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ARTICLE | - RECOGNITION

Association Recognition

The Hopewell-Loudon Board of Education, hereinafter "Employer” or "District,” or
“Board,” hereby recognizes the Hopewell-Loudon Education Association (HLEA)/Ohio
Education Association (OEA)/National Education Association (NEA)/Northwestern Ohio
Education Association (NWOEA), hereinafter the "Association,”" as the sole and exclusive
bargaining representative for the bargaining unit hereinafter defined.

The bargaining unit covered by this contract is defined as all persons employed by the
Board in positions requiring an educator’s certificate or license, whether on leave, on per
diem basis, and substitutes employed for sixty (60) or more consecutive days in the same
position during a given school year. For the purposes of this article, calamity days and two
(2) consecutive sick days or less shall not constitute a break in service. This article
excludes home instructors, as-needed substitutes, the Superintendent of schools, Treasurer,
principals and all other supervisory, management-level or administrative personnel as
defined in Chapter 4117 or Section 3319.02 of the Ohio Revised Code (ORC).

Board Recognition

The Association recognizes the Board as the locally elected body charged with the
establishment of policy of public education in the District and as the employer of all
personnel of this District under state law. The Association further recognizes that the
Board has the sole responsibility for the management and control of all the public schools
of whatever name or character 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 Sections 3313.20 and 3313.47 and Chapter 4117 of the Ohio Revised Code,
except as modified by this contract.

Change in Recognition

This Agreement shall stay in effect for the stated period unless another party submits a
petition pursuant to 4117.07.



ARTICLE Il - NEGOTIATIONS

Definitions

Negotiations - To confer, discuss, propose, consider, make concessions, and
counterproposals, in good faith, in an effort to reach mutual agreement on items under
consideration. Such negotiations shall be conducted by representatives of the local
Board of Education and the Association with authority to negotiate in "good faith."

Negotiations Team - The body of official representatives of the local Board of
Education or the local Education Association.

AD Hoc Study Committee - (Joint Study Committee) - A group given a specific
assignment to develop a more meaningful understanding of a given area to assist the
Negotiations Team in coming to a mutual agreement. The responsibility of such
study committees shall be determined by the Negotiations Teams at the time that the
study is organized. Information reported by the study committee shall be advisory
only and not a directive or in any way impose a recommendation or compliance to
members of the Negotiations Team.

Consultants - Advisors to the Negotiations Team. Individuals due to special training,
experience, and talents who have abilities to assist in clarifying points under
consideration and to assist in resolving misunderstandings, but who may not be
present during a negotiation meeting unless agreed upon by both negotiating parties.

Day - A day shall be defined as a Board approved school calendar day during the
school year, and a day that the central administration office is open for business
during the summer. Exceptions to timelines may be agreed to between the
Association and the Administration.

Caucus - A limited break in the negotiation session of not more than thirty (30)
minutes, unless mutually agreed by both Negotiations Teams.

Good Faith - The willingness to consider, propose, make concessions and
counterproposals in an effort to reach a mutually agreed position. Good faith requires
the participants in the negotiations to provide good and sufficient reasons to proposals
and counterproposals. Good faith does not mean that either Negotiations Team is
given authority to make final commitment for the local Board of Education or the
local Education Association.

News Release - A report on the status of negotiations, given directly to public news
media personnel, i.e. -- the newspaper, radio, television, and news bureaus.



9.

Progress Report - Reports made to the local Board of Education or the local
Education Association while negotiations are in progress.

Scope of Negotiations

The parties agree to negotiate in good faith on all matters pertaining to wages, hours, or
terms and other conditions of employment and the continuation, modification or deletion of
an existing provision of a collective bargaining agreement.

Procedures

The parties agree that the Collective Bargaining Law of 1984 (Chapter 4117 ORC) shall
govern the procedures of bargaining between the Board and the Association. In the event
the parties are unable to reach agreement within ten (10) days of the expiration of the
existing contract, then the Association shall have the right to strike under the Collective
Bargaining Law [Chapter 4117.14 (D) (2) and Chapter 4117.18 (C) ORC].

1.

Requests for Negotiations - Written requests for negotiations initiated by the
Association shall be to the Superintendent, acting as the representative of the Board.
Written requests by the Board shall be directed from the Superintendent to the
President of the local Association.

Negotiations Meetings - Negotiations meetings on a successor contract shall begin by
March 15, unless both parties mutually agree to another starting date. At a mutually
agreed upon time and place the first negotiations session will be held. Both parties
shall exchange and present proposals.

Negotiations meetings shall be in executive session with no other person or persons
present other than the Negotiations Teams unless mutually agreed upon. Consultants
may be used by either party during a caucus.

Either team may call for a caucus at any time. A caucus shall not be for longer than
thirty (30) minutes unless an extension is mutually agreeable to both teams.

While negotiations are in progress, news releases can be made by either of the
Negotiations Teams. Said releases shall be in writing and each team shall have a copy
of the statement prior to release.

Written progress reports may be made to the represented bodies by either
Negotiations Team at the discretion of the team.

During the course of the negotiations meetings, joint study committees may be
created by mutual consent of the teams. Members of the study committees will be
determined by members of the Negotiations Teams. The purpose and particular



assignment shall be stated at the time the committee is created as well as the time for
a report of the findings.

Any employee engaged in teaching shall not be expected to participate in a
negotiations session which is scheduled during school hours.

Representation - Representatives of the Board shall meet with representatives of the
Association for purposes of negotiations. Neither party shall have any control over
the selection of the negotiating representatives of the other party. The parties may
each be represented by five (5) representatives and two (2) observers.

The parties mutually pledge that their representatives will have authority to make
proposals and counter proposals, consider proposals and counter proposals and to
execute tentative agreements.

Exchange of Information - The Board and Superintendent agree to furnish the
Association upon request, both prior to and during negotiations, all regularly and
routinely prepared information concerning the financial resources of the District. The
Association agrees to furnish upon request all available information on its proposals.

Item Agreement - As tentative agreement is reached on items which are the subject of
negotiations, the agreement shall be reduced to writing and initialed by the chief
negotiator of each party.

Agreement - When agreement has been obtained on all issues submitted to the
bargaining process, or issues have otherwise been resolved, all issues upon which
agreement has been reached shall be reduced to writing and presented to the
Association for action and to the Board for action at the next regular Board meeting,
unless at its discretion the Board calls a special meeting at an earlier date. When
approved by both parties, the items shall constitute the Master Agreement between the
parties. There shall be two (2) copies of the final agreement which shall be signed on
behalf of the parties. One (1) copy shall be retained by the Board and one (1) by the
Association.

D. Impasse Procedures

1.

Responsibilities - The parties agree to negotiate in good faith, pledging themselves to
use a reasonable length of time to study and investigate all available avenues in order
to reach agreement during negotiations.

If either party determines that differences of position are so serious that further
negotiations seem impossible of producing a satisfactory agreement, then either party
after thirty (30) days from the initial negotiations meeting shall have the right to
declare impasse. The party declaring impasse shall notify either the Federal
Mediation and Conciliation Service (FMCS) or the State Employment Relations
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Board (SERB) to appoint a mediator for the purpose of aiding the parties in reaching
an agreement.

Such mediation services shall continue until settlement is reached or until one or both
parties determine mediation is no longer productive. Upon expiration of the contract,
and termination of mediation by one (1) or both parties, the Association and its
bargaining unit members shall retain all rights afforded them in 4117.14 (D) (2) ORC.
The cost of mediation services shall be shared equally by the parties.

Adoption/Changes in Board Policy

In matters not covered by this Agreement, the Board will not adopt or change policy which
affects wages, hours, or other terms and/or conditions of employment of the employees in
the unit, represented by the Association, unless it shall first notify, in writing, the
Association of the proposed change. The Association shall not have the right to reopen the
contract to negotiate such proposed change during the term of the contract.



ARTICLE |11 - GRIEVANCE PROCEDURE

A. Definitions

1.

A grievance is a complaint involving the alleged violation, misrepresentation or
misapplication of the Master Agreement. Complaints may be referred to the Labor
Management Committee (LMC) for possible resolution before the grievance process
is initiated. If necessary, a special meeting may be called to facilitate proceeding in a
timely fashion. If a matter has been submitted to the LMC, the ten-day timeline in B.
1. shall not apply to the grievant until after the LMC has had opportunity to address
the issue.

A grievant is an employee, or the Association alleging a violation, misrepresentation
or misapplication of the Master Agreement.

B. Initiation and Processing

1.

Informal Level

Within ten (10) days of when the Grievant knew, or should have known, of that act
giving rise to the grievance, a teacher, or an Association representative with a
grievance will first discuss it with the teacher's principal or immediate administrator
of the teacher's building, with the object of resolving the matter informally.

Level One

If the teacher or Association is not satisfied with the disposition of the teacher's
grievance at the informal level, the teacher or Association may file a written grievance
(see Appendix C) with the teacher’s principal within ten (10) days following the
initial discussion with the teacher's principal/administrator. A grievance shall cite the
specific language of the Master Agreement alleged to have been violated,
misrepresented or misapplied. Copies of such written grievance are to be sent by the
aggrieved party, to the Association President and to the Superintendent. The principal
shall communicate the principal's decision in writing within ten (10) days of the
principal's receipt of the written grievance to the grievant, to the Association
President and to the Superintendent.

Level Two
a.  Within ten (10) days of receipt by the grievant of the decision rendered by the

principal, such decision may be appealed to the Superintendent. The appeal
shall include a copy of the principal's decision.



b.  The appeal shall be heard by the Superintendent within ten (10) days of its
receipt by him/her. If attorneys or OEA representatives are included in these
meetings, adjustments will be made to accommodate the outside parties. At
least five (5) days prior to the hearing, the Superintendent shall provide written
notice of the time and place of the hearing to the grievant, and Association
President.

c.  Within ten (10) days after hearing the appeal, the Superintendent shall
communicate to the grievant the Superintendent's written decision, including
supportive reasons. A copy of the decision shall be sent to the Association
President.

Level Three

If the disposition of the grievance at Level Two is not satisfactory to the grievant, the
grievant may request a hearing in executive session with the Board or its designee, at
their next regularly scheduled meeting, following a review by the HLEA. This
request must be made within ten (10) days of the receipt of the decision by the
Superintendent. The request must be in writing and the grievance and other related
papers must be attached. The request shall be made through the Superintendent. The
Board shall schedule an executive session for the hearing. A decision in writing will
be rendered within ten (10) days from the date of the hearing and vote thereon. The
Treasurer, on behalf of the Board, will provide to the grievant, Association President,
and applicable administrators, the decision.

Level Four

Within fifteen (15) days of receipt by the Grievant/Association of the decision
rendered by the Board, or if no disposition has been made within the time limit
specified, the Association will notify the Superintendent of the intent to proceed to
arbitration. The Association will then file for arbitration with the Federal Mediation
and Conciliation Services (FMCS). The arbitration selection and hearing shall be
governed by the rules and regulations of the FMCS.

C. General Procedures

1.

Timelines - Failure at any step of this procedure to communicate the decision in
writing on a grievance within the specified time limits, without the mutual agreement
of the Superintendent and the chairperson of the grievance committee, shall permit
the grievant to proceed to the next step. Failure at any step of this procedure to appeal
a grievance to the next step within the specified time limits, without the mutual
agreement of the Superintendent and the chairperson of the grievance committee,
ends the grievance process regarding this specific grieved issue.

Either or both parties may be represented at the arbitration hearing.
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The Association shall have the exclusive authority to determine if a grievance shall be
moved to arbitration and no grievance shall proceed to arbitration without the written
approval of the Association.

Withdrawal - A grievance may be withdrawn at any level without prejudice or record,
except that no grievance may be brought outside the timelines established by this
Article.

Reprisals - No reprisals of any kind will be taken by or against any party of interest,
any participant(s) in the grievance procedure, or any member(s) of the Association,
Administration and/or Board by reason of such participation.

Information - The Board and Association shall furnish either party with all available
public information relating to the processing of the grievance. Work papers and
arbitrational preparation materials shall not be construed as information that must be
furnished.

Authority of Arbitrator - The arbitrator shall have no power to alter, add to, extend
timelines, or subtract from the Master Agreement, or to make an award which is
contrary to law. The arbitrator's award shall be final and binding upon the parties.

The fees and expenses of the arbitrator shall be paid by the losing party.

All materials relating to the processing of a grievance shall be kept confidential to the
extent provided by Ohio Law.



ARTICLE IV - ASSOCIATION AND MANAGEMENT RIGHTS

Association Rights

Exclusive recognition shall entitle the Association these rights exclusively:

1.

2.

Use of staff mailboxes and lounge bulletin boards for staff information.

Payroll deductions of membership dues. The Board Treasurer shall begin equal
deductions with the second paycheck in October and continue said deductions with
the second paycheck of each month through May.

Use of public address systems for Association announcements according to school
procedure.

Distribution of faculty bulletins to teachers according to normal school procedure.

Use of school equipment for bulletins and buildings for meetings to be governed by
the Board of Education’s operations procedure.

Announcements at faculty meetings.

Receipt of a copy of all agendas and minutes of all Board meetings. Minutes and
agenda may be picked up the day of the meeting.

Receipt, upon Association request, of a copy of all public information without charge.
Fair Share Fee

The District shall deduct from the pay of bargaining unit members who elect not to
become or to remain members of the Association an amount equal to the dues of
HLEA/NWOEA/OEA/NEA or such lesser fee as may be deemed necessary by the
OEA Executive Director in light of applicable law from the pay of all bargaining unit
members.

The Treasurer of the Board shall, upon notification from the Association that a
member has terminated membership, commence the check-off of the fair share fee
with respect to the former member, and the amount of the fee yet to be deducted shall
be the annual membership dues less the amount previously paid through payroll
deduction or such lesser fee as may be deemed necessary by the OEA Executive
Director in light of applicable law.

Payroll deduction of such fair share fees shall begin at the first payroll period after
January 15 except that no deductions shall be made for newly-hired bargaining unit
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members until the second paycheck, which period shall be the required probationary
period for newly-employed bargaining unit members.

Dues rates and fair share fee rates shall be transmitted by the Association to the
Treasurer of the Board for the purpose of determining amounts to be payroll deducted,
and the Board agrees to promptly transmit all amounts deducted to the Association.

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

Upon timely demand, non-members may appeal to the Association the payment of the
fair share fee pursuant to the internal procedure adopted by the Association, or such
non-members may submit such appeals as provided by law.

Implementation of this fair share fee provision shall begin in the 1999-2000 school
year by newly-hired bargaining unit members who have elected not to be members of
the Association; the Association agrees to notify all such non-members of their right
to become members of the Association during the month of September.

Nevertheless, the amount to be deducted from the pay of all non-Association
members shall be the full dues of the United Education Profession or such lesser fee
as may be deemed necessary by the OEA Executive Director in light of applicable
law, and such deductions shall continue through the remaining number of payroll
periods over which Association membership dues are deducted.

The above fair share fee provision shall be an exclusive right of the Association not
granted to any other employee organization seeking to represent employees in the
bargaining unit represented by the Association.

The Association (on behalf of itself and the OEA and NEA) agrees to indemnify the
District for any cost or liability incurred as a result of the implementation and
enforcement of this provision and the dues deduction provision of the contract
provided that:

a.  The District shall give a ten (10) day written notice of any claim made or action
filed against the employer by a non-member for which indemnification may be
claimed,

b.  The Association shall reserve the right to designate counsel to represent and
defend the employer;

c.  The District agrees to 1) give full and complete cooperation and assistance to
the Association and its counsel at all levels of the proceeding, 2) permit the
Association or its affiliates to intervene as a party if it so desires, and/or 3) to
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not oppose the Association or its affiliates' application to file briefs amicus
curiae in the action;

d.  The District acted in good faith compliance with the fair share fee provision of
this Agreement; however, there shall be no indemnification of the District if the
District intentionally or willfully fails to apply (except due to court order) or
misapplies such fair share fee provision herein.

e.  The Employer agrees to deduct from the wages of any employee-member of the
Association, the dues, initiation fees and assessments of the Association, upon
presentation of a written deduction authorization from any employee-member of
the Association. All monies deducted for such purposes shall be paid promptly
to the Association.

Deductions will be made in as nearly equal pay-period installments as possible
during the school year and in an amount determined by the Association.
Deductions shall begin with the second pay period in October.

The Employer, on a monthly basis, shall transmit to the Association a single
check in the amount of all dues so deducted.

In the event an employee severs employment, the Treasurer shall deduct all
owed and remaining dues from the employee's last paycheck.

The Association on or before October 1 shall transmit to the Employer a list of
those employees who have properly signed payroll deduction authorizations and
submitted them to the Association. The Association shall collect and maintain a
file of member authorization payroll deduction cards.

B. Management Rights

1.

The Board hereby retains and reserves unto itself, without limitation, all powers,
rights, authority, duties and responsibilities conferred upon and vested in it by the
laws and the Constitution of the State of Ohio and of the United States, including, but
without limiting the generality of the foregoing, all of the rights identified in Section
4117.08 of the Ohio Revised Code. These include:

a.  Determine matters of inherent managerial policy which include, but are not
limited to areas of discretion or policy such as the functions and programs of the
Board, standards of school services, its overall budget, utilization of technology,
and the School District organizational structure;

b.  Direct, supervise, evaluate, and hire employees;

c.  Maintain and improve the efficiency and effectiveness of Board operations;
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d.  Determine the overall methods, process, means, or personnel by which School
District operations are to be conducted, including the opening or closing of
buildings, the hours such buildings are open, student assignments, and the
purchasing and distribution of all Board-owned equipment;

e. Suspend, terminate, lay off, transfer, assign, schedule, promote, or retain
employees;

f.  Determine the adequacy of the work force;

g. Determine the overall mission of the School District, including the
establishment of curriculum, special programs, athletic, recreational. and social
events for students;

h.  Effectively manage the work force, including the determination of building
schedules, hours of operations, and the duties, responsibilities and assignments
of staff members;

i.  Take actions to carry out the mission of the School District.

The exercise of the foregoing powers, rights, authority, duties and responsibilities, the
adoption of policies, rules and regulations and practices in furtherance thereof, and
the use of judgment and discretion in connection therewith shall be limited only by
the specific and express terms of this contract and Ohio statutes, and then only to the
extent such specific and express terms hereof are in conformance with the
Constitution and laws of the State of Ohio and the rules and regulations promulgated
by the Ohio State Board of Education and the Constitution and laws of the United
States.

The management rights set forth above shall not be subject to the grievance procedure
or impairment by the grievance procedure or otherwise except to the extent that they
are limited by specific provisions of this Agreement. Failure to exercise any right
reserved to management under this Article shall not be deemed a waiver of any
management right.
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ARTICLE V - WORK YEAR

Work Year

The work year shall be one hundred eighty-four (184) days, one hundred eighty (180) days
with students.

The four (4) additional days shall be:

one (1) work day prior to the first student day,

one (1) work day following the last student day, and

two (2) days as determined by the Labor Management Committee (LMC).

If the district loses more than seven (7) days of instruction due to weather and emergency
closure, days will be made up as designated on the school calendar. No days will be made
up at the end of the school year unless the district falls below the state mandated high
school minimum hours. If the district falls below the state high school minimum number of
hours as determined by the sum of delays and closures, a sufficient number of days shall be
made up.

Calendar

Effective with the 2019-2020 calendar, the Labor Management Committee shall develop
two (2) calendars each year. These will be presented to the staff, for a vote and the calendar

receiving a majority shall be presented to the Board by the March meeting for ratification.

Faculty Meetings

All teachers shall attend regularly-scheduled building staff meetings. Meetings should not
exceed one (1) monthly, unless additional meeting(s) are of an emergency nature. These
meetings shall be used for administration, supervision, curriculum and textbook review.
CEU training and/or in-service outside of the school day and the negotiated agreement will
be optional for all staff members. These meetings will start five (5) minutes after the end
of the student day and will last for forty-five (45) minutes. Alternatively, these meetings
may be scheduled to begin up to one (1) hour prior to the start of the student day.
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B.

ARTICLE VI - WORKDAY

Professional Time

1.  Each member shall be provided not less than two hundred twenty (220) minutes per
week for professional time to be used for activities such as planning, collaboration,
parent meetings, etc; such time shall be scheduled during the regular student day
exclusive of a duty-free lunch period of not less than thirty (30) consecutive minutes.
Elementary lunchroom supervision will be provided.

2. Less than Full Time - Staff members who work more than half time will receive a
professional period.

Work Day

The workday for all full time members shall be seven (7) hours and twenty (20) minutes
including a 30-minute duty-free lunch.

Extra Curricular Duty Assignments

Teachers are encouraged to be a part of the school community. Attendance at Extra
Curricular Activities makes the teacher more visible to the community.

Any individual working one (1) event per season will receive a complimentary faculty/staff
pass for admission to all District events for that season. The Athletic Department will be
responsible for recruiting the workers. Any individuals working Varsity athletic events
after receiving their complimentary pass will be paid fifteen dollars ($15), and other
District events will be paid ten dollars ($10).

Payment will be made three (3) times per year — at the end of the fall, winter, and spring
athletic seasons.

Period Substitution Rate

In the event a regular substitute is unavailable, the principal may request a bargaining unit
member to serve as a period substitute. For elementary classes, a period shall be considered
up to forty-five (45) minutes. For all other grade levels, the period shall be as defined by the
teacher’s class schedule. A period substitute may provide coverage to a class which has
been combined from more than one (1) absent teachers' classes. That member has the right
to:

1.  Refuse the substitution; or

2.  Take the substitution and be compensated at sixteen dollars ($16) per period. The
principal shall provide a signed form authorizing the period substitute to substitute for
the teacher. A copy of this form shall be presented to the Board Treasurer for
payment. No member may substitute unless he/she is using his/her conference period.
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ARTICLE VII - WORKING CONDITIONS

Lesson Plans

Teacher lesson plans will be submitted for each teacher's classroom or workstation
electronically by 8:00 a.m. on the first workday of each week for the building administrator
to review. Teachers shall be required to provide standards description, procedures, and
method of evaluation in lesson plans. The building administrator may copy lesson plans as
he/she deems necessary. Teachers may use format of choice to comply with requirements.

Teacher/Counselor Evaluations

The Board is required by law to adopt and implement a standards-based teacher/counselor
evaluation policy which conforms to the framework for the evaluation of teachers and
counselors developed by the State Board of Education. The Board and the Association
have appointed an eight (8) member committee [four (4) from each body] to modify Article
VII, Section B. Teacher Evaluations, to meet the required state standards that took effect in
July of 2013. The Committee has recommended to the Board an evaluation process
consistent with the law. The language in this section applies only to those teachers and
counselors who are subject to the Ohio Teacher Evaluation System (OTES) per the
requirements of Sections 3319.111, 3319.112, and 3319.113 of the ORC. The evaluation
of other personnel shall continue to follow the current procedure which shall remain in the
bargaining agreement.

1.  Purpose - The purpose of the evaluation of teachers/counselors is threefold:

a.  To provide a systematic process whereby each teacher/counselor may improve
the effectiveness of the teacher’s/counselor’s areas of competency and services
to students.

b. To provide a systematic, cooperative process to review the strengths and
weaknesses of individual staff members and to use the information to develop a
program of supervision and staff development designed to lead to continued
professional growth.

c.  To identify deficiencies and provide information that will be used as a factor in
the determination of employment status, renewal, continuing contract status,
RIF status, and non-renewal and/or termination. It is clearly understood between
the parties that pursuant to ORC 3319.111 (H) and 3319.113(F), the
teacher/counselor evaluation provision in state law must prevail over any
conflicting provisions of this collective bargaining agreement.

d. It is understood and agreed by the parties that the provisions of this section
relating to evaluation procedures shall be grievable, but that the content of
evaluations shall not be grievable.
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2.

Procedures

a. Procedures will conform to the state framework for teacher/counselor evaluation
in accordance with Sections 3319.11, 3319.111, 3319.112, 3319.113 and

33109.

114 of the Ohio Revised Code. The policy adopted by the Board as

required by ORC 3319.111 and 3319.113 shall also attempt to conform to the
recommendations of the Joint Evaluation Committee formed for such purpose,
subject to requirements of state law and rules of the State Board of Education.

Each

teacher will be evaluated using multiple factors from the following

categories (as weighted):

1)

2)

Student Growth Measures (50%)

Student Growth Measures (SGMs) will comprise 50% of the teacher’s
evaluation. The SGMs utilized to evaluate a particular teacher within the
OTES framework will vary depending on the grades and subjects taught.
Value-Added Data and/or Approved Vendor Assessment must be taken
into consideration when available. For grades and/or subjects without
Value-Added or Approved Vendor Assessment Data, Local Student
Growth Measures shall be used. Local Student Growth Measures will be
defined as a minimum of two (2) SLOs and 5% shared attribution.
Teachers who have specialty classes, semester classes and/or who have a
Class A-2 designation will be required to develop one (1) SLO.

Pre-assessments must be submitted by May 15" of the prior school year.
Teachers new to the District or teaching a new class or grade will have
until August 31* to submit their pre-assessments. SLOs template(s) need
to be submitted by September 15th. The SLO approval committee consists
of two (2) administrators, one (1) high school teacher, and one (1)
elementary teacher. SLO assessments also need to be approved by the
committee prior to administration of said assessment. Results of SLOs are
to be turned in to the assigned evaluator by mid-term of fourth quarter, the
date of which will be assigned at the beginning of each school year.

Teacher/Counselor Performance Standards (50%)

Performance on the teacher/counselor standards is determined through
observations and evidence collected. The rating on the standards is
determined through at least two (2) observations and a minimum of two
(2) walkthroughs.  Each observation consists of a pre-conference,
minimum of thirty (30) minute observation, and a post conference. Pre-
conferences shall be held within three (3) days prior to observation. Post
conferences shall be held within ten (10) days following each classroom
observation. The teacher/counselor shall be given at least twenty-four (24)
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3)

4)

5)

hours’ notice of said post conference unless mutually agreed upon between
teacher/counselor and administrator. Walkthroughs are unannounced,
informal observations less than thirty (30) minutes in length. Counselors’
walkthroughs shall be during non-confidential activities.

Counselor Standards

School counselor performance is determined by using the Ohio School
Counselor Evaluation Rubric, which consists of six (6) standard areas and
a seventh (7™ area focused on metrics of student outcomes.

Evidence observed, collected, or provided during the formal or informal
observation process or otherwise, for counselors will combine to produce a
score based on the following standards:

I. Comprehensive School Counseling Program Plan;
i. Direct Services for Academic, Career and Social/Emotional
Development;
iii. Indirect Services: Partnerships and Referrals,

Iv. Evaluation and Data;
V. Leadership and Advocacy;
Vi. Professional Responsibility, Knowledge and Growth.

Limited and Continuing Contracts - Two (2) observations completed by
May 1 and the evaluation report completed by May 10.

Teachers/Counselors being considered for non-renewal - Three (3)
observations completed by May 1 and the evaluation report completed by
May 10.

Teachers/Counselors will be assigned a rating of accomplished, skilled,
developing, or ineffective. = Teachers/Counselors who have been rated
ineffective on their final summative rating will be required to have an
improvement plan.  Teachers/Counselors receiving an accomplished,
skilled, or developing rating will have a professional growth plan. All
evaluations will be conducted using the state forms located on ODE’s
website and the Ohio eTpes system.

No more than two (2) observations for the purpose of evaluation shall be
conducted during the same period or time of day unless mutually agreed to by
the evaluator and the teacher/counselor.

The teacher/counselor may provide additional information to the evaluator
within ten (10) working days of the receipt of the Final Summative Rating form
and may request a second conference with the evaluator. Any additional
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information will become part of the summative record. The purpose of this
information and conference is to provide additional evidence to be considered in
determining proficiency. The teacher/counselor may respond to the written
completed evaluation in writing. At the teacher’s/counselor’s request, this
response shall then be attached to the evaluation and be placed in the
teacher’s/counselor’s personnel file. The teacher/counselor has ten (10)
calendar days in which to respond to the completed evaluation.

Teachers/Counselors have been rated ineffective on their final summative rating
shall be made aware of it on a continuing basis during the school year through a
written  improvement plan. The administrator shall provide the
teacher/counselor specific written approaches for appropriate improvements
through a detailed improvement plan following each evaluation. Prior to the
implementation of the improvement plan, the administrator shall discuss with
the teacher/counselor strategies and activities identified. All improvement plans
for improved performance and correcting cited deficiencies shall be presented to
the staff member involved.

Professional growth plans will be completed by September 15 each year. The
growth plans are related to the areas of refinement from the previous year’s
evaluation. There is a self-assessment summary tool on the Ohio eTpes website
that can also assist in development of the growth plan.

Additional observations and evaluations of staff members may be held at the
request of either the administrator or the teacher/counselor. Within one (1)
school day after the conclusion of the second post conference, the
teacher/counselor may request an additional observation by their choice of
evaluator.

Additional walkthroughs may be requested by the teacher/counselor in addition
to the employer-initiated walkthroughs. The teacher/counselor shall be provided
a copy of the walkthrough form within five (5) school days of the walkthrough.

Evaluation of a teacher/counselor shall be conducted by a district credentialed
administrator. ~ Teachers/counselors will be assigned to their building
administrator if at all possible. Due to the number of evaluations needing to be
completed, some staff may be assigned to other administrators. In the event a
teacher/counselor performs work under the supervision of more than one (1)
principal, one (1) principal shall be designated as the evaluator. The non-
evaluating principal shall have the right to have input into the completed
evaluation. The principal must be employed under a contract pursuant to ORC
3319.01 or 3319.02 and must hold at least one (1) certificate/license named
within ORC 3319.22 (F), (G), (H), (I), (3), (L), (N), or (O). Evaluator must be
credentialed by the state and must be an employee of Hopewell-Loudon
Schools.
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C.

Seniority

In implementing performance assessments, the District shall conduct all
assessments so as to observe the legal and constitutional rights of
teachers/counselors, and no teacher/counselor performance information shall be
collected by electronic devices (not including the evaluator’s use of an iPad or
laptop computer) without the consent of the teacher/counselor.

Teachers receiving a summative rating of accomplished on the teacher’s most
recent evaluation and having a student academic growth measure, for the most
recent year for which data is available, of average or higher, as determined by
the department of education will be evaluated once every three years, instead of
every year. Teachers receiving a skilled rating on the teacher’s most recent
evaluation and having a student academic growth measure, for the most recent
year for which data is available, of average or higher, as determined by the
department of education will be evaluated once every two years.

Counselors receiving a summative rating of accomplished on the counselor’s
most recent evaluation and having a metric of student outcomes, for the most
recent school year for which data is available, of skilled or higher will be
evaluated once every three years, instead of every year. Counselors receiving a
skilled rating on the counselor’s most recent evaluation and having a metric of
student outcomes, for the most recent school year for which data is available, of
skilled or higher will be evaluated once every two years.

Non-renewals for classroom performance shall be initiated only following the
completion of the evaluation procedure under this Article. Written notification
of non-renewal must occur on or before June 1. A teacher/counselor who does
not have evaluation procedures applied in compliance with Section 3319.111 or
3319.113 of the ORC or who does not receive notice on or before June 1 of the
intention of the Board not to reemploy the teacher/counselor is presumed to
have accepted employment unless the teacher/counselor notifies the Board in
writing to the contrary on or before June 15.

The forms to be used are those found on ODE’s website.

Any changes in the Ohio law will take effect in the school year following the
effective date of the law unless otherwise prohibited.

1.  Seniority shall mean the length of continuous employment in a bargaining unit
position, except that time spent on inactive pay status (unpaid leave or layoff) shall
not contribute to the accrual of seniority but shall also not constitute a break in
seniority. Less than full-time bargaining unit members shall have their seniority
prorated based upon hours of work and number of days. Among those with the same
length of continuous service, seniority shall be determined by:
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a.  The date of the board meeting in which the teacher was hired; and then by:

b.  The date of application as shown on the individual's application, if none, the
date received by Hopewell-Loudon Schools; and then by:

c.  An agreed upon method of chance in which all affected parties has an equal
opportunity.

For the purpose of reduction in force, teachers employed under continuing contract
shall have preference to teachers employed under a limited contract.

Seniority lists shall be made available to the Association President no later than
October 1 of each work year. The Treasurer shall prepare and make available to the
Association President the seniority lists indicating, by area of certification, the first
day worked, the date of Board resolution to hire, and the contract status (limited or
continuing) of each bargaining unit member.

a.  The names of bargaining unit members on the seniority lists shall appear in
seniority rank order within areas of certification with the name of the most
senior member appearing at the top of the listing and the name of the least
senior member appearing at the bottom of the listing.

b.  The names of members who are certificated in more than one (1) area shall be
included on each list for all areas of certification.

Each member shall have a period of ten (10) school days after the seniority lists are
made available in which to advise the Association President, in writing, of any
inaccuracies which affect his/her seniority. The Association President shall inform
the Treasurer of all reported inaccuracies and the Treasurer shall make such
adjustments as may be in order and make updated lists available immediately. No
protests shall be considered after ten (10) school days of the providing of the seniority
lists and the lists shall be considered as final until the lists are next made available.

Teaching Positions

The Board will make every effort to continue hiring certificated/licensed staff for teaching
positions in the District. In the event a teaching position may be modified or abolished, the
Superintendent will notify and discuss the situation with the Association President.

Class Size

The pupil-teacher ratio is an important aspect of an education program. The
following are recommended as class-size maximums, per each instructional class.
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K - grade 6 25 High School Science Lab **

Art wx Mathematics 25
Business Education *x Music (except choirs,

Counselors 300 band & orchestra) 30
English 25 Physical Education 30
Foreign Language 25 Science 25
Health 25 Social Studies 25
Family & Consumer Science ** Special Education falekal

Academic class load not to exceed 175, excluding music and physical education.

** Not to exceed functional student work stations
*** Not to exceed state guidelines

2. All teachers are expected to participate in the Intervention/ETR/IEP process.
Teachers working with a student on an IEP are expected to review all appropriate
documents concerning the identification, placement, educational goals and
accommodations of the students.

3. IEP team meetings will be scheduled with seventy-two (72) hours advance notice
when possible. When meetings must be scheduled during the school day, teacher
release time will be provided as necessary.

Personnel Records

A personnel file of all employees shall be maintained in the office of the Board. This shall
be considered the primary official file of recorded information of employees maintained by
the Board and Administration. Other public files may be maintained for specific
administrative purposes such as payroll and sick leave accounting, grievance processing, or
investigatory records related to partental complaints or other matters, during the pendency
of such investigations.

Letters of recommendation and other related information used for initial employment may
be retained in personnel files or maintained by the local Board or Administration, including
the official transcript of college work and copy(ies) of certification authorized by the State
Department of Education.

The employee shall have the right, upon request, to review the contents of his/her personnel
file and to receive one (1) copy at no cost of any documents contained therein. An
employee shall be entitled to have a representative of the Association accompany him/her
during such review.

No critical material may be placed in an employee's personnel file unless the employee has
had an opportunity to review a copy of the material. The employee shall have the right to
acknowledge he/she has had the opportunity to review such material by affixing his/her
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signature and date to the copy to be filed, with the express understanding that such
signature in no way indicates agreement with the contents thereof. Failure of the employee
to sign the copy of the material will not preclude its addition to the file. The employee
shall also have the right to submit a written answer to such material and his/her answer
shall be submitted to the Superintendent or designee and attached to the file copy.

An employee may challenge the accuracy, relevance, timeliness or completeness of any
material placed in his/her file. If a challenge is made, the Board will investigate and
respond in accordance with the procedures in the Ohio Privacy Act, ORC 1347.09. If itis
found to be inaccurate or it cannot be verified, the material will be removed from the
employee's file. Anonymous letters or materials shall not be placed in an employee’s file.

Viewing of personnel files shall be subject to applicable law and court decisions. An
employee will be notified if an individual other than an administrator or Board member
requests to view his/her file. The Board shall take reasonable actions to protect the
confidentiality of an employee's personnel files to the fullest extent permitted by applicable
law.

Noncompliance with any of the provisions in this division shall not render any document
invalid if it is otherwise genuine and authentic, or prevent its consideration or use in
matters involving the Administration of the District.

Complaints Against Staff Members

Any person or group in the schools of this District has the right to present a request,
suggestion, complaint, or grievance concerning District personnel, the program, or the
operations of the District. At the same time, the Board has a duty to protect its staff from
unnecessary harassment. It is the intent of the Board to provide a procedure for judging
each public complaint and grievance in a fair and impartial manner and to seek a remedy
where appropriate.

It is the desire of the Board to rectify any misunderstandings between the public and the
School 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.

In most instances, complaints against staff members should first be presented by the
complainant to the staff member involved. In an isolated instance where an administrator
deems it necessary, the Administration may elect to meet and discuss with the complainant
the issues surrounding a complaint or grievance involving a teaching staff member. The
purpose of this meeting shall be an attempt to calm a complainant prior to the complainant
meeting with the staff member. When appropriate, the administrator shall provide a verbal
or written summary of the items discussed in the meeting.
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H.

First Level

If it is a matter specifically directed toward a teaching 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 rules and regulations.

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

If the matter comes first to an administrator or Board member, he/she will make no
commitments, and direct the complainant to discuss this with the staff member. This
discussion will not constitute the first level of this procedure.

Second Level

If the complainant is not satisfied with the decision at the first level, it shall be
discussed by the complainant with the building principal.

Third Level

If the complainant is not satisfied with the decision of the building principal, a request
for a conference shall be submitted to the Superintendent.

Fourth Level

Should the complainant still not be satisfied, the complainant shall request a hearing
by the Board.

The complainant shall be advised, in writing, of the Board's decision, no more than
fourteen (14) days following the hearing.

At all levels of this procedure the employee shall be notified of any and all
conferences, and may elect to be present at each level of this procedure. An employee
shall have the right to representation of his/her own choosing at the second, third
and/or fourth levels of this procedure.

Complaints shall be investigated fully and completely to determine the accuracy,
validity and timeliness of the complaint. The employee has the right to make written
responses to the complaint and findings from any and all conferences.

Local Professional Development Committee

1.

Purpose
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The Board and the Association agree to create, pursuant to S.B. 230, a Local
Professional Development Committee (hereinafter, LPDC). A LPDC shall be
established with District-level scope to 1) oversee and review professional
development plans for course work, continuing education units, and/or other
equivalent activities, and 2) determine whether the course work that
certificated/licensed personnel proposes to complete meets the requirements of the
educator licensing rules.

Term of Office

The term of office for members serving on the committee shall be from July 1 through
June 30th. Each term shall be two (2) years in duration.

Committee Composition and Selection

a.  The committee shall be comprised of five (5) members as follows:
Three (3) teachers employed by the District,
Two (2) principals employed by the District,

b.  The three (3) teacher members shall be selected by the HLEA and recommended
to the Superintendent.

c.  Vacancies: A teacher committee member vacancy shall be filled by the process
defined in Section 3.b. An administrator committee member vacancy shall be
filled by an administrator appointed by the Superintendent, and may be filled by
the Superintendent. Any member selected or appointed to fill such a vacancy
prior to the end of the expiration of a term for which the predecessor was elected
shall hold office as a member for the remainder of that term.

Chairperson/Recordkeeper

The Chairperson, the Recordkeeper, and other officers shall be elected by a majority
vote of the LPDC Members.

Decision Making

Decisions shall be made by a majority vote of the committee members.

Training

a. The LPDC will study all the issues involved in licensure. Relevant training is
encouraged. In the event relevant training is offered by the State Department of
Education or other organizations, the committee members shall be given paid
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release time to attend such training if the training occurs during the regular
school day. Attendance for training and release time must be pre-approved by
the Superintendent.

In the event specific funds for LPDCs are made available from the state, the
committee shall provide to the Superintendent a written proposal for the
suggested use of these funds.

LPDC members shall be reimbursed for all actual and necessary expenses to
attend relevant training offered by the State Department of Education or other
organizations. Reimbursement must be pre-approved by the Superintendent.

7. Meetings and Compensation

a.

The initial meeting shall be called by the LPDC Chairperson by May 1 of each
school year. Said initial meeting shall be held during the month of May. Public
notification will be provided in all certificated mailboxes of meetings. At the
initial meeting, the committee shall establish its meeting schedule for the year
and distribute the schedule to all certified/licensed staff members. Additional
meetings may be scheduled as necessary. The Superintendent will be informed
of any additional meetings scheduled and the reason(s) for the additional
meetings.

At the initial meeting, the LPDC shall review this Article and prepare rules for
conducting its meetings and develop operating procedures, forms, etc.

All meetings shall be held outside the regular workday.

The Chairperson shall receive a three hundred dollar ($300) stipend for the first
twelve (12) hours. Other committee members shall receive a two hundred dollar
($200) stipend for the first twelve (12) hours. Committee members will be paid
twenty dollars ($20) per hour for each additional hour the committee has met
beyond the twelve (12) hours and the secretary will be paid up to a maximum of
nine (9) additional hours to do minutes. Members will be paid mileage when
they leave Seneca County for a meeting. Compensation will be paid no later
than the 2nd pay in June and will not be subject to STRS deductions. LPDC
chair will provide the Treasurer with information and amounts for payroll prior
to the end of the school year.

8.  Appeals Process

a.

Level One

1)  Any certificated/licensed staff member wishing to appeal the decision of
the LPDC may petition the LPDC Committee in writing for review within
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10.

11.

12.

seven (7) days of the LPDC's decision. The staff member may re-submit
an individual professional development plan in writing which will be
considered by the LPDC.

2) The LPDC Committee shall render its decision within fourteen (14) days
of receipt of the appeal.

b. Level Two

1)  Any certificated/licensed staff member wishing to appeal the decision of
the LPDC may petition the Chairperson of the North Central Ohio
Educational Service Center LPDC Executive Council Ad Hoc Appeals
Committee within seven (7) calendar days of the LPDC's decision.

2)  This committee shall schedule a meeting within thirty (30) calendar days
of the appeal. The staff member must be present at this appeal.

3) The Appeals Committee shall render its final binding decision in writing
within ten (10) calendar days. The decision of the committee is not
grievable.

The staff member shall have the right to a representative of his/her choice at any level
of the appeals process.

The LPDC shall keep and retain records of its meetings, decisions, and
recommendations.

The LPDC shall not have authority to revise, change, delete, or modify any
article/provision of this Master Agreement, except as is provided for by 4117.10(C) or
as provided by a term(s) of this Agreement.

In the event of legislative action by the Ohio General Assembly that impacts in any
way on this topic matter, the parties to the Master Agreement agree to reconvene
bargaining to make the appropriate adjustments.

Progressive Discipline

1.

No employee shall be disciplined except for just cause. Just cause is defined as the
following seven (7) steps:

a.  Notice; i.e., did the employee have forewarning or prior knowledge of the
possible or probable disciplinary consequences of his/her actions?

b.  Reasonable rule/order; i.e., was the rule/order that was violated reasonably
related to the orderly, efficient and safe operations of the School District?

26



c. Investigation; i.e., were the facts of the incident investigated prior to instituting
discipline?

d.  Fair investigation; i.e., was the factual investigation conducted objectively and
fairly?

e.  Proof; i.e., did the investigation results provide substantial evidence that the
employee committed the act(s) for which he/she was disciplined?

f.  Equal treatment; i.e., has the District applied its rules, orders, and disciplinary
penalties evenhandedly and without discrimination?

g. Penalty; i.e., was the degree of discipline administered in a particular case
reasonably related to the seriousness of the employee’s proven offense and the
employee’s work record?

The purpose of this disciplinary procedure is to secure at the lowest possible level,
solutions to problems which may arise during the school year affecting employees
classroom performance and/or compliance with District rules, regulations, policies, or
directives in an effective and confidential manner.

The steps of progressive discipline are:

a.  Verbal Warning - Verbal Warnings shall be discussed in private between the
parties involved. Whenever an administrator intends to issue a verbal warning,
he/she will inform the employee that the first step of the disciplinary procedure
IS being initiated.

b.  Written Reprimand - within ten (10) days of when the administrator knew or
should have known of an offense warranting a written reprimand, the
administrator shall meet with the employee to discuss the offense. At the
meeting, the teacher may be represented by a representative of the Association.
Written Reprimands shall not be used to enhance further discipline after three
(3) years if there has been no discipline during that time period.

c.  Suspension - the Superintendent may suspend an employee without pay for up
to three (3) work days.

In the case of suspension without pay for three (3) days or less, the Superintendent
will explain the reason(s) for the discipline to the employee prior to suspension.
When the Superintendent determines suspension of three (3) days or less is warranted,
the Superintendent shall provide written notice including the reason(s) and the
effective date(s) of the suspension.

Discipline will be progressive and will be commensurate with the offense. If the
offense is deemed by the building administrator to be of a serious nature, the
Administration may skip steps I. 3. a. and b. providing the discipline meets the
standard of I. 1. g.
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6.  Nothing herein shall preclude the Superintendent from suspending an employee with
pay.

7. At all steps of the disciplinary procedure, a bargaining unit member shall have the
right to have an Association representative present.

8.  Fringe benefits shall remain in effect during the time of any suspension under this
Article.

9. If any grievance is filed because of a suspension without pay, the grievance may be
initiated at Level Three, Article Il - Grievance Procedure.

10. Nothing herein shall be construed as limiting or prohibiting the Administration's
authority to report suspected criminal activity or suspected abuse as defined by ORC
2151.421, and to deal with such suspected activity once proven, according to state
and/or federal law.

Student Discipline

If necessary, a teacher may temporarily remove a disruptive student from his/her classroom
in accordance with Ohio Law. Following such removal, the teacher will document in
writing the reason(s) for such removal.

To the extent such information is available and not privileged, the Administration shall
inform each teacher being assigned a student who has a history of violent behavior.

The Administration will annually inform and update the staff on student behavior and
discipline as well as staff rights and responsibilities. This will occur on a teacher work day
during the first week of school.

Labor Management Committee (LMC)

There shall be a Labor Management Committee established. The purpose of this committee
is to provide a forum for discussion of matters or concerns to bargaining unit members of
the Administration and to further develop positive working relationships. The LMC shall
be encouraged to solve identified problems in a creative atmosphere using a consensus-
based format. The Labor Management Committee shall be established under the guidelines
and procedures of the Federal Mediation and Conciliation Service (FMCS).

The Labor Management Committee shall consist of representatives of the teachers [limit
four (4)] and representatives of the Board [limit four (4)]. The Association shall be
responsible for the selection of the teacher representatives.

Training for new members of the LMC and/or refreshing training for members of the LMC
shall be scheduled with the FMCS as needed.
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The LMC may meet as often as necessary upon mutual agreement and/or based upon the
by-laws established by the LMC. However, the LMC shall not meet less than two (2) times
per school year.

The Labor Management Committee shall not take the place of the negotiations process.
Decisions made by the Labor Management Committee shall not in any way alter the terms
and conditions of Employment set forth by the Master Agreement. No active grievance
may be discussed.

Reemployment of an STRS Retired Teacher

1. This Article governs the terms and conditions of employment of any superannuate or
“other system retirant” (as those terms are statutorily defined for purposes of Section
3307.35 of the Ohio Revised Code) whom the Board may regularly employ in a
position that falls within the bargaining unit identified in Article I, Section A of this
Agreement.

a.

For placement purposes on the teachers’ salary schedule, the employee will
receive horizontal credit in accordance with the normal rules and will remain
vertically placed at Step 1.

An employee employed under this Article will receive a one-year limited
contract of employment (if employed after the start of the school year, such
contract will be for the remainder of that school year). If subsequently
reemployed, the employee will receive a new one-year limited contract. In no
event will the employee qualify for a continuing contract or a multi-year limited
contract.

Any limited contract received under Paragraph b. above will automatically
nonrenew without notice. The procedures and terms appearing in Article VIII,
Section C of this Agreement and in Section 3319.11 of the Ohio Revised Code,
including the post-nonrenewal procedures appearing in Section 3319.11(B) shall
not apply to any such contract nonrenewal.

The decision of the Superintendent or the Board not to re-employ the retiring
teacher or similarly situated teacher shall not be subject to court and/or the
grievance procedure.

Upon employment, the employee will be credited with zero (0) years of seniority
and will not thereafter accrue seniority.

The employee is eligible to participate in health insurance fringe benefits offered
under Article XI of this Agreement with a Single only plan.

29



g. The employee will in no event qualify for a sabbatical leave, severance pay and
unused personal day payments.

The provisions of this Article supersede and prevail over any inconsistent terms that
may appear elsewhere in this Agreement or in any part of the Ohio Revised Code to
the extent permitted by law. These include, but are not limited to, ORC Sections
124.39, 3319.08, 3319.11, 3317.13, 3317.14, 3319.111, 3319.112, and 3319.17.

Resident Educator Program

A Resident Educator Program for newly hired teachers (“residents”) shall be
implemented in accordance with Ohio Department of Education (ODE) guidelines. If a
guideline conflicts with any provision of this Section, the parties will promptly confer in
an effort to resolve the issue. The principal and the mentor must agree on the assignment
of mentor to resident.

The Resident Educator Program shall include both a formal program of support,
including mentoring to foster professional growth of the individual resident, and the
assessment of skills and abilities of the resident for the purpose of attaining professional
licensure.

The Resident Educator Program shall include the following elements:

1. Mentors

a. Posting of VVacancies

The procedure for posting of mentor positions shall be in accordance with
this Agreement. The number of mentor positions, if feasible, shall equal
the number of residents in the program. The posting shall clearly state that
the mentor contract is a one (1) year contract, which shall be automatically
non-renewed at the end of the school year.

b. Qualifications

Mentors should be employed on a regular teaching contract in the District
for at least five (5) consecutive years. Additionally, mentors must attend
all required training and become certified mentors. Teachers with poor
track records as mentors will not be reassigned.

C. Compensation and Work Load

The mentor shall receive a stipend for Year One and Year Two, of Five
Hundred Dollars ($500); for Year Three and Year Four and new to the
district, Three Hundred Dollars ($300). The Board Treasurer shall
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communicate the amount of the stipend on a yearly basis as soon as
possible, but no later than the first day of the school year in which the
mentoring shall occur. The stipend shall be paid in the first pay period in
May. The mentor shall be assured adequate time during the work day to
meet with the assigned resident. If feasible, no mentor shall be assigned
more than one (1) resident at a time during a school year. If a mentor is
assigned for less than one (1) academic year, compensation shall be
prorated.

d. Confidentiality

Any interaction, written or verbal, between the mentor and the resident
shall be regarded with the same confidentiality as that represented by the
attorney/client  relationship and shall not be used by the
Board/Administration or the Association in termination or non-renewal
actions. Any violation of this tenet by the mentor shall constitute grounds
for immediate removal from the role as mentor without recourse to the
grievance procedure or Section 3319.16 of the Ohio Revised Code.

2. Residents

a. Compensation and Workload

The resident shall receive one hundred percent (100%) of the salary to
which the resident is entitled under this Agreement. In addition, the
resident shall be assured of adequate time during the work day to meet
with the assigned mentor.

b. Confidentiality

No resident may be compelled to release information to the District
regarding the resident’s assessment by the ODE, nor may such information
be used in the evaluation of the resident by District administrators. Any
documents pertaining to the Resident Educator Program and the ODE
assessment shall be confidential to the extent permitted by law.

C. Protection

No later than six (6) weeks after the initiation of the Resident Educator
Program, the resident may exercise the option to request a new mentor. If
a new mentor is assigned, the former mentor shall have his/her
supplemental contract terminated without recourse to the grievance
procedure and/or Section 3319.16 of the Ohio Revised Code. The new
mentor shall receive a prorated share of the former mentor’s supplemental
salary.
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No adverse employment action may be taken against a resident who fails
in the first year to successfully complete the Resident Educator Program,
but who retains the appropriate teaching credential, unless all applicable
provisions of this Agreement relating to teacher evaluation and the non-
renewal of contracts have been followed.

Notwithstanding Section 3319.11 of the Ohio Revised Code and all other
applicable provisions of this Agreement relating to teacher evaluation and non-
renewal of contracts, a resident who fails twice (or more often if the law
changes) to successfully complete any year of the Resident Educator Program
requirements may be non-renewed.

Every Student Succeeds Act (ESSA)

If, during the term of the Agreement, the Board is required to implement an
action(s)/decision(s)/grant provision(s) in order to comply with ESSA which is contrary to
any provision in the Agreement, then the Board and the Association shall bargain
changes(s) to the Agreement.

If the parties are unable to reach tentative agreement during such in-term bargaining
described in this Section of the Agreement within the first fifteen (15) days of the first
bargaining session, either party may submit the total final offer package issue(s) to
expedited binding arbitration in accordance with the procedures stated in Article Il of this
Agreement. No arbitration decision rendered pursuant to this Section of the Agreement
may directly or indirectly cause the Board to be non-compliant, in whole or in part, with
ESSA. The initial bargaining session shall be held within five (5) days of the written notice
to bargain submitted by either party.

Should a dispute arise over whether or not bargaining is required per this Section of the
Agreement, the dispute shall be submitted to final and binding expedited arbitration under
rules of the Federal Mediation and Conciliation Service (FMCS). The status quo shall be
maintained pending the outcome of expedited arbitration.

Reduction in Force

A reasonable reduction of staff members may be made as a result of a return to duty of
bargaining unit members on qualified leave, suspension of schools or territorial changes
affecting the District, a decline in enrollment within the District or building, a declaration
of Fiscal Watch by the Auditor of State as determined by Ohio Revised Code 3316.03
where reductions made in response to the watch are part of an overall plan to reduce the
certified operating deficit, or for financial reasons.

When such a reduction is deemed necessary, the following procedures shall be followed:

32



No later than June 1, the Association President shall be notified of the Board’s intent to
consider a staff reduction. Any certifications from the State Auditor shall be included with
said notice. A meeting shall be held between representatives of the Association and
representatives of the Board to review appropriate data indicating a need for a reduction in
staff. The Association shall be informed as to why the reduction is deemed necessary, what
teaching positions are to be affected, and the extent of the anticipated reduction. If the
reduction is due to decreased enrollment, the HLEA President shall be provided with all
enrollment projections and actual numbers for enrollment including Open Enrollment
projections.

Reduction in force shall be made by suspension of contracts. The Board shall proceed to
suspend contracts in accordance with the recommendation of the Superintendent who shall
within each teaching field affected, give preference to teachers on continuing contracts.
The Board shall not give preference to any teacher based on seniority, except when making
a decision between teachers who have comparable evaluations over a three (3) year period.

A member whose contract is suspended as a result of a staff reduction shall be given written
notification no later than June 15 of the school year preceding the actual reduction in force.
The notification shall state the reason(s) for the reduction and the reason(s) for the selection
of said member.

Members shall be recalled based on the recommendation of the Superintendent who shall
within each teaching field affected, give preference to teachers on continuing contracts.
The Board shall not give preference to any teacher based on seniority, except when making
a decision between teachers who have comparable evaluations over a three (3) year period.
Any employee who’s contract was suspended shall have restoration rights for a twenty-four
(24) month period.

No new members will be employed while there are members on the recall list who are
certified in the teaching area in which a vacancy exists.

When a vacancy occurs, the Board shall send a certified announcement to the last known
address of the members on the recall list who are qualified to fill the vacancy. It is the
member’s responsibility to keep the Board informed of his/her current address. Any
member who fails to respond in writing to the Superintendent’s office within ten (10)
business days, or declines a full-time position, shall forfeit all recall rights.

A member on the recall list shall, upon acceptance of the notification to resume active
employment status, return to active employment status with the same seniority,
accumulation of sick leave and salary schedule placement as said member enjoyed at the
time of layoff.

The Administration will provide letters of recommendation for members affected by a
reduction in force and will attempt to provide other forms of assistance, where possible,
upon request of the member.
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The personnel records and all references of those members whose contracts are suspended
pursuant to this policy shall clearly indicate that such was due to a reduction in force and
was not due to unsatisfactory performance.
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ARTICLE VIII - VACANCIES/TRANSFERS/RENEWAL

Vacancies
A vacancy may arise under any of the following circumstances:

1. A newly created teaching position or an existing position that the Board intends to
fill.

2. A teaching position created by a transfer, approved resignation, retirement, non-
renewal or leave of absence that the Board intends to fill.

3. Asupplemental position created by transfer, approved resignation, retirement or leave
of absence that the Board intends to fill.

A *“vacancy” shall be defined as that opening which remains after the Superintendent has
exercised his/her lawful authority to assign teachers in accordance with ORC 3319.01.

Teachers will be notified in writing of all vacancies by the Superintendent or designee. The
notification will be posted on the District website and e-mailed. The notice shall include
the following:

Date of posting

Position(s) available

Requirements for job

Deadline for application

Effective starting date

Any additional pertinent information

RN

Letters of interest must be submitted to the office of the Superintendent or designee by 3:00
p.m. on the fifth (5™) day of the original posting date. A member wishing to be considered
for a position which opens during the summer shall submit a letter to the Superintendent
and principal, by the last work day of the school year, indicating the area of interest (i.e.,
Elementary grade level, High School Science). The member shall be considered for the
transfer before the job is posted. Qualified teachers shall be given first consideration before
teachers outside the District are considered.

Due to the importance of securing highly qualified teaching personnel, vacancies that occur
after June 15 for the current school year are not subject to the posting date requirements.

Every extra-curricular activity is open on May 1, except that nonlicensed persons currently

employed in such positions may be renewed in accordance with ORC 3313.53. Any other
person may then apply for any activity at that time. Extra-curricular activities shall be filled
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according to Ohio Revised Code 3313.53. However, the Board will not publicly declare a
staff member to be "unqualified"” for a particular position.

Involuntary Transfers

An involuntary transfer will only be made after a meeting between the teacher being
transferred and an administrator. If a meeting cannot be held within three (3) days, the
teacher shall be notified by certified mail. A teacher being involuntarily transferred shall be
told the reasons for the transfer. These reasons will be reduced to writing at the request of
the teacher. An Association representative may be present at the option of the teacher.

Non-Renewal

1. Beginning in a teacher’s fifth (5) year of employment in the District, non-renewal of
a limited contract shall be based on performance as documented in the evaluation
procedure contained in this Master Agreement.

2.  The evaluation process shall be used as a means of assisting the teacher in attempting
to bring about satisfactory performance. The ultimate responsibility for
improvements rests with the teacher.

3. When, in the judgment of an administrator, a teacher has unsatisfactory performance,
the evaluation shall be used to so inform the teacher. All evaluations shall be in
accordance with the evaluation procedures outlined in Article VI, Section B.

4. A teacher notified that his/her limited contract will be recommended for non-renewal
shall have the right to request, through the Superintendent, a meeting with the Board
of Education in executive session. Such meeting shall occur prior to any Board action
on the Superintendent's recommendation of non-renewal. At this meeting, the
employee shall be entitled to two (2) Association representatives and a Labor
Relations Consultant. No more than three (3) individuals may be called by the
teacher to speak on his/her behalf.

5. All action regarding the non-renewal of a limited contract will be concluded by June
1st. For the purpose of this Section, posting of a written notice of non-renewal in the
U.S. Mail by certified mail to the teacher's last known mailing address on or before
June 1st, upon mailing, shall constitute "notice” to the employee as provided for in
ORC 3319.11.

6. Any violation of this Non-renewal Section shall be subject to expedited binding
arbitration under Avrticle II.

7. The procedures listed herein shall supersede and replace the requirements of ORC
3319.11, and 3319.111, to the extent permitted by law, specifically as the Article
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related to the non-renewal of a limited contract teacher, except for the requirement of
written notice of nonrenewal on or before June 1.

Teacher Contracts

The contractual status of teachers in Hopewell-Loudon Local School District shall be as
follows:

1. Limited Contracts:

a. May be granted to any teacher who holds any grade or type of teaching
certificate and/or license

b.  Shall be entered into with each teacher who holds a Temporary or Provisional
Certificate/Licensure, regardless of length of service

C. Term of contracts:

1) Two (2) one-year contracts. [Additional one (1) year contracts may be
offered.]

2)  Followed by two-year contracts

3)  Teachers holding a three (3) year contract and hired prior to July 1, 2012
shall remain eligible for three (3) year contracts.

4)  Probationary contracts may be issued at the end of any limited contract for
such period and length of time as the Board of Education may determine.

2. Continuing Contracts:

a.  Eligibility for continuing contract status shall be determined in accordance with
the applicable provisions of state law, including but not limited to ORC 3319.08
and 3319.11, and any applicable regulations of the Ohio Department of
Education.

b.  In order to be considered for continuing contract, the employee shall complete
Appendix G and submit it to their building administrator by September 30" of
the year in which their current contract expires. Failure to apply for continuing
contract status by the above mentioned date will result in a limited contract, if
the administrator recommends continuation of employment.
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ARTICLE IX-LEAVES OF ABSENCE

Any anticipated or completed leave from the District must be requested using the method(s)
approved by the Superintendent.

A

Sick Leave

Sick leave will accumulate at a rate of one and one fourth (1-1/4) days per month under
contract to a maximum of two hundred thirty-five (235) days. There will be no change in
severance calculation based on this maximum accrual.

Sick leave shall be granted due to personal illness, incapacitation due to pregnancy or
injury, exposure to contagious diseases or personal illness of the immediate family. In this
Section, "immediate family" is interpreted by this Board to mean spouse and domestic
partner, dependent children, parents, father-in-law and mother-in-law. Sick leave shall be
granted for the personal illness of brothers, sisters, grandchildren, independent children and
grandparents with the Superintendent’s approval. The exact number of days granted under
this Section shall be determined by circumstances.

“Domestic Partner” is defined to mean: The Teacher and the domestic partner must have a
committed relationship of mutual caring which has existed with cohabitation for at least six
(6) months and who can demonstrate financial interdependence; neither the Teacher nor the
domestic partner are married to someone else; and the relationship is mutually exclusive.

Bargaining unit members may be allowed to use five (5) days of sick leave and additional
days approved by the Superintendent in the event of the death of a parent, child, spouse,
domestic partner, sister, brother, or anyone who has virtually held the position of parent or
child of the bargaining unit member.

A bargaining unit member shall be allowed to use two (2) days of sick leave to attend the
funeral of an aunt, uncle, nephew, niece, grandparent, grandchild, father-in-law, mother-in-
law, brother-in-law, sister-in-law, or the spouse of his child or anyone who has virtually
held the position of grandparent, grandchild, father-in-law, or mother-in-law. Additional
days may be requested, in writing, by the employee through the Superintendent.

Teachers who use two (2) or fewer school days of sick leave in a school year at Hopewell-
Loudon shall be granted one (1) day per year of bonus severance pay. For those employees
hired prior to 6/30/91, this shall be in addition to the severance pay provided by this Master
Agreement (Article X, Section H — Severance Pay), with a limit of eighty-one (81) paid
severance days. Those teachers hired after 7/1/91 shall be allowed to earn up to ten (10)
bonus severance days to be used to replace severance days lost due to catastrophic
occurrences right before retirement. At no time will an employee in this category be paid
for more than seventy (70) severance days (including bonus days).
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Personal Leave

An employee has three (3) unrestricted personal leave days per year. Each employee should
assume the responsibility of using these days in a professional manner. Use of a personal
day must be requested at least forty-eight (48) hours prior to the time of the leave, except in
an emergency. Administrator acknowledged phone call shall be accepted in cases of
emergency and the teacher must complete the request process within the first day of return
to work. If an employee begins employment after November 30" but before February 1%,
the employee will receive two (2) personal leave days during that school year. If an
employee begins employment after January 31% but before April 1%, the employee will
receive one (1) personal leave day during that school year. If an employee begins
employment after March 31, the employee will not receive any personal leave days during
that school year.

Only three (3) teachers, except in an emergency, will be granted a personal day the day
before or after a holiday. Personal leave will not be granted during critical school times,
such as the first five (5) staff days of the school year and during the month of May, the last
five (5) staff days of the first semester and the first five (5) staff days of second semester,
during statewide testing assessments, or on days in which the teacher is assigned to proctor
and/or be an administrator. Exceptions may be approved in advance by the Superintendent.
Days may not be used in succession unless approved in advance by the Superintendent.

All employees who have personal leave days remaining at the end of school year will be
paid a stipend of seventy-five dollars ($75) per full day. Less than full-time employees will
be compensated on a pro-rated basis; or may convert the days into sick leave. The
employee is responsible for notifying the Treasurer by the last teacher work day, if they
desire to convert days to sick days. No compensation for unused personal days will be
given if unpaid days occurred during the school year. This compensation is not considered
STRS earnings.

Falsification of personal leave may result in possible disciplinary action pursuant to Article
VII, Section | - Progressive Discipline.

Professional Leave

Professional leave may be granted with approval of one's principal.

Professional leave should be in the teacher's area of instruction, extra-curricular
assignment, responsibility, and/or supervision, and should be consistent with the District's
HIP, including its vision and mission. Professional leave may also be granted if the
event/activity is consistent with the teacher’s Individual Professional Development Plan
(IPDP). In order to share the benefits of the professional leave, a written/oral report
identifying how this absence relates to the above categories, is expected from all personnel
who are granted professional leave. The report be presented to the building principal
within seven (7) calendar days of return from professional leave. The building principal
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shall distribute the report to appropriate staff members. Failure to comply with this
procedure may result in a loss of pay for the time off for the professional leave in question.
Expenses may only be reimbursed if the teacher has been granted a professional leave day.

Jury Duty/Court Leave

Members of the bargaining unit shall be granted leave for jury duty or court required
appearances, provided the legal action does not involve an employee initiated lawsuit
against the School District or is otherwise personally initiated. Such appearance(s) shall
not be charged against any other leave in this Master Agreement.

A member of the bargaining unit shall receive his/her regular rate of pay while serving on
jury duty. Jury duty service shall include time while on call as well as actually serving on a
jury. Proof of service shall be provided to the Treasurer’s office. Any compensation
received by a member for serving on a jury on a contracted day shall be paid to the
Treasurer.

Leave Without Pay

Employees with more than five (5) years of service to the Hopewell-Loudon Local School
District may be granted an unpaid leave of absence, in increments of five (5) days, every
other year, based upon a written request to the Superintendent. Employees with more than
fifteen (15) years of service to the Hopewell-Loudon Local School District may be granted
unpaid leave of absence, in increments of five (5) days up to ten (10) days every other year,
based upon a written request to the Superintendent.

Unpaid leave will not be granted during critical school times, such as the first and last
twenty (20) staff days of a semester or school year, during statewide testing assessments,
etc. Exceptions may be approved in advance by the Superintendent. Unpaid leave may not
be used in conjunction with any other leave. Use of an unpaid leave will result in forfeiture
of personal leave bonus pay.

Child Care Leave

Upon written request, the Board of Education may grant an unpaid leave of absence to a
teacher for child care or adoption for up to three (3) semesters. For a natural parent such
leave may begin any time during the mother's pregnancy. For an adoptive parent, such
leave shall commence at any time during the first year after receiving custody of said child
or prior to receiving such custody if necessary in order to fulfill the requirements of
adoption. Applicants shall submit a written request for the leave to the Superintendent at
least forty-five (45) calendar days prior to the anticipated starting date of the leave setting
forth the reasons for the leave and the duration. The Superintendent may waive this latter
requirement in an emergency or where circumstances (e.g., adoption) do not permit a forty-
five (45) day notification. Leave must expire at the start of a school year. At Board
discretion, additional unpaid leave of one (1) or two (2) semesters may be granted. Leave
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may only be terminated prior to its expiration upon written request and approval of the
Superintendent.

Catastrophic Leave Assistance Program

The Hopewell-Loudon Local Schools Board of Education shall establish a Catastrophic
Leave Assistance Program which will allow individual employees to donate up to five (5)
days of sick leave to each eligible applicant. Employees with less than fifty (50) days
accumulated sick leave shall not be eligible to contribute.

To qualify for the Catastrophic Leave Assistance Program, an employee must have
experienced a personal catastrophic illness or injury or a member of the immediate family
(spouse, domestic partner, child or parent) must have experienced a catastrophic illness or
injury and the employee must have exhausted his/her sick leave. A catastrophic illness or
injury is defined as one that:

1. Immediately threatens the life of the employee and/or their immediate family member,
or

2. Isanillness or injury that is likely to require the employee to be absent from work for
a period exceeding ninety (90) consecutive days.

The Catastrophic Leave Assistance Program cannot be used beyond the current contract
under which the individual is employed or beyond the end of the school year in which the
application is made.

Request for use of Catastrophic Leave Assistance Program will be considered on a case-by-
case basis. A committee, composed of two (2) Board appointed members and two (2)
Association appointed members and chaired by a mutually agreeable fifth member, will
make a determination based on the following criteria.

1. The employee must have experienced a personal catastrophic illness or injury or a
member of the immediate family (spouse, domestic partner, child or parent) must
have experienced a catastrophic illness or injury which has exhausted or will exhaust
the employee's sick leave.

2. The total use of the Catastrophic Leave Assistance Program shall not exceed the
current employee's contract or current school year.

3. All requests will be subject to the responses of the staff who wish to make donations
to an individual approved by the committee.

4.  All donations of sick leave by staff members will remain confidential and should be
submitted to the District Treasurer on the proper form. (See Appendix B.)
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5. Employees requesting consideration for the Catastrophic Leave Assistance Program
must complete the request on the proper form (See Appendix A) and submit one (1)
copy to the Superintendent and one (1) copy to the Association President. Medical
verification may be required.

6.  Activation of the program shall require a majority vote of the committee and the chair
shall vote only in the event of a tie vote of the committee.

Family Medical Leave Act

Hopewell-Loudon Local School District will follow the most current Federal Law. This
law may be found at: http://www.dol.gov/whd/fmla/.

Sabbatical Leave

Teachers who have been continually employed with the Hopewell-Loudon School District
for at least five (5) years may be granted a year Sabbatical leave. This full year of leave
shall coincide with the school calendar. Sabbatical leave shall be an unpaid leave. District
insurance will be offered according to COBRA plan stipulations.

Sabbatical leave may be granted for the purpose of educational studies or other activities
that will enhance the professional performance of the teacher. Presentations to the Board
of Education for approval of the Sabbatical and then upon return from the Sabbatical leave
will be given by the teacher.

Teachers on Sabbatical leave shall not lose seniority or contract status. Upon return from
Sabbatical leave, the teacher shall be placed in the same or equivalent position as the one
vacated.

Teachers granted Sabbatical leave must agree to return and be employed by the Hopewell-
Loudon District for a minimum of one (1) school year. Teachers failing to notify the
District of their return from Sabbatical leave within 90 days prior to the anticipated return
date will result in the position being declared vacant. This restriction may be waived by
mutual agreement.

Association Leave

The Board will grant a pool of up to six (6) days of paid Association leave each school year
to permit duly authorized delegates to attend regional, statewide, or national meetings of
the Association’s affiliates identified in Article I, Section A of this Agreement. Leave may
be used in half-day increments where a half-day meeting is involved. In negotiation years,
the Board will grant leave of no more than two (2) days for seven (7) members.
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ARTICLE X - SALARY

A. Salary and Index, effective 2018-2019 school year.

STEP BA 150 SEM MASTERS MA + 15 MA + 30
0 1.0000 1.0560 1.1160 1.1850
34,864 36,816 38,908 41,314
1 1.0575 1.1025 1.1675 1.2400
36,869 38,438 40,704 43,231
2 1.0990 1.1490 1.2190 1.2950
38,316 40,059 42,499 45,149
3 1.1405 1.1955 1.2705 1.3500
39,762 41,680 44,295 47,066
4 1.1820 1.2420 1.3220 1.4050
41,209 43,301 46,090 48,984
5 1.2235 1.2885 1.3735 1.4600
42,656 44,922 47,886 50,901
6 1.2650 1.3350 1.4250 1.5150
44,103 46,543 49,681 52,819
7 1.3065 1.3815 1.4765 1.5700
45,550 48,165 51,477 54,736
8 1.3480 1.4280 1.5280 1.6250
46,997 49,786 53,272 56,654
9 1.3895 1.4745 1.5795 1.6800
48,444 51,407 55,068 58,572
10 1.4310 1.5210 1.6310 1.7350
49,890 53,028 56,863 60,489
11 1.4725 1.5675 1.6825 1.7900
51,337 54,649 58,659 62,407
12 1.5140 1.6140 1.7340 1.8450
52,784 56,271 60,454 64,324
13 1.6605 1.7855 1.9000 2.0000
57,892 62,250 66,242 69,728
15 1.7070 1.8370 1.9550 2.0550
59,513 64,045 68,159 71,646
17 1.7535 1.8885 2.0100 2.1100
61,134 65,841 70,077 73,563
20 1.8000 1.9400 2.0650 2.1650
62,755 67,636 71,994 75,481
22 1.8465 1.9915 2.1200 2.2200
64,376 69,432 73,912 77,398
27 1.8930 2.0430 2.1750 2.2750
65,998 71,227 75,829 79,316
31 1.9395 2.0945 2.2300 2.3300
67,619 73,023 77,747 81,233
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ARTICLE X - SALARY

A. Salary and Index, effective 2019-2020 school year.

STEP BA 150 SEM MASTERS MA + 15 MA + 30
0 1.0000 1.0560 1.1160 1.1850
35,561 37,552 39,686 42,140
1 1.0575 1.1025 1.1675 1.2400
37,606 39,206 41,517 44,096
2 1.0990 1.1490 1.2190 1.2950
39,082 40,860 43,349 46,052
3 1.1405 1.1955 1.2705 1.3500
40,557 42,513 45,180 48,007
4 1.1820 1.2420 1.3220 1.4050
42,033 44,167 47,012 49,963
5 1.2235 1.2885 1.3735 1.4600
43,509 45,820 48,843 51,919
6 1.2650 1.3350 1.4250 1.5150
44,985 47,474 50,674 53,875
7 1.3065 1.3815 1.4765 1.5700
46,460 49,128 52,506 55,831
8 1.3480 1.4280 1.5280 1.6250
47,936 50,781 54,337 57,787
9 1.3895 1.4745 1.5795 1.6800
49,412 52,435 56,169 59,742
10 1.4310 1.5210 1.6310 1.7350
50,888 54,088 58,000 61,698
11 1.4725 1.5675 1.6825 1.7900
52,364 55,742 59,831 63,654
12 1.5140 1.6140 1.7340 1.8450
53,839 57,395 61,663 65,610
13 1.6605 1.7855 1.9000 2.0000
59,049 63,494 67,566 71,122
15 1.7070 1.8370 1.9550 2.0550
60,703 65,326 69,522 73,078
17 1.7535 1.8885 2.0100 2.1100
62,356 67,157 71,478 75,034
20 1.8000 1.9400 2.0650 2.1650
64,010 68,988 73,433 76,990
22 1.8465 1.9915 2.1200 2.2200
65,663 70,820 75,389 78,945
27 1.8930 2.0430 2.1750 2.2750
67,317 72,651 77,345 80,901
31 1.9395 2.0945 2.2300 2.3300
68,971 74,483 79,301 82,857
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ARTICLE X - SALARY

A. Salary and Index, effective 2020-2021 school year.

STEP BA 150 SEM MASTERS MA + 15 MA + 30
0 1.0000 1.0560 1.1160 1.1850
36,272 38,303 40,480 42,982
1 1.0575 1.1025 1.1675 1.2400
38,358 39,990 42,348 44,977
2 1.0990 1.1490 1.2190 1.2950
39,863 41,677 44,216 46,972
3 1.1405 1.1955 1.2705 1.3500
41,368 43,363 46,084 48,967
4 1.1820 1.2420 1.3220 1.4050
42,874 45,050 47,952 50,962
5 1.2235 1.2885 1.3735 1.4600
44,379 46,736 49,820 52,957
6 1.2650 1.3350 1.4250 1.5150
45,884 48,423 51,688 54,952
7 1.3065 1.3815 1.4765 1.5700
47,389 50,110 53,556 56,947
8 1.3480 1.4280 1.5280 1.6250
48,895 51,796 55,424 58,942
9 1.3895 1.4745 1.5795 1.6800
50,400 53,483 57,292 60,937
10 1.4310 1.5210 1.6310 1.7350
51,905 55,170 59,160 62,932
11 1.4725 1.5675 1.6825 1.7900
53,411 56,856 61,028 64,927
12 1.5140 1.6140 1.7340 1.8450
54,916 58,543 62,896 66,922
13 1.6605 1.7855 1.9000 2.0000
60,230 64,764 68,917 72,544
15 1.7070 1.8370 1.9550 2.0550
61,916 66,632 70,912 74,539
17 1.7535 1.8885 2.0100 2.1100
63,603 68,500 72,907 76,534
20 1.8000 1.9400 2.0650 2.1650
65,290 70,368 74,902 78,529
22 1.8465 1.9915 2.1200 2.2200
66,976 72,236 76,897 80,524
27 1.8930 2.0430 2.1750 2.2750
68,663 74,104 78,892 82,519
31 1.9395 2.0945 2.2300 2.3300
70,350 75,972 80,887 84,514
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B. Other Provisions

1.  Increments
For salary schedule purposes, ninety (90) teaching days will constitute one-half year
of experience and one hundred twenty (120) teaching days a full year. Salary
increments will be credited to a teacher for one-half or full year only.

2. Military Credit

Teachers will be credited with experience on the salary schedule for military service
experience up to five (5) years inclusive.

3. Supplements

Monetary supplements may not be granted to a teacher for the purpose of retaining an
individual that would be extremely difficult to replace, or for any other purpose akin
to a premium pay for positions difficult to fill.

4.  Salary Schedule

Teachers will be credited with experience on the salary schedule for previous credited
in-state school experience. New teachers shall, within thirty (30) calendar days of
being hired by the Board, provide the necessary documentation required by law to the
Treasurer. Unless a concerted effort to obtain and furnish this information to the
Treasurer has been provided, failure to provide the information in a timely manner
will result in the teacher being paid at the BA column, Step 0 until said information is
provided. The teacher shall not be entitled to back pay for the teacher's failure to
timely provide the necessary information.

Teachers newly hired to the School District shall be given one-for-one year of service
credit for each year of service out of state for teaching in an accredited out-of-state
school. Teachers previously granted half credit for out-of-state service shall not be
entitled to back pay for an adjustment to their service credit.

At the discretion of the Administration, more than ten (10) years experience (in-
state/or out-of-state) may be granted for credit in situations where the best and most
suited candidate for the position has more service time than ten (10) years.

The column designations “MA+15” and “MA+30” shall be taken to indicate fifteen
(15) or thirty (30) semester hours earned after the award of the master’s degree.

In March 2019, all staff members will receive a seven hundred and fifty dollar
($750.00) educational stipend.

C. Per Diem Rate

The per day rate will be determined on the basis of one hundred eighty-four (184) contract
days and the hourly rate for an employee is the per diem rate divided by the number of
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F.

contractual work hours in the day. Deductions for absences not contained within the
accepted Board policy will be at the per day rate.

Notification and Advancement

Notification for Experience Change

The bargaining unit member may have two (2) opportunities during the school
year to receive credit for any change in training level. These times are 1) at the
beginning of the school year, and 2) at the beginning of the 2" semester.
Notification shall be given to the Treasurer's office before May 1% for a fall
increase, and before September 1 for a January increase. This form (Appendix
E) must be completed and submitted by the previously mentioned dates. Failure
to submit forms will result in forfeiting movement on the salary scale until the
next semester break.

The receipt of an Official Transcript from the appropriate college/university
must be submitted to the Hopewell-Loudon School Treasurer's office on or
before September 30 for an increase effective first semester and on or before
February 14 for an increase effective for the 2" semester. Salary adjustment
will be made retroactive to the first pay of the contract and the first pay after the
semester break.

Credits earned within two (2) weeks of the beginning of a semester would
qualify the bargaining unit member for that semester if a. and b. have been
completed.

Advancement on Salary Schedule

All college credit hours applied toward advancement on the salary schedule must be
taken after the completion of any degree and must be in the field of certification,
educational administration or education related field. Prior approval of all hours must
be made by the Superintendent, per Appendix D.

Mileage Allowance

Mileage allowance will be paid to employees for approved travel at the IRS rate per mile, to
be set every July 1.

Pay Periods

The payment of the annual salary of each contract teacher will be made on alternate
Fridays. The Board shall require employees to have their biweekly checks deposited
electronically directly to a bank/banks of their choice and notified of that payment in a
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method approved by the Treasurer. During summer months, when internet access is
unavailable, a paper copy will be provided upon request.

Extra Duty Salary Schedule

1.

Index

Extra Duty Salary Schedules can be found on pages 49-54.

The base of the Extra Duty Salary Schedule shall be at the Bachelor, zero step on the
adopted teachers salary schedule.

If there are not enough students participating in the extra duty activities, the Board
and the Association will meet to discuss why some positions may not be filled for that
particular season or year.

At least sixty-five (65) days in Extended Service contracts may be made available
each school year. A maximum of twenty-five (25) in length granted to an employee
upon submission of a proposal to the Superintendent. This proposal must indicate the
need for extended service time, as well as the benefits to the District. Applications
must be submitted to the Superintendent by May 1 of the preceding school year. In
unusual circumstances, additional days may be requested at least sixty (60) days prior
to the proposed start of service dates. Upon review and approval of the
Superintendent, these extended days will be completed outside of the regularly
scheduled work year. If the Superintendent denies the extended time, he/she shall
give written reasons for the denial. The District has the option not to grant all sixty-
five (65) days if the Superintendent does not approve the proposal(s) and/or less than
sixty-five (65) days are requested.

For purposes of determining experience levels for the extra duty salary schedules,
experience shall be based on previous work the individual has performed in the
assigned area in the School District and/or previous work in a position which directly
relates to the new extra duty assignment. Placement on the salary schedule will be
based on years of work experience in a position at the same or higher level of
responsibility.

Pursuant to ORC Section 3319.11, the supplemental contracts of teachers shall
automatically expire without action and notice of non-renewal by the Board.

Coaches and advisors that could be transporting nine (9) or less students will be
encouraged to attain van driver certification at their expense.  No van certification
costs shall be paid by the District. Members may choose to get van driver
certification and transport students for supplemental activities.
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Any committee meetings or professional development days during the summer,
excluding make-up days, will be paid twenty dollars ($20) per hour.

The Board agrees to pay for pole vault certification for the coach (paid or volunteer)
who performs the majority of the pole vault coaching per OHSAA regulations.
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HOPEWELL-LOUDON LOCAL SCHOOLS

2018-2019 Supplemental Positions
Base Pay

Supplemental Position

Athletic Director
Assistant AD
FOOTBALL

Head Football Coach
Assistant Football Coach
Assistant Football Coach
Assistant Football Coach
Assistant Football Coach
Junior High Football Coach
Junior High Football Coach

CROSS COUNTRY
Varsity Boy's Cross Country
Junior High Boy's Cross Country
Varsity Girl's Cross Country
Junior High Girl's Cross Country

GOLF
Golf Coach
Golf Asst.
Girl's Golf
VOLLEYBALL

Head Volleyball Coach
JV Volleyball Coach
Junior High Volleyball Coach - 8th grade
Junior High Volleyball Coach - 7th grade
Freshman Volleyball Coach
BOY'S BASKETBALL
Boy's Varsity Basketball
Boy's Assistant Varsity Basketball
Boy's JV Basketball Coach
Boy's Freshman Basketball Coach
Boy's Junior High Basketball Coach - 8th
Boy's Junior High Basketball Coach - 7th
GIRL'S BASKETBALL

Girl's Varsity Basketball
Girl's Assistant Varsity Basketball
Girl's JV Basketball Coach
Girl's Freshman Basketball Coach
Girl's Junior High Basketball Coach - 8th
Girl's Junior High Basketball Coach - 7th

WRESTLING
Head Wrestling Coach
Assistant Wrestling Coach
Junior High Wrestling Coach

WEIGHT TRAINING

Weight Training - Fall
Weight Training - Spring
Weight Training - Winter

BASEBALL
Head Baseball Coach
Assistant Baseball Coach
JV Baseball Coach

$34,864
Index

22.00%
13.00%

14.50%
8.00%
8.00%
8.00%
8.00%
5.00%
5.00%

10.00%
5.00%
10.00%
5.00%

10.00%
4.00%
10.00%

12.00%
6.50%
4.00%
4.00%
5.00%

14.50%
7.00%
8.00%
5.50%
5.00%
5.00%

14.50%
7.00%
8.00%
5.50%
5.00%
5.00%

14.50%
8.00%
5.00%

1.67%
1.67%
1.67%

11.00%
5.00%
5.00%

0 Experience

$7,670.08
$4,532.32

$5,055.28
$2,789.12
$2,789.12
$2,789.12
$2,789.12
$1,743.20
$1,743.20

$3,486.40
$1,743.20
$3,486.40
$1,743.20

$3,486.40
$1,394.56
$3,486.40

$4,183.68
$2,266.16
$1,394.56
$1,394.56
$1,743.20

$5,055.28
$2,440.48
$2,789.12
$1,917.52
$1,743.20
$1,743.20

$5,055.28
$2,440.48
$2,789.12
$1,917.52
$1,743.20
$1,743.20

$5,055.28
$2,789.12
$1,743.20

$582.23
$582.23
$582.23

$3,835.04

$1,743.20
$1,743.20
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1 Year
5%
$8,053.58
$4,758.94

$5,308.04
$2,928.58
$2,928.58
$2,928.58
$2,928.58
$1,830.36
$1,830.36

$3,660.72
$1,830.36
$3,660.72
$1,830.36

$3,660.72
$1,464.29
$3,660.72

$4,392.86
$2,379.47
$1,464.29
$1,464.29
$1,830.36

$5,308.04
$2,562.50
$2,928.58
$2,013.40
$1,830.36
$1,830.36

$5,308.04
$2,562.50
$2,928.58
$2,013.40
$1,830.36
$1,830.36

$5,308.04
$2,928.58
$1,830.36

$611.34
$611.34
$611.34

$4,026.79
$1,830.36
$1,830.36

2 Year
10%
$8,437.09
$4,985.55

$5,560.81
$3,068.03
$3,068.03
$3,068.03
$3,068.03
$1,917.52
$1,917.52

$3,835.04
$1,917.52
$3,835.04
$1,917.52

$3,835.04
$1,534.02
$3,835.04

$4,602.05
$2,492.78
$1,534.02
$1,534.02
$1,917.52

$5,560.81
$2,684.53
$3,068.03
$2,109.27
$1,917.52
$1,917.52

$5,560.81
$2,684.53
$3,068.03
$2,109.27
$1,917.52
$1,917.52

$5,560.81
$3,068.03
$1,917.52

$640.45
$640.45
$640.45

$4,218.54
$1,917.52
$1,917.52

4 Year
20%
$9,204.10
$5,438.78

$6,066.34
$3,346.94
$3,346.94
$3,346.94
$3,346.94
$2,091.84
$2,091.84

$4,183.68
$2,091.84
$4,183.68
$2,091.84

$4,183.68
$1,673.47
$4,183.68

$5,020.42
$2,719.39
$1,673.47
$1,673.47
$2,091.84

$6,066.34
$2,928.58
$3,346.94
$2,301.02
$2,091.84
$2,091.84

$6,066.34
$2,928.58
$3,346.94
$2,301.02
$2,091.84
$2,091.84

$6,066.34
$3,346.94
$2,091.84

$698.67
$698.67
$698.67

$4,602.05
$2,091.84
$2,091.84

6 Year
22%

$9,357.50

$5,529.43

$6,167.44
$3,402.73
$3,402.73
$3,402.73
$3,402.73
$2,126.70
$2,126.70

$4,253.41
$2,126.70
$4,253.41
$2,126.70

$4,253.41
$1,701.36
$4,253.41

$5,104.09
$2,764.72
$1,701.36
$1,701.36
$2,126.70

$6,167.44
$2,977.39
$3,402.73
$2,339.37
$2,126.70
$2,126.70

$6,167.44
$2,977.39
$3,402.73
$2,339.37
$2,126.70
$2,126.70

$6,167.44
$3,402.73
$2,126.70

$710.32
$710.32
$710.32

$4,678.75
$2,126.70
$2,126.70



Base Pay $34,864
Supplemental Position

SOFTBALL

Head Softball Coach
Assistant Softball Coach
JV Softball Coach

TRACK
Girl's Head Track Coach
Girl's Assistant Track Coach
Boy's Head Track Coach
Boy's Assistant Track Coach
Junior High Track - boys
Junior High Track - girls
Junior High Track Assistant Coach

MUSIC
Marching Band
Traveling Ensemble
Traveling Ensemble/Choreographer
Pep Band
Jazz Band
Assistant Band
Assistant Choir Director
Solo and Ensemble - HS Choir
Solo and Ensemble - HS Band
Solo and Ensemble - JH Choir
Solo and Ensemble - JH Band

MUSICAL
Vocal Director
Drama Director
Costumes/Props
Set Design/Build
Publicity
Technical Director
EXTRA CURRICULARS
Yearbook
Student Council
Elementary Student Council
Play Director - Senior Play
Broadcasting
NHS
Honors Night
Senior Class
Junior Class
Sophomore Class
Freshman Class
8th Grade
7th Grade
HS Quiz Bow |
JH Quiz Bow |
SADD
CHEERLEADING

Cheerleading Advisor
Junior High Cheerleading Advisor
Dean of Students
Outdoor School:
DC Trip Coordinator
Wednesday School
Saturday School
Athletic Trainer - Fall
Athletic Trainer - Winter
Athletic Trainer - Spring

2018-2019 Supplemental Positions

1 Year
5%

$4,026.79
$1,830.36
$1,830.36

$4,026.79
$2,196.43
$4,026.79
$2,196.43
$1,830.36
$1,830.36
$915.18

$2,196.43

$2,196.43
$274.55
$732.14
$366.07
$732.14
$366.07
$183.04
$183.04
$183.04
$183.04

$1,281.25

$1,281.25
$366.07
$366.07
$366.07

$2,745.54
$1,098.22
$549.11
$1,098.22
$2,745.54
$549.11
$274.55
$1,464.29
$1,281.25
$274.55
$274.55
$274.55
$274.55
$1,281.25
$640.63
$274.55

$2,928.58
$915.18
$5,308.04

2 Year
10%

$4,218.54
$1,917.52
$1,917.52

$4,218.54
$2,301.02
$4,218.54
$2,301.02
$1,917.52
$1,917.52
$958.76

$2,301.02

$2,301.02
$287.63
$767.01
$383.50
$767.01
$383.50
$191.75
$191.75
$191.75
$191.75

$1,342.26

$1,342.26
$383.50
$383.50
$383.50

$2,876.28
$1,150.51
$575.26
$1,150.51
$2,876.28
$575.26
$287.63
$1,534.02
$1,342.26
$287.63
$287.63
$287.63
$287.63
$1,342.26
$671.13
$287.63

$3,068.03
$958.76
$5,560.81

$150.00 Stipend for going to outdoor camp.

Index 0 Experience
11.00% $3,835.04
5.00% $1,743.20
5.00% $1,743.20
11.00% $3,835.04
6.00% $2,091.84
11.00% $3,835.04
6.00% $2,091.84
5.00% $1,743.20
5.00% $1,743.20
2.50% $871.60
6.00% $2,091.84
6.00% $2,091.84
0.75% $261.48
2.00% $697.28
1.00% $348.64
2.00% $697.28
1.00% $348.64
0.50% $174.32
0.50% $174.32
0.50% $174.32
0.50% $174.32
3.50% $1,220.24
3.50% $1,220.24
1.00% $348.64
1.00% $348.64
1.00% $348.64
$150 Stipend
7.50% $2,614.80
3.00% $1,045.92
1.50% $522.96
3.00% $1,045.92
7.50% $2,614.80
1.50% $522.96
0.75% $261.48
4.00% $1,394.56
3.50% $1,220.24
0.75% $261.48
0.75% $261.48
0.75% $261.48
0.75% $261.48
3.50% $1,220.24
1.75% $610.12
0.75% $261.48
8.00% $2,789.12
2.50% $871.60
14.50% $5,055.28
$150.00 Stipend
$20.00/hr.
$20.00/hr.
12.00% $4,183.68
10.00% $3,486.40
8.00% $2,789.12
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$4,392.86
$3,660.72
$2,928.58

$4,602.05
$3,835.04
$3,068.03

4 Year
20%

$4,602.05
$2,091.84
$2,091.84

$4,602.05
$2,510.21
$4,602.05
$2,510.21
$2,091.84
$2,091.84
$1,045.92

$2,510.21

$2,510.21
$313.78
$836.74
$418.37
$836.74
$418.37
$209.18
$209.18
$209.18
$209.18

$1,464.29

$1,464.29
$418.37
$418.37
$418.37

$3,137.76
$1,255.10
$627.55
$1,255.10
$3,137.76
$627.55
$313.78
$1,673.47
$1,464.29
$313.78
$313.78
$313.78
$313.78
$1,464.29
$732.14
$313.78

$3,346.94
$1,045.92
$6,066.34

$5,020.42
$4,183.68
$3,346.94

6 Year
22%

$4,678.75
$2,126.70
$2,126.70

$4,678.75
$2,552.04
$4,678.75
$2,552.04
$2,126.70
$2,126.70
$1,063.35

$2,552.04
$2,552.04
$319.01
$850.68
$425.34
$850.68
$425.34
$212.67
$212.67
$212.67
$212.67

$1,488.69
$1,488.69
$425.34
$425.34
$425.34

$3,190.06
$1,276.02
$638.01
$1,276.02
$3,190.06
$638.01
$319.01
$1,701.36
$1,488.69
$319.01
$319.01
$319.01
$319.01
$1,488.69
$744.35
$319.01

$3,402.73
$1,063.35
$6,167.44

$5,104.09
$4,253.41
$3,402.73



HOPEWELL-LOUDON LOCAL SCHOOLS
2019-2020 Supplemental Positions
Base Pay @ $35,561

Supplemental Position Index 0 Experience 1 Year 2 Year 4 Year 6 Year
5% 10% 20% 22%
Athletic Director 22.00% $7,823.42 $8,214.59 $8,605.76 $9,388.10 $9,544.57
Assistant AD 13.00% $4,622.93 $4,854.08 $5,085.22 $5,547.52 $5,639.97
FOOTBALL
Head Football Coach 14.50% $5,156.35 $5,414.16 $5,671.98 $6,187.61 $6,290.74
Assistant Football Coach 8.00% $2,844.88 $2,987.12 $3,129.37 $3,413.86 $3,470.75
Assistant Football Coach 8.00% $2,844.88 $2,987.12 $3,129.37 $3,413.86 $3,470.75
Assistant Football Coach 8.00% $2,844.88 $2,987.12 $3,129.37 $3,413.86 $3,470.75
Assistant Football Coach 8.00% $2,844.88 $2,987.12 $3,129.37 $3,413.86 $3,470.75
Junior High Football Coach 5.00% $1,778.05 $1,866.95 $1,955.86 $2,133.66 $2,169.22
Junior High Football Coach 5.00% $1,778.05 $1,866.95 $1,955.86 $2,133.66 $2,169.22
CROSS COUNTRY
Varsity Boy's Cross Country 10.00% $3,556.10 $3,733.91 $3,911.71 $4,267.32 $4,338.44
Junior High Boy's Cross Country 5.00% $1,778.05 $1,866.95 $1,955.86 $2,133.66 $2,169.22
Varsity Girl's Cross Country 10.00% $3,556.10 $3,733.91 $3,911.71 $4,267.32 $4,338.44
Junior High Girl's Cross Country 5.00% $1,778.05 $1,866.95 $1,955.86 $2,133.66 $2,169.22
GOLF
Golf Coach 10.00% $3,556.10 $3,733.91 $3,911.71 $4,267.32 $4,338.44
Golf Asst. 4.00% $1,422.44 $1,493.56 $1,564.68 $1,706.93 $1,735.38
Girl's Golf 10.00% $3,556.10 $3,733.91 $3,911.71 $4,267.32 $4,338.44
VOLLEYBALL

Head Volleyball Coach 12.00% $4,267.32 $4,480.69 $4,694.05 $5,120.78 $5,206.13
JV Volleyball Coach 6.50% $2,311.47 $2,427.04 $2,542.61 $2,773.76 $2,819.99

Junior High Volleyball Coach - 8th grade 4.00% $1,422.44 $1,493.56 $1,564.68 $1,706.93 $1,735.38
Junior High Volleyball Coach - 7th grade 4.00% $1,422.44 $1,493.56 $1,564.68 $1,706.93 $1,735.38

Freshman Volleyball Coach 5.00% $1,778.05 $1,866.95 $1,955.86 $2,133.66 $2,169.22
BOY'S BASKETBALL

Boy's Varsity Basketball 14.50% $5,156.35 $5,414.16 $5,671.98 $6,187.61 $6,290.74

Boy's Assistant Varsity Basketball 7.00% $2,489.27 $2,613.73 $2,738.20 $2,987.12 $3,036.91

Boy's JV Basketball Coach 8.00% $2,844.88 $2,987.12 $3,129.37 $3,413.86 $3,470.75

Boy's Freshman Basketball Coach 5.50% $1,955.86 $2,053.65 $2,151.44 $2,347.03 $2,386.14

Boy's Junior High Basketball Coach - 8th 5.00% $1,778.05 $1,866.95 $1,955.86 $2,133.66 $2,169.22
Boy's Junior High Basketball Coach - 7th 5.00% $1,778.05 $1,866.95 $1,955.86 $2,133.66 $2,169.22
GIRL'S BASKETBALL

Girl's Varsity Basketball 14.50% $5,156.35 $5,414.16 $5,671.98 $6,187.61 $6,290.74
Girl's Assistant Varsity Basketball 7.00% $2,489.27 $2,613.73 $2,738.20 $2,987.12 $3,036.91
Girl's JV Basketball Coach 8.00% $2,844.88 $2,987.12 $3,129.37 $3,413.86 $3,470.75
Girl's Freshman Basketball Coach 5.50% $1,955.86 $2,053.65 $2,151.44 $2,347.03 $2,386.14

Girl's Junior High Basketball Coach - 8th 5.00% $1,778.05 $1,866.95 $1,955.86 $2,133.66 $2,169.22
Girl's Junior High Basketball Coach - 7th 5.00% $1,778.05 $1,866.95 $1,955.86 $2,133.66 $2,169.22

WRESTLING
Head Wrestling Coach 14.50% $5,156.35 $5,414.16 $5,671.98 $6,187.61 $6,290.74
Assistant Wrestling Coach 8.00% $2,844.88 $2,987.12 $3,129.37 $3,413.86 $3,470.75
Junior High Wrestling Coach 5.00% $1,778.05 $1,866.95 $1,955.86 $2,133.66 $2,169.22
WEIGHT TRAINING
Weight Training - Fall 1.67% $593.87 $623.56 $653.26 $712.64 $724.52
Weight Training - Spring 1.67% $593.87 $623.56 $653.26 $712.64 $724.52
Weight Training - Winter 1.67% $593.87 $623.56 $653.26 $712.64 $724.52
BASEBALL
Head Baseball Coach 11.00% $3,911.71 $4,107.30 $4,302.88 $4,694.05 $4,772.29
Assistant Baseball Coach 5.00% $1,778.05 $1,866.95 $1,955.86 $2,133.66 $2,169.22
JV Baseball Coach 5.00% $1,778.05 $1,866.95 $1,955.86 $2,133.66 $2,169.22
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Base Pay $35,561
Supplemental Position

SOFTBALL

Head Softball Coach
Assistant Softball Coach
JV Softball Coach

TRACK
Girl's Head Track Coach
Assistant Girl's Track Coach
Boy's Head Track Coach
Boy's Assistant Track Coach
Junior High Track - boys
Junior High Track - girls
Junior High Track Assistant Coach

MUSIC
Marching Band
Traveling Ensemble
Traveling Ensemble/Choreographer
Pep Band
Jazz Band
Assistant Band
Assistant Choir Director
Solo and Ensemble - HS Choir
Solo and Ensemble - HS Band
Solo and Ensemble - JH Choir
Solo and Ensemble - JH Band

MUSICAL

Vocal Director
Drama Director
Costumes/Props
Set Design/Build
Publicity
Technical Director

EXTRA CURRICULARS

Y earbook
Student Council
Elementary Student Council
Play Director - Senior Play
Broadcasting
NHS
Honors Night
Senior Class
Junior Class
Sophomore Class
Freshman Class
8th Grade
7th Grade
HS Quiz Bow |
JH Quiz Bow |
SADD

CHEERLEADING
Cheerleading Advisor
Junior High Cheerleading Advisor
Dean of Students
Outdoor School:
DC Trip Coordinator
Wednesday School
Saturday School
Athletic Trainer - Fall
Athletic Trainer - Winter
Athletic Trainer - Spring

2019-2020 Supplemental Positions

Index 0 Experience 1Year 2 Year
5% 10%
11.00% $3,911.71 $4,107.30 $4,302.88
5.00% $1,778.05 $1,866.95 $1,955.86
5.00% $1,778.05 $1,866.95 $1,955.86
11.00% $3,911.71 $4,107.30 $4,302.88
6.00% $2,133.66 $2,240.34 $2,347.03
11.00% $3,911.71 $4,107.30 $4,302.88
6.00% $2,133.66 $2,240.34 $2,347.03
5.00% $1,778.05 $1,866.95 $1,955.86
5.00% $1,778.05 $1,866.95 $1,955.86
2.50% $889.03 $933.48 $977.93
6.00% $2,133.66 $2,240.34 $2,347.03
6.00% $2,133.66 $2,240.34 $2,347.03
0.75% $266.71 $280.04 $293.38
2.00% $711.22 $746.78 $782.34
1.00% $355.61 $373.39 $391.17
2.00% $711.22 $746.78 $782.34
1.00% $355.61 $373.39 $391.17
0.50% $177.81 $186.70 $195.59
0.50% $177.81 $186.70 $195.59
0.50% $177.81 $186.70 $195.59
0.50% $177.81 $186.70 $195.59
3.50% $1,244.64 $1,306.87 $1,369.10
3.50% $1,244.64 $1,306.87 $1,369.10
1.00% $355.61 $373.39 $391.17
1.00% $355.61 $373.39 $391.17
1.00% $355.61 $373.39 $391.17
$150 Stipend
7.50% $2,667.08 $2,800.43 $2,933.78
3.00% $1,066.83 $1,120.17 $1,173.51
1.50% $533.42 $560.09 $586.76
3.00% $1,066.83 $1,120.17 $1,173.51
7.50% $2,667.08 $2,800.43 $2,933.78
1.50% $533.42 $560.09 $586.76
0.75% $266.71 $280.04 $293.38
4.00% $1,422.44 $1,493.56 $1,564.68
3.50% $1,244.64 $1,306.87 $1,369.10
0.75% $266.71 $280.04 $293.38
0.75% $266.71 $280.04 $293.38
0.75% $266.71 $280.04 $293.38
0.75% $266.71 $280.04 $293.38
3.50% $1,244.64 $1,306.87 $1,369.10
1.75% $622.32 $653.43 $684.55
0.75% $266.71 $280.04 $293.38
8.00% $2,844.88 $2,987.12 $3,129.37
2.50% $889.03 $933.48 $977.93
14.50% $5,156.35 $5,414.16 $5,671.98
$150.00 Stipend for going to outdoor camp.
$150.00 Stipend
$20.00/hr.
$20.00/hr.
12.00% $4,267.32 $4,480.69 $4,694.05
10.00% $3,556.10 $3,733.91 $3,911.71
8.00% $2,844.88 $2,987.12 $3,129.37
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4 Year
20%

$4,694.05
$2,133.66
$2,133.66

$4,694.05
$2,560.39
$4,694.05
$2,560.39
$2,133.66
$2,133.66
$1,066.83

$2,560.39

$2,560.39
$320.05
$853.46
$426.73
$853.46
$426.73
$213.37
$213.37
$213.37
$213.37

$1,493.56

$1,493.56
$426.73
$426.73
$426.73

$3,200.49
$1,280.20
$640.10
$1,280.20
$3,200.49
$640.10
$320.05
$1,706.93
$1,493.56
$320.05
$320.05
$320.05
$320.05
$1,493.56
$746.78
$320.05

$3,413.86
$1,066.83
$6,187.61

$5,120.78
$4,267.32
$3,413.86

6 Year
22%

$4,772.29
$2,169.22
$2,169.22

$4,772.29
$2,603.07
$4,772.29
$2,603.07
$2,169.22
$2,169.22
$1,084.61

$2,603.07

$2,603.07
$325.38
$867.69
$433.84
$867.69
$433.84
$216.92
$216.92
$216.92
$216.92

$1,518.45

$1,518.45
$433.84
$433.84
$433.84

$3,253.83
$1,301.53
$650.77
$1,301.53
$3,253.83
$650.77
$325.38
$1,735.38
$1,518.45
$325.38
$325.38
$325.38
$325.38
$1,518.45
$759.23
$325.38

$3,470.75
$1,084.61
$6,290.74

$5,206.13
$4,338.44
$3,470.75



Base Pay
Supplemental Position

Athletic Director
Assistant AD

FOOTBALL
Head Football Coach
Assistant Football Coach
Assistant Football Coach
Assistant Football Coach
Assistant Football Coach
Junior High Football Coach
Junior High Football Coach

CROSS COUNTRY

Varsity Boy's Cross Country
Junior High Boy's Cross Country
Varsity Girl's Cross Country
Junior High Girl's Cross Country

GOLF
Golf Coach
Golf Asst.
Girl's Golf
VOLLEYBALL

Head Volleyball Coach
JV Volleyball Coach
Junior High Volleyball Coach - 8th grade
Junior High Volleyball Coach - 7th grade
Freshman Volleyball Coach
BOY'S BASKETBALL
Boy's Varsity Basketball
Boy's Assistant Varsity Basketball
Boy's JV Basketball Coach
Boy's Freshman Basketball Coach
Boy's Junior High Basketball Coach - 8th
Boy's Junior High Basketball Coach - 7th
GIRL'S BASKETBALL

Girl's Varsity Basketball
Girl's Assistant Varsity Basketball
Girl's JV Basketball Coach
Girl's Freshman Basketball Coach
Girl's Junior High Basketball Coach - 8th
Girl's Junior High Basketball Coach - 7th

WRESTLING
Head Wrestling Coach
Assistant Wrestling Coach
Junior High Wrestling Coach

WEIGHT TRAINING
Weight Training - Fall
Weight Training - Spring
Weight Training - Winter
BASEBALL

Head Baseball Coach
Assistant Baseball Coach
JV Baseball Coach

HOPEWELL-LOUDON LOCAL SCHOOLS
2020-2021 Supplemental Positions
$36,272

Index 0 Experience 1 Year
5%

22.00% $7,979.84 $8,378.83
13.00% $4,715.36 $4,951.13
14.50% $5,259.44 $5,522.41
8.00% $2,901.76 $3,046.85
8.00% $2,901.76 $3,046.85
8.00% $2,901.76 $3,046.85
8.00% $2,901.76 $3,046.85
5.00% $1,813.60 $1,904.28
5.00% $1,813.60 $1,904.28
10.00% $3,627.20 $3,808.56
5.00% $1,813.60 $1,904.28
10.00% $3,627.20 $3,808.56
5.00% $1,813.60 $1,904.28
10.00% $3,627.20 $3,808.56
4.00% $1,450.88 $1,523.42
10.00% $3,627.20 $3,808.56
12.00% $4,352.64 $4,570.27
6.50% $2,357.68 $2,475.56
4.00% $1,450.88 $1,523.42
4.00% $1,450.88 $1,523.42
5.00% $1,813.60 $1,904.28
14.50% $5,259.44 $5,522.41
7.00% $2,539.04 $2,665.99
8.00% $2,901.76 $3,046.85
5.50% $1,994.96 $2,094.71
5.00% $1,813.60 $1,904.28
5.00% $1,813.60 $1,904.28
14.50% $5,259.44 $5,522.41
7.00% $2,539.04 $2,665.99
8.00% $2,901.76 $3,046.85
5.50% $1,994.96 $2,094.71
5.00% $1,813.60 $1,904.28
5.00% $1,813.60 $1,904.28
14.50% $5,259.44 $5,522.41
8.00% $2,901.76 $3,046.85
5.00% $1,813.60 $1,904.28
1.67% $605.74 $636.03
1.67% $605.74 $636.03
1.67% $605.74 $636.03
11.00% $3,989.92 $4,189.42
5.00% $1,813.60 $1,904.28
5.00% $1,813.60 $1,904.28
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2 Year
10%
$8,777.82
$5,186.90

$5,785.38
$3,191.94
$3,191.94
$3,191.94
$3,191.94
$1,994.96
$1,994.96

$3,989.92
$1,994.96
$3,989.92
$1,994.96

$3,989.92
$1,595.97
$3,989.92

$4,787.90
$2,593.45
$1,595.97
$1,595.97
$1,994.96

$5,785.38
$2,792.94
$3,191.94
$2,194.46
$1,994.96
$1,994.96

$5,785.38
$2,792.94
$3,191.94
$2,194.46
$1,994.96
$1,994.96

$5,785.38
$3,191.94
$1,994.96

$666.32
$666.32
$666.32

$4,388.91
$1,994.96
$1,994.96

4 Year
20%
$9,575.81
$5,658.43

$6,311.33
$3,482.11
$3,482.11
$3,482.11
$3,482.11
$2,176.32
$2,176.32

$4,352.64
$2,176.32
$4,352.64
$2,176.32

$4,352.64
$1,741.06
$4,352.64

$5,223.17
$2,829.22
$1,741.06
$1,741.06
$2,176.32

$6,311.33
$3,046.85
$3,482.11
$2,393.95
$2,176.32
$2,176.32

$6,311.33
$3,046.85
$3,482.11
$2,393.95
$2,176.32
$2,176.32

$6,311.33
$3,482.11
$2,176.32

$726.89
$726.89
$726.89

$4,787.90
$2,176.32
$2,176.32

6 Year
22%
$9,735.40
$5,752.74

$6,416.52
$3,540.15
$3,540.15
$3,540.15
$3,540.15
$2,212.59
$2,212.59

$4,425.18
$2,212.59
$4,425.18
$2,212.59

$4,425.18
$1,770.07
$4,425.18

$5,310.22
$2,876.37
$1,770.07
$1,770.07
$2,212.59

$6,416.52
$3,097.63
$3,540.15
$2,433.85
$2,212.59
$2,212.59

$6,416.52
$3,097.63
$3,540.15
$2,433.85
$2,212.59
$2,212.59

$6,416.52
$3,540.15
$2,212.59

$739.01
$739.01
$739.01

$4,867.70
$2,212.59
$2,212.59



Base Pay $36,272
Supplemental Position

SOFTBALL

Head Softball Coach
Assistant Softball Coach
JV Softball Coach

TRACK
Girl's Head Track Coach
Assistant Girl's Track Coach
Boy's Head Track Coach
Boy's Assistant Track Coach
Junior High Track - boys
Junior High Track - girls
Junior High Track Assistant Coach

MUSIC
Marching Band
Traveling Ensemble
Traveling Ensemble/Choreographer
Pep Band
Jazz Band
Assistant Band
Assistant Choir Director
Solo and Ensemble - HS Choir
Solo and Ensemble - HS Band
Solo and Ensemble - JH Choir
Solo and Ensemble - JH Band

MUSICAL
Vocal Director
Drama Director
Costumes/Props
Set Design/Build
Publicity
Technical Director
EXTRA CURRICULARS
Yearbook
Student Council
Bementary Student Council
Pay Director - Senior Play
Broadcasting
NHS
Honors Night
Senior Class
Junior Class
Sophomore Class
Freshman Class
8th Grade
7th Grade
HS Quiz Bowl
JH Quiz Bow |
SADD
CHEERLEADING

Cheerleading Advisor
Junior High Cheerleading Advisor
Dean of Students
Outdoor School:
DC Trip Coordinator
Wednesday School
Saturday School
Athletic Trainer - Fall
Athletic Trainer - Winter
Athletic Trainer - Spring

2020-2021 Supplemental Positions

Index 0 Experience 1 Year 2 Year
5% 10%
11.00% $3,989.92 $4,189.42 $4,388.91
5.00% $1,813.60 $1,904.28 $1,994.96
5.00% $1,813.60 $1,904.28 $1,994.96
11.00% $3,989.92 $4,189.42 $4,388.91
6.00% $2,176.32 $2,285.14 $2,393.95
11.00% $3,989.92 $4,189.42 $4,388.91
6.00% $2,176.32 $2,285.14 $2,393.95
5.00% $1,813.60 $1,904.28 $1,994.96
5.00% $1,813.60 $1,904.28 $1,994.96
2.50% $906.80 $952.14 $997.48
6.00% $2,176.32 $2,285.14 $2,393.95
6.00% $2,176.32 $2,285.14 $2,393.95
0.75% $272.04 $285.64 $299.24
2.00% $725.44 $761.71 $797.98
1.00% $362.72 $380.86 $398.99
2.00% $725.44 $761.71 $797.98
1.00% $362.72 $380.86 $398.99
0.50% $181.36 $190.43 $199.50
0.50% $181.36 $190.43 $199.50
0.50% $181.36 $190.43 $199.50
0.50% $181.36 $190.43 $199.50
3.50% $1,269.52 $1,333.00 $1,396.47
3.50% $1,269.52 $1,333.00 $1,396.47
1.00% $362.72 $380.86 $398.99
1.00% $362.72 $380.86 $398.99
1.00% $362.72 $380.86 $398.99
$150 Stipend
7.50% $2,720.40 $2,856.42 $2,992.44
3.00% $1,088.16 $1,142.57 $1,196.98
1.50% $544.08 $571.28 $598.49
3.00% $1,088.16 $1,142.57 $1,196.98
7.50% $2,720.40 $2,856.42 $2,992.44
1.50% $544.08 $571.28 $598.49
0.75% $272.04 $285.64 $299.24
4.00% $1,450.88 $1,523.42 $1,595.97
3.50% $1,269.52 $1,333.00 $1,396.47
0.75% $272.04 $285.64 $299.24
0.75% $272.04 $285.64 $299.24
0.75% $272.04 $285.64 $299.24
0.75% $272.04 $285.64 $299.24
3.50% $1,269.52 $1,333.00 $1,396.47
1.75% $634.76 $666.50 $698.24
0.75% $272.04 $285.64 $299.24
8.00% $2,901.76 $3,046.85 $3,191.94
2.50% $906.80 $952.14 $997.48
14.50% $5,259.44 $5,522.41 $5,785.38
$150.00 Stipend for going to outdoor camp.
$150.00 Stipend
$20.00/hr.
$20.00/hr.
12.00% $4,352.64 $4,570.27 $4,787.90
10.00% $3,627.20 $3,808.56 $3,989.92
8.00% $2,901.76 $3,046.85 $3,191.94
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4 Year
20%

$4,787.90
$2,176.32
$2,176.32

$4,787.90
$2,611.58
$4,787.90
$2,611.58
$2,176.32
$2,176.32
$1,088.16

$2,611.58

$2,611.58
$326.45
$870.53
$435.26
$870.53
$435.26
$217.63
$217.63
$217.63
$217.63

$1,523.42

$1,523.42
$435.26
$435.26
$435.26

$3,264.48
$1,305.79
$652.90
$1,305.79
$3,264.48
$652.90
$326.45
$1,741.06
$1,523.42
$326.45
$326.45
$326.45
$326.45
$1,523.42
$761.71
$326.45

$3,482.11
$1,088.16
$6,311.33

$5,223.17
$4,352.64
$3,482.11

6 Year
22%

$4,867.70
$2,212.59
$2,212.59

$4,867.70
$2,655.11
$4,867.70
$2,655.11
$2,212.59
$2,212.59
$1,106.30

$2,655.11

$2,655.11
$331.89
$885.04
$442.52
$885.04
$442.52
$221.26
$221.26
$221.26
$221.26

$1,548.81

$1,548.81
$442.52
$442.52
$442.52

$3,318.89
$1,327.56
$663.78
$1,327.56
$3,318.89
$663.78
$331.89
$1,770.07
$1,548.81
$331.89
$331.89
$331.89
$331.89
$1,548.81
$774.41
$331.89

$3,540.15
$1,106.30
$6,416.52

$5,310.22
$4,425.18
$3,540.15



H.

Severance Pay

Upon retirement, after at least ten (10) years of service in the District, and only once, a
severance pay will be paid in the amount of .3182 of the accumulated unused sick leave,
not to exceed seventy (70) days. If it would be advantageous to the employee, one (1) of
the following options may be chosen:

1.  The severance pay is based upon the per diem rate earned at retirement, or the average
of the per diem rate for the last three (3) years, whichever is greater.

2. The severance pay is based upon the total number of sick days accumulated at the end
of the school year in which a person retires or an average of the last three (3) years,
whichever is greater.

Retirement severance pay must be requested by that member no later than three hundred
sixty-five (365) days following that member's last day of employment with the District.

In the event that a member dies within the three hundred sixty-five (365) day period
indicated above and he/she has not collected his/her severance pay, said severance pay shall
be paid to the estate of the deceased member.

Tuition Free Enrollment for Bargaining Unit Members' Children

The Board shall permit children of bargaining unit members to enroll in and attend
Hopewell-Loudon Schools tuition free.

Tuition Reimbursement

The Board of Education shall provide yearly fifteen thousand dollars ($15,000) to
reimburse bargaining unit members for coursework. The following conditions shall apply:

1.  Coursework shall be related to the field of education, the bargaining unit member’s
area(s) of certification/licensure, or shall be taken in furtherance of an education
degree or to add another area of licensure. Coursework taken for college credit only
are reimbursable. CEU or contact hours are not reimbursable through this program.

2. Reimbursement will be as follows: Reimbursement will be divided proportionally
based on tuition cost among all teachers who submit for reimbursement during any
given school year. A maximum of one thousand five hundred dollars ($1,500) per
teacher will be reimbursed. In no case shall a teacher be reimbursed for more than
his/her actual tuition for the course(s). Reimbursement is for the tuition only, not lab
fees, books, parking, etc.

3. All courses must be approved by the LPDC Committee to be consistent with the
Individual’s IPDP and then the Superintendent prior to official enrollment in the
course (see Appendix D). Courses must be completed during the current school year
(September 1 through August 31). Appropriate reimbursement will be given when a
detailed registration fee receipt, copy of payment (credit card or check), and evidence
of successful completion through an official transcript provided by the
college/university, has been received by the Treasurer on or before September 30.
Reimbursement is for tuition only. This money will be distributed by October 15™ of
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each year to bargaining unit members who return to teach in the Hopewell-Loudon
School District. In the event that tuition reimbursement does not equal the
appropriate amount in any given year of this agreement, the balance will carry over
into the next appropriated year and be added to the amount, accumulating to a
maximum of thirty thousand dollars ($30,000).

If a teacher takes additional coursework at the request of the Administration, to bring
the School District into line with state mandates, the coursework reimbursement shall
be excluded from the amount provided in Article X, Section J, 1-3.

Any teachers who are assigned or will be assigned to teach college level courses at
Hopewell-Loudon through a District approved college or university will have their
certification courses paid for through this fund at the same percentage as the fund is
being reimbursed to other teachers for educational courses. The remainder of the
percentage is to be paid by the Board. The college options courses are registered
through Hopewell-Loudon therefore, the Board will directly pay the college or
university instead of reimbursing the teacher. The teachers teaching the college
options courses will not have to abide by the pre-approved deadlines established for
reimbursements.

K. Retirement Assistance Program

1.

Any certificated employee who becomes first eligible for retirement with the State
Teachers Retirement System (STRS), after ten (10) or more years of continuous
employment in the District, by attaining the earliest of the eligibility categories as
determined by STRS and retires in that first year of eligibility, will receive a stipend
of seven thousand dollars ($7,000).

Eligibility Categories, determined by and subject to change by STRS:

For Retirement between August 1, 2015 and July 1, 2017:

a. Any age and thirty-one (31) years of eligible service credit, or

b. Five (5) years or more of eligible service credit and sixty-five (65) or more
years of age or

c. Early retirement-any age and thirty (30) years of eligible service credit; or age
fifty-five (55) and twenty-six (26) years of eligible service credit or age sixty (60)
and five (5) years of eligible service credit.

For Retirement between August 1, 2017 and July 1, 2019:

a. Any age and thirty-two (32) years of eligible service credit, or
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b. Five (5) years or more of eligible service credit and sixty-five (65) or more years
of age, or

c. Early retirement-any age and thirty (30) years of eligible service credit; age 55 and
twenty-seven (27) years of eligible service credit or age sixty (60) and five (5)
years of eligible service credit.

2. Resignations for retirement purposes must be received by the Superintendent no later
than March 1 of the year the employee intends to retire. Upon submitting retirement
resignation, the employee must provide proof that they meet retirement eligibility.

3. Payment under this plan will be made in a lump sum payment after January 1 of the
year following retirement. The payment will be made as early as possible without
requiring the District to borrow funds to meet this financial obligation. In no case
will the payment be later than March 31.

4.  Certificated employees must take advantage of this plan the first year that they meet
the criteria set forth by law or they forfeit their option forever.

5. Employees applying for and/or receiving disability retirement are not eligible to
participate in this plan.

Early Notification of Retirement Incentive

A one thousand dollar ($1,000) stipend will be paid to employees who are eligible for
STRS retirement and who provide written notification to the Board on or before March 1 of
any year that they intend to retire on June 1 or later in that same calendar year. The stipend
will be paid by the second payroll following the Board’s acceptance of the employee’s
resignation.

Employees Who Work Less Than Full Time

The following benefits for employees who work less than full time shall include:

1. The salary will be determined by pro-rating the amount of time hired on the full-time
teacher salary schedule plus years of experience.

2. Health Insurance will be paid on a pro-rated basis which is determined by the amount of
time the employee is hired.

3. Sick leave will be accrued on a pro-rated basis which is determined by the amount of
time the employee is hired.

4. Personal leave will be paid on a pro-rated basis which is determined by the amount of
time the employee is hired.
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5. Seniority will be determined on the percentage of the time for which the employee is
hired.

6. The employee’s attendance at workdays, in-services, and parent-teacher conferences will
be adjusted after meeting with the Administration. The meeting shall take place two
(2) weeks prior to the start of the school year.

7. The employee must meet the six (6) hour professional development requirement, but
may develop individual plans as approved by the principal.

8.  The employee will follow the practice of meeting with the principal prior to the staff
meetings to review the agenda.

College Credit Plus

1. The opportunity to teach College Credit Plus courses shall be offered to all teachers
who are qualified to teach a course.

2.  No teacher will be required to become credentialed to teach a CCP course.

3. A teacher qualifying to teach a course shall be offered a professional development day
to meet with the college instructor, if required by the college/university during the
school year. If the college/university requires the teacher to meet with the college
instructor during the summer, the teacher will be compensated at the rate set forth in
Article X(G)(5). Mileage shall be reimbursed at the district rate.

4, A teacher who teaches a CCP course will receive a one-time stipend of three
hundred dollars ($300.00) for the first CCP course taught. The stipend will be
paid at the end of the course.
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ARTICLE XI - INSURANCES

Health Insurance

Health Insurance premiums shall be provided by the Board for each certificated staff
member and his/her family (if elected). This Health insurance plan will be a Qualified
High Deductible Plan, starting at $1,800 single deductible with a $3,000 family deductible.
This plan will be adjusted to the IRS minimum in future years, but no lower than
$1,800/$3,000. After deductibles, in network services are covered at one hundred percent
(100%). One hundred percent (100%) of preventative services for any and all annual
preventative testing would be covered without a deductible.

The cost for employees on this plan will be 10% of the premium cost.

The Health Insurance/Wellness committee of the District will be responsible for
establishing the criteria for earning the Board contributions and the criteria will be
communicated to all staff.

The Board will match H.S.A. contributions up to $500 annually to employees who
contribute $500 annually into their own H.S.A. account and meet the annual requirements
established by the Wellness Committee.

In addition, the Board will match up to another $250 for a spouse who meets the annual
requirements as established by the Wellness Committee.

The Board will match up to $250 upon initial employment of an employee who is employed
the entire school year, and be prorated for those not employed at the beginning of the
school year.

The Board shall pay 85% of the monthly dental insurance premiums for a full-time teacher
who elects to receive family dental insurance coverage. Dental insurance for two-party and
single converge plans are one hundred percent (100%) Board paid. Vision insurance is
available to each full-time member and family at no cost to the teacher.

Certificated teachers who are employed less than full time are eligible for benefits on a pro-
rated basis based on amount of time hired. Those teachers who are employed on at least a
0.8 FTE contract will be treated as a full-time employee for dental and vision benefits only.
Employee contributions shall be made via payroll deduction.

The Board agrees to provide benefits at the level agreed upon in the Agreement for the

duration of the Agreement. Any benefits and services that extend to bargaining unit
members as a result of agreements entered into by the Board with insurance companies,
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underwriters, insurance administrators, shall not be reduced or eliminated during the term
of the Master Agreement without the written approval of the Association.

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

COBRA benefits will be made available to employees in accordance with all Federal and
State guidelines.

Life Insurance
The Board agrees to pay one hundred percent (100%) of the cost of twenty thousand dollars
($20,000) term Life Insurance with accidental death benefits of an additional twenty

thousand dollars ($20,000).

Liability Insurance

The Board agrees to pay one hundred percent (100%) of the cost of liability insurance for
all employees. The Board has exclusive right to decide the amount.

Section 125 Plan

The benefits provided to employees by Section 125 of the Revenue Act of 1978 shall be
made available to any employee so requesting that their benefit elections be nontaxable.
All provisions included under Section 125 of the Internal Revenue Code will be made
available to employees. The Board and the Association shall mutually agree upon a
company as the enroller and recordkeeper of the plan. This company shall provide the
School District a hold harmless and a recordkeeping agreement that will further hold the
employer risk free under the IRS provisions regulating non-reimbursed medical payments.

Neither the employer nor the employee shall incur any fees for the setup, enrollment and
administrative services provided.

Insurance Committee

1. A health insurance committee shall be established to serve in an advisory role to give
input on the effectiveness of our health care plan. The goal of the committee is to
review and analyze all pertinent healthcare and healthcare insurance information.
Under no condition will personally identifiable medical information be exchanged or
discussed.

2. Up to a six (6) member Health Insurance Committee (HIC) shall be established with
three (3) representatives appointed by the Association and three (3) representatives
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appointed by the Board. One (1) of the Association members shall be on the
negotiating committee.

3. The HIC shall meet at least twice each school year.
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ARTICLE XII - EFFECTS OF CONTRACT

Observance and Maintenance of Contract

The Board and the Association agree that this negotiated Master Agreement constitutes a
contract which is binding on both parties. Each party is without authority to alter the
language or intent of the Master Agreement during its term. The Master Agreement shall
become effective when ratified by the Association and adopted by the Board.

Severability

This Master Agreement supersedes and prevails over all Ohio statutes [except as
specifically set forth in Ohio Revised Code 4117.14 (A)] and all policies, rules and
regulations of the Board that conflict with this Master Agreement. However, should any
court of competent jurisdiction determine, after all appeals or times for appeal have been
exhausted, that any provision herein is unlawful, such provision shall automatically
terminate but all other provisions of this Agreement shall remain in full force and effect.
The parties shall meet within ten (10) days after the final determination to bargain over its
impact and to bring the Master Agreement into compliance.

Contract Re-Production

The Board of Education and Association shall share equally the cost of having the Master
Agreement created. The Administration, after consultation with the Association, shall
provide an electronic copy of the Master Agreement to the OEA and HLEA. This will be
a read-only copy.

Duration

This Master Agreement will be effective July 1, 2018 and remain in full force until June
30, 2021.
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APPENDIX A

REQUEST FOR CATASTROPHIC LEAVE ASSISTANCE

Employee’s name

I am requesting number of days from the Catastrophic Leave Assistance Program.

The reason | am requesting catastrophic leave is:

1. I understand that my request will be considered and granted only if there are days donated by fellow
employees to this catastrophic leave assistance program.

2. I understand that the number of days granted cannot exceed the number of days that have been donated.
3. I have read the guidelines for use of catastrophic leave assistance program in the Master Agreement.
4. I understand that 1 am only eligible to use the catastrophic leave assistance program during my current

contract or current school year.

I have read all the above statements and agree to abide by the conditions.

Date Name of person making request (Name may be withheld on donation
request form upon request of the person making request for catastrophic
leave assistance. 1 do do not request that my name be withheld.)

Date Approved by Committee

One (1) copy of this form should be returned to the Superintendent and one (1) copy should be sent to the
Association President.



APPENDIX B

DONATION OF SICK LEAVE

Under the provisions of the Master Agreement between the Board and the Association, the Hopewell-Loudon
Local School Board of Education and the Hopewell-Loudon Education Association have agreed to establish a
catastrophic leave assistance program.

The purpose of this program is to allow individual employees to donate up to a maximum of five (5) days of
their accumulated sick leave to an individual who has experienced a personal catastrophic illness or injury or to
an individual whose family member has experienced a catastrophic illness or injury and been approved by the
catastrophic leave assistance committee.

GUIDELINES FOR DONATION OF SICK LEAVE

1. Anyone making a donation must have accumulated at least fifty (50) days of sick leave.
2. Sick leave will be deducted from the total accumulation of the donor at the time the leave must be used.
3. Donors may donate any number of days up to a total of five (5) days to this catastrophic leave assistance

program. Part-time employees may donate up to five (5) days, prorated to 2.5 days.
4. Names of donors to the catastrophic leave assistance program will be kept confidential.

5. Unused catastrophic leave will be restored to donors on a pro-rated basis rounded off to the next lowest
whole number at the termination of the donee’s usage.

6. Catastrophic leave assistance programs will be established only to meet a specific request.

I have read the above information and agree to donate days for catastrophic
leave

assistance to

NAME OF EMPLOYEE RECEIVING DONATION
(NAME MAY BE WITHHELD UPON REQUEST)

I currently have a total of days of accumulated sick leave.
DATE NAME OF EMPLOYEE MAKING DONATION
SIGNATURE

This form should be returned to the Treasurer, Hopewell-Loudon Local Schools.



APPENDIX C
Page 1 of 2
HOPEWELL-LOUDON LOCAL SCHOOLS
GRIEVANCE FORM

Name of Grievant

Date Grievance Occurred

Specific Section(s) of Master Agreement alleged to have been violated, misinterpreted, or misapplied:

Informal Level

Date of Discussion with Principal/Supervisor

Level One

Statement of Grievance

Remedy Requested
Signature of Grievant Date Grievance Filed
Signature ef Acknowledging Receipt Date Received

[Copy to be sent by grievant to the Association President and Superintendent]
The original of this form is to be returned to the grievant with the Level One disposition attached to this form.

Date of Disposition Received

(over)



APPENDIX C

Page 2 of 2
Level Two
Signature of Grievant Date Appeal Delivered to Office of the Superintendent
Signature Acknowledging Receipt Date of Receipt

[Copy to be sent by the grievant with a copy of Level One disposition to the Association President and
Superintendent]

The original of this form and all attachments are to be returned to the grievant with the Level Two disposition
attached.

Date of Hearing at Level Two

Date of Disposition Received

Level Three
Signature of Grievant Date Appeal Delivered to Treasurer for the Board
Signature Acknowledging Receipt Date of Receipt

[Copy to be sent by the grievant with copy of Level Two disposition to the Association President.]

The original of this form and all attachments are to be returned to the grievant with the Level Three
disposition attached.



APPENDIX D

HOPEWELL-LOUDON LOCAL SCHOOLS
TUITION REIMBURSEMENT PROGRAM

This form needs to be completed and approved by the Superintendent prior to signing up for classes.

Employee's Name

Course Name

University/Sponsor

Credit Hours

Completion Date

Purpose of Course

Cost of Course  $

Employee Signature Date:
LPDC Representative’s Signature Date:
Superintendent's Signature Date:

All paperwork is due by September 30 to the Treasurer's office
in order to insure October 15 distribution date

Reimbursements shall be for tuition only, not lab fees, books, parking, etc.

Teachers will be reimbursed per negotiated agreement based on number of participants, for tuition only
(no books, fees, etc.)

Amount to be Reimbursed $

Certified by Treasurer

Original - Treasurer's Office Photo Copy - Teacher



APPENDIX E

SALARY SCHEDULE ADVANCEMENT NOTICE
May 1 Deadline for 1% Semester advancement (beginning of school year)
September 1 Deadline for 2" Semester advancement (January)

This will serve as notice that | will have the necessary credits to move to the following higher classification on
the Salary Schedule:

Name:

Advancing to:

Bachelor's 150 Master's Degree

Master's +15 Master's +30

| will have the credit to advance at:

Beginning of school year Beginning of 2" Semester

Official Transcript attached

Official Transcript will be forwarded. By whom and when:

Please forward completed notice and any applicable transcript(s) to the Office of the Treasurer. If not hand
delivering, please contact the Treasurer within three (3) days to verify its receipt.

Signature: Date:

Received by: Date:
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APPENDIX G

HOPEWELL-LOUDON LOCAL SCHOOLS

Continuing Contract Application
Deadline: September 30th

Continuing contract eligibility is based on, but not limited to, ORC 3319.08 and 3319.11 and any
applicable regulations of the Ohio Department of Education.

In order to be considered for continuing service status, | submit the following:

1. A copy of Master’s Degree diploma or verification of at least six (6)
graduate hours beyond Master’s Degree.

2. Copy of current teaching certificate/license.
3. Years experience in the District per most recent seniority list.
4. Proof of years experience in prior district and proof of prior continuing

contract (if pertinent).
5. Other documentation supporting this application.

I have read and understand the provisions of the Agreement and wish to be considered for
continuing service status at the completion of my current limited contract.

Teacher Date

Building Principal Date



APPENDIX H

HOPEWELL-LOUDON LOCAL SCHOOLS

Contract Renewal/Non-Renewal Recommendation Form
Used for All Contract Renewals

Recommending for contract
action at the Board Meeting

For School Year: Building/Department

Position:

Full time/Part time/Substitute/\Volunteer/Other:

Recommendations:

Do you recommend re-employment? Yes No
Supplemental Contract? (all supplementals are one-year contracts) One Year Only

If a Limited Contract, how many years? One Three

If qualified, do you recommend a Continuing Contract? Please See Reverse Side

(If yes, please attach Teacher’s Request)

Signed:

Employee Date
Supervisor/Principal Date
Superintendent Date

This form needs to be given to the Superintendent prior to the Board Meeting for which you wish
recommendation.



APPENDIX H

HOPEWELL-LOUDON LOCAL SCHOOLS

Contract Renewal/Non-Renewal Recommendation Form
Used for CONTINUING Contract Renewals

If qualified, do you recommend a Continuing Contract? Yes No
(If yes, please attach Teacher’s Request)
(If waived, please continue below) Waive

WAIVER

l, , am eligible for continuing contract status in the Hopewell-
Loudon Local School District as of April of 20 .

| waive continuing contract eligibility at this time and agree to accept a:

One Two Three year limited contract beginning with the 20 -
20 school year.

| also waive the normal requirement that the Board first vote publicly to reject a continuing
contract for me.

My waiver relates only to my current eligibility for a continuing contract and to the procedure for
issuance of an extended limited contract. | do not waive any other rights.

| understand that | will be eligible for continuing contract status again in April of 20, and that
I will be reviewed again for continuing contract status at that time.

Employee Date

Supervisor/Principal Date

HLEA Representative Date





