High Baseball Coach

Freshman Baseball Coach

Jr. High Softhall Coach

Freshman Volleyball Coach

Jr. High Track Coach - Girls

*Varsity Assistant High School Softball Coach

Jr. High Track Coach - Boys

*Varsity Assistant High School Baseball Coach

Jr. High Cross Country Coach

*Varsity Assistant High School Girls Soccer Coach

Jr. High Cheer Coach - FB {1}

*Yarsity Assistant High School Boys Soccer Coach

Jr. High Cheer Coach - BB {1}

*Varsity Assistant High School Volleyhall Coach

Jr. High Cheer Coach - Competitive (1)

*Yarsity Assistant High School Boys Track Coach

*Yarsity Assistant High Scheol Girls Track Coach

Jr. High Wrestfing Coach {2)

Jr. High Basketball Coach - Boys 7th Grade {2)

Jr. High Basketbail Coach - Boys 8th Grade (2)

Ir. High Basketball Coach - Girls 7th Grade {2)

Jr. High Basketball Coach - Girls 8th Grade {2)

Jr. High Football Coach (4)

Jr. High Volleyball Coach (4)

CATEGORY 10
Strength/Conditioning Coordinator { x 3 Seasons)

"PENDING STUDENT ENROLLMENT NUMBERS, ATHLETIC DIRECTOR, HIGH SCHOOL PRINCIPAL AND SUPERINTENDENT APPROVAL
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7/23/2020

5:33 PM
ART SUPPLEMENTALS
CATEGORY 5 ~CATEGORY 6 CATEGORY 7
High School Choir/Show Choir Director *Assistant Band Director Show Choir Band/Combo Director
High School Band Director Marching Band Drill Dasign
*Assistant Show Choir Director (MOU 5/3/18)
CATEGORY 8 CATEGORY 9 CATEGORY 10
Musical Producer /Director Musical Director Drama/Staging Senior Class Play Director
Color Guard Team Advisor *Assistant High School Choir Director (MOU 5/3/18) Art Coordinator
Percussion Team Advisor i Show Choir Technical Director
B Show Choir Choreographer
CATEGORY 11 CATEGORY 12 i
Choir Director PJHS *Assistant Choir Director PJHS B
Band Director PJHS *Assistant Bond Director PIHS
Drama Advisor PJHS | *Assistant Drama Advisor PJHS ]
Musical Technical Director
Musical Orchesira Director
Musical Chereographer
*PENDING STUDENT ENROLLMENT NUMBERS, ATHLETIC DIRECTOR, HIGH SCHOOL PRINCIPAL AND SUPERINTENDENT APPROVAL
7/23/2020
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CATEGORY 6
*Science Olympiad Coordinator HS

CLUB SUPPLEMENTALS
CATEGORY 7
Building Technelogy Ceordinator

CATEGORY 8
Piquonian Production Advisor

*Science Clympiad Coordinator PJHS

Smeke Signals Advisor High School

CATEGORY 9
NONE

CATEGORY 10
Academic Challenge

CATEGORY 11
Chess Club Advisor High School

Junior Class Advisor

Key Club Advisor

*Link Crew Advisor

*Qhio History Day Advisor

Speech and Debate Club Advisor

Rotary Interact Club Advisor

Smoke Signals Acvisor PJHS

Senior Class Advisor

Student Leadership Advisor PJHS

Student Leadership Advisor HS

Yearbook Advisor PJHS

CATEGORY 12
Art Club Advisor

Builders Club PJHS

Chess Club Advisor PJHS

Destination Imagination Coach {1 per Primary/Central Building)

Dungeons and Dragons Club Advisor PHS

Freshman Class Advisor

Friends of Rachel Club Advisor

Harry Potter Club Advisor PHS

K-Kids Advisor (3 per Primary/Centrul Building)

Each supplemental will be individually evaluated by the building principal for effectiveness.

LGBTQ Club Advisor PHS

Programs that no longer have sufficient participation can be replaced with o new program

Media Madness/Daily News Advisor PJHS

with the approval of the principal,

*Model UN PJHS

*1 posifion, but may he 2 if numbers merit with Prineipal and Superintendent Approval

*Model UN HS

Muse Machine

NHS Advisor PJHS

*NHS Advisor High School

Run Club Advisor

Science Fair

Sophomore Class Advisor

World Language Club Advisor {up to 3 depending on enroliment)
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CATEGORY &8
Building Coordinator - RT

BUILDING SUPPLEMENTALS
CATEGORY 9
Building Leadership Team (5 per building, excluding HS)

~ |NONE

CATEGORY 10

LPDC Chairperson

Division/Building Leadership Team Chairperson {10 HS _uomd:o_hu‘y .

LPDC Secretary

CATEGORY 11

Spedial Education Teachers

CATEGORY 12

Mentor Teacher

.LPDC Member

Traveling Teachers
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Exhibit I

PIQUA CITY SCHOOLS Distribution: Page 1

GRIEVANCE REPORT FORM 1. Grievant
2. Principal/Tmmediate Supervisor
3. Superintendent

4. Treasurer
STEP 1 SECTION A

TO BE COMPLETED BY GRIEVANT
Name of Grievant

Building Assighment
Date of cause of grievance Date of Step 1 Initial Meeting

State grievance stipulating Article, Section and Paragraph of the Agreement which was allegedly misinterpreted,
misapplied or violated; and suggested remedy.

Signature of Grievant Date Filed

STEP 1 SECTION B
JTO BE COMPLETED BY ADMINISTRATOR

Disposition

Signature of Administrator Date

STEP 2
TO BE COMPLETED BY ADMINISTRATOR Name of Administrator

Disposition of Grievance At Step 2

Rationale for Disposition

Signature of Administrator Date of Hearing
Title Date of Disposition
STEP 3

TQ BE COMPLETED BY THE SUPERINTENDENT

Name of Superintendent _ Form Received by Supt.
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Disposition of Grievance at Step 3

Rationale for Disposition

Signature of Superintendent Pate of Hearing

Date of Disposition

STEP 4
TG BE COMPLETED BY GRIEVANT

The Association is not satisfied with the disposition of the grievance at Step 3. We request a hearing before an
arbitrator. We understand the decision of the arbitrator is binding and that the expenses of the arbitrator will be
shared equally by the Association and the Piqua Board of Education,

Signature of Grievant Date Filed

Signature of Superintendent Request for arbitrator received

Date arbitration request was sent to the American Arbitration Association

Association Representative's Signature

Arbitrator's Advice (A copy of the advice may be attached)
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Exhibit 11

PIQUA CITY SCHOOLS

INTENT FORM

Staff Member

We are expecting that each staff member give us an indication of his/her plans for the

year. Please check the appropriate statement below,

I wish to return to my present position next vear,

1 wish to be considered for transfer.,

Transfer to:
Building Level Department
Building lLevel Department
Building Level Department
Building Level Department

Type of certification which qualifies you for this transfer:

Type Number Effective Date
Type Number Effective Date
Type Number Effective Date
Type Number Effective Date

I do not plan to teach in the Piqua City Schodls for the

I plan to retire effective this school year.

school year.

I request a conference with my Principal/Supervisor before making my decision.

(All appointments should be made through the Principal/Supervisor's Office.)

Building

THIS COMPLETED FORM IS DUE IN THE PRINCIPAL'S/SUPERVISOR'S OFFICE ON February 1

AND WILL BE FORWARDED TO THE SUPERINTENDENT ON February 15.

62

school

Teacher's Signature



Exhibit I

PIQUA CITY SCHOOLS - DATA COLLECTION/OBSERVATION DOCUMENT
CORE ELEMENTS OF NURSING SERVICE

Staff Member's Name Building of Observation
Date Observed_ /[ Observer Class Observed
Time Observation Started Time Observation Ended

Please indicate a level of performance for each component:
L. Unsatisfactory 1L Basic IIL Proficlent IV. Distinguished V. Not Observed

A. Health Assessment
1, Required grade level screening, health assessment with appropriate health history, observation and
consultation for pupils entering school for the first time, and pupils referred by school staff,

2. Plan and implement counseling, referral, and follow up procedures for pupils identified as having
health needs,

B. Iliness and injury
1. Assist school personnel, pupils and parents to understand and comply with communicable disease
control requirements and current practices.

2. To participate in the management of illness and injury occurring at school.
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Exhibit 1T (Continued)
CORE ELEMENTS OF THE NURSING SERVICE - Page 2
C. Health Education and Schoal Environment

1. To assist in the development of positive health attitudes and practices through formal and
informal instruction.

2. To promote the physical, environmental health and safety for pupils and personnel in the school.

3. To promote a school atmosphere which focuses on the prometion of health.

D, Spedial Needs
1. Participate in the identification and management of pupils suspected of being abused/neglected.

2. Assist the chronically ill pupil, his/her parents and school staff to understand the illness in relation
to school and to make appropriate adjustments to help meet the pupil's special needs.

3. Assist the handicapped pupil, his/her parents and school staff to understand the handicap in
relation to school and to make adjustment to help meet the pupil's special needs.
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Exhibit I (Continued)
CORE ELEMENTS OF THE NURSING SERVICE - Page 3

PROFESSIONAL GROWTH AND DEVELOPMENT

OTHER
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Exhibit 1T (Continued)

PIQUA CITY SCHOOLS - DATA COLLECTION/OBSERVATION DOCUMENT
CORE ELEMENTS OF THE GUIDANCE PROCESS

Staff Member's Name Building of Observation
Date Observed_ _/ / Observer Class Observed
Time Observation Started Time Observation Ended

Please indicate a level of performance for each component:
L. Unsatisfactory . Basic IIL. Proficient Iv. Distinguished V. Not Observed

A, Responsibility to Student/Student Achievement and Groups
1. Plans guidance/counseling activities in accordance with individual differen\ces and needs.

2. Gives student(s) time and assistance.

3. Uses varied guidance/counseling techniques, strategies, materials, and activities,
a. Guidance materials are organized.

b, Communicates at a level students can comprehend.

C. Makes students aware of expectations by giving adequate explanations.

4. Keeps accurate records of credits, deficiencies, and tries to keep the student/parent informed.
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Exhibit II (Continued)
CORE ELEMENTS OF THE GUIDANCE PROCESS - Page 2

5. Handles confidential materials and information appropriatzly.

B. Responsibility to Staff/Administration/Self
1. Gives and receives consiructive criticism and advice in a positive manner.

2. Exhibits concern for the feelings and opinions of others; is tactful and discreet.

3. Supports Board of Education policies and administrative rules and regulations.

4. Is ethical, professional, and objective in carrying out the duties of the position.

5. Is punctual, dependable, and organized in the performance of guidance duties,

6. Keeps abreast of developments in guidance/counseling.

C. Responsibility to Parents and Community
1. Utilizes professional communication techniques with parents.
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Bxhibit 11T (Continued)
CORE ELEMENTS OF THE GUIDANCE PROCESS - Page 3

2. Displays an interest and willingness to participate in parent-teacher groups and committees.

S

3. Shows evidence of a genuine interest in the total school community.

4. Makes practical suggestions for parents o follow in promoting their child's total development.
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Exhibit I (Continued)
CORE ELEMENTS OF THE GUIDANCE PROCESS - Page 4

PROFESSIONAL GROWTH AND DEVELOPMENT

OTHER
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Exhibit IV
Application for Assault Leave

Pigua City Schoals
Pigua, Ohio

Staff Member's Name Date Submitted

Schocl Assigned

The undersigned is hereby making application for the use of assault leave as provided in the agreement between
the Piqua Board of Education and the Pigua Education Association.

How many days of assault leave are you reguesting?

Please list those requested dates

Did you require hospitalization treatment? Yes No

If yes, which hospital?

Please attach a note from the physician describing the nature and duration of disability and the necessity of being
absent from regular employment.

Did you contact a law enforcement agency? Yes No

If yes, which agency?

Did you file criminal charges? Yes ~ No

Have you completed the workers compensation forms? Please contact the Treasurer for assistance.

Have you completed an assault report? (Reverse side)

I hereby certify that the above information is accurate.

Sign
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Assault Report

Date of Assauit Time of Assault
Place of Assault Wwitnesses
Check One:

The assault took place during regular school hours.

The assault took place during an extra-curricular activity,

Please describe the assault: (Use extra sheets, if necessary)

Signed
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Exhibit v

Ao pe vy

Building;

 hereby apply 16 bo refmbuorsed 4P 10 $150.00 por semester hour for the sqtilvalent] for successful complation of
the folfowing courses takan diiting the pariod of
January 15, 20 __to Sepiember 15, 20 _or
Septemior 15, 20 o January 15, 20

" DRTE CDURSE NAME IOTAL TRSTITUTION NARE SQUARTER] MSEMESTER | AMOUNT
COURSE HRS HRS DUE
COST Corapieted Compistad

$

$

3

E+]

s

£

$

5

_iS

Staff Member's Slgniature: Date;

Please Indicate if yeu wiil be moving up on the selary table to:___BS+15 __Five Yaar__MA____WMA+I0 _ [MA+30
HMIRIAEREEERdmm kY ERRAREEFI SN ANTANE XU R NS EE NN AEERANE S LCRNARMAREN [EET R RN ST FE NS
CHECK LIST

Please retum ihe following tams to the Treasurer by September 15, 20__or January 15,20
Completed Application Form
Proof of Payment .
&  Cancelied check or sistement from the Bursers Qffice

Evidence that the course was completed

a. Grade Report
& Transtsipt - oaly reeded i moving over a coluin on Salars able
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Yeur request for reimbursement has been reviewed. -Based on the informaipn you have provided, your ciaim is;

Approyad 3
Deried for the falloving reasons

PIQUA CITY SCHODL DISTRICT:

Reviewed by: Jergmis Hillle, TreasurenCror Dale
a4 Tuition Refmbwisemernt
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Exhibit VI
Pigua City Schools

11,04.2015-12.31.2020

Employee Name Employee Phone Number
Job Title Employee E-mail

Effective Date (to be completed by Employer) Department / Location

Opt-Out Benefit" {Cash in leu of Benefits).

Employees who waive medical coverage for themselves or a dependent at Piqua City Schools may be eligible for the voluntary "Health Insurance

The following Qpt-Out Guidelines are for members enrolled in another employer's integrated group health plan.

Indicate the box representing the other health insurance in which you or a dependent are enrolled.

Name of Plan

Spouse's Employer-Sponsored (Integrated) Plan

Dependent's Employer-Sponsored {Integrated) Plan

Members waiving coverage at Piqua City Schools may be eligible for the following Opt-Out benefits. Check the box based on your situation.

can cover the full premium costs associated with the alternate plan.

2) HSA Equivalent: Additional funding as members utilize other options. Amounts are-based on the number of people waiving coverage

Eligible Members

1) Cost-based Opt-Out Benefit: When an eligible member or dependent utilizes another employer-sponsered (integrated) plan, Piqua City Schools

Waiving Coverage

Annual Funding

Single Member

3850

Multiple Members

$1,700

3) Integrated HRA: Medical Qut-of-Pocket expenses can be reimbursed ence 2 member has incurred costs above the following limits:

Eligible Members Qut-of-Pocket Costs

Waiving Coverage Covered Over
Single Member §1,500

Multiple Members 33,000

Integrated HRA coverage is capped at $6,650 for a single member and $13,300 for multiple members.

The following Opt-Out Guidelines are for those members not enrolled in another employer's integrated group health plan.

Fiar Opt-Out Renefit: Eligihle members or dependents who waive coverage at Piqua City Schools and are not enrolled in another integrated employer-
sponscred plan can receive the Opt-Out payments below:

Bligible Members Annuat Opt-Out
‘Waiving Coverage Payment
Single Member $5,000
Muliiple Members $10,000

NOTES:
such monies that affect the member due to change in the insurance election with the alfernale resource.

event that ikis is applicable, the cost of the resource will be “grossed up”™ an additional 30% to account for the change in iaxation,
« Payments will begin on the first pay period foliowing the effective date of enroliment changes. Recurring payments follow: the narmal payroll schedule.

+ The Opt-Out Bencfit is contingent upor contimied emplovment with Pigua City Schools.
+ Before approval, EMS will request documentation io verify premium payments and/or payroll deductions for other coverage.

« For purposes of calculating an Opt-Out Credit, the cosis of "alternative health coverage" will include the impact of a "spouse surcharge” and "waiver allowance” or other

+ The tax treatment of premiums will be taken into consideration for those members electing @ plan that is nal bepefiting from "pre-tax" treatment such as a 125 plan. In the

«  For those on an integrated plon the maximum benefit for single coverage is $12,000 per year and the inaxinun benefit for family cvoerage is 524,000 per year.

City Schools reserves the right to recoup Opt-Out benefits paid if an employee fails to notify EMS of enrollment changes or makes any other
misrepresentations.

If approved, I agree to participate in the Piqua City Scheols Opt-Qut Program.

By signing below you confirm that the above information is true, and you agree to notify EMS if your enroliment or other information changes, You further
attest that enroliment changes are made voluntarily and that all ability is assumed by the employee or member impacted by the enrollment change, Piqua

Employee Signature Date

All documentation, calculations, and guestions will be handled by the office of EMS.
Contact EMS: Fax (513) 561-0777, Phone (513} 551-0000 ext 08, Email tracy@enrollmentmanagementservices.com



Exhibit VII

PIQUA CITY SCHOOLS
215 Looney Road
Piqua, Ohio 45356

(937) 7784512

EMERGENCY PER!IOD SUBSTITUTE/INTERNAL SUBSTITUTING PAY VOUCHER

Building:

Staff Member

! have performed Emergency Period Subsitute/internal Substituting as follows:

SS#

Period Treasurer's
Date of Check Type of | (if Planning | 23 Extra Students Office Use
Substituting Staff Member Absent Substituting " Period) {check one) Only

OPlanning Period 023 students {(morning}

(023 extra Students 023 students {afternoocn)

OFull class OFull class whole day

OPlanning Period U=3 students (morning)

023 extra Students 023 students {afterncon)

DFufl class DFull class whole day

OPlarning Period 0z3 students {morning}

(=232 extra Students [123 students (afternoon)

DFull class OFull_class whole day

OPlanning Pericd =3 students {morning)

023 extra Students =3 students {afternoon)

OFn! class DFull class whale day

{JPlanning Period 0=3 students {morning)

0=3 extra Students 023 students (afternoon)

DFulf class OFuli class whole day

CPlanning Period 023 students {morning)

{123 extra Students 023 students (afternoon)

OFu! class OfFull class whole day

OPlanning Period =3 students (morning)

[0=3 extra Students Oz3 students (afterncon)

DFull class Ofull class whole day

Total Due:

Article |If, Section A, Item 4, Letter C: In order to qualify for internal substitute pay, the staff member's absence must be reportable on

the electronic leave request.
Articie [ll, Section A, ltem 4, Letter D: Maximum compensation per day for internal substituting wiii be one (1) peried for staff

members teaching in the secondary buildings and forty-five (45} minutes for staff members teaching in the elementary buildings. If &
principal should find it necessary to parcel out students to one or more classrooms while attempting to secure a substitute teacher,

staff members who have been allocated three {2) or more students fram the school start time until lunch and/or from lunch until the
schoel end time shall be l:ompensated for forty-five {45) minutes up to two (2) times per day.
Articte lll, Section A, ltem 4, Letter E: If the teacher elects to combine their class with another full class for the entire day, the teacher

will be paid at the daily sub rate.

Please return the form to the principal for certification and submission with the Payrall Adjustment Form. Payment will
be made on the next paydate after submission to the Treasurer.

Staff Member's Signature

Administrator/Supervisor

Date

Date
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Exhibit VIII

PIQUA CITY SCHOOLS
PIQUA, OHIO

STAFF DEVELOPMENT PROGRAM GUIDELINES

The following guidelines have been established for earning staff development
credit:

One day (6 hours) of staff development credit must be earned each year, pro rata.

Staff development credit must be eamed yearly between June 1 and the following May 31. Staff
development credit must be used during the year in which it is earned and may not be carried over into
the next vear. Staff members who achieve six or more hours of staff development credit will not be required
to attend the District In-Service Day.

Staff members can expect to be notified a minimum of three (3) times per year as to the number of staff
development credit hours earned to date.

Staff members who do not achieve at least six (6) hours of staff development credil will have
their salary reduced proportionally.

Staff development credit can be earned if the activity relates only to the staff member's primary assignment.
It may alse be related to staff evaluations.

Eligible staff development programs must be conducted on regularly scheduled staff development days or
at a time other than the scheduled work day. Eligible activities include:

*Pigua City Schools' workshops

*WOEA Day activities

*Miami and Shelby County Consortium activities

*Summer Renewal programs

*Time spent as a presenter at a staff development activity
*Any required in-services outside the scheduled work day
*Approved individual options

The above items are listed as examples and are not intended to be all inclusive.

The Building Labor Management Cornmittee will review each staff member's hours of those primarily
teaching in their building to determine acceptability.

The Building Labor Management Committee will keep a current list of accumulated approved hours by
individual staff member. Staff members can expect to be notified a minimum of three'(3) times per year
as to the number of staff development credit hours earned to date.

Staff members are required to apply for approval to receive staff development credit for any program not
sponsored by Pigua City Schools, Staff members are encouraged to inguire in advance as to the
appropriateness of their activity.

Staff members must submit the application to the building principal. It will then be forwarded to the
Building Labor Management Committee for recordkeeping purposes.

By June 1 of each calendar year the Building Labor Management Committee will send a list of accumulated

approved hours by individual staff member to the Assistant Superintendent. A summary of this information
will then be forwarded to the Assodiation President by August 1.
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VIII,

If there is a concern regarding the appropriateness of a particular staff development activity, the District
In-service Committee will determine if staff development credit will be issued. These decisions will be final.

Courses or workshops taken for the purpose of gaining graduate credit will not count toward in-service
credit.

A staff member who is paid for attending or presenting at a workshop is not eligible for staff development
Credit unless such payment is in the form of expenses only.

Staff members on extended leave may petition the District In-service Committee in writing for a waiver of
all or part of the required six (8) hours. :

Building level staff development required prior approval of the District In-service Committee.

PIQUA CITY SCHOOLS
COMMONLY ASKED QUESTIONS ABOUT
PIQUA'S STAFF DEVELOPMENT PROGRAM

Q. Is it possible to earn state development continuing education units {CEU's) and Piqua City School
staff development credit at the same meeting?

A Yes, many workshops which are at least four hours in length will offer CEU's through the State
Department of Education. In most cases it will be to your advantage to accept the CEU's as well
as apply for staff development credit. Receiving CEU's does not prohibit you from also receiving
staff development credit. However, if used for staff deveiopment credit, it would not qualify for
reimbursement as outlined in Article III, Section B, Professional Growth Reimbursement, of the
Agreement.

Q. If T get more than six (6) hours of staff development credit in any one (1} year, can I "carry over"
the extra to the next year?

A Staff development credit in excess of six (6) haurs may not be carried over from year to year. Staff
members are paid for three (3) staff development days per contract year; therefore, the staff
development hours must be earned during each of the contract year,

a. If I attend an out-of-town workshop during school hours, may I count those hours toward my staff
development credit?
A Any workshop hours taken during the normal school day will not count toward in-service credit

unless they are earned on regularly scheduled in-service days.

Q. Suppose I attend a workshop on a school day that extends into the evening hours; what portion
of the workshop, if any, may I count toward staff development credit?

|
Al The portion of the workshop which extends to after-school hours may be counted toward staff
development credit if it meets Piqua City Schools' criteria. You rmay count hours which are direct

“contact” hours exclusive of breaks, dinner, etc.
Do staff meetings and grade level/department meetings count as staff development?

A. No, not unless they have been specified as counting toward staff development credit.

Q. When a Pidua staff member is a presenter or is paid a stipend to attend a workshop held at imes
other than the normal workday, is he/she eligible for staff development credit?

A. A staff member who is paid for attending or presenting at a workshop is not eligible for staff
development credit unless such payment is in the form of expenses only.
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12,

13.

10.

11

How will T know how much staff development credit I have earned if I don't keep my own records?

The official record of your staff development credit wili be kept by the Building Labor Management
Committee. It is important you sign the workshop attendance sheets or turn in your staff
development request form for each workshop you attend. You can expect to be notified a
minimum of three times yearly as to the number of staff development credits earned. The
Assistant Superintendent will receive an official listing from each Building LMC by May 31 of
each year.

Do I need written pre-approval to attend a workshop sponsored by Piqua City Schools?

No. However, if there is any question as to the appropriateness of a particular workshop, even
during the summer months, it is highly advisable to check with your Building Labor
Management Committee Representative, building Principal, or the Assistant Superintendent to
get an opinion before you attend the meeting. If you assume it will count and do not inquire
before attending, you assume the risk of being denied staff development credit.

Suppose I submit a request for staff development credit and my Building Labor Management
Committee denies the request, may I appeal to someone else for approval?

Yes, you may appeal to the District In-service Committee, whose decision will be final.

Do I need to fill out a Staff Development Request Form every time I participate in a staff
development activity?

No, that form needs to be completed only when you are requesting credit from an in-service that
was not spansorad or co-sponsored by the Pigua City Schools. For every non-Piqua sponsored
workshop you attend, we ask that you complete a Request Form and return it even if you are
beyond the minimum six (6) hours, We want {0 keep accurate records to be used in reporting
to the Board of Education and public regarding the number of hours earned by our staff
members.

What are some examples of unacceptable staff development as it applies to this provision?

Graduate classes, state-mandated training sessions (such as Sports
Medicine, Child Abuse Prevention, etc.), classes not applying to your
current assignment, classes applying to a supplemental position and
those [to be] used for reimbursement purposes, as provided for in Article
111, Section B, of the Agreement.

If I take CPR training for six hours, mayi count all the six hours toward
my staff development credit?

The maximum amount of staff develepment credit which may be earned
for CPR training is any one year, for any staff member is two.

I am taking a workshop where graduate credit is aufomatically given,
May I still
get staff development credit?

Yes, if you attend a workshop where there is no choice as to the receipt
graduate Credit, you may still be eligible for staff development credit if the
workshop meets Piqua Schools' criteria, if you are not asking for
reimbursement, and it's not being used for salary schedule advancement.

H
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Exhibit IX
PIQUA CITY SCHOOLS
719 East Ash Sireet
Piqua, OH 45356

SICK LEAVE BANK GUIDELINES

Effective August 1, 1998, a sick leave bank was established for use by the Association Members,

The Treasurer will maintain all records and documentation for the employees' donation of days, use of sick leave
days and the accumulated balance in the sick leave bank.

The Sick Leave Bank Donation/Application Form will be used. To make voluntary deductions into the Sick Leave
Bank, the Association Member will complete Section I of the form. Section II of the form is used to make
application to use sick leave days from the Bank. The Sick Leave Bank Review Panel will complete Section 111,

In May of each school year, the Treasurer will distribute forms to all Association Members,

offering them the opportunity to voluntarily donate up to five (5) days sick leave to the Sick Leave Bank. Days may
be donated in half day and full day increments only. The staff member will complete and sign Section I, and
forward the form to the Treasurer by May 15. A maximum of five (5) days may be donated to the sick leave bank
in one year (August 1 through July 31.)

The Treasurer will deduct the donated day from the Association Member's accumulated sick leave balance and
transfer it to the Piqua City School District Sick Leave Bank. The Treasurer will act as custodian of this account
and forward a report of the Sick Leave Bank activity to the Association President by August 1 of each vear.

Should the accurmulated balance in the Sick Leave Bank reach five (5) days or less, the Treasurer will notify the
Association President Sick Leave Bank Donation Forms will be forwarded to the Association Members offering the
opportunity to donate to the bank. Deadline for returning the forms will be fifteen (15) working days after
distribution by the Treasurer,

When a staff member exhausts the accumulated sick leave balance and any advanced days, he/she may apply for
up to ten (10) sick leave days from the sick leave bank if he/she has a serious health condition as defined in the
Family and Medical Leave Act of 1993. The staff member shall compilete Section II of the Sick Leave Bank
Donation/Application Form, sign and date the form. The completed form and the doctor's not shall be submitted
to the Superintendent.

The Sick Leave Bank Review Panel, which consists of the Assodiation President/Designee and the
Superintendent/Designee, will meet within ten working days to review the application. If more information is
needed, the Review Panel will contact the statf member for clarification. The Review Panel will approve or deny
the form, giving an explanation for denizl, and forward the decision to the staff member,

Information submitted under Section II of the Sick Leave Bank Donation/Application Form is confidential and is
not public in accordance with the provisions of the Open Records Act,
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