
West Holmes 

Local Schools 
 
 

Certified 

Agreement 

August 1, 2019 – July 31, 2022 

Agreement made between the West Holmes Local School District Board of Education and the 

West Holmes Education Association. 

10-23-2019 
1137-01 
19-CON-01-1137 
38418

http://www.google.com/url?sa=i&rct=j&q=&esrc=s&source=images&cd=&cad=rja&uact=8&ved=0ahUKEwjT2sLD1vDMAhUXSFIKHflfCU8QjRwIBw&url=http://clipartfreefor.com/files/9/170696.html&bvm=bv.122448493,d.aXo&psig=AFQjCNFD4Cl5sDkURXiKY9wGc2ecMVnPJw&ust=1464109352127382


TABLE OF CONTENTS

Article
I. RECOGNITION AND NEGOTIATIONS PROCEDURE………………………………………………...…………………………………………………1

A. Philosophy………………………………………………...…………………………………………………1
B. Recognition………………………………………………………………………………………………. 1
C. Negotiations Procedure……………………………………………………………………………………….1
D. Dispute Resolution………………………………………………………………………………………….1

II. LEAVES………………………………………………………………………………………………………………………..2

A. Sick Leave……………………………………………………………………………………………………………2
B. Personal Leave……………………………………………………………………………………………………..4
C. Military Leave………………………………………………………………………………………….. 5
D. Jury Duty Leave…………………………………………………………………………………………..5
E. Leave of Absence……………………………………………………………………………………………………………………6
F. Parental Leave……………………………………………………………………………………………………………………6
G. Association Leave……………………………………………………………………………………………………………..6
H. Academic Leave……………………………………………………………………………………………………..6
I. Non-Use of Leaves…………………………………………………………………………………………………….6
J. Compulsory Court Leave……………………………………………………………………………………..7
K. No Pay Leave……………………………………………………………….…………………………………………………7
L. Assault Leave………………………………………………...………………………………………………...…………………………………………………7
M. Professional Leave………………………………………………...………………………………………………...…………………………………………………7
N. Family and Medical Leave………………………………………………...………………………………………………...…………………………………………………7

III. GRIEVANCE PROCEDURE………………………………………………...………………………………………………...………………………………………………...………………………………………………...…………………………………………………8

A. Definitions………………………………………………...………………………………………………...………………………………………………...………………………………………………...…………………………………………………8
B. General Practices………………………………………………...………………………………………………...………………………………………………...………………………………………………...…………………………………………………8
C. Grievance Procedure………………………………………………...………………………………………………...………………………………………………...………………………………………………...…………………………………………………8

IV. TERMINATION AND NON-RENEWAL 9

A. Termination………………………………………………...………………………………………………...………………………………………………...………………………………………………...…………………………………………………9
B. Non-Renewal………………………………………………...………………………………………………...………………………………………………...………………………………………………...………………………………………………...………………………………………………...…………………………………………………9
C. Employee Discipline………………………………………………...………………………………………………...………………………………………………...………………………………………………...………………………………………………...…………………………………………………9

V. PERSONNEL FILES………………………………………………...………………………………………………...………………………………………………...………………………………………………...…………………………………………………10

VI. REDUCTION IN FORCE………………………………………………...………………………………………………...………………………………………………...…………………………………………………10

VII. VACANCIES, TRANSFERS, AND ASSIGNMENTS………………………………………………...…………………………………………………11

A. Vacancies………………………………………………...………………………………………………...………………………………………………...…………………………………………………11
B. Transfers………………………………………………...………………………………………………...………………………………………………...…………………………………………………11
C. Assignment………………………………………………...………………………………………………...…………………………………………………11

VIII. SCHOOL CALENDAR………………………………………………...………………………………………………...………………………………………………...…………………………………………………11

IX. TEACHER WORK DAY………………………………………………...………………………………………………...………………………………………………...…………………………………………………12

A. Planning Time………………………………………………...………………………………………………...………………………………………………...…………………………………………………12
B. Lunch Period………………………………………………...………………………………………………...………………………………………………...…………………………………………………12
C. Staff Meetings………………………………………………...………………………………………………...…………………………………………………12
D. Open House………………………………………………...………………………………………………...………………………………………………...…………………………………………………12

PAGE NO.



TABLE OF CONTENTS

X. SALARIES………………………………………………...………………………………………………...………………………………………………...………………………………………………...…………………………………………………12

A. Regular Salaries………………………………………………...………………………………………………...………………………………………………...………………………………………………...…………………………………………………12
B. Supplemental Salaries………………………………………………...………………………………………………...………………………………………………...…………………………………………………12
C. Direct Deposit………………………………………………...………………………………………………...………………………………………………...………………………………………………...…………………………………………………13
D. Advancement of Degree………………………………………………...………………………………………………...………………………………………………...………………………………………………...…………………………………………………13
E. Licensure Reimbursement………………………………………………...………………………………………………...………………………………………………...………………………………………………...………………………………………………...…………………………………………………13
F. Pay Dates………………………………………………...………………………………………………...………………………………………………...………………………………………………...………………………………………………...…………………………………………………13

XI. FRINGE BENEFITS………………………………………………...………………………………………………...………………………………………………...………………………………………………...…………………………………………………13

A. Insurances………………………………………………...………………………………………………...………………………………………………...…………………………………………………13
B. Severance Pay and Early Retirement………………………………………………...………………………………………………...………………………………………………...…………………………………………………15

XII. DUES DEDUCTION………………………………………………...………………………………………………...………………………………………………...…………………………………………………15

XIII. TENURE………………………………………………...………………………………………………...………………………………………………...………………………………………………...…………………………………………………16

XIV. RESIGNATIONS………………………………………………...………………………………………………...………………………………………………...………………………………………………...…………………………………………………17

XV. STRS PAYROLL REDUCTION………………………………………………...………………………………………………...………………………………………………...………………………………………………...…………………………………………………17

XVI. TUITION, FINGERPRINTING, LICENSURE, AND MILEAGE REIMBURSEMENT………………………………………………...………………………………………………...…………………………………………………17

XVII. ATTENDANCE OF CHILDREN OF EMPLOYEES………………………………………………...………………………………………………...………………………………………………...…………………………………………………18

XVIII. LOCAL PROFESSIONAL DEVELOPMENT COMMITTEES………………………………………………...………………………………………………...………………………………………………...…………………………………………………18

XIX. EVALUATION PROCEDURES………………………………………………...………………………………………………...………………………………………………...………………………………………………...…………………………………………………19

XX. SPECIAL EDUCATION………………………………………………...………………………………………………...………………………………………………...………………………………………………...…………………………………………………23

XXI. DURATION AND INTENT OF AGREEMENT………………………………………………...………………………………………………...………………………………………………...………………………………………………...…………………………………………………23

XXII. SIGNATURES………………………………………………...………………………………………………...………………………………………………...………………………………………………...………………………………………………...…………………………………………………24

APPENDIX A Professional Growth Plan………………………………………………...………………………………………………...………………………………………………...…………………………………………………25
APPENDIX B Improvement Plan………………………………………………...………………………………………………...………………………………………………...…………………………………………………26-27
APPENDIX C Improvement Plan Evaluation………………………………………………...………………………………………………...………………………………………………...…………………………………………………28
APPENDIX D Teacher/Classroom Observation Form………………………………………………...………………………………………………...………………………………………………...…………………………………………………29
APPENDIX E Final Summative Rating of Teacher Effectiveness………………………………………………...………………………………………………...………………………………………………...…………………………………………………30-31
APPENDIX F Certified Salary Schedules………………………………………………...………………………………………………...………………………………………………...…………………………………………………32-34
APPENDIX G Supplemental Salary Schedule………………………………………………...………………………………………………...………………………………………………...…………………………………………………35-42
APPENDIX H Fringe Benefits - Insurance………………………………………………...………………………………………………...………………………………………………...…………………………………………………43
APPENDIX I Grievance Form………………………………………………...………………………………………………...………………………………………………...…………………………………………………44
APPENDIX HJ Family Medical Leave Act (FMLA) Fact Sheet………………………………………………..45



ARTICLE I - RECOGNITION AND NEGOTIATIONS PROCEDURE 

A. Philosophy 

1. The West Holmes Local School District Board of Education recognizes that teaching is a 
profession.  The Board and professional staff believe that the objectives of the educational 
program are realized to the highest degree when mutual understanding, cooperation and 
effective communication exist between the Board and its professional staff. 

2. The President of the Association shall have the right to bring matters of educational importance 
to the attention of the Superintendent and Board. 

B. Recognition 

1. This Agreement is by and between the Board of Education of the West Holmes School District, 
Holmes County, Ohio, hereinafter referred to as the "Board and the West Holmes Education 
Association, hereinafter referred to as the "Association." 

2. The Board agrees to recognize the Association as the sole and exclusive bargaining 
representative for all regular full-time and part-time teaching members of the bargaining unit 
except casual substitutes and administrative personnel. 

C. Negotiations Procedure 

1. The Board recognizes the Association as the exclusive and sole negotiating representative of 
all members of the bargaining unit for the purpose of arriving at an agreement on proposals 
concerning salary, fringe benefits, and terms and conditions of employment. 

a. On or before November 15 of each school year, a directory of membership in the 
Association shall be submitted to the Superintendent of the West Holmes Local School 
District. 

b. The Executive Committee of the Association shall appoint, no later than February 15, a 
representative committee of the teaching personnel.  These members shall hereinafter be 
referred to as the Negotiating Committee. 

2. Prior to February 15 of the school year in which the agreement expires, on a date mutually 
agreed upon by both parties, the Board and Association teams shall meet for the purpose of 
establishing an agenda of items to be negotiated.  Agenda and ground rules are to be 
established by the Negotiating Team and the Board. 

3.  When the Negotiating Teams reach tentative agreement upon the contract, the agreement shall 
be submitted to the Association membership for approval. Upon approval by the Association 
membership, the tentative agreement shall be submitted to the Board of Education. 

D. Dispute Resolution Procedure 

1.  If, after forty-five (45) calendar days prior to the expiration of the Agreement, agreement has not 
been reached on all items under negotiations, either party may call for the services of the Federal 
Mediation and Conciliation Service (FMCS) to assist in negotiations. If a party calls for FMCS 
involvement, the other party shall join in a joint request. 

2.  This dispute resolution procedure is mutually agreed to by the parties under O.R.C. §4117.14 
(C) (l) (f) and is intended to supersede the procedures contained in O.R.C. §4117.14. 

3.  The mediation period shall be forty-five (45) calendar days from the date the initial mediation 
session is held. The mediation period may be extended beyond the forty-five (45) days by mutual 
agreement of the parties. 
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4.  Both parties agree that this procedure is the final step in negotiations. 

ARTICLE II - LEAVES 
A. Sick Leave 

1.  Sick leave days are earned at the rate of one and one quarter (1 1/4) days per month, fifteen 
(15) days per year up to two hundred sixty (260) days maximum.  Each employee may be 
granted sick leave with pay for five (5) days in any contract year prior to the accumulation of 
those five (5) days. Said five (5) days are chargeable to subsequently accumulated sick leave 
days. Accrued sick leave days may be used when absent from duty on account of: 

 

No. of Paid Days               
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EMPLOYEE * X

SPOUSE * 10 X

CHILD * 10 X

STEP-CHILD * 10 X

GRANDCHILD 3 10 2**

MOTHER * 10 X

FATHER * 10 X

MOTHER-IN-LAW 9^ 3

FATHER-IN-LAW 9^ 3

BROTHER 9^ 10

SISTER 9^ 10

GRANDPARENTS 9^ 3

SON-IN-LAW 3 3

DAUGHTER-IN-LAW 3 3

DEATH OF FRIEND 1

Quarantine of an employee's household falls under illness.

Long-term care falls under limits above and/or FMLA.

*FMLA REQUIRED WHEN 11 CONSECUTIVE DAYS OR PERIODIC DAYS RELATED TO SAME ILLNESS

*FMLA Guidelines followed and leave is paid from sick balance or available sick leave transfer.

*When FMLA runs out, remaining sick days may be permitted by the district.

^ Maximum Days for consecutive or same illness.

    Maternity Leave - Nine (9) calendar weeks begin with the birth day of the child.

    Paternity Leave - Four (4) calendar weeks starting from birth day of the child.

**Grandparents two days to be used within 8 weeks of the birth.

FMLA COVERED REASONS PER FEDERAL LAW (SEE APPENDIX XYZ):

Birth of a child (required to be taken as a continuous block of leave)

Placement of child for adoption or foster care

Serious Health Condition that makes employee unable to perform the functions of his/her job.

Care for employee's spouse, son, daughter, or parent who has a serious health condition.

Qualifying exigency arising from the fact that employee's spouse, son, daughter, or parent is a 

military member on covered active duty.
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2. The Board may require a member of the bargaining unit to furnish a written, signed statement 
to justify the use of sick leave.  If medical attention is required, the employee shall list the name 
and address of the attending physician and the date(s) when he/she was consulted.  Nothing in 
this section shall be construed to waive the physician-patient privilege provided by Section 
2317.02 of the Revised Code.  Falsification of a statement is grounds for suspension or 
termination of employment pursuant to 3319.081 and 3319.16 of the Revised Code.  

3. Any such employee who shall have been absent less than fifteen (15) days in any calendar year 
for the reasons specified above shall have the privilege of accumulating the unused portion of 
such leave up to the maximum specified in Item "1." above. An intervening leave of absence 
without pay shall not effect a cancellation of such accumulated leave. 

4. Any employee entering the West Holmes Local School District who has earned more than the 
maximum accumulated sick leave in a previous school district will be granted the number of 
accumulated days certified by the preceding school district. In the event it is necessary for any 
such employee to use accumulated sick leave which would make his/her total accumulated days 
to fall below the maximum accumulation, he/she will accumulate no more than the number of 
days established by the Board. 

5. For each absence a written report, on the form provided, must be filed with the Superintendent's 
office within three (3) days after said employee returns to duty. 

6. Maximum Accumulation/Perfect Attendance Compensation 

a.  If a teacher has accrued the maximum sick leave accumulation as of June 30, said teacher 
will receive additional compensation to be paid by July 31st. 

b. The additional compensation shall be determined by the teacher's attendance during the 
period July 1-June 30. If a teacher who has accrued the maximum sick leave accumulation 
has perfect attendance, he/she shall receive compensation in accordance with the 
following schedule in addition to the perfect attendance payment provided in Article II(I.) of 
this Agreement with said payment subject to normal deductions. 

  No. of Days Absent Compensation 

  Zero (O)  $200.00 
  One  (1)  $100.00 
  Two (2)  $75.00 

c. Perfect attendance for purposes of this section shall be defined as the non-utilization of 
any of the leaves, except jury duty, provided within this Agreement. 

7.  Sick Leave Accumulation 
 
 An employee may be granted up to 30 days additional sick leave in the final year of employment 

prior to retirement upon verification of being at the maximum accrued sick leave at the beginning 
of the contract year, for use in the final year of employment for approved FMLA.  These days 
are not transferrable under the sick leave transfer program.  Eligibility is based on retirement at 
the end of the contract year.   

 
   

8.  Sick Leave Transfer 
 

The district will honor a sick leave donation for hardship circumstances. Employees must be 
on approved FMLA and the transfer is subject to approval by the Superintendent.  Healthy 
child maternity leaves are excluded and cannot receive sick leave transfers. Employee must 
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exhaust all of their sick leave, personal days, vacation days, and borrow the five days allowed 
prior to accepting any transfers. An employee may not donate more than five (5) days per 
school year. The transfer will be one way only.  Only the days needed (to avoid deduct) will be 
transferred to an employee excluding the five (5) days borrowed from district. Days will be 
transferred as needed.  An employee will be permitted the combination of using earned sick 
days and transferred sick days up to 12 weeks per contract year in compliance with FMLA.  
Superintendent has the option to approve more transfer days for special circumstances.  The 
Superintendent and the WHEA President will meet to discuss each sick leave transfer request 
prior to approval or denial.   

 
9.  Medical Power of Attorney  
 
 An employee is permitted to use sick days when they are the primary care giver and medical 

power of attorney for an ill family member.  The district may request verification of the medical 
power of attorney.  This relationship does not fall under current FMLA guidelines.    

 
B.  Personal Leave 

Any certified school employee may be granted up to three (3) days paid personal leave during 
the course of a single school year. The employee makes the request to the building 
principal/supervisor five (5) days prior to the leave.  The personal leave request form is 
maintained at the building and the personal leave absence will be reported to central office on 
the leave form.  It is the employee’s responsibility to make sure they are taking days as 
permitted and available, otherwise they will be counted as a dock day.   Approval will not be 
granted for school days immediately preceding and following a non-student school day 
(Monday-Friday).  Make up days are considered non-student days for personal leave 
requests. Personal days may not be used on Parent/Teacher Conference days unless the 
teacher agrees to return for evening conferences. 

 Category I will not be granted the first week or the last two (2) weeks of school; state 
testing days; or district in-service days without the prior approval of the Superintendent.   

 Category II will not be granted the first week or the last two (2) weeks of school except 
for reasons that cannot be transacted other than at that time.   

        
       An employee hired for a school year will be granted three (3) personal days after initial start 

date.  Employees must work 120 days to be entitled to three (3) personal days, otherwise they 
will receive one (1) unrestricted personal day for the first year of employment.  

 

1. Two (2) Days (Category I) Personal leave day will be granted upon advance request by the 
employee without restrictions except as prescribed above.  

Employees may not use personal leave to extend holidays or seek other employment.   

2.  One (1) Day (Category II) Personal leave shall be interpreted as a condition or situation which 
is not covered by sick leave and which cannot be taken care of other than during regular 
working hours.  Such personal leave may be granted for the following reasons: 

 a. Sickness and accident in the family or home not covered by sick leave. 

b. The observance of religious holidays where total abstinence from work is required by the 
member’s faith. 

c. Attendance at graduation ceremonies of an immediate family member. 

d.  Funeral not covered by sick leave. 

e.  Personal legal business that cannot be conducted any other time. 

f.  College visits for dependents. 
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g. National Board Exams. 

h. Other comparable reasons approved by the Superintendent of Schools.  

3.  All personal days are subject to the following provisions: 

a.  In order to insure continuity of the educational program, principals or supervisors may deny 
a request for personal leave if the number of personnel from that school or job classification 
exceeds ten percent (10%) of the staff for that school or job classification for any particular 
day. 

b. Personal Leave is not accumulated from year to year and is exclusive of Sick Leave. 

c. Personal days from Category I and II must be designated but not necessarily in 
chronological order. 

d. Each personal leave day request requires prior approval by principal. 

     e.  Violation and/or misuse of the intent and purpose for Personal Leave shall result   
 in the employee's loss of personal leave privileges for a period of the next three   
 (3) years and/or constitute grounds for dismissal. 
 

f. Emergency situations may require that personal days be rescheduled.  At least (three (3) 
days’ notice will be given.  The last submitted personal day request for that day will be 
the one to reschedule. (Applies only to Category I.) 

    
     g.   Personal days will not be permitted for “staff report calamity” days. 
 

h.  Personal days will not be approved for professional development days unless otherwise 
approved by the superintendent.  

 
i. Any missed PD days will be required to be made up at the discretion of the curriculum 

director.   

j.  Personal days may not be used in conjunction with a grayed out day (the days not 
permitted for personal use by agreement) even if separated by a dock day. 

   
 

4.  Unused Personal Days 
 
     Unused personal days within the contract/school year will be converted into sick days. 

 

C. Military Leave 

 Any regular employee who may be conscripted into the defense forces of the United States for service 
or training shall be granted a military leave. He/she shall be reinstated into his/her position in the school 
system with full credit, including the annual increments under the salary schedules upon written request 
supported by competent proof that the teacher is fully qualified to perform the duties of the position. The 
application for reinstatement shall be made within a reasonable time and not later than ninety (90) days 
from the date of said release or discharge from the military service. 

D. Jury Duty Leave 

 The employee will be excused for jury duty.  For each day's absence from employment for jury duty, the 
employee will be paid the difference between his/her regular daily rate and the jury duty pay rate.  
Compensation for jury duty must be presented to the Treasurer of the Board who will determine the 
compensation due from the Board. These days will not be charged to the teacher in any form. 
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E. Leave of Absence 

 The Board may grant a leave of absence where illness or disability is the reason for the request. No leave 
of absence will be granted when requested after July 10 except in emergency situations. 

F. Parental Leave 

1.  A parental leave of absence without pay may be granted to a teacher as follows: 

a. A teacher who is pregnant may be entitled upon request to a leave of absence, without 
pay, for any portion of a year terminating at the end of a school year plus another full school 
year (may not disrupt any portion of the third school year), if requested.  The beginning and 
ending dates of the total time of absence from work will be requested by the employee and 
determined by the Board, and she must request these dates as far in advance as possible.  
All of any portion of a leave taken by a teacher because of a medical certification connected 
with or resulting from her pregnancy that the employee is unable to perform her regular 
assigned duties plus an additional thirty (30) school days may, at the teacher's option, be 
charged to her available accumulated sick leave.  It is the employee's responsibility to notify 
the Superintendent by March 1st that they plan to return the next school year in order to 
secure a position in the school district for the following school year. 

b. A male teacher will be entitled to request a leave of absence without pay, between the time 
of the birth of a child to his wife and one (l) year thereafter. 

c. All of the applicable conditions, stipulations, and terms of the parental leave policy shall 
also apply to any employee who adopts a child up to a maximum of six (6) weeks unless a 
doctor certifies a need for additional time. 

G. Association Leave 

 A maximum of six (6) days of Association leave will be granted to the bargaining unit each school year 
without loss in salary. 

H. Academic Leave 

1. A regularly employed full-time teacher with five (5) or more years of satisfactory continuous 
service with the Board may be granted one (l) year of academic leave for the purpose of 
furthering professional growth by means of further study or by other means approved by the 
Superintendent. 

2. Application for academic leave shall be made in writing prior to June 1 preceding the school 
year for which such leave is requested. 

3.  This leave is granted without pay. 

4.  The number of academic leaves granted during any one school year will be decided in the best 
interest of the school system. 

5. The employee applying for academic leave must show proof of full time enrollment in an 
accredited college or university.  In addition, the employee must provide transcripts of course 
work taken by April 1.  Contract may be terminated if above is not completed.  

I. Non-Use of Leaves 

1.  Any full-time employee who has maintained perfect attendance during the school year shall 
receive by July 31 each year a lump sum one (l) time payment in the amount of One Hundred 
Dollars ($100.00), subject to normal deductions. 
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2.  Perfect attendance shall be defined as the non-utilization of any of the leaves, except jury duty, 
provided within this Agreement. 

J. Compulsory Court Leave 

 An employee may be granted professional leave for compulsory court appearances for incidences 
relating to, or resulting from information and knowledge of a particular child derived as a direct result of 
their employment.  

K. No Pay Leave 

 Teachers may be granted up to two (2) days annually of No Pay Leave which shall be without pay.  
Teachers shall submit notification through the building principal and Superintendent at least seven (7) 
days in advance of leave commencement.  More dock days are permitted when taken as a result of an 
approved FMLA.  

L. Assault Leave 

 Any certified employee of the Board, physically assaulted while in the course of such teacher’s 
employment and physically disabled from such an assault shall remain on the payroll as a regular 
employee and shall receive all benefits as if on sick leave as hereinafter provided for a period not to 
exceed ten (10) days.  The Superintendent may extend such time in unusual circumstances. 

1.  Such leave shall not be charged to sick leave or any other leave and shall be subject to the 
provision of ORC 3319.141. 

2. A request for assault leave, describing the incident that resulted in the request, shall be filed by 
the employee with the Superintendent as soon as possible following the incident. 

3. As per ORC 3319 a signed physician’s statement stating the nature of the disability and its 
probable duration may be required. 

4. In the event of a potential long-term absence the Superintendent may require updates of the 
physician’s statement at thirty (30) calendar day intervals.  In the case of extended absence, the 
Superintendent may require an examination by a physician of its choice at Board expense. 

5. Falsification of either the signed statement or the physician’s statement shall be grounds for 
suspension or termination of employment.  

6.   The board may file criminal charges against the person if a teacher is granted assault leave as a 
result of a physical attack. 

 

M.  Professional Leave 

The Superintendent has the authority to approve or disapprove release time for professional leave.  
Professional days may be granted for the following reasons but not limited to:  staff development 
programs/opportunities in district and out; classroom visitations; supplemental contract in-services; 
leave of absence for advanced educational training; and chaperoning class trips.  Definition of 
"chaperoning" is defined as approved supervision of students at the start of the trip to the end of the 
scheduled trip. 
 

N.  Family and Medical Leave Act (Exact Federal Language) 
 

The Family and Medical Leave Act (FMLA) provides for up to 12 weeks leave for birth/adoption of a 
child, a serious health condition experienced by you or a member of your immediate family, or for 
qualifying exigencies of a spouse, qualifying domestic partner, child or parent being on active duty or 
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having been notified of an impending call or order to active duty in the Armed Forces during a war or 
national emergency.  FMLA provides for 26 weeks leave to care for a spouse, qualifying domestic 
partner, child, and parent or nearest blood relative who has suffered a serious injury or illness while 
on active duty in the Armed Forces. When an employee has missed eleven (11) consecutive days or 
periodic days all related to the same illness, the absence is calculated as part of the allowance of the 
Family and Medical Leave Act and will be retroactively counted to the first day of absence.  Appendix 
J is provided as current FMLA allowances.  Any changes in federal legislation to the Appendix J will 
supercede the language contained herein. 

ARTICLE III - GRIEVANCE PROCEDURE 

A. Definitions 

1. Grievance - A claim based on an alleged violation, misapplication, or misinterpretation of a 
provision of this Agreement and/or Board of Education policy. 

2. Grievant - An individual employee having a grievance. 

3. Days - "Days" shall refer to calendar days exclusive of Saturdays, Sundays, or legal holidays as 
defined by State or Federal statutes. 

B. General Practices 

The Association President or his/her designee, and grievant will be released with pay from duties to 
attend any hearing.  These absences will not be charged to the attending members’ leave in any 
form.  

 No one shall be required to have representation at any level of this procedure.  A grievant may be 
represented at any level of the formal grievance procedure by a representative of his/her own choosing. 

C. Grievance Procedure 

1. Step One (Informal Procedure) 

 Within twenty (20) days of the time a grievant knew or should have known of the alleged 
grievance, the grievant may request a meeting with his/her immediate supervisor in an attempt 
to resolve the problem. 

2. Step Two (Formal Procedure) 

 If the grievant is not satisfied with the results of the discussion at Step One, the grievant may 
within five (5) days subsequent to the Step One meeting submit the formal written grievance 
form (Appendix D) to the immediate supervisor. The immediate supervisor will conduct a 
conference within five (5) days at a mutually agreeable time and place. The Association may 
submit a written recommendation for disposition of the grievance to the supervisor. A written 
decision shall be rendered by the immediate supervisor within five (5) days after the conference, 
and said decision shall be given to the grievant. 

3. Step Three 

 Within five (5) days after receiving the decision of the immediate supervisor and assuming no 
satisfaction with the decision, a written notice to continue the process must be submitted by the 
grievant to the Superintendent. If requested, the Superintendent shall meet with the grievant 
within five (5) days after the grievance has been received by the Superintendent. A written 
decision shall be rendered by the Superintendent within five (5) days after the conference and 
given to the grievant. 
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4. Step Four 

 If the grievant is dissatisfied with the decision rendered by the Superintendent, the grievant may 
request a review by the Board. This written request should be directed to the Treasurer of the 
Board, with a copy to the Superintendent. The Board shall meet with the grievant in executive 
session within twenty (20) days of receipt of the notification. A written decision shall be rendered 
by the Board within fifteen (15) days after the meeting. 

a. If the grievant is not satisfied with the decision of their grievance at Step 4, they may, within 
five (5) days, request in writing to the President of the Association, that their grievance be 
submitted to arbitration. 

 b. The Association may, with five (5) days after the receipt of such request, submit the 
grievance to arbitration by so notifying the Board of Education in writing.  The Association 
may file a demand for arbitration under the Voluntary Labor Arbitration Rules of the 
American Arbitration Association (AAA).  The arbitrator shall be chosen by the alternate 
strike method.  Either party may request a second list.  

 c. The AAA shall act as the administrator of the proceedings.  

 d. The arbitrator shall have no authority to add to, subtract from, or in any way modify the 
terms of this agreement.  The decision of the arbitrator shall be advisory only.  

 e. The costs of the services of the arbitrator shall be borne equally by the Board and the 
Association.  

ARTICLE IV - TERMINATION AND NON-RENEWAL 

A. Termination 

 Termination of a continuing or limited teaching contract shall be in accordance with O.R.C. §§3319.16 
and 3319.161. 

B. Non-Renewal 

1.  Non-renewal of a limited teaching contract for teachers not covered under Section 2 or who have 
more than four (4) years of service with the Board shall be in accordance with O.R.C. §§3319.11 
and 3319.111. 

2. Teachers who have four (4) or fewer years of service with the Board or who are on an unpaid 
leave, the procedural due process rights and evaluation requirements addressed in O.R.C. 
§§3319.11 and 3319.111 shall not apply except that teachers whose contracts have been non-
renewed shall be entitled to receive written notice of said non-renewal on or before April 30. 

3.  All supplemental limited contracts including regular supplemental and extended time contracts 
shall be automatically non-renewed at the end of the activity or by April 30 of each school year, 
whichever is sooner. The procedural due process and evaluation requirements contained in 
ORC. 3319.11 and 3319.111 shall not apply to supplemental or extended time contracts. 

C.     Employee Discipline 

Employees may be disciplined for just cause.  The severity of discipline assigned is 
depending upon the number of incidents, and/or the employee’s past and present performance, 
and/or the seriousness of the offense. Any of the following disciplines may be administered: 
suspension with pay; suspension without pay; oral reprimand; termination for just cause; or written 
reprimand.   
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The Superintendent or administrator may give the employee an oral reprimand or a written 
reprimand.  Documentation of an oral reprimand will state only the date and subject of concern and 
will be signed by the administrator and employee.  Signatures will indicate acknowledgement of oral 
reprimand.  Only the Superintendent has the authority to suspend an employee with or without pay 
or recommend termination to the Board of Education.  The employee will have the opportunity to 
meet with the administrator issuing the discipline prior to the discipline being imposed.  If any 
disciplinary action will be placed in the employee's personnel file, the employee will have the right 
to attach a rebuttal. Oral and written reprimands by the administrator will be submitted to the 
Superintendent for his/her initials before placing in the personnel file.  The Superintendent may 
determine that the oral documentation or written letter of reprimand does not warrant placing in the 
file.   

  
Nothing herein shall preclude the Superintendent from suspending an employee with pay or 

without pay.  Any suspension without pay in excess of five (5) days must be authorized by the 
Board of Education. 

  
Nothing herein shall be construed as limiting or prohibiting the Administration's authority to 

report suspected criminal activity or suspected abuse as defined by Ohio Revised Code 2151.421, 
and to deal with such suspected activity once proven, according to state and/or federal law. 

  
The administration shall immediately notify an employee whenever there is a reasonable 

belief that the District may be required by law to report any action, investigation or final deposition 
related to the discipline of an employee to the Ohio Department of Education (ODE). 

  
 

ARTICLE V - PERSONNEL FILES 

A. A teacher shall have a right to inspect his/her personnel file in the West Holmes Local School District 
Board of Education office at any reasonable time during regular office hours, when the teacher is not 
specifically assigned to classroom duties.  Upon request, the teacher shall be given copies of all 
materials in accordance with the provisions of Family Educational Rights and Privacy Act. 

B. Teachers shall be given the opportunity to read any material which may be construed to be 
derogatory to the member's conduct, service, character or personality before it is dated and placed 
in his/her personnel file.   The teacher shall acknowledge that he/she has read the material by affixing 
his/her signature to the copy to be filed and a copy shall be given to the teacher.  It shall further be 
the teacher's right to reply to such derogatory material and attach the reply to the filed copy. 

ARTICLE VI - REDUCTION IN FORCE 

A. A reduction in force may occur by reason of decreased enrollment of pupils, return to duty of regular 
teachers after leaves of absence, financial reasons, or by reason of suspension of schools or 
territorial changes affecting the District.  Suspension of teaching contracts shall be in accordance 
with O.R.C. §3319.17. 

B. The Board will notify the Association prior to taking action on staff reductions. 

C. Recall 

1. Any teacher whose teaching contract has been suspended shall be placed on a recall list. 

2. Any teacher on the recall list whose continuing contract has been suspended shall be recalled 
in inverse order of contract suspension provided he/she is or becomes certified for the vacancy. 

3. Any teacher on the recall list whose limited contract has been suspended shall be recalled in 
inverse order of contract suspension to a vacancy in the teaching field from which he/she was 
suspended, or the teaching field in which he/she was initially hired, or has taught in the District. 
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4. In the event that a vacancy becomes available, the Board shall recall the teacher to active 
employment status by giving written notice to the teacher. Said written notice shall be sent to 
the teacher by certified mail to the teacher's last known address. It shall be the responsibility of 
each teacher to notify the Board of any change in address. 

5. If a teacher fails to accept active employment status within fifteen (15) calendar days from the 
date said notification was sent, said teacher shall be considered to have declined said offer and 
shall be removed from the recall list. 

6. A teacher 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 teacher had at the time the contract was 
suspended. 

7. Teachers shall remain on the recall list for a period of twelve (12) months from the last day of 
active employment by the District, unless the teacher has accepted, prior to such time, 
employment in another school district. 

ARTICLE VII - VACANCIES, TRANSFERS AND ASSIGNMENTS 

A. Vacancies 

1. All vacancies shall be sent to all West Holmes email accounts and will be posted on the 
bulletin board in the office of each school and on the West Holmes Web Site 
(www.westholmesk12.oh.us) for at least ten (10) calendar days prior to filling the position.  The 
Superintendent must receive application for said vacancies within ten (10) calendar days after 
the openings are posted.  Postings will be posted except during the months school is not in 
session and then positions will be posted for at least five (5) calendar days.  ESC positions are 
not subject to this agreement.  If a vacancy occurs after June 30, then said position may be 
filled immediately without requirement of posting. 

2. A vacancy does not exist until all assignment changes in a building have been accomplished. 

3.  Each certified/administrative job posting will include certification(s) that may be needed to hold 
the open position in the initial job posting. 

B. Transfers 

 Teachers desiring a transfer from the present teaching assignment should state their wishes on the intent 
forms sent out by the Superintendent’s office in January.  In addition to intent forms they may request their 
wishes in writing to the Superintendent prior to March 31. 

C. Assignment 

 Teachers will be notified of their assignments as soon as possible after the close of the school year. The 
Superintendent may reassign staff at a later date if, in his/her judgment, it is in the best interest of the 
District. 

ARTICLE VIII - SCHOOL CALENDAR 

A. The responsibility for the construction of the school calendar rests with the Board; however, input 
from the Association will be accepted. The school calendar shall not exceed one hundred and eighty-
four (184) days inclusive of teacher workdays and/or in-service days. 

B. The school calendar, when adopted by the Board, shall contain the dates for any make-up days which 
may be needed to complete the school year. 

11



C. The Association president shall be given a copy of the proposed calendar at least one (1) week prior 
to adoption for purposes of input.  

ARTICLE IX – TEACHER WORK DAY 

A. Planning Time 

 The schedule for each full-time equivalent classroom teacher, who is assigned to a school with a teacher 
day of six (6) hours or longer exclusive of the lunch period, shall include at least two hundred (200) 
minutes per week for instructional planning, evaluation and conferences.  

B. Lunch Period 

 Each teacher shall have a thirty (30) minute scheduled lunch period without a scheduled interruption.  

C. Staff Meetings 

 Except in the case of an emergency situation, teachers are entitled to at least two (2) weeks’ notice of 
scheduled staff meetings.  The guidelines for staff meetings set forth below are not subject to the 
grievance procedure set forth in Article III but will be followed by the Administration and teachers in good 
faith. 

1. Guidelines 

 With the exception of professional development (i.e., testing preparation, new texts, curriculum 
related issues, etc.) staff meetings generally should not exceed 60 minutes in length.  Any third 
party presentations which are not part of the staff meeting agenda (i.e., presentations related 
to tax sheltered annuities, charitable giving opportunities, etc.) will be scheduled at the end of 
the staff meeting and may be attended at the option of the employee.  Third party presentations 
which are incorporated into the staff meeting agenda (i.e., community based or District initiated 
presentations) are not optional.  It is expected that all staff will report to staff meetings on time.   

D. Open House 
At the beginning of each school year, the buildings will have an open house to welcome 

students and families.   It is the expectation that all certified employees will be in attendance, with 
time not to exceed 1 ½(one and one-half) hours.    

 

ARTICLE X - SALARIES 

A. Regular Salaries 

Increase the base salary by 2% for school year 2019-2020. 

Increase the base salary by 2% for school year 2020-2021. 

Increase the base salary by 2% for school year 2021-2022. 

B. Supplemental Salaries 

1.   Experience on the supplemental salary schedule is based on years of experience as a coach in 
the West Holmes Local School District in any sport.  Coaches hired for school year 2013-2014 
and after will only get years of experience for the years coached in the West Holmes Local School 
District in the same sport. 

2. As per current Board policy and Ohio Revised Code, all supplemental contracts are automatically 
nonrenewed at the end of each school year.  

12



3. The listing of coaching positions on the salary schedule does not determine the continuance of 
the positions.  Positions are determined annually based on needs as recommended by the 
Superintendent. 

4. The supplemental salary schedule is reflected in Appendix G. 

5.   The district will provide a $200 stipend for each credit hour of college credit plus programs 
taught per semester.  This will be paid upon completion and certification by the high school 
principal following each semester.  The administration will determine the implementation and 
continuation of programs and teachers for each school year.   

C.  Direct Deposit 
 

All employees are required to participate in direct deposit for payment of all payroll transactions. 
 

D.  Advancement of Degree 
 

When additional training qualifies certified personnel for a new pay amount due to advancement 
of degree (i.e., bachelor's degree to 150 semester hours, BA+150 to Masters, etc.) employee shall 
file an Advancement of Degree Request Form and official transcripts, verifying course hours, with 
the superintendent's office by the following dates:      

 September 15 to be effective with beginning of contract year; 

 January 15 to be effective February 1; 

 April 15 to be effective May 1.  
 
E.   Licensure Reimbursement 
 
 Employees will be reimbursed a maximum amount of one-hundred dollars ($100) toward their five 

(5) year licensure.  The certified employee is only eligible for this reimbursement once in a five (5) 
year period.  

 
F.    Pay Dates 
 

Effective for the 2016-2017 school year, the district will transition to 24 pays per contract year in order 
to eliminate future Black Friday issues.  The pay dates would be the 5th and 20th of each month with 
teachers first pay always being on September 5th each year.   

 
If the 5th or 20th falls on Saturday, payday will be the Friday before.  If the 5th or 20th falls on 
Sunday, payday will be the next Monday.  Any holidays will require the pay date to be the last 
business day before the holiday.    

 
G.      Employees will obtain all tax forms from the Employee Access Center in lieu of printed copies.   
 
  

ARTICLE XI - FRINGE BENEFITS 
A.  Insurances  

1. Hospitalization and Major Medical Insurance 

a. The Board will provide hospitalization and major medical coverage (hereinafter referred to as 
the "Plan" as described in Appendix C) for all full-time West Holmes Board of Education 
employees. Full-time employees are those employees who average a minimum of 25 hours 
per week. The Board will pay ninety percent (90) of single coverage and ninety percent (90) of 
the cost of the family plan for those full-time employees.  
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b. The limits on insurance for all employees have been updated to reflect a maximum renewal to 
the self-insurance plan of ten percent (10%).  

Should the renewal exceed the maximum ten percent (10%) set forth above for any Plan Year, 
the Board, with input from the Association, reserves the authority to redesign the health 
insurance plan and benefit package to stay within the maximum ten percent (10%) annual 
renewal cost.  The final decision with respect to any redesign of the insurance benefits to meet 
the ten percent (10%) renewal maximum rests with the Board of Education and is not subject 
to the grievance procedure. 

c.  Spouses not covered as of July 1, 2013 are not eligible for coverage on the West Holmes Plan 
if coverage is available/offered from their own employer/business/retirement or are self-
employed with annual gross earnings of $70,000 per year or higher.  All partnerships and S-
Corporations are considered to be self-employment for purposes of this rule.  If your spouse's 
birthday is before your birthday in the calendar year, the spouse must elect primary coverage 
for child(ren) where available through his or her employer.  Self-employed spouses not eligible 
on the West Holmes Plan will not be required to purchase coverage for children as the children 
will be permitted on the West Holmes Plan as primary insurer.  This will not affect court orders 
for coverage of dependent children.   

 
Secondary coverage is not available through the West Holmes Employees benefit Plan for 
spouses.  Secondary coverage is available for children. 
 
Self-Employed spouses annual gross earnings will be verified by the Schedule C (Line 1), 
Schedule F (Line 9), 1065, 1120S, or any other requested federal tax schedule to verify gross 
annual earnings.  The 1120S Line 1a will by multiplied by the percentage of ownership of the 
spouse verified on appropriate tax forms. 
 
Annual certification by the employee of the spouse’s income level for self-employment will be 
required. Falsification of the certification can result in termination of employment from West 
Holmes Local Schools and the employee will be personally liable for all claims/premiums paid 
during the period of ineligibility for spouses.   
 
Notwithstanding the foregoing limitation on enrollment of spouses who have self-employment 
gross earnings of $70,000 or more, If 2/3 of a spouse’s adjusted gross income for federal 
income tax purposes is attributed to farming, then coverage is available through the district.  
Employees who receive a 1099 from their primary employer and who are not owners in any 
form of the business are eligible for district insurance.  
 

 Married employees of West Holmes School District will be on single plans when the family plan 
is no longer needed for insuring dependents.  Spouses (both of whom work for West Holmes 
Local Schools) covered under two single plans can be converted to a family plan upon the 
retirement of one of the spouses. 

 
d. The district will make changes consistent with the effective dates of the federal health care reform 

and applicable Ohio law. 
 
e. For those who are given the option of taking Medicare as primary, they are helping the district’s 

health plan by electing Medicare and having the district’s health plan as secondary provider.   
 

2. Dental Insurance 

 The Board will provide Dental Insurance for full-time employees who elect to participate in such a 
plan.  Full-time employees are those employees who average a minimum of five (5) hours per 
school day.  The Board will pay the full cost of individual coverage and ninety percent (90%) of the 
cost of the family plan for those full-time employees who elect family coverage.  

3. Life Insurance 
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 The Board will provide term life insurance in the amount of Fifty Thousand Dollars ($50,000) for 
each full-time employee, effective January 1, 2014.   

B. Severance Pay and Early Retirement Incentives 

1. Severance Pay 

 Upon verification of actual retirement and receipt of benefits from the Ohio State Teacher's 
Retirement System and the West Holmes Local School District, payment will be authorized to the 
retiring employee based upon one-fourth (1/4) of accumulated sick leave at the employee's daily 
rate of pay to a maximum of sixty-five (65) days.  Any teacher retiring with the maximum accrual of 
two hundred sixty (260) sick days, will receive a Twenty-Five Hundred Dollar ($2,500) severance 
amount to be included in the payment of the one-fourth (1/4) sick leave severance.  Payment of 
severance will be made in two (2) equal installments with the first payment occurring within thirty 
(30) days of the date of retirement and the second payment occurring in January following the 
retirement date.  Conversion of sick leave to severance pay cancels all accumulated sick leave.  

2. Retirement shall also be defined to mean death, in which case payment shall be made to the 
beneficiary listed on the board life insurance policy.  

3. Retirement Incentive Pay 

a. For teachers who retire effective at the end of the school year in which they first become 
eligible to retire under this contract, pursuant to STRS rules and Ohio law, said teachers shall 
receive a payment of Fifteen Thousand Dollars ($15,000) in addition to the severance pay 
benefit described in 1. above.  First eligible is defined as follows (per STRS retirement 
eligibility rules): 

              
 

2019-2020 = 33 years 
2020-2021 = 33 years 
2021-2022 = 34 years 

 
 

b. The Fifteen Thousand Dollar ($15,000) retirement incentive pay will be distributed to the retiree 
based on the following schedule:  $5,000 – in year of retirement; $5,000 -- the January following 
retirement; $5,000 – during the second January following retirement. 

c. Eligible employees who desire to participate in the plan must submit written notice of intent to 
retire by completing the teacher portion of the State Teachers Retirement Form and by 
submitting it to the Treasurer on or before March 1st of the applicable school year.  

d. Eligibility of $15,000 early retirement payment and/or $2,500 maximum sick leave accrual bonus 
are subject to notification of retirement by submitting retirement/resignation letter to the 
Superintendent by March 1st and five consecutive years of employment in West Holmes District 
or a minimum of 10 years combined service with West Holmes District. 

4. Payment of severance or retirement incentive pay will be made in accordance with paragraphs 1 
and 3 above.  There will be no one-lump sum or individual exceptions to the payment schedule. 

5.  Severance is only available to active West Holmes Employees. 

ARTICLE XII - DUES DEDUCTION 

A. It shall be the duty of the Association to present to the Treasurer prior to October 1 of each school 
year an updated membership report for dues deduction. The Treasurer will accordingly deduct from 
each paycheck as authorized, beginning three (3) weeks from the day the information is presented 
to the Treasurer, and ending with the last paycheck in May, unless such authorization is withdrawn. 
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ARTICLE XIII - TENURE 

A. To be eligible for consideration of a Continuing Contract with the West Holmes Local Board of 
Education, a teacher who has not attained continuing contract status in another district must 
minimally meet the following criteria:  

1. The teacher must have taught at least thirteen (13) consecutive successful years in the West 
Holmes district (“successful” is defined as years in which the teacher was not on a 
remediation plan); and 

2. The teacher must 

(a) hold a permanent or life teacher certificate; or  

(b) hold a professional license and have completed one of the following: 

(i) if the teacher did not hold a Master’s degree at the time of initially receiving a 
teacher certificate under former law or an educator’s license, 30 semester hours 
of course work in the area of licensure or in an area related to the teaching field 
following the original issuance of the certificate or license as specified in the 
State Board of Education rules; or 

(ii) if the teacher held a Master’s degree at the time of initially receiving a teacher’s 
certificate under former law or an educator’s license, six semester hours of 
graduate course work in the area of licensure or in an area related to the teaching 
field since the initial issuance of the certificate or license as specified in rules 
adopted by the State Board of Education; and 

3. The teacher must have notified the Board in writing by certified mail prior to March 1 of the 
year in which the teacher’s limited teaching contract expires with the notice including the 
following information: 

(a) copy of documents establishing tenure eligibility; and 

(b) a statement of the employee’s desire to be considered for a continuing contract for the 
following school year. 

B. A teacher who has already attained continuing contract status in another district and who has 
successfully served two consecutive years in the West Holmes Local School District will be eligible 
for consideration for a continuing contract if the teacher notifies the Board in writing by certified mail 
prior to March 1 of the year in which the teacher becomes eligible and provides the Board of 
Education with documentation of their current continuing contract status in another district. 

C. The failure of a teacher to meet the notice requirements set forth in paragraphs A(3) or B above, will 
receive a rollover of their limited teaching contract and eligibility for continuing contract will be 
deferred to April of the year in which their next limited teaching contract expires.   

D. A teacher who has met all contractual criteria to become eligible for a continuing contract as set forth 
above but who, in the opinion of the Administration, has certain other deficiencies shall either be 
nonrenewed or shall be given an extended, limited teaching contract (not to exceed two years) with 
reasons directed at professional improvement.  Action on the nonrenewal or the issuance of an 
extended limited contract will occur on or before April 30 of the year in which the teacher’s limited 
teaching contract expires.  In the event of a nonrenewal, the nonrenewal provisions of Article IV(B) 
shall apply.  In the event of the issuance of an extended limited contract, the procedures set forth in 
Ohio Revised Code §3319.11(C) will govern.   

E.   Tenure language will change concurrently to comply with mandated changes in Ohio law without the 
need to reopen negotiations or the need to enter into an MOU (memorandum of understanding). 
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ARTICLE XIV - RESIGNATIONS 

A. The written notice of resignation filed with the Superintendent prior to and including July 10 is 
automatically effective without the approval of the Board.  A written request for release from contract 
after July 10 will not be approved by the Board except under extenuating circumstances. In the event 
a teacher leaves his position after his release from contract has been denied by the Board, the 
Superintendent shall notify the State Department of Education of the Board's action. 

ARTICLE XV - STRS PAYROLL REDUCTION 

A. The Board agrees to implement this plan through payroll reduction.  It will allow the employee portion 
of the STRS payment to be made in such a way that his/her salary will be reduced by a proportionate 
amount and, thereby, reduce his/her income tax. 

B. If the IRS determines the STRS salary reduction pick-up addressed in paragraph A above to be no 
longer tax deferred, then the STRS payment procedure in effect prior to the implementation of this 
section shall be in effect. 

ARTICLE XVI – TUITION, FINGERPRINTING, LICENSURE, and MILEAGE REIMBURSEMENT 

A.  Teacher reimbursement will based on the following requirements:  

1. Prior approval by the Superintendent is required for tuition. Approval will be granted for 
coursework in the field of education which: 

 a. Is required by Ohio law for certification renewal. 
 b. Will lead to additional certification that will benefit the District. 
 c. Will expand the teacher's expertise in his/her current field(s) of certification. 

2. Tuition Reimbursement: Provided for all active teachers successfully completing prior approved 
course work.  The yearly tuition fund (B) will be divided among teachers successfully completing 
course work by using the following tuition reimbursement formula: 

  

3. Licensure Reimbursement:  Teachers may be reimbursed up to $100 once every five years for 
licensure.  A valid receipt or cancelled check is to be submitted for reimbursement.  

4.  Fingerprinting Reimbursement:  Teachers may be reimbursed the expense paid for 
fingerprinting costs.  A valid receipt or cancelled check is required for reimbursement.   

5.  It is the intent that the reimbursement year will run from August 31 to August 30.  The completion 
date of the course will determine the year in which the course was taken.  All verified course 
work taken during that year will constitute total hours taken by teachers in the above formula.   

 Reimbursement will be paid in November to all employees who submit proper verification to the 
Superintendent which shows successful completion (grade “B” or higher) of the coursework and 
proof of actual tuition cost for which reimbursement is being requested.  Transcripts, request for 
reimbursement, and proof of payments for any of the three reimbursements allowed in this article 
must be submitted by October 15.  

B. A maximum of forty-nine thousand ($49,000) per school year will be appropriated for the purposes of 
tuition reimbursement. Additional funds to offset less than 100 percent reimbursement will be 

Total Hours Completed by Each Teacher

Total Reimbursement Fund - (Fingerprinting + Licensure Reimbursements)
x Hours Completed

= Tuition Reimbursement to Teacher
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provided for those individuals seeking additional certification pre-approved and required by the district 
to offer additional services to students.   

C. Employees who apply for and receive tuition reimbursement payments must maintain employment 
with the Board for a period of at least two (2) school years after receipt of said payment.  Employees 
who resign prior to meeting this requirement will be obligated to reimburse to the Board the amount 
of the tuition reimbursement received, and said amount will be deducted from the final pay of the 
employee, unless other arrangements have been approved by the Treasurer.  If the final pay will not 
cover the amount, then the employee will reimburse to the Board the difference within 30 calendar 
days.  

D.   BCI and FBI expenses will be reimbursed to certified employees.  BCI is only required at initial 
employment and will only be reimbursed at that time.  Funds will be taken from the allocated dollars 
for tuition reimbursement unless under the resident educator program when applying for first teaching 
license and both are required by ODE.  

E.   Mileage reimbursement will not be less than $.45 per mile.   

XVII - ATTENDANCE OF CHILDREN OF EMPLOYEES 

A. Children of employees may attend West Holmes Local Schools tuition free in accordance with the 
guidelines in the Board of Education approved open enrollment policy.   

XVIII - LOCAL PROFESSIONAL DEVELOPMENT COMMITTEES 

A. Local Professional Development Committees 

1. A local professional development committee (LPDC) shall be established to oversee and review 
professional development plans for continuing education units, organizing and planning 
inservice programs in collaboration with the Staff Development Committee, mentor training, 
mentor programs, CEU credits (if approved by the State of Ohio), identifying and setting priorities 
for district staff development in collaboration with the staff development committee, and serving 
as one discussion group for instruction and curriculum issues.  

2. The term of office for LPDC members shall be three (3) years, except the initial term shall be 
staggered (1 year, 2 years, 3 years) to provide continuity. 

3. The LPDC shall be composed of four (4) persons appointed by the Association which shall have 
as representation elementary, middle school and high school and three (3) persons appointed 
by the Superintendent.  Vacancies arising during the term shall be filled in the same manner.  

4. The chairperson and LPDC decisions shall be determined by majority vote of the LPDC.  It is 
the chairperson's responsibility to prepare agendas and minutes for each meeting.  

5. The LPDC shall develop and maintain an independent appeals procedure for appeals from 
decisions of the LDPC, whose decisions are not grievable.  Administrators and the Treasurer, 
whose plans are denied, may appeal to the Board of Education per the Board appeals procedure 
as the alternative to the LPDC's independent appeals process.  

6. The LPDC will meet as necessary.  The agenda for the meeting will be distributed in advance 
of the meeting.   

7. LPDC members shall be afforded the opportunity to attend training related to performance of 
their duties, subject to the Superintendent's approval.  Where such training occurs during the 
regular workday, paid release time shall be granted not subject to any professional leave 
restrictions but subject to the approval of the Superintendent, whose approval shall not be 
unreasonably withheld.  Such training may constitute an appropriate "equivalent" activity for 
committee members on the LPDC. 
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8. Secretarial services, certificate/license tracking services, and storage of information and files for 
the LPDC shall be provided for and/or paid by the Board working in collaboration with the 
Superintendent.  

9. Educational plans shall be submitted in writing to the LPDC for approval.  Any questions of the 
LPDC shall be in writing to the individual.  If there are further questions or concerns of the LPDC, 
the individual may be required to appear in person before the LPDC.  

10.  LPDC committee members will receive a supplemental contract and it is the intent that every 
building will have a building staff representative.  Committee members must attend a majority 
of the meetings, be accountable to the assigned building(s), and ensure that licensure 
paperwork is complete in order to present to the committee for final approval.  The 
Superintendent, WHEA president and LPDC chair will meet annually to review member 
representation and fulfillment of committee member expectations. Members attending meetings 
outside the work day shall be compensated with a $1,000 stipend per year.  

XIX EVALUATION PROCEDURES  

Forms Located in Appendices A through E 

 (A) Purpose:  The purpose of the evaluation is to improve instruction and to make a record of 
performance.  For the purpose of this article, OTES evaluation is required for teachers holding a 
teaching license and spending at least 50% of the time employed providing student instruction. 

 
 (B) Evaluation criteria will be explained to the bargaining unit members upon first year of 

employment with the district, and/or upon any changes within the Evaluation Rubric.  The 
evaluation system and forms will follow the OTES Model Framework.  The applicable forms are 
attached as Appendix "A" through "E". 
 

 (C) The summative evaluation and post-observation forms shall be shared during the final 
evaluation and the post-observation conferences and signed by the evaluator. The summative 
evaluation and post-observation forms shall then be signed by the teacher to signify his/her 
notification that the item will be placed in the file but not that the teacher necessarily agrees 
with the evaluation or observation(s). The post-observation conference will be held within ten 
(10) work days from the date of the observation which needs to occur prior to May 1.  The 
written summative evaluation will be completed and shared with the teacher on or before May 
10. 
 

 (D) For classroom teachers, each formal classroom observation is to be an in-depth observation, 
which means at least thirty (30) minutes in length. The first observation cycle will include one (1) 
formal classroom observation which may or may not be announced and must be completed on 
or before the last day of the first semester/2nd 9 weeks. Walk-throughs will be less than thirty 
(30) minutes, will be unannounced and may be conducted at the discretion of the evaluator.  
The second observation cycle will include one (1) formal observation which may or may not be 
announced and must be completed on or before April 30.  Observation rubrics will be completed 
by May 1.  The Teacher will receive a written copy of the summative evaluation results by May 
10 of the evaluation year.  A teacher who is being considered for non-renewal starting their 5th 
year of employment with West Holmes will have a third formal observation which may or may 
not be announced.  The post-observation conference for the third formal observation, if 
needed, must be completed by May 10.  
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Within the first ten calendar days of the teacher’s contract (including work days, weekends, and 
in-service days), a teacher may request a pre-conference meeting in which the teacher and 
evaluator will determine the one week window when the first round observation will be 
completed.   
 

o The teacher may request to meet with the evaluator to discuss what the evaluator will 
observe during the classroom visitation including:                                                                                                                                                                                                                             
 Lesson or unit objectives  
 Prior learning experiences of the students 
 Characteristics of learners/learning environment 
 Instructional strategies to meet lesson objectives  
 Student activities/materials  
 Differentiation based on the needs of students  
 Assessment/data collected to demonstrate student learning               
     

                

A teacher who receives an effectiveness rating of "Accomplished" on the teacher's most recent 
evaluation will be evaluated every three years, and a teacher with an effectiveness rating of 
“Skilled” will be evaluated every two years. Except in the situation in which that teacher is due 
for contract renewal.  If an "Accomplished" or “Skilled” teacher is due for contract renewal, that 
teacher will be evaluated under a partial observation.  The partial observation will be defined as 
one formal observation and one summative. Triennial and biennial evaluations must be 
completed by May 1 of the year, with the teacher receiving a written copy of the summative 
evaluation by May 10 of the evaluation year.  
 

 (E) The evaluation of all non-classroom teachers not teaching students 50% of the time shall be 
based upon two (2) observations which may or may not be announced. Observations may 
include walk-throughs and other performance indicators in their job description.  The first 
observation cycle will include one (1) formal classroom observation and must be completed on 
or before the last day of the first semester.  The second observation cycle will include one (1) 
formal observation and the observation rubric and must be completed on or before May 1.  
Both observations shall acknowledge the strengths of the bargaining unit members being 
evaluated as well as deficiencies, and shall note all the data used to support the conclusion 
made by the evaluator.  The evaluation and observation(s) shall be signed by the evaluator.  The 
evaluation shall then be signed by the teacher to signify his/her notification that the item will be 
placed in the file but not that the teacher necessarily agrees with the evaluation or observation 
(s).  The post-observation conference will be completed by May 10.   
 

 

 (F) Evaluators will include district administrators who have completed state-sponsored 
evaluation training and have passed the online credentialing assessment. If the district decides 
to contract with external evaluators outside West Holmes or the Tri-County ESC contracted 
employees of West Holmes the superintendent/designee will meet with WHEA Executive 
Committee to review the qualifications of the proposed external evaluators prior to Board 
approval.  Any external evaluator will identify himself/herself to the teacher prior to beginning 
the annual evaluation process. This may be written, via email, or verbal 
                                                                                                                               

 (G) Upon completion of the annual evaluation process, classroom teachers will be assigned an 
effectiveness rating of Accomplished, Skilled, Developing, or Ineffective. This rating will be 
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determined based on 50% teacher performance as assessed in the evaluation process and 50% 
student growth measures. The Performance Matrix is included in Appendix "E". Students’ 
growth will be determined through measures required by Ohio law and the Ohio Department of 
Education based upon teacher's instructional assignments (i.e.  whether the teacher instructs in 
exclusively value added subjects, and if not, some combination of value added,  approved 
vendor assessments, and local measures, such as student learning objectives). 

 
 (H) Classroom teachers meeting above-expected levels of student growth must develop 

professional growth plans and choose their credentialed evaluators from the Board-approved 
list.  Classroom teachers meeting expected levels of student growth must develop professional 
growth plans collaboratively with their credentialed evaluators from the Board-approved 
evaluator list.  
The professional growth plan shall include the following:                                                                                        
  Annual focus   
  At least one student achievement goal including evidence of attainment  
  At least one teacher performance goal on the Ohio Standards for Teaching   
     Profession including evidence of attainment 
                                                                                                                                                                                          
Classroom teachers meeting below-average levels of student growth must develop an 
improvement plan with the credentialed evaluators. The Superintendent/designee will assign 
the credentialed evaluators to teachers meeting below-expected levels of student growth.  
The Improvement plan shall include the following components: 
 Improvement Statement Section  
 Desired Level of Performance  
 Specific Plan of Action section  
 Assistance and Professional Development section 

 
 (I) Any teacher receiving an Ineffective rating in any one or more of the seven (7) areas assessed 

for performance following the OTES evaluation framework may be placed on a improvement 
action plan targeted to the deficient area(s). The teacher or non-classroom teacher with 
deficiencies noted will be provided reasonable and specific goals for improvement and 
reasonable district resources as detailed on the improvement plan. The evaluator and teacher 
will meet to discuss the improvement plan within the first three weeks of the succeeding school 
year. 

 
 (J)Consistent with ORC 3319.58, beginning with the 2015-2016 school year, classroom teachers 

of core subject areas as defined by State law who have received a rating of Ineffective for two of 
the three most recent school years must register for and take all written examinations of 
content knowledge selected by the Ohio Department of Education. The teacher will be 
responsible for any costs associated with such examinations. 

 
 (K) Evaluation results will be taken into consideration for retention, promotion, layoff and recall 

decisions. Seniority shall not be the basis for making such decisions, except when choosing 
between teachers who have comparable evaluations as defined in Article VI. For purposes of 
retention, promotions, layoff and recall decisions, the Board may take into consideration the 
impact of student attendance (absences from a class in excess of 10% of scheduled classes), any 
extended leaves of absence of the teacher and whether the teacher was recently transferred to 
a different position (subject grade, etc.) on a classroom teacher's evaluation results related to 
student growth measures. 
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 (L) This section shall not in any way supersede ORC 3319.16. In addition to ORC 3319.16, two (2) 

consecutive years of Ineffective composite ratings may be cause for termination. A teacher may 
also be terminated if his/her Improvement Plan was not adhered to. The teacher has the right to 
WHEA representation at any evaluation meeting or post-observation meeting. The teacher has 
the right to attach additional data, documentation, or a rebuttal to a post-observation or 
summative evaluation form. 

 
 (M) The parties reserve the right to mutually adapt the implementation of the evaluation 

procedures to comply with changes in Ohio law or ODE requirements without the need to 
reopen negotiations or the need to enter into an MOU. 

 

E. General Provisions. 

1. Teachers should always have available their lesson plans (weekly, daily, long range) and 
elementary time schedule/daily allotment of time. 

2. In the event a teacher is supervised by more than one Administrator, each Administrator will 
have input into the evaluation, which may include classroom observations and conferring on 
the summative evaluation. 

3. In the event an Administrator is unable to meet the evaluation time lines due to the 
teacher/administrator's absence from work or calamity days, the deadlines will be extended for 
a corresponding period of time.  If the evaluation procedures cannot be completed in time for 
Board action on renewal or nonrenewal or issuance of a continuing contract by the Board’s 
regularly scheduled April May meeting, the teacher will receive a one (1) year limited contract 
for the succeeding school year. 

4. Only alleged procedural violations of these evaluation procedures will be subject to the 
grievance procedures set forth in Article III.  To the extent these evaluation provisions are 
inconsistent with Ohio Revised Code §3319.111, these evaluation provisions supersede those 
statutory requirements. 

5. These evaluation procedures do not preclude the Superintendent or his/her designee from 
conducting classroom visits. 
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XX – SPECIAL EDUCATION  

West Holmes Education Association (WHEA) and the Board recognize the District’s obligation to provide a 
free appropriate public education for students with disabilities under the IDEA and/or Section 504.  The 
parties further recognize that Federal and State statutes and regulations require that disabled students be 
educated “to the maximum extent appropriate” with children who are not disabled by providing special 
education, related services, and supplemental aids and services in the least restrictive environment.  In 
providing a free appropriate public education, the parties acknowledge that the appropriate educational 
environment will be determined by the IEP team including but not limited to the required members of the 
regular education teacher, intervention specialist, parent, and district representative. 

XXI - DURATION AND INTENT OF AGREEMENT 

A. This Agreement constitutes the entire Agreement between the parties and it supersedes all prior and 
contemporaneous understandings (written or oral) not specifically incorporated herein. No change in 
a specific term of this Agreement shall be made during the life of this Agreement except by mutual 
agreement, and neither party shall have a duty to negotiate with respect to any matter during such 
period.  

B.  The Board shall retain all rights, powers, duties and authority granted by law and shall adopt, rescind 
or modify such policies, rules and regulations as it deems appropriate in accordance with those laws. 

C. Any matters or subjects not herein covered have been satisfactorily adjusted, compromised, or 
waived by the parties for the life of this Agreement. 

D.  This contract shall be in effect from September 1, 2019, through August 31, 2022. 
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ARTICLE XXII - SIGNATURES 

2LtJ" 
IN WITNESS WHEREOF, the parties hereto have set their hands th is __ day of 

'-);\1(~ , 2019, at Millersburg, Ohio. 

Pr~sident, Wes Holmeslocal 
School District Board of 
Education 

Su~ 

ember 

Board Negotiating Team Member 

Fort 

Presi t, West Holmes 
Educ tion Association 

WH Negotiating Team Member 

(~E -7tt t{it- ~ 
Vl{f.:IEANOtiating Team Me~ 

ber 

1ft
1

~ti~ f?'-CLW):iiJ 
WHEA Negotiating Team Member 
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!Professional Growth Plan Appendix A. 

Teacher Evaluator --------------------------------

Annual Focus These are addressed by the evaluator as Date(s) Record IJ.Heas ror t-'roress10na1 l:lroWin 

appropriate for this teacher. dates when discussed Supports needed, resources. or professional 
development 

Goa I 1 : Student Achievement/Outcomes for Students Date(s) Record Areas 1or rroress10na1 urow_m 
dates when discussed Supports needed, resources, or professional 

development 

Goal Statement: 

Evidence Indicators: 

I Areas ror t-'roress1ona1 browm 
Goal2: Teacher Performance on the Ohio Standards Date(s) Record Supports needed, resources, or professional 
for the teaching Profession dates when discussed development 

Goal Statement: 

Evidence Indicators: 

Evaluator Signature Date Teacher Signature Date 
The signat ures above verify that the teacher and evaluator have discussed and agreed upon this Professional Growth Plan. 
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jlmprovement Plan Appendix B. 

Teacher Name: _____________ _ Grade Level/Subject: __________ _ 

School year: ______ _ Building: _______ _ Date of Improvement Plan Conference: ____ _ 

Written improvement plans are to be developed in the circumstances when an educator makes below expected 

academic growth with his/her students AND/OR receives an overall Ineffective rating. Written improvement 
plans may also be developed in the circumstances when an educator receives an Ineffective rating on any ofthe 

components of the OTES system. The purpose of the improvement plan is to identify specific deficiencies in 

performance and foster growth through professional development and targeted support. If corrective actions 
are not made within the time as specified in the improvement plan, a recommendation may be made for 

dismissal or to continue on the plan. 

Section 1: Improvement Statement 

List specific areas for improvement as related to the Ohio Standards for the Teaching Profession. 
Performance Standard(s) Addressed in th is Plan Specific Statement of the Concern: Areas of Improvement 

Section 2: Desired Level of Performance 

List specific measurable goals to improve performance. Indicate what will be measured for each goal. 

Beginning Date Ending Date 
Level of Performance 
Specifically Describe Successful Improvement Target(s) 
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Section 3: Specific Plan of Action 

Describe in detail specific plans of action that must be taken by the teacher to improve his/her performance. Indicate 
the sources of evidence that will be used to document the completion of the improvement plan. 

Actions to be Taken Sources of Evidence that Will Be Examined 

Section 4: Assistance and Professional Development 

Describe in detail specific supports that will be provided as well as opportunities for professional development. 

Date for this Improvement Plan to be Evaluated: 

Teacher's Signature: _________ ___ ___ _ Date: __ _,----'---

Evaluator's Signature: _ ___ ___________ _ 

The evaluator's signature on this form verifies that the proper procedures as detailed in the local contract have been 

followed . 
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!Improvement Plan Evaluation Appendix C. 

Teacher Name: ____________ Grade Level/Subject: ______________ _ 

School Year: ______ _ Building:. _____ _ Date of Evaluation: ------- -

The improvement plan will be eva luated at the end of the time specified in the plan. Outcomes from the 
improvement plan demonstrate the following action to be taken: 

Ormprovement is demonstrated and performance standards are met. 

DThe Improvement Plan should continue for time specified :---------

ODismissal is recommended. 

Comments : Provide justification for recommendation indicated above and attach evidence to support 
recommended course of action. 

I have reviewed this evaluation and discussed it with my evaluator. My signature indicates that I have been advised of my 
performance status; it does not necessarily Imply that I agree with this evaluation 

Teacher's Signature: ________________ _ 

Evaluator's Signature: ________________ _ Date:___/ __ _, __ _ 

The evaluator's signature on this form verlfies that the proper procedures as detailed in the local contract have been fol lowed. 
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WEST HOLMES LOCAL SCHOOL DISTRICT 
TEACHER/CLASSROOM OBSERVATION FORM 

Teacher: Observer: 

Grade/Subject: Observer Date: 

Time of Observation: 

Observation Narrative: 

APPENDIX D. 

This section should provide a narrative of the classroom observation including documentation of specific times, activities, and 

procedures. 

(Additional pages may be used as desired) 

Teacher Signature: 

Date: 
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Final Summative Rating of Teacher Effectiveness Appendix E. 

Teacher Name: Cumulative Performance Rating 

Proficiency on Standards 

SO% 
Ineffective Developing Skilled Accomplished 

Focus For Learning 

Assessment Data 
Prior Content Knowledge/ 

Sequence/Connections 
Knowledge of Students 

Lesson Delivery 

Differentiation 

Resources 

Classroom Environment 

Assessment of Student Learning 

Professional Responsibilities 

Final (overall) Proficiency 

Rating 
Areas of Reinforcement : 

Areas of Refinement: 

___}___}_ ___}__/ _ 
Teacher Signature Date Evaluator Signature Date 

Student Growth Measure of Effectiveness 

Least Effective 
Approaching 

Average Above Most Effective 
Student Growth Data SO% Average 

Areas of Reinforcement: 

Areas of Refinement: 

Final Summative (Overall) Ineffective Developing Skilled Accomplished 

Rating 

D Check here if Improvement Plan has been recommended 

___}___}_ ___}__/_ 

Teacher Signature Date Evaluator Signature Date 

The signatures above indicate that the teacher and evaluator have discussed the Summative Rating. 

Not e: The teacher may provide additional information to the evaluator within 10 days of the receipt of this form . Any additional information will become part of 

the summative record. Within three days of receipt of this form any teacher who has been rated as lneffetive in his/her Performance on the Standards has the 

option to request to have a third party review of the evidence by the Superintendent/Designee. 
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Teacher performance and student growth measures are combined in a summative teacher evaluation rating: 

;:,waem urowm 1v1easures 
(50%) 

Teacher Value-Added 
Vendor Assessments 
LEA-Determined Measures 

(SLO's) 

+ 

1 eacner t'enormance 
(50%) 

Student 
Learning Environment 
Content 
Assessment 
Instruction 
Collaboration/Communication 
Professional Responsibility and 
Growth 

Each Componenfs sub-scores are combined on the lookup tale to determine rating: 

Teacher Performance 

4 Accomplished 3 Skilled 2 Developing 1 Ineffective 

5 Most Effective 

-

) 
<11 
> 

Accomplished Accomplished Skilled Developing 0 
.CI 
<i 

4 Above Average 
'"0 

<11 

3 Average ~ t Skilled Skilled Developing Developing <11 
a. 
X 

2 Approaching Average w 

~ 

1 Leat Effective 
.2 Developing Developing Ineffective Ineffective <11 
co ) 

Evaluation 
Rating 

Accomplished 

Skilled 

Developing 

Ineffective 



Appendix F
WEST HOLMES LOCAL SCHOOL DISTRICT

CERTIFIED SALARY SCHEDULE
2019-2020 SCHOOL YEAR

Years BACHELORS BACHELORS + 150 MASTERS MASTERS + 25 *
Experience DEGREE DEGREE DEGREE DEGREE

0 $36,483 $37,943 $40,132 $42,321

1 $37,906 $39,512 $41,919 $44,145

2 $39,329 $41,080 $43,707 $45,969

3 $40,752 $42,649 $45,495 $47,793

4 $42,175 $44,218 $47,282 $49,617

5 $43,598 $45,787 $49,070 $51,442

6 $45,021 $47,356 $50,858 $53,265

7 $46,443 $48,924 $52,645 $55,090

8 $47,866 $50,493 $54,434 $56,914

9 $49,289 $52,062 $56,221 $58,738

10 $50,712 $53,630 $58,008 $60,563

11 $52,134 $55,199 $59,796 $62,386

12 $53,557 $56,768 $61,584 $64,211

13 $53,557 $56,768 $63,372 $66,035

14 $53,557 $56,768 $65,160 $67,859

15 $54,980 $58,337 $66,947 $69,683

18 $56,403 $59,906 $68,735 $71,507

20 $57,826 $61,474 $70,523 $73,332

Years BACHELORS BACHELORS + 150 MASTERS MASTERS + 15 *
Experience DEGREE DEGREE DEGREE DEGREE

25** $59,249 $63,043 $72,310 $75,156

27 $60,672 $64,612 $74,098 $76,979

30 $62,095 $66,035 $75,521 $78,402

* 25 GRADUATE SEMESTER HOURS EARNED AFTER AWARDING OF THE MASTER'S DEGREE

NO MORE THAN 10 YEARS EXPERIENCE GRANTED TO NEW HIRES
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Appendix F
WEST HOLMES LOCAL SCHOOL DISTRICT

CERTIFIED SALARY SCHEDULE
2020-2021 SCHOOL YEAR

Years BACHELORS BACHELORS + 150 MASTERS MASTERS + 25 *
Experience DEGREE DEGREE DEGREE DEGREE

0 $37,213 $38,702 $40,935 $43,167

1 $38,664 $40,302 $42,757 $45,028

2 $40,116 $41,902 $44,581 $46,888

3 $41,567 $43,502 $46,405 $48,749

4 $43,018 $45,102 $48,228 $50,609

5 $44,470 $46,703 $50,052 $52,470

6 $45,922 $48,303 $51,875 $54,331

7 $47,372 $49,903 $53,698 $56,192

8 $48,824 $51,503 $55,522 $58,052

9 $50,275 $53,103 $57,345 $59,912

10 $51,726 $54,703 $59,169 $61,774

11 $53,177 $56,303 $60,992 $63,634

12 $54,628 $57,904 $62,816 $65,495

13 $54,628 $57,904 $64,639 $67,355

14 $54,628 $57,904 $66,463 $69,216

15 $56,080 $59,504 $68,286 $71,077

18 $57,531 $61,104 $70,110 $72,937

20 $58,982 $62,704 $71,933 $74,799

Years BACHELORS BACHELORS + 150 MASTERS MASTERS + 15 *
Experience DEGREE DEGREE DEGREE DEGREE

25** $60,434 $64,304 $73,756 $76,659

27 $61,885 $65,904 $75,580 $78,519

30 $63,337 $67,355 $77,031 $79,970

* 25 GRADUATE SEMESTER HOURS EARNED AFTER AWARDING OF THE MASTER'S DEGREE

NO MORE THAN 10 YEARS EXPERIENCE GRANTED TO NEW HIRES
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Appendix F
WEST HOLMES LOCAL SCHOOL DISTRICT

CERTIFIED SALARY SCHEDULE
2021-2022 SCHOOL YEAR

Years BACHELORS BACHELORS + 150 MASTERS MASTERS + 25 *
Experience DEGREE DEGREE DEGREE DEGREE

0 $37,957 $39,476 $41,753 $44,031

1 $39,438 $41,108 $43,612 $45,928

2 $40,918 $42,740 $45,473 $47,826

3 $42,398 $44,372 $47,333 $49,724

4 $43,879 $46,004 $49,192 $51,621

5 $45,359 $47,637 $51,053 $53,520

6 $46,840 $49,269 $52,913 $55,417

7 $48,320 $50,901 $54,772 $57,316

8 $49,800 $52,533 $56,633 $59,213

9 $51,281 $54,165 $58,492 $61,111

10 $52,761 $55,797 $60,352 $63,009

11 $54,240 $57,430 $62,212 $64,907

12 $55,721 $59,062 $64,072 $66,805

13 $55,721 $59,062 $65,932 $68,703

14 $55,721 $59,062 $67,792 $70,600

15 $57,201 $60,694 $69,651 $72,499

18 $58,682 $62,326 $71,512 $74,396

20 $60,162 $63,958 $73,372 $76,294

Years BACHELORS BACHELORS + 150 MASTERS MASTERS + 15 *
Experience DEGREE DEGREE DEGREE DEGREE

25** $61,642 $65,590 $75,231 $78,192

27 $63,123 $67,222 $77,091 $80,089

30 $64,603 $68,703 $78,572 $81,570

* 25 GRADUATE SEMESTER HOURS EARNED AFTER AWARDING OF THE MASTER'S DEGREE

NO MORE THAN 10 YEARS EXPERIENCE GRANTED TO NEW HIRES
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APPENDIX G
GCBB

2019-2020 2020-2021 2021-2022
Base Salary $36,483 $37,213 $37,957

Additional Responsibilities and Duties Schedule

●

●

●

●

●

●

●

A. Additional Duties - High School                                     2019-2020 2020-2021 2021-2022
1 Senior Class Advisor (2) 0.0287 $1,047 $1,068 $1,089
2 Junior Class Advisor (2) 0.03511 $1,281 $1,307 $1,333
3 Sophomore Class Advisor (2) 0.0093 $339 $346 $353
4 Freshman Class Advisor (2) 0.0093 $339 $346 $353
5 Dramatics Advisor 0.0194 $708 $722 $736
6 Academic Challenge Advisor 0.0287 $1,047 $1,068 $1,089
7 Yearbook Advisor 0.0819 $2,988 $3,048 $3,109
8 Theater Director 0.0388 $1,416 $1,444 $1,473
9 Musical Director 0.0638 $2,328 $2,374 $2,422
10 Assistant Musical Director 0.0388 $1,416 $1,444 $1,473
11 Choral Music Director 0.0374 $1,364 $1,392 $1,420
12 National Honor Society Advisor 0.028 $1,022 $1,042 $1,063
13 Craft Show Director 0.0117 $427 $435 $444
14 Mock Trial Advisor 0.0561 $2,047 $2,088 $2,129
15 Honor Awards Coordinator 0.007 $255 $260 $266
16 Knightline 0.0234 $854 $871 $888
17 Student Council Advisor (2) 0.0234 $854 $871 $888
18 Technology Energizer $500 $500 $500
19 Theater Manager 0.0388 $1,416 $1,444 $1,473
20 Department Heads (split equally) $3,000 $3,000 $3,000
21 Asst. HS Football Cheerleading Advisor $550 $550 $550
22 Asst HS Basketball Cheer Advisor $550 $550 $550

WEST HOLMES LOCAL SCHOOLS
28 WEST JACKSON STREET
MILLERSBURG, OHIO  44654

SUPPLEMENTAL PAY SCHEDULE EFFECTIVE 2020-2022

Percentages stated in the supplemental pay schedule are to be applied to the base salary (BA-0) step of the 
regular salary schedule in effect for that year.

All positions are subject to enrollment numbers.

Positions may be split based upon mutual agreement of the parties.

Years of athletic coaching experience within West Holmes Local Schools will be counted regardless of sport or 
gender for those coaches hired prior to the 2013-2014 school year.
Only one year of experience may be gained within a school year and effective for new coaches hired in the 2013
2014 school year, years of experience is based on years coached in West Holmes School District in the same 
sport.

Years of coaching experience within West Holmes Local Schools will be counted even if the coach has taken a 
leave of absence or if the teacher retires and continues to coach in West Holmes District.

Years of coaching experience outside of the West Holmes Local Schools may or may not be granted.  
Superintendent will make final decision of placement.
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APPENDIX G
GCBB

B. Additional Duties - Junior High School                                                           

1 Noon Intramurals (2) 0.0427 $1,558 $1,589 $1,621
2 Journalism Advisor 0.0427 $1,558 $1,589 $1,621
3 Science Fair Advisor 0.0194 $708 $722 $736
4 Student Council Advisor 0.0345 $1,259 $1,284 $1,310
5 Academic Challenge Advisor 0.0194 $708 $722 $736
6 Year Book Advisor 0.0117 $427 $435 $444
7 Technology Energizer $500 $500 $500
8 Outdoor Education Director $500 $500 $500
9 Jazz Band (MS) $500 $500 $500
10 Pep Band (MS) $500 $500 $500

C. Additional Duties - Elementary                                                          

1 Special Olympics Coordinator (1 district rep) 0.0155 $565 $577 $588
2 Science Fair Advisor 0.0194 $708 $722 $736
3 Safety Patrol Director 0.0272 $992 $1,012 $1,032
4 Technology Energizer $500 $500 $500

D. Additional Duties - Music W.H.H.S.

D1. Marching Band (1)

Steps 2019-2020 2020-2021 2021-2022
0 0.1613 $5,884 $6,002 $6,122
1 0.1713 $6,249 $6,374 $6,501
2 0.1813 $6,614 $6,746 $6,881
3 0.1913 $6,979 $7,118 $7,260
4 0.2013 $7,343 $7,490 $7,640

D2. Jazz Band (1)

Steps 2019-2020 2020-2021 2021-2022
0 0.0304 $1,109 $1,131 $1,154
1 0.0354 $1,292 $1,317 $1,344
2 0.0404 $1,474 $1,503 $1,533
3 0.0454 $1,656 $1,689 $1,723
4 0.0504 $1,839 $1,876 $1,913

D3. Pep Band (1)

Steps 2019-2020 2020-2021 2021-2022
0 0.0114 $416 $424 $433
1 0.0144 $525 $536 $547
2 0.0174 $635 $648 $660
3 0.0204 $744 $759 $774
4 0.0234 $854 $871 $888

D4. Concert Band (1)

Steps 2019-2020 2020-2021 2021-2022
0 0.0315 $1,149 $1,172 $1,196
1 0.0365 $1,332 $1,358 $1,385
2 0.0415 $1,514 $1,544 $1,575
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3 0.0465 $1,696 $1,730 $1,765
4 0.0515 $1,879 $1,916 $1,955

D5. Assistant HS Band Director (1)

Steps 2019-2020 2020-2021 2021-2022
0 0.0832 $3,035 $3,095 $3,157
1 0.0882 $3,217 $3,281 $3,347
2 0.0932 $3,399 $3,467 $3,537
3 0.0982 $3,582 $3,654 $3,727
4 0.1032 $3,764 $3,840 $3,916

D6. MS Band Director (1)

Steps 2019-2020 2020-2021 2021-2022
0 0.0250 $912 $930 $949
1 0.0300 $1,095 $1,116 $1,139
2 0.0350 $1,277 $1,302 $1,329
3 0.0400 $1,459 $1,489 $1,518
4 0.0450 $1,642 $1,675 $1,708

D7. Majorette Advisor (1)

Steps 2019-2020 2020-2021 2021-2022
0 0.0307 $1,119 $1,142 $1,164
1 0.0337 $1,229 $1,253 $1,278
2 0.0367 $1,338 $1,365 $1,392
3 0.0397 $1,448 $1,477 $1,506
4 0.0427 $1,557 $1,588 $1,620

E.

Steps Ratio 2019-2020 2020-2021 2021-2022
0 0.1663 $6,066 $6,188 $6,312
1 0.1763 $6,431 $6,560 $6,691
2 0.1863 $6,796 $6,932 $7,071
3 0.1963 $7,161 $7,304 $7,450
4 0.2063 $7,526 $7,676 $7,830
5 0.2163 $7,891 $8,048 $8,209
10 0.2263 $8,255 $8,421 $8,589
15 0.2363 $8,620 $8,793 $8,969
20 0.2463 $8,985 $9,165 $9,348

F. Head H.S. Wrestling(1)

Steps Ratio 2019-2020 2020-2021 2021-2022
0 0.1348 $4,917 $5,016 $5,116
1 0.1398 $5,100 $5,202 $5,306
2 0.1448 $5,282 $5,388 $5,495
3 0.1498 $5,464 $5,574 $5,685
4 0.1548 $5,647 $5,760 $5,875
5 0.1598 $5,829 $5,946 $6,065

10 0.1648 $6,012 $6,132 $6,255
15 0.1698 $6,194 $6,318 $6,444
20 0.1748 $6,377 $6,504 $6,634

Head H.S. Football (1) Head H.S. Boys' Basketball (1), Head H.S. Girls', Basketball (1).
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G. Head H.S. Girls Volleyball (1).

Steps Ratio 2019-2020 2020-2021 2021-2022
0 0.1271 $4,636 $4,729 $4,824
1 0.1321 $4,819 $4,915 $5,013
2 0.1371 $5,001 $5,101 $5,203
3 0.1421 $5,184 $5,287 $5,393
4 0.1471 $5,366 $5,473 $5,583
5 0.1521 $5,548 $5,659 $5,773
10 0.1571 $5,731 $5,845 $5,962
15 0.1621 $5,913 $6,031 $6,152
20 0.1671 $6,096 $6,218 $6,342

H. Head H.S. Track (1).

Steps Ratio 2019-2020 2020-2021 2021-2022
0 0.1077 $3,928 $4,007 $4,087
1 0.1127 $4,111 $4,193 $4,277
2 0.1177 $4,293 $4,379 $4,467
3 0.1227 $4,476 $4,565 $4,657
4 0.1277 $4,658 $4,751 $4,846
5 0.1327 $4,841 $4,937 $5,036

10 0.1377 $5,023 $5,123 $5,226
15 0.1427 $5,205 $5,310 $5,416
20 0.1477 $5,388 $5,496 $5,605

I.

Steps Ratio 2019-2020 2020-2021 2021-2022
0 0.1055 $3,848 $3,925 $4,004
1 0.1121 $4,089 $4,171 $4,254
2 0.1160 $4,231 $4,316 $4,402
3 0.1199 $4,374 $4,461 $4,550
4 0.1238 $4,516 $4,606 $4,698
5 0.1277 $4,658 $4,751 $4,846

10 0.1316 $4,800 $4,896 $4,994
15 0.1355 $4,943 $5,042 $5,142
20 0.1394 $5,085 $5,187 $5,290

J. Asst. H.S. Football (6), Asst. Head H.S. Track (1)

Steps Ratio 2019-2020 2020-2021 2021-2022
0 0.1030 $3,757 $3,832 $3,909
1 0.1096 $3,998 $4,078 $4,159
2 0.1135 $4,140 $4,223 $4,307
3 0.1174 $4,282 $4,368 $4,455
4 0.1213 $4,425 $4,513 $4,603
5 0.1252 $4,567 $4,658 $4,751

10 0.1291 $4,709 $4,803 $4,899
15 0.1330 $4,852 $4,949 $5,048
20 0.1369 $4,994 $5,094 $5,196

Head H.S. Baseball (1),Head H.S. Softball (1), Head H.S. Girls Soccer (1),  Head H.S. Boys Soccer (1)
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K.

Steps Ratio 2019-2020 2020-2021 2021-2022
0 0.0935 $3,410 $3,479 $3,548
1 0.0985 $3,593 $3,665 $3,738
2 0.1035 $3,775 $3,851 $3,928
3 0.1085 $3,958 $4,037 $4,118
4 0.1135 $4,140 $4,223 $4,307
5 0.1185 $4,323 $4,409 $4,497
10 0.1235 $4,505 $4,595 $4,687
15 0.1285 $4,687 $4,781 $4,877
20 0.1335 $4,870 $4,967 $5,067

L. Assistant  H.S.Wrestling (2),  Assistant/Fresh H.S. Volleyball (2)

Steps Ratio 2019-2020 2020-2021 2021-2022
0 0.0857 $3,126 $3,188 $3,252
1 0.0907 $3,308 $3,374 $3,442
2 0.0957 $3,491 $3,561 $3,632
3 0.1007 $3,673 $3,747 $3,822
4 0.1057 $3,856 $3,933 $4,011
5 0.1107 $4,038 $4,119 $4,201

10 0.1157 $4,220 $4,305 $4,391
15 0.1207 $4,403 $4,491 $4,581
20 0.1257 $4,585 $4,677 $4,770

M.

Steps Ratio 2019-2020 2020-2021 2021-2022
0 0.0749 $2,732 $2,787 $2,843
1 0.0799 $2,915 $2,973 $3,032
2 0.0849 $3,097 $3,159 $3,222
3 0.0899 $3,279 $3,345 $3,412
4 0.0949 $3,462 $3,531 $3,602
5 0.0999 $3,644 $3,717 $3,791

10 0.1049 $3,827 $3,903 $3,981
15 0.1099 $4,009 $4,089 $4,171
20 0.1149 $4,191 $4,275 $4,361

N.

Steps Ratio 2019-2020 2020-2021 2021-2022
0 0.0999 $3,644 $3,717 $3,791
1 0.1065 $3,885 $3,963 $4,042
2 0.1104 $4,027 $4,108 $4,190
3 0.1143 $4,170 $4,253 $4,338
4 0.1182 $4,312 $4,398 $4,486
5 0.1221 $4,454 $4,543 $4,634

10 0.1260 $4,596 $4,688 $4,782
15 0.1299 $4,739 $4,834 $4,930
20 0.1338 $4,881 $4,979 $5,078

Boys' H.S. Assistant Basketball (2), Girls' H.S. Assistant Basketball (2), Freshman Girls Basketball (1), 
Freshman Boys Basketball (1)

Head M.S. Wrestling (1), Head M.S. Boys' Basketball (1), Head M.S.Girls' 

Head M.S. Football (1)
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O.

Steps Ratio 2019-2020 2020-2021 2021-2022
0 0.0727 $2,652 $2,705 $2,759
1 0.0777 $2,834 $2,891 $2,948
2 0.0827 $3,016 $3,077 $3,138
3 0.0877 $3,199 $3,263 $3,328
4 0.0927 $3,381 $3,449 $3,518
5 0.0977 $3,564 $3,635 $3,708
10 0.1027 $3,746 $3,821 $3,897
15 0.1077 $3,928 $4,007 $4,087
20 0.1127 $4,111 $4,193 $4,277

P.

Steps Ratio 2019-2020 2020-2021 2021-2022    
0 0.0663 $2,418 $2,466 $2,516
1 0.0713 $2,600 $2,653 $2,706
2 0.0763 $2,783 $2,839 $2,895
3 0.0813 $2,965 $3,025 $3,085
4 0.0863 $3,148 $3,211 $3,275
5 0.0913 $3,330 $3,397 $3,465

10 0.0963 $3,513 $3,583 $3,654
15 0.1013 $3,695 $3,769 $3,844
20 0.1063 $3,877 $3,955 $4,034

Q.

Steps Ratio 2019-2020 2020-2021 2021-2022
0 0.0607 $2,214 $2,258 $2,304
1 0.0657 $2,396 $2,444 $2,493
2 0.0707 $2,579 $2,630 $2,683
3 0.0757 $2,761 $2,817 $2,873
4 0.0807 $2,944 $3,003 $3,063
5 0.0857 $3,126 $3,189 $3,252

10 0.0907 $3,309 $3,375 $3,442
15 0.0957 $3,491 $3,561 $3,632
20 0.1007 $3,673 $3,747 $3,822

Head H.S.Cross Country Boys and Girls (1combined), Head H.S.Golf (1), Head H.S.Boys' Tennis (1), Head 
H.S.Girls' Tennis (1)

Asst./Fresh H.S.Baseball (2), Asst H.S.Track (3),  Assistant H.S. Softball (2),  Asst Boys H.S.Soccer (1), Asst 
Girls H.S. Soccer (1), Asst Head H.S. Cross Country Boys' and Girls (1 combined)

Asst M.S. Football (3), Asst M.S. Wrestling (1), Asst M.S. Boys' Basketball (1), Asst M.S. Girls Basketball (1),
Head M.S. Volleyball (1), Head M.S. Boys' Track (1), Head M.S. Girls' Track(1), Head MS Cross Country(1), 
Asst Cross Country Boys' and Girls (combined 1 postition), Head M.S. Golf (1)
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R. Head H.S.Cheerleading Football (1), Head H.S. Cheerleading Basketball (1)

Steps Ratio 2019-2020 2020-2021 2021-2022
0 0.0572 $2,086 $2,128 $2,170
1 0.0622 $2,268 $2,314 $2,360
2 0.0672 $2,451 $2,500 $2,550
3 0.0722 $2,633 $2,686 $2,740
4 0.0772 $2,816 $2,872 $2,930
5 0.0822 $2,998 $3,058 $3,119
10 0.0872 $3,181 $3,244 $3,309
15 0.0922 $3,363 $3,430 $3,499
20 0.0972 $3,545 $3,616 $3,689

S. Weight Lifting Supervisor (1)

Steps Ratio 2019-2020 2020-2021 2021-2022
0 0.0508 $1,853 $1,890 $1,927
1 0.0558 $2,035 $2,076 $2,117
2 0.0608 $2,217 $2,262 $2,307
3 0.0658 $2,400 $2,448 $2,497
4 0.0708 $2,582 $2,634 $2,687

T. Asst M.S. Volleyball (1), Head MS Cheerleading Advisor (1)

Steps Ratio 2019-2020 2020-2021 2021-2022
0 0.0413 $1,506 $1,536 $1,567
1 0.0463 $1,689 $1,722 $1,757
2 0.0513 $1,871 $1,909 $1,947
3 0.0563 $2,054 $2,095 $2,137
4 0.0613 $2,236 $2,281 $2,326
5 0.0663 $2,418 $2,467 $2,516

10 0.0713 $2,601 $2,653 $2,706
15 0.0763 $2,783 $2,839 $2,896
20 0.0813 $2,966 $3,025 $3,085

U. Asst. M.S. Boys' Track (1), Asst M.S. Girls' Track (1)

Steps Ratio 2019-2020 2020-2021 2021-2022
0 0.0336 $1,225 $1,250 $1,275
1 0.0386 $1,408 $1,436 $1,465
2 0.0436 $1,590 $1,622 $1,654
3 0.0486 $1,773 $1,808 $1,844
4 0.0536 $1,955 $1,994 $2,034
5 0.0586 $2,137 $2,180 $2,224

10 0.0636 $2,320 $2,366 $2,414
15 0.0686 $2,502 $2,552 $2,603
20 0.0736 $2,685 $2,738 $2,793
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V.

Steps Ratio 2019-2020 2020-2021 2021-2022
0 0.0549 $2,003 $2,043 $2,084
1 0.0589 $2,147 $2,190 $2,234
2 0.0612 $2,233 $2,277 $2,323
3 0.0635 $2,318 $2,365 $2,412
4 0.0659 $2,404 $2,452 $2,501
5 0.0682 $2,489 $2,539 $2,589

10 0.0706 $2,574 $2,626 $2,678
15 0.0729 $2,660 $2,713 $2,767
20 0.0752 $2,745 $2,800 $2,856

W.

Steps Ratio 2019-2020 2020-2021 2021-2022
0 0.0183 $668 $681 $695
1 0.0196 $716 $730 $745
2 0.0204 $744 $759 $774
3 0.0212 $773 $788 $804
4 0.0220 $801 $817 $834
5 0.0227 $830 $846 $863

10 0.0235 $858 $875 $893
15 0.0243 $887 $904 $922
20 0.0251 $915 $933 $952

HS Faculty Manager (2)

MS Faculty Manager (2)

42



APPENDIX H
Medical

Deductible (Individual/ Family)
Network $100/ $200
Non-Network $200/ $400

Co-Insurance %
Network 90/10
Non-Network 80/20 

Out-of-Pocket Maximum
Network $550/ $1,100
Non-Network $1,200/ $2,400

Dr. Office Coverage
Network $15 co-pay, then 100%
Non-Network Ded. + co-ins.

Hospital Coverage
Inpatient Ded. + co-ins.
Outpatient Ded. + co-ins.

Lab/ X-ray/ Diagnostic Testing Ded. + co-ins.

ER Coverage Ded. + co-ins.

Preventive Care
Routine Physical Exams 100% up to $300/yr max, no deductible
Routine OB/GYN Exams 100% up to $300/yr max, no deductible
Routine Mammography  (Certain age/frequency limitations apply) 100% to $85/yr
Routine Prostate Exam 100% up to $300/yr max, no deductible
Well Baby Care  (Birth to age 1) 100% up to $300 max, no deductible
Well Child Care  (Age 1 to age 9) 100% up to $300/yr max, no deductible

Prescription Drugs (Retail Pharmacy) 1 month supply
Generic $8
Brand Name Formulary $15
Brand Name Non-Formulary $25

Mail Order Rx Program
Generic $8 per 60 days
Brand Name Formulary $15 per 60 days
Brand Name Non-Formulary $25 per 60 days

Life Time Maximum
Network unlimited lifetime / $2 Million per year
Non-Network unlimited lifetime / $2 Million per year

Dental

Deductible (Individual/ Family) $25/ $75

Preventive/Diagnostic Services 100%  no deductible every 6 months
Basic Restorative 80%
Major Restorative 80%
Orthodontic Services  (children up to age 19 only) 60% to $1,000 lifetime max, no deductible
Calendar Year Maximum per Person (other than ortho) $1,000

This is a summary of benefits only, designed to be a brief 
outline of coverage.  Please refer to your official certificate for 
complete details.  In case of any discrepancies, your certificate will prevail. 
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Appendix I 

GRIEVANCE FORM 

Name of Grievant --------------------

NameofSchool -----------------------------------------

Persons involved in the grievance situation -------------

Section of Grievance Definition that covers situation: 

Section of Negotiated Agreement or School Board Policy covering the situation: 

State specific facts in the case (for example: what occurred, where and when it 
occurred) : 

Redress or solution being sought: 

Date Signature of Grievant 



Fact Sheet #28F:  Qualifying Reasons for Leave under the Family and 
Medical Leave Act  

The Family and Medical Leave Act (FMLA) entitles eligible employees of covered employers to take 
unpaid, job-protected leave for specified family and medical reasons, with continuation of group health 
insurance coverage under the same terms and conditions as if the employee had not taken leave.  See also 
Fact Sheet 28A:  Employee Protections under the FMLA, and Fact Sheet 28M:  The Military Family Leave 
Provisions under the FMLA.  

Eligible employees are entitled to take up to 12 workweeks of FMLA leave in a 12-month period for any of 
the reasons listed below.  See Fact Sheet 28:  The Family and Medical Leave Act - Overview. 

• The birth of a child and to bond with the newborn child within one year of birth.

An employee's entitlement to FMLA leave for birth and bonding expires 12 months after the date of
birth.  Both mothers and fathers have the same right to take FMLA leave for the birth of a child.
Birth and bonding leave must be taken as a continuous block of leave unless the employer agrees to
allow intermittent leave (e.g., allowing a parent to return to work on a part-time schedule for 10
weeks).

• The placement with the employee of a child for adoption or foster care and to bond with the
newly placed child within one year of placement.

FMLA leave may be taken before the actual placement or adoption of a child if an absence from
work is required for the placement for adoption or foster care to proceed.  For example, the
employee may be entitled to FMLA leave to attend counseling sessions, appear in court, consult with
his or her attorney or the birth parent’s representative, submit to a physical examination, or travel to
another country to complete an adoption before the actual date of placement.  FMLA leave to bond
with a child after placement must be taken as a continuous block of leave unless the employer agrees
to allow intermittent leave.  An employee’s entitlement to FMLA leave for the placement of a child
for adoption or foster care expires 12 months after the placement.

• A serious health condition that makes the employee unable to perform the functions of his or
her job.

An employee is “unable to perform the functions of the position” where the health care provider
finds that the employee

• is unable to work at all, or
• is unable to perform any one of the essential functions of the employee's position.
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An employee who must be absent from work to receive medical treatment for a serious health 
condition is considered to be unable to perform the essential functions of the position during the 
absence for treatment.   
 

• To care for the employee’s spouse, son, daughter, or parent who has a serious health condition.  
 

An employee must be needed to provide care for his or her spouse, son, daughter, or parent because 
of the family member’s serious health condition in order for the employee to take FMLA leave. An 
employee may be needed to provide care to the family member, for example 
• when the family member is unable to care for his or her own medical, safety or other needs, 

because of the serious health condition or needs help in being transported to the doctor; or  
• to provide psychological comfort and reassurance to the family member with a serious health 

condition.   
 
 

Spouse:  Spouse means a husband or wife as defined or recognized in the state where the individual was 
married and includes individuals in a same-sex marriage or common law marriage.  Spouse also includes a 
husband or wife in a marriage that was validly entered into outside of the United States if the marriage 
could have been entered into in at least one state. 
 
Parent:  Parent means a biological, adoptive, step or foster father or mother, or any other individual who 
stood in loco parentis to the employee when the employee was a child.  This term does not include parents 
“in law.”  
 
Son or Daughter:  Son or daughter means a biological, adopted, or foster child, a stepchild, a legal ward, 
or a child of a person standing in loco parentis, who is either under age 18, or age 18 or older and 
“incapable of self-care because of a mental or physical disability” at the time that FMLA leave is to 
commence. 
 
In Loco Parentis:  The FMLA regulations define in loco parentis as including those with day-to-day 
responsibilities to care for or financially support a child.  Employees who have no biological or legal 
relationship with a child may, nonetheless, stand in loco parentis to the child and be entitled to FMLA 
leave.  Similarly, an employee may take leave to care for someone who, although having no legal or 
biological relationship to the employee when the employee was a child, stood in loco parentis to the 
employee when the employee was a child, even if they have no legal or biological relationship.   
 
See also Administrator’s Interpretation No. 21010-3; Fact Sheet #28B:  FMLA leave for birth, bonding, or 
to care for a child with a serious health condition on the basis of an “in loco parentis” relationship; and Fact 
Sheet 28C:  FMLA leave to care for a parent with a serious health condition on the basis of an in loco 
parentis relationship. 

 
 
 

• Any qualifying exigency arising out of the fact that the employee’s spouse, son, daughter, or 
parent is a military member on covered active duty. 

 
Qualifying exigencies are situations arising from the military deployment of an employee’s spouse, 
son, daughter, or parent to a foreign country.  Qualifying exigencies for which an employee may 
take FMLA leave include making alternative child care arrangements for a child of the military 
member when the deployment of the military member necessitates a change in the existing child care 
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arrangement; attending certain military ceremonies and briefings; taking leave to spend time with a  
military member on Rest and Recuperation leave during deployment; or making financial or legal 
arrangements to address a covered military member’s absence; or certain activities related to care of 
the parent of the military member while the military member is on covered active duty.  See Fact 
Sheet 28M(c): Qualifying Exigency leave under the FMLA. An employee may take qualifying 
exigency leave for the deployment of a son or daughter of any age. 
 
 

An eligible employee may also take up to 26 workweeks of FMLA leave in a single 12-month period: 
 

• To care for a covered servicemember with a serious injury or illness if the employee is the 
spouse, son, daughter, parent, or next of kin of the servicemember (military caregiver leave).   

 
Eligible family members of both current servicemembers and certain veterans are entitled to 
military caregiver leave.  See Fact Sheet 28M(a): Military Caregiver Leave for a Current 
Servicemember under the FMLA, and Fact Sheet 28M(b):  Military Caregiver Leave for a 
Veteran under the FMLA. 
 
 

ENFORCEMENT 
 
It is unlawful for any employer to interfere with, restrain, or deny the exercise of any right provided by 
the FMLA.  It is also unlawful for an employer to discharge or discriminate against any individual for 
opposing any practice, or because of involvement in any proceeding, related to the FMLA.  See Fact 
Sheet 77B: Protections for Individuals under the FMLA.  The Wage and Hour Division is responsible 
for administering and enforcing the FMLA for most employees.  Most federal and certain congressional 
employees are also covered by the law but are subject to the jurisdiction of the U.S. Office of Personnel 
Management or Congress.  If you believe that your rights under the FMLA have been violated, you may 
file a complaint with the Wage and Hour Division or file a private lawsuit against your employer in 
court.  
 
 
For additional information, visit our Wage and Hour Division Website:  
http://www.wagehour.dol.gov and/or call our toll-free information and helpline, available 8 a.m. to 
5 p.m. in your time zone, 1-866-4USWAGE (1-866-487-9243). 
 
This publication is for general information and is not to be considered in the same light as official 
statements of position contained in the regulations. 
 
U.S. Department of Labor 
Frances Perkins Building 
200 Constitution Avenue, NW 
Washington, DC 20210 

1-866-4-USWAGE 
 TTY: 1-866-487-9243 

Contact Us 
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