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THIS AGREEMENT is entered into at Parma, Ohio between THE BOARD OF EDUCATION OF 
THE PARMA CITY SCHOOL DISTRICT (hereinafter referred to as "Board"), and the OHIO 
ASSOCIATION OF PUBLIC SCHOOL EMPLOYEES (affiliated with AFSCME/AFL-CIO) and 
its Locals #122, #160, #404, #695, and #756 (hereinafter referred to as the "Union"). 

ARTICLE 1 - NEGOTIATIONS PROCEDURES 

Unless recognition is withdrawn pursuant to Article 2, Section 2.2, the Board and the Union shall 
meet to negotiate in accordance with the following schedule and procedures. The Board and the 
Union further agree to establish, under mutually agreeable terms, a schedule of meetings wherein 
representatives of the two (2) parties may meet and confer in a good-faith effort to reach 
agreement on items of negotiations raised by either party relevant to wages, hours, or terms and 
other conditions of employment and the continuation, modification, or deletion of an existing 
provision of a collective bargaining agreement which are subject to collective bargaining between 
the public employer and the exclusive representative, except as otherwise specified in 4117.08. 

1.1 Initiating Negotiations 

1.1.1 A letter from the Union and/or Board requesting the opening ofnegotiations will be 
submitted to SERB and the Superintendent of Schools or President of the Locals 
within one hundred (100) days of the expiration of the existing contract. 

1.1.2 Within ten (10) calendar days of the receipt of the letter, representatives of the 
Administration and the Union will meet to mutually establish a date, time, and place 
of the first negotiations meeting. 

1.2 Negotiation Teams 

1.2.1 The Board shall designate a team ofnot more than a spokesperson and five (5) team 
members to represent it in the negotiations (hereinafter referred to as the Board 
Negotiators) and shall furnish the Union the names of its representatives in advance of 
the first negotiating meeting. The Union shall designate a team of not more than a 
spokesperson and five (5) team members to represent it in the negotiations (hereinafter 
referred to as the Union Negotiators) and shall furnish the Board the names of its 
representatives in advance of the first negotiating meeting. 

1.2.2 Both the Board and the Union may have in attendance consultants and/or advisers. 

1.2.3 The Board and the Union mutually pledge that the representatives selected by each 
shall have all necessary power and authority to present relevant data, exchange points 
of view, make proposals and counterproposals, to initial tentative agreements, and to 
effectively recommend acceptance of an agreement by the parties. 

1.2.4 All discussions shall take place ( exclusively) between the designated representatives 
of the parties unless mutually agreed-to exceptions are made. 

1 



1.3 Meetings 

1.3.1 The first negotiations session shall be held no later than seventy-five (75) days prior 
to the expiration of the existing contract. The parties shall present written proposals to 
the other group. Additional items shall not thereafter be submitted except by mutual 
agreement. The parties may mutually agree to utilize an optional form of bargaining 
(i.e., Interest Based Bargaining, etc.) 

1.3 .2 At the first session, a meeting schedule also shall be mutually determined including 
time and place. It is agreed negotiation sessions are to be held during regular Board of 
Education hours 8:00 a.m. - 4:30 p.m. Union team members shall receive their regular 
salaries or wages for time spent in negotiations if their normal work schedule occurs 
between 8:00 a.m. - 4:30 p.m. A Union team member who is regularly scheduled to 
work the night shift (11 :00 p.m. to 7:00 a.m.) shall be granted paid release time the 
night before the negotiating session, providing the employee can be released without 
any interference with the Employer's business. 

1.3.3 Employees on the second shift will be compensated for actual time missed during 
their shift due to negotiations but must report to work. The supervisor/designee after 
discussion with the second shift employee will determine a reasonable time when the 
employee should report to work. Consideration shall be given for travel and 
mealtime, if appropriate. 

1.3 .4 During such negotiations, the Board will make available to the Union all pertinent 
public records. Request for such records shall be directed to the Treasurer/CFO in 
writing by the Union presidents or negotiations spokesperson. 

1.3 .5 The Union will make available to the Board negotiators any information or 
documents which are intended for release to parties other than a member, a Union 
Committee, or the general membership of the Union. 

1.3 .6 Caucuses: The spokesperson of either side may caucus his/her team for independent 
discussion at any time. Caucuses will not exceed thirty (30) minutes in length unless 
mutually agreed. 

1.3 .7 Information Releases: During negotiations up to the point of impasse, periodic written 
progress reports may be issued to the public provided that any such release shall have 
the prior approval ofboth parties. During impasse release of information is 
permissible by either party unless the mediator directs otherwise. 

1.3.8 During the period of negotiations, interim reports of progress may be made to the 
Union by its representatives and to the Board by the Board's representatives. Any 
information derived from these reports shall not be disclosed to the general public, 
except as provided in 1.3.6. 

1.4 Impasse 

1.4.1 Impasse: An impasse shall occur when after a reasonable period of negotiations, the 
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parties are unable to reach agreement. 

1.4.2 A "reasonable period ofnegotiations" shall mean a period ending with the twenty-fifth 
(25th) calendar day before the expiration of the collective bargaining agreement unless 
the parties mutually agree to extend such time. 

1.4.3 Either party may declare an impasse. In the event that an impasse is declared, one 
additional negotiation meeting shall be held where both parties shall clarify their 
respective positions on all unresolved items and attempt to reach a settlement. 

I .4.4 Mediation: If the last meeting fails to result in agreement, the parties shall jointly 
prepare a request for a mediator from the Federal Mediation and Conciliation Service. 
Mediation shall be on all issues on which tentative agreement has not been reached by 
the parties. 

1.4.5 The mediator shall have the authority to call meetings for the purpose of promoting an 
agreement between the parties. All costs incurred for such services shall be shared 
equally by the Board and the Union. 

1.4.6 The parties agree that the mediation procedure contained in this section is the sole and 
exclusive dispute settlement procedure desired by the parties and shall supersede all 
other dispute settlement procedures set forth in O.R.C. 4117. If the parties are unable to 
reach an agreement after the utilization of mediation, the Union may invoke the option 
to strike as set forth under O.R.C. 4117.14. 

1.5 Ratification 

When an agreement on the entire package is reached through negotiations, the outcome shall be 
reduced to writing. Both parties shall review the agreement together to determine the accuracy of 
the transcript. If the agreement is then in proper form, it shall be submitted to the Union for 
ratification and adoption and all the committee members shall recommend and urge approval. 
Upon approval by the Union, the agreement shall be submitted to the Board for ratification and 
adoption and the Board negotiators shall recommend and urge approval. When adopted by the 
Board and the Union, the agreement shall become part of the official Board minutes and binding 
on both parties. Any agreement reached shall apply to all members of the bargaining unit. 

1.6 Publication 

Upon ratification by both parties, the completed document will be signed by the duly authorized 
officers ofthe Union and the Board. The agreement will then be published by the Board and 
distributed to the classified employees. 

ARTICLE 2 - RECOGNITION 

The Board of Education of the Parma City School District, hereinafter referred to as the "Board," 
and the Ohio Association ofPublic School Employees, Locals #122, #160, #404, #695, and #756, 
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hereinafter referred to as the "Union," agree as follows: 

2.1 Bargaining Agent 

The Board recognizes the Union as the sole and exclusive bargaining agent for all employees as 
defined in Article 2.3 of this agreement. 

2.2 Election Challenge 

For negotiation of the ensuing agreement, the Board agrees to bargain with the Union as the sole 
and exclusive bargaining agent for all employees as defined in Article 2.3 of this agreement 
concerning wages and terms and conditions of employment unless recognition is withdrawn, or a 
new bargaining agent is selected in a manner prescribed by Chapter 4117, Ohio Revised Code. 

2.3 The Bargaining Unit 

2.3.1 The bargaining unit shall consist of all regular fulUime and regular part~time 
classified employees, hereinafter referred to as employees, employed by the Board 
whose classifications are on the negotiated salary schedules. As new job categories are 
established, they will become part of the bargaining unit unless they are excluded 
under paragraph 2.3.2. The following further sets forth positions which will be part of 
the bargaining unit: 

a. A position which is funded through a grant or soft money (soft money is not 
defined as money received through DPIA funds) and the grant or soft money 
is discontinued but the Board continues to fund such position through the 
Board's general fund or through DPIA monies. 

b. A position whereas the Board agrees as part of a grant that such position will 
continue to exist even ifthe grant monies are discontinued at some future date. 

c. Positions traditionally funded out of the Board's general fund. 

2.3.2 Excluded from the bargaining unit are substitute employees, seasonal and casual 
employees, tuition funded employees (i.e., day care, etc.), parent mentors, Family 
Involvement Coordinators, employees in the evening programs (after-school), 
employees whose positions are funded through grant monies (not DPIA funds) and are 
not part of the bargaining unit under the conditions set forth in the Article 2.3.1 (a), (b) 
and ( c ), supervisors, management and confidential employees as defined in ORC 
Section 4117.01, who are not on the negotiated salary schedules and will be excluded 
under the terms and conditions of this agreement. For purposes of this agreement, 
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confidential employees shall include only the following classifications: 

a. Administrative Secretary to the Treasurer/CFO (I) 

b. Administrative Secretary to the Director of Service Operations (I) 

c. Administrative Secretary to the Superintendent (1) 

d. Administrative Secretary to the Deputy Superintendent (1) 

e. Administrative Secretary to the Director ofHuman Resources (2) 

f EMIS Coordinator ( 1) 

2.4 Governance 

All classified staff personnel shall be governed by Board of Education policies and the 
negotiated agreement between the Board and OAPSE Locals #122, #160, #404, #695, and #756 
which shall be consistent with all the State of Ohio statutes and regulations of the State Board 
ofEducation. 

2.4.1 A current copy ofthe Board ofEducation Policy & Procedure Handbook pertaining 
to the classified staff shall be given to the President of each local, and all updates 
shall be submitted in writing to each President. This Handbook shall be passed on to 
the subsequent local presidents. 

ARTICLE 3 - RIGHTS AND RESPONSIBILITIES 

3.1 Board Rights and Responsibilities 

The Board retains and reserves unto itself all powers, rights, authority, duties, and responsibilities 
conferred upon and vested in it by the laws and the constitutions of the State of Ohio and of the 
United States, including but not limited to management and control of the school system, 
properties, equipment and all necessary technology modifications, facilities, and activities of 
employees to hire all employees and subject to law determine qualifications and conditions of 
employment, or their dismissal, demotion, promotion, and transfer. (Transfers shall not be made 
in an arbitrary or capricious manner.) The exercise of these powers, rights and authority, duties 
and responsibilities by the Board and the adoption of policies, regulations and rules as it may 
deem necessary shall be limited only by the specific and expressed terms of this Agreement, the 
Constitution and laws of Ohio, and the Constitution and laws of the United States, Ohio Revised 
Code, and the State of Ohio Civil Service Laws as long as such Civil Service Laws do not 
conflict with the terms of this Agreement. 

3.1.1 In addition, the Union agrees that all of the functions, rights, powers, responsibilities 
and authority of the board in regard to the operation of its work and business and the 
direction of its workforce, which the board has not specifically abridged, deleted, 
granted or modified by the express and specific writing provisions of this agreement 
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are and shall remain exclusively those of the board. 

3.1.2 The Union shall meet with district representatives to discuss current internal and 
outside hiring practices. By mutual agreement, the parties shall enter into a 
memorandum ofunderstanding which will provide language that describes the current 
internal and external hiring practices. The memorandum of understanding shall then 
be ratified by the parties. Once ratified the language shall be used and will be inserted 
into the successor agreement. 

3.2 Non-Discrimination 

The Board and the Union agree that no employee shall be discriminated against because of 
his/her political opinions or affiliations, or because of race, national origin, religion or marital 
status, and to the extent prohibited by law, no person shall be discriminated against because of 
age, sex, or physical handicap. Nor shall any employee be discriminated against, intimidated or 
coerced because of participation in Union activity. 

3.3 Union Use of School Facilities and Equipment 

The Union, or any committee thereof, may use school facilities and equipment, with the permission 
ofthe Business Office, when such facilities or equipment shall be used for Union business only. The 
Board at its discretion may charge the Union a reasonable fee for such use. Supplies necessary for 
the use of the equipment shall be furnished by the Union. The Union may use the buildings as long 
as such requests are not in conflict with Board policy concerning building use. 

3.4 Union Wall Space in Buildings 

Building principals shall designate an area or space in each building for the general use of Union 
communication. Such wall space shall, when possible, be located in areas accessible to and normally 
frequented by employees. 

3.5 Union Mailbox 

A general mailbox will be provided for cleaners, custodial, office, and cafeteria staff in each 
building. A mailbox will also be provided at the bus garage for transportation employees and at the 
maintenance shop for maintenance employees. 

3.6 Union Use of School Mail and Mailboxes 

The Union or any committee thereof, is authorized reasonable use of school mails, district e-mails 
and mailboxes. Misuse of this privilege may result in withdrawal of the use of school mail, district 
e-mails and mailboxes ifthe Administration first documents misuse ofthis privilege and then allows 
the Union the opportunity to correct such misuse. The Union recognizes that the district e-mail and 
its contents are subject to the Ohio Public Record Law and, as such, there is no assurance of 
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confidentiality or non-disclosure of any Union communications through the districts e-mail. 

3.7 Union Business on School Property 

3.7.1 Duly authorized representatives of the Union and its respective affiliates including 
the Field Representative assigned by the Ohio Association ofPublic School 
Employees shall be permitted to transact official Union business on school property 
at reasonable times provided that this shall not interfere with or interrupt normal 
school operations, and provided that any Union business to be transacted with 
classified staff members during duty hours shall be with the prior approval of the 
building administrator or the non-bargaining unit supervisor. 

3.7.2 Grievance hearings shall be scheduled to the extent practical during the grievant's 
normal workday without loss ofpay. Necessary witnesses also shall be permitted to 
appear at arbitration hearings without loss ofpay ifthe hearing is scheduled during 
their workday. 

3.8 Union Delegates to Annual Conference 

3.8.1 The Board agrees to permit two (2) authorized delegates from each local ofthe Union 
a maximum of three (3) days per delegate to attend the OAPSE Conference with no 
loss in pay or benefits. A maximum of two (2) bargaining unit members who are 
members and elected State, District or Departmental Officers (President, Vice-
President, Treasurer, Secretary), shall each be granted three (3) days to attend the 
OAPSE Annual Conference with no loss in pay or benefits. 

3.8.2 Each local president or State Officer will notify the Personnel Office of the name of 
the delegates thirty (30) days prior to the conference. Should a Local desire to send 
an additional delegate, this will be authorized without pay. 

3.9 Seniority Roster 

The Union shall be provided with a complete seniority roster of all bargaining unit employees by 
no later than October 15 and April I of each year. The seniority roster shall include date ofhire 
and most recent date of entry into current classification. 

3.10 List ofNew Hires 

The Personnel Department shall provide a list of names of all new hires consisting of those 
employees hired during the preceding month. The list shall be sent to the presidents and treasurers 
of each local. 

3.11 Return to Work Notification 

Classified staff will receive notification oftheir return-to-work date before June 30 of the current 
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school year. 

ARTICLE 4 - DUES DEDUCTION 

4.1 Procedure 

The Board agrees to deduct from the pay of an employee, when notified by the Union, dues for the 
Ohio Association of Public School Employees (OAPSE) and for Locals #122, #160, #404, #695, 
and#756. 

4.2 Enrollment for Dues Deduction 

Dues deduction shall be made upon the submission ofthe employees' voluntarily signed statements 
of membership application/dues check-off authorization submitted to the Employer's Treasurer by 
the Union and shall remain in place unless revoked by the employee in the manner provided in the 
OAP SE/ AFSCME membership application/dues check-off authorization. The Union shall provide 
the Board's Treasurer with a copy of the OAPSE/AFSCME membership application/dues check-off 
authorization signed by each employee. The District's obligation to make dues deductions for an 
employee shall terminate upon notification by the State OAPSE Treasurer department. The 
employee further agrees that local/state dues deduction may not be revoked in any other manner 
except as provided on the OAPSE/AFSCME Local 4 membership application/dues check-off 
authorization signed by the employee. The local president and local treasurer will be notified when 
the dues deduction authorization is revoked by the employee. 

4.3 Union Membership 

4.3.1 Union membership dues shall be deducted in equal installments beginning with the 
second pay in October and ending in June for non-fifty-two (52) week employees. 
Union membership dues shall be deducted in equal installments beginning with the 
second pay in October and ending with the first pay in August for fifty-two (52) week 
employees. However, no employee shall have his/her Union dues deducted from the 
pay immediately following the winter recess period. Therefore, the pay date 
immediately following the winter recess period will be excluded when calculating the 
number ofpay periods used to determine the amount ofdues to be deducted each pay 
date for that school year. 

4.3.2 The monies so deducted shall be forwarded to the appropriate treasurer, i.e., State 
Union dues shall be forwarded to the State OAPSE Treasurer and local dues shall be 
forwarded to appropriate local treasurers. The pertinent local chapter treasurer will be 
informed when a new employee has successfully completed his/her probationary 
period and when an employee has been recalled from Reduction In Force. 

4.4 Unauthorized Dues Deductions 

The Board agrees not to honor any dues deduction authorizations executed by an employee in 
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favor of any other labor organization. 

4.5 Indemnification 

The Union agrees to indemnify and hold the Board harmless against any and all claims that may 
arise out of or are in any way related to the deduction of dues pursuant to this Article and the Ohio 
Revised Code. 

4.6 P.E.O.P.L.E. Deductions 

The Board shall deduct from employee wages voluntary employee donations to P.E.O.P.L.E. 
(Public Employees Organization to Promote Legislative Education) for those employees who have 
voluntarily signed an authorization permitting such deductions. The minimum amount of a 
deduction is one ($1.00) dollar per pay period . Deductions for twelve ( 12) month employees, if 
possible, shall commence in the first pay period subsequent to July 1st each year and continue 
until the authorization is revoked in writing. Deductions for other than twelve (12) month 
employees shall commence in the first pay period subsequent to September I st each year and 
continue during each month worked until the authorization is revoked in writing. Revocations may 
be made at any time and deductions must be in increments of one ($1.00) dollar. The Board agrees 
to remit any deduction made pursuant to this provision to the P.E.O.P.L.E. Committee within ten 
(10) working days together with an itemized statement showing the names of each employee from 
whose pay such deductions have been made and the amount deducted. 

ARTICLE 5 - GRIEVANCE PROCEDURE 

5.1 Communication 

Whenever problems arise, good morale is maintained, by the sincere efforts of all persons 
concerned working toward constructive solutions in an atmosphere of courtesy, cooperation and 
good faith. It is recommended that a staff member and her/his principal or other immediate 
supervisor meet to resolve complaints and disagreements through free and informal interaction. 
However, since all matters cannot be resolved satisfactorily in this manner, a formal process 
must be provided as an alternative. Thus, the following grievance procedure has been developed 
as a means of securing, at the lowest possible administrative level, prompt and equitable 
solutions to those disputes. 

5.2 Definitions 

5.2.1 A "grievance" is an alleged violation of this agreement with respect to interpretation 
or application of its provisions or application ofwork rules, or discipline or 
discharge of an employee without just cause. Any employee in disagreement with 
the action taken by the Board may file a grievance in accordance with the grievance 
procedure contained in this Agreement over all matters except grievances over 
verbal and written warnings/reprimands may proceed only through Level Three of 
the grievance procedure, provided, however that if the Board later attempts to refer 
to said verbal or written warnings/reprimands in any subsequent discipline the 
employee may challenge the merits of such verbal and/or written 
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warnings/reprimands at that time. The employee may put a written response to 
verbal and/or written warnings/reprimands into the employee's personnel file. 

5.2.2 A "grievant" is the employee or employees who file a grievance. 

5.2.3 "Days" are defined as regularly scheduled work days. 

5.2.4 A "representative" may be a member of the Union designated by the appropriate 
local President and/or a Field Representative. 

5.3 General Conditions and Rights of Grievant 

5.3.1 A grievant shall not stop, suspend, or otherwise negatively alter or diminish work 
because of an alleged grievance. 

5.3.2 The grievant may appear on his/her own behalf, shall be accompanied by the Union 
President or designee and or may be accompanied at any step of the procedure by a 
fellow employee appointed by the appropriate local President. Beginning with Level 
One of the procedure the grievant may also be represented by the OAPSE Field 
Representative. Ifthe grievant chooses to appear on his/her own behalf without a Union 
representative, the appropriate local President has the right to appoint a representative 
from their local to be present at each step ofthe procedure, not to represent the grievant, 
but to present the Union's position regarding the grievance. 

5.3.3 The time limits indicated at each level are considered maximum. However, they may 
be extended by mutual agreement ofthe parties of interest in writing. 

5.3.4 Any grievance not processed by the grievant through any of the successive levels 
within the specified time limits and in the absence of the agreed-upon time extension 
in writing described in 5.3.3 above, shall be considered waived and the alleged 
grievance no longer exists. Ifthe Administration fails to process a grievance within the 
specified time limits and in the absence of an agreed-upon time extension, the 
grievance will automatically move to the next level in the procedure. 

5.3.5 The Union or its officers or any employee ofthe district will not be placed in jeopardy 
or be the subject ofreprisal or discrimination for having followed or participated in the 
grievance procedure. 

5.3.6 Any grievance must be filed on approved forms agreed to between the Board and the 
Union and shall be available from the Union and from the Personnel Office. 

5.3.7 If the administration and grievant agree to a resolution of a grievance, such resolution 
shall be put in writing and signed by the Union, the grievant and the employer. 

5.3.8 The following applies only to Transportation: Resolution of a grievance because of 
rotating seniority errors (e.g. especially when absenteeism exceeds assigned spares) 
include making up the time for the aggrieved employee as soon as possible or at a 
mutually agreed upon date. Personnel will not be paid for not working but will be 
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assigned work to make up the grievance. 

5.3.9 OAPSE shall be advised of all grievances and the final decision and disposition of 
same. 

5.4 Grievance Steps 

5.4.1 Informal Steps -A grievant must discuss his/her concern with his/her immediate 
supervisor in order to attempt to resolve the concern informally, prior to proceeding to 
Level One (Formal Step) of the grievance procedure. If the grievant chooses to have a 
representative present at this step, such representative will be a fellow employee 
appointed by the appropriate local President. 

5.4.2 Level One-If the concern is not resolved at the Informal Level or if the grievance is 
filed directly at level one, the employee(s) claiming a grievance, shall within ten (10) 
days of the time of the alleged grievance or knowledge of the occurrence, file the 
grievance on the appropriate form with his/her immediate supervisor. Within ten (10) 
days of receipt of the grievance, the immediate supervisor shall schedule and hold the 
grievance hearing. A grievance number will be issued for each grievance filed at this 
step once the Union has taken a copy of the grievance to the Supervisor of Classified 
Employees or his/her designee. The Supervisor of Classified Employees shall be 
deemed the immediate supervisor for those grievances filed by Local #160 that are 
class action grievances which affect Local #160 employees in more than one (1) 
building in the school district. The immediate supervisor shall provide a written 
disposition within five (5) days after the conclusion of the hearing. All grievances 
arising from discipline by suspension or discharge shall be presented on the approved 
forms to administration at Level Three by the aggrieved employee within five (5) days 
of the disciplinary action. 

5.4.3 Level Two - If the grievance is not resolved to the employee's satisfaction at Level 
One, the grievance may be submitted by the employee in writing within five (5) days 
of the receipt of the Level One disposition to the Personnel Office. The Personnel 
Office will forward the grievance to the appropriate administrator within two (2) days. 
The appropriate administrator will within three (3) days of receiving the grievance, 
schedule a hearing date. Such hearing date shall be scheduled and held within ten (10) 
days of receipt of the grievance by the appropriate administrator. At the hearing, the 
grievance will be reviewed by the appropriate administrator, the employee and the 
employee's immediate supervisor. A written disposition will be rendered within five 
(5) days after the conclusion of the hearing. 

5.4.4 Level Three - If the grievant is not satisfied with the written disposition offered at 
Level Two, he/she may appeal the decision to the Superintendent of Schools or his/her 
designee. The appeal shall be in writing and be made within five (5) days of receipt of 
the Level Two written disposition. Within five (5) days, the Superintendent of Schools 
or his/her designee will arrange a mutually satisfactory date and time for a hearing. 
The grievant may be accompanied by a representative and the Union shall have a right 
to have a Union representative present even if the grievant insists on presenting his/her 
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own case. The Superintendent or his/her designee shall render a written disposition to 
the grievant within five (5) days after the conclusion of the hearing. 

5.4.5 Level Four- If the Union is not satisfied with the written disposition offered at 
Level Three, the Union may appeal the grievance to an impartial arbitrator in 
accordance with the rules of the American Arbitration Association. The appeal shall 
be in writing and submitted within ten (10) days of the Level Three written 
disposition. A copy of such written appeal shall be served upon the Superintendent 
or his/her designee the same day the appeal is sent to the American Arbitration 
Association. 

5.4.6 The above grievance levels shall be heard during the regular Board of Education 
hours 8:00 a.m. - 4:30 p.m. 

5.4.7 If the Union and administration agree to meet in order to attempt to resolve a 
grievance prior to arbitration, such meeting shall take place between appropriate 
representatives of each party. 

5.5 Power of the Arbitrator 

5.5.1 It shall be the function of the arbitrator to render an opinion regarding an alleged 
violation, misinterpretation or misapplication of the specific provisions of this 
Agreement, to render an opinion regarding the reasonableness or application of work 
rules, or to determine if there is just cause for the suspension or discharge of an 
employee. The arbitrator shall not have the authority to add to, subtract from, 
modify, change or alter any of the provisions of this Agreement. The arbitrator shall 
expressly confine himself/herself to the specific issue(s) submitted for arbitration 
and shall have no authority to determine any other issue(s) not so submitted. 

5.5.2 In the event that a case is appealed to an arbitrator on which he/she determines 
he/she has no power to rule, it shall be referred back to the Association, withM 
notification to the administration without opinion or recommendation on its merits 
of the case. 

5.5.3 The findings and opinion of the arbitrator shall be final and binding upon the 
grievant, the Union, the administration, and the Board. 

5.5.4 The fees and expenses of the arbitrator and the American Arbitration Association 
shall be borne by the losing party. For purpose ohhis provision, the Arbitrator shall 
state who is the "losing party." 

5.5.5 In cases where arbitrability of an issue is questioned, the matter of arbitrability shall 
be ruled upon by the arbitrator prior to the hearing on the merits of the case. 

ARTICLE 6 - CONDITIONS OF EMPLOYMENT 

6.1 Administration and Organization 
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The Business Office and the Personnel Office are the focal points for administration and 
organization ofall classified employees. 

6.2 New Employee Probation 

All new employees of the Parma City Schools, excluding bus drivers, shall setve a probationary 
period for the first seventy-five (75) actually worked days of their employment. The seventy-five 
(75) actually worked day's probationary period for bus drivers will begin after completion of their 
pre-employment training and licensing by the State Highway Patrol. Ifthe employee is 
discharged prior to the end of the probationary period, such employee shall have no right to 
challenge such discharge through any provision of this Agreement nor under any provision of 
the law or statues. After completion of the probationary period, employees may be disciplined, 
suspended, or terminated only for just cause. 

6.3 Probation 

A probationary period for a current employee who changes classification through the bid 
procedure ( a bid is defined as the process of applying for a position through a job posting), 
excluding demotional bids within the same classification series, shall be referred to as "trial 
period." 

6.3.1 During the trial period, which shall be forty-five (45) actually worked days, the 
employee's immediate supervisor will prepare progress reports. Such employee 
shall be provided a written progress report after twenty (20) actually worked days. 

6.3.2 The employee must sign a copy of this report before it goes to the Personnel Office. 
The signature does not necessarily mean the employee agrees with the report, but 
merely the employee has read and discussed it with the supetvisor. No 
comments can be added to the progress report after the employee has signed it. 

6.3.3 The employee or the evaluator's immediate supetvisor will have the option to 
have a second evaluation performed in the same manner as was the initial 
evaluation. If a second evaluation is petlormed, the initial evaluator's immediate 
supervisor and the employee shall sign it in each other's presence. 

6.3.4 If during the trial period, the employee's work petlormance has been determined 
to be unsatisfactory, the employee will be given written notice advising him/her 
that his/her work petlormance has been unsatisfactory. If the employee is given 
an unsatisfactory progress report after twenty (20) actually worked days, that 
employee will thereafter be evaluated within ten (10) actually worked days and 
given another progress report. 

6.3.5 If an employee in a trial period fails to meet the requirements for the position, is 
laid-off, or he/she chooses to return to his/her previous position up to the last 
day his/her previous position is posted, he/she will be returned to their previous 
position held prior to the promotion (same total hours, same job classification 
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and wage schedule placement) if such position still exists. 

6.3.6 The employee being displaced by such trial period employee will be returned to 
his/her previous position. Such displacement shall occur (domino effect) until all 
employees that are displaced due to the return of the trial period employee are 
returned to their previous positions, without regard to seniority. 

6.3.7 If during this procedure a previously held job has been eliminated, the employee 
affected will retain all rights afforded to him/her under Article 6.7. If a new 
employee (probationary employee) is displaced due to the trial period employee 
returning to his/her previous position, such new employee will be laid off. 

6.3.8 Bargaining unit employees will not perform progress reports (evaluations). 
However, evaluation information can be gathered from other employees deemed 
appropriate by the immediate supervisor. 

6.3 .9 This trial period takes effect upon ratification of this agreement. Anyone already 
in a trial period will fall under the new time lines and it is understood that the 
actual days already worked will count towards their trial period. 

6.3.10 Performance Evaluation - In addition to the trial period reports, all employees will 
have their performance formally evaluated at least once each year. Such formal 
evaluation shall not occur prior to February I of each school year. 

a. If an employee's performance is determined to be unsatisfactory at any time 
during the year, the employee should be made aware of the area(s) of 
deficiencies at the approximate time they occur. These deficiencies, if any, may 
be part of the formal evaluation. The evaluator must meet with and review the 
evaluation with the employee. 

b. In the event an employee reports to more than one immediate supervisor, the 
employee may request a separate evaluation be done by each immediate 
supervisor, but no more than two (2). 

c. The employee or the evaluator's supervisor will have the option to have a 
second evaluation done in the same manner as the initial evaluation. The 
administration may also require a separate second evaluation. 

d. The administration shall always have the right to determine the supervisor who 
performs the evaluation. However, evaluations will not be performed by 
bargaining unit employees, although evaluation information can be gathered 
from others deemed appropriate by the immediate supervisor. 

e. No comments can be added to the performance evaluation after the employee 
has signed the evaluation. The evaluation will be signed by the evaluator and the 
employee in each other's presence. If the employee does not agree with the 
evaluation, that employee may attach comments to the evaluation prior to 
signing the evaluation. 
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f. An employee whose overall rating is "improvement needed" or ''unsatisfactory" 
shall be evaluated again within sixty (60) actual worked days. In case of a short 
year employee, the evaluation follow-up will be completed within sixty (60) 
actually worked days after the beginning of the next school year. An employee 
who does not attain a satisfactory rating on the follow-up evaluation shall be 
evaluated again within sixty (60) actual worked days. If the second follow-up 
evaluation indicates "unsatisfactory" or "improvement needed" the employee 
may be subject to disciplinary action. 

g. An employee's attendance record will be noted on the employee's written 
evaluation by stating the number of days absent. The attendance data from 
payroll reports showing the number of absences, dates, etc. will be used when 
considering promotions or transfers. If absence was due to serious illness or 
injury and is supported by a physician's letter, then such absence will be noted 
on the evaluation form and marked "Extenuating Circumstances." 

h. In the event an employee's performance deteriorates to the extent that 
disciplinary action is warranted, no further performance evaluations will be 
required. 

6.4 New Hire Orientation 

The parties will schedule an orientation ofup to thirty (30) minutes for each newly hired employee. 
These orientation sessions will be scheduled to take place on a mutually agreed date at least once 
per semester or prior to the end of the newly hired employee's probationary period. The orientation 
sessions may occur in conjunction with a labor-management meeting. 

6.5 Lateral Transfers 

6.5.1 A lateral is defined as movement of a permanently appointed employee from one 
position to another in the same classification. 

6.5.2 When a position opening has been posted, an employee desiring a lateral transfer to 
that position shall notify Human Resources in writing sending a copy of 
notification to the appropriate OAPSE Local President. 

6.5.3 The decision to transfer or not to transfer an employee to an open position 
shall be determined by the administration. However, if the lateral transfer involves 
a position which is an increase of two (2) weeks or more per year, a ratio, an 
increase of one or more hours per day, or where the employee has been displaced 
as a result of a reduction in force, the position may be given to the senior 
employee based on the employees written evaluations and attendance record. 

6.5.4 An employee may not request a lateral transfer more than once every school year 
(unless the transfer involves a position which is an increase of two (2) weeks or 
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more per year, a ratio, an increase in the employee's current level ofbenefits, or an 
increase ofone or more hours per day, ofwhere the employee has been displaced as 
a result ofa reduction in force). 

6.5.5 Lateral and demotional transfer will he given priority consideration, by seniority, 
over promotional transfers. 

6.5.6 Temporary Transfers - Prior to the administration making a temporary transfer of 
an employee for more than five ( 5) working days, the Administration and local 
president shall meet with the affected employee(s) to advise the affected 
employee(s) ofthe transfer. 

6.5.7 Demotional Transfers - In the event a demotional transfer is requested by an 
employee to a position outside their class series, the employee must qualify through 
the Civil Service testing procedure and be placed on the eligibility list in order to 
receive the transfer. 

6.6 Position Openings 

6.6.1 All bargaining unit position openings shall he posted within 10 working days from 
the time the opening occurs in a designated area in each building within the school 
system for a period of seven (7) working days unless there are extenuating 
circumstances that prevent the position from being posted. The applicable Local 
President will he given written notification and rational of the "extenuating 
circumstances." 

6.6.2 Position openings will be filled as soon as possible, but within thirty (30) work 
days after the posting period. The applicable Local President will be notified in 
writing of any reasons for delays. 

6.6.3 All position openings shall he posted prior to any temporary or permanent transfers. 
Management initiated transfer within a job classification based on the Board's 
operational needs and demands do not constitute position openings requiring 
position postings. Position openings must only be posted as a result of a vacancy that 
occurs due to retirement, termination, death, resignation, demotion, lateral transfer, 
promotion, or the creation ofa new position or a current position that is increased by 
more than one hour per day or an increase ofmore than two (2) weeks per year 
unless the position includes forty-six (46) weeks or more. 

6.6.4 Any employee qualified for the position shall have the opportunity to apply in 
writing to Human Resources for the position and shall he given consideration for 
the position before any outside applicants are considered. The position shall he 
awarded to the qualified senior employee applicant who meets the posted 
qualifications as determined by the administration. An employee applicant's 
qualifications shall he based on the job description. 

6.6.5 In rare circumstances, the Board may include additional qualifications on which 
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Civil Service is unable to test. Such additional qualifications shall not be made 
in an arbitrary or capricious manner. If Civil Service has not or is unable to test 
these additional qualifications, then the Board retains the discretion to 
determine whether a particular applicant meets the qualifications. 

6.6.6 A trial period employee shall have the right to bid on a vacant position, which is in 
his/her same classification and is an increase in hours. However, such bidding right 
shall be no guarantee that such trial period employee will receive appointment to that 
vacant position. In addition, said trial period employee must still complete any time 
remaining for their trial period. 

6.6.7 When a position is awarded the appropriate local president will be notified in writing. 

6.6.8 No employee shall be prevented from receiving a position opening due to 
failure of a supervisor to release the employee from previously held position. Any 
employee candidate not receiving the position may request a conference with 
Human Resources and will be given a written explanation ofwhy he/she was not 
selected upon request. 

6.6.9 A copy of all active lists from Civil Service Commission shall be provided at the 
time the lists are posted by the Commissioner. A copy of said lists shall be 
fmwarded to all Union Presidents. 

6.6.10 In the event there is no Civil Service list or test, whichever applies, the above 
language shall apply until such time as the Board requests a test or list. 

6.6. I 1 The Board agrees to request that the Civil Service Commission place present 
employees, who pass a civil service test, on a preferred list for the test(s) which they 
pass. 

6.6.12 Non-bargaining unit job openings shall be posted at a designated area in each 
building and a copy of such posting shall be sent to each local president. 
Employees on "Preferred or Promotional Lists" have two occasions where they can 
indicate not being interested in interviewing or refusing an offer of employment 
to a different classification prior to being removed from the list. 

6.7 Job Posting During Summer Break 

Job openings as defined in Article 6.5 that occur between the last day of school in June and 
August 30 shall be posted at on the district's website with an EMAIL copy being sent to all 
local Presidents. These openings shall be posted for a period often (10) work days. 

6.8 Notification of Changes in Job Descriptions/Duties Not Specifically Included In The Job 
Description And The . Creation Of New Job Positions Within the Bargaining Unit 
(Replaced Old Reclassification OfJob) 

The applicable local Union President shall be given written notification prior to any 
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changes/additions to a position (not specifically included in the current job description) or when 
a new Bargaining Unit position is created. The Union reserves all rights under O.R.C. 4117 and 
to demand bargaining on the effects of changes in wages, hours, and terms and conditions of 
employment. 

6.9 Reduction in Force 

The following procedures will govern the reduction of classified staff made necessary 
through decreases in student enrollment, changes in regular and complementary instruction, 
abolishment of positions, or shortages of funds. Such procedures shall be in compliance with 
State and Federal laws relating to employment decisions and equal employment opportunity. 

6.9.1 Seniority shall be defined as follows: 

a. District-wide seniority shall be defined as the length of continuous 
employment in active pay status (*) by an employee in the bargaining unit 
as computed from the most recent date of hire. 

*Active pay status is defined as that time an employee is actually 
performing service in a bargaining unit position for pay or is on a Board 
approved paid leave from a bargaining unit position. 

b. For the purposes of determining seniority as of July I, 2014, the parties 
agree that on June 30, 2014, each employee shall be placed on a seniority 
list applying Section 6.9.1.a. and using the method set forth in 6.9.1.c. This 
list shall account for and list specific years and days of service to the 
District. The parties will review such list and any inaccuracies will be corrected 
in a prompt fashion. For employees hired prior to July 1, 2014, this list shall 
then serve as the baseline for seniority purposes on a go-fmward basis, as set 
forth in Section 6.9.1.d. 

c. Employees in a classification which have regularly scheduled work hours of 
less than fifteen (15) hours per week shall have district wide seniority credited 
at the rate of one (1) year seniority for each two (2) years of service in the 
applicable positions. Said prorated credit shall commence January 1, 1982. 
Previous accumulated seniority shall not be affected. Seniority shall be defined 
as set forth in section 6.9.1.a. This section shall be null and void effective July 
1, 2014 and shall not be used in any fashion to calculate seniority on or after 
that date. 

d. Following the process identified in Section 6.9.1.b., and effective as of July 1, 
2014, all employees shall earn seniority consistent with Section 6.9.1.a. and as 
further explained in this section. Employees who are in active pay status ( as 
defined in Section 6.9.1.a.) for one-hundred and twenty (120) days per contract 
year (July 1 to June 30), shall earn one year of seniority. Employees who do not 
reach 120 days in a contract year shall not earn one year ofseniority. 
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e. For employees hired prior to July 1, 2014, this year of service shall be added to 
the prior seniority accumulation of years and days reflected on the seniority list 
based on the June 30, 2014 accounting. For example, if an employee had 5 
years and 55 days as of the June 30, 2014 accounting, and was in active pay 
status for 120 days in the 2014-15 contract year, the employee would then 
possess 6 years and 55 days of seniority. 

£ Employees hired on or after July I, 2014, shall be ranked on the seniority list by 
hire date. Only years of service will be measured for the purposes of 
determining seniority. Therefore, if a newly-hired employee was in active pay 
status for 120 days in the 2014-15 school year, the employee would possess one 
year of service. If two or more employees have the same years of service, the 
hire date shall break the tie. If a tie still exists, the application date shall break 
the tie. If a tie still exists, then the tiebreaker shall be the application time 
stamp. 

g. Effective as of July 1, 2014, any days in active pay status beyond the 120-day 
threshold for earning a "year" of service shall not be counted for the purposes 
of earning seniority. Therefore, once an employee reaches 120 days in active 
pay status, regardless ofhow many additional days (beyond 120) an employee 
is in active pay status during that contract year, the employee will earn one year 
of service. 

h. Bargaining unit employees scheduled to work less than the necessary 120 days 
shall have their seniority calculated on a percentage of days that they must be in 
paid status. Bargaining unit employees scheduled to work less than 120 days 
shall have the accumulation of one year of seniority based on the percentage of 
days' worked divided by the number ofdays that a nine-month employee is 
scheduled to work. 

Example: In 2015, nine-month employees were scheduled to work 186 days 
based on the school calendar. For a bargaining unit employee scheduled to work 
115 days, the method to calculate the number of work days for 1 year of 
seniority shall be the percentage of the necessary days to accumulate seniority 
(120 days) divided by the scheduled work days of a nine-month employee, and 
that percentage is then used to determine the number of work days for 1 year of 
seniority as follows: 120 days divided by 186 days equals 64%; then 64% of 
115 days equals 74 days. The employee who is scheduled to work less than 120 
days must work 64% of their 115 scheduled days, which is 74 days, to obtain I 
year of seniority. 

6.9.2 Layoff Divisions and Classification Series 

The following divisions, classification series, and classification rankings within such 
classification series are established for administering reductions, layoffs, bumping and recall. 

Classification Series requires expertise and knowledge for the series that restricts progression 
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(promotion) to that series. Regression or bumping is limited to the series or to a position, 
within the division listed on the right of the classification series or position within a series. 

a. Division: Employees required to have State permits or certification as may be 
required by current state statutes - Unclassified with Civil Service - Division 
No.0100 

0100 Class Series 
A3 l Elem. & Kdg. Class. Asst. A-1 Elem. Noon Mon. 

0 IO I 

0102 

Class Series 
Special Education Assistant 

Class Series 
Certified Occupational Therapist A

*General Monitor/Female/Male 
Monitor 

sst. Special Ed. Asst. 
*Gen. Mon/Female/Male Mon. 

0103 Class Series 
AB 1 Bus Monitor A-1 Elem. Noon Mon. 

01 04 Class Series 
A-1 Elementary Noon Monitor 

0105 Class Series 
Secondary Class. Asst. *General Monitor/Female/Male 

Monitor 

0106 Class Series 
MA3/MA2 Media Assistant General Monitor 
(unclassified employees) Female/Male Monitor 
(ReferenceArticle 16.5.1) 

0107 Class Series 
Home Liaison 
A-1 Elem. Noon Mon. 

0108 Class Series 
Clinic Assistant 
In School Detention Monitor 
Female/Male Monitor/General Mon. A-1 Elem. Noon Mon. 

1. Female and male restroom/locker room/Gen. Mon. positions shall 
be equal in class series for purposes of bumping rights and 
seniority. However, the positions shall be differentiated based on 
gender. 
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2. Female/Male Monitor positions shall be gender specific only when 
they consist ofbona fide occupational qualifications. 

3. The Board shall have the right to retain no more than one (1) 
Male/Female monitor position at each secondary school building. 
Any remaining Male/Female Monitor positions will be combined 
with the General Monitor positions at the building level and will be 
reassigned to a general monitor position. 

OllO Class Series 
VEA Voe. Evaluation Assistant *Gen. mon./Female/Male 

Monitor 
0111 Class. Series 

SE 1 Braillist 
Visually Impaired Ass't. 

0112 Class Series 
School to Work Facilitator 

0113 Class Series 
ESL Assistant 

0115 Class Series 
VLB Child Care Asst. *Gen. Mon./Female/Male 

Monitor 
0116 Class Series 

VLC Culinary Arts *Gen. Mon./Female/Male 
Monitor 

0119 Class Series 
Physical Therapist Assistant Special Ed. Asst. 

0120 Class Series 
VSM Vocational Student Monitor *Gen. Mon./Female/Male 

Monitor 
0123 Class Series 

Hospitality/Facility Care *Gen. Mon./Female/Male 
Service Asst. Monitor 

b. Division: Secretarial/Clerical and Administrative Support - Classified with 
Civil Service - Division No. 0200 

0200 Class Series 
S-5 Secretary 
S-4 Secretary GC4 Clerk 
S-3 Secretary GC3 Clerk 

GC2 Clerk 
GCI Clerk 
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0201 Class Series 
GC5 Clerk 
GC4 Clerk 
GC3 Clerk 
GC2 Clerk 
GCl Clerk 

0202 Class Series 
AC5 Accounting Clerk 
AC4 Accounting Clerk 
AC2 Accounting Clerk 

0203 Class Series 
MA3/MA2 Media Assistant GCl Clerk 

c. Division: Data Processing - Classified with Civil Service - Division No. 0300 

0301 Class Series 
C04 Help Desk Coordinator 
C03 Computer Operator 3 
CO2 Computer Operator 2 
C0l Computer Operator 1 

0302 Class Series 
DE3 Data Entry Operator 3 
DE2 Data Entry Operator 2 
DEi Data Entry Operator I 

d. Division: Transportation - Classified with Civil Service - Division No. 
0400 

0400 Class Series 
D-2 Bus Driver 
D-1 Mobile Unit Driver 

0401 Class Series 
MC3 Mechanic Working Foreman 
MC3 Mechanic Skilled 
MC2 Mechanic Helper II 
MC 1 Mechanic Helper I 

e. Division: Engineers and Technicians - Classified with Civil Service - Division 
No. 0500 
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0500 Class Series 
1-2 ITV Engineer MT2 Media Computer Tech. 

MTI Media Computer Tech. 

0501 Class Series 
MT2 Media Computer Tech. 
MTI Media Computer Tech. 

0502 Class Series 
Docutech/Copy Center Specialist Copy Center Operator/Mail Delivery 
Pressman/Copy Center Specialist Copy Center Operator/Mail Delivery 

Note: The Docutech/Copy Center Specialist cannot bump the 
Pressman/Copy Center Specialist nor can the Pressman/Copy Center 
Specialist bump the Docutech/Copy Center Specialist. 

f. Division: Cafeteria - Classified With Civil Service - Division No. 0600 

0600 Class Series 
CF6 Senior High Manager 
CFS Middle School Manager 
CF4 Elem. Food Serv. Manager 
CF3 First Cook 
CF2 Second Cook, Baker, Cashier, Vending Hostess, Salad Maker 
CFI Miscellaneous 

g. Division: Custodian, Maintenance, & Housekeeping - Classified with 
Civil Service - Division No. 0700 

0700 Class Series 
CWF Custodial Working Foreman 
C-8 Senior High Custodian 
C-6 Middle School Custodian 
C-5 Elementary Custodian 
C-4 Assistant Custodian M-2 Maintenance 

M-1 Maintenance 

C-2 Cleaner Custodian (See section 19.1.9 for criteria) 

0701 Class Series 
M-7 Maintenance Working Foreman (MWF) 
M-7 Skilled Maintenance 

Byers Field Attendant (If a current employee who is serving in a 
M-7 position applies for and is appointed into the Byers Field 
Attendant position, such employee shall retain his/her M-7 
classification seniority and will have bumping rights into a M-7 
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position.) 

M-2 Maintenance 
M-1 Laborer 

0702 Class Series 
CWF Cleaner Working Foreman 
C-P Cleaners 

h. Division: Printer - Classified with Civil Service - Division No. 0900 

0900 Class Series 
Clerk/Composer 

6.9.3 Reduction Procedures 

a. The number of people affected by a reduction will be kept to a minimum by 
not employing replacements, insofar as practical, of employees who resign, 
retire, or otherwise vacate a position. 

b. Upon approval by the Board of Education of the reduction in force, transfer 
requests shall be suspended until Administration completes reduction 
procedures. An exception to this is all newly created positions must be posted 
for lateral bid first. Whenever layoffs become necessary, part-time, seasonal, 
provisional, and probationary employees within an affected classification will 
be laid off first in that order. "Probationary employees" are defined under this 
paragraph only, not the other section of Article 6.9.3, to mean those 
employees new to the district, not those employees who are on a trial period 
due to a promotion. 

c. Bumping shall be exercised on the basis of district wide seniority. The 
following chart will be used. 

d. An employee has the option to accept the cut in hours and/or benefits. (placed 
on RIF list for the loss of hours, only if there is not a position available in 
the same classification with the same hours, or accept layoff. If an employee 
accepts layoff 6.9.3g applies) 

e. An employee has the option to accept a position with less hours and/or 
benefits. (placed on RIF list for the loss of hours, only if there is not a 
position available in the same classification with the same hours, or accept 
layoff. If an employee accepts layoff, 6.9.3g applies). 
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REDUCTION in FORCE 

1st Step 2nd Step 
Choice of open positions with Bump the least senior in the 
the same number ofhours; or 
more or fewer hours, at the ➔ 

same Classification with the 
same annual hours. 

employee's option in the same 
Classification by seniority. 
Exception to this is noted in 

6.7.3 (newly created positions 
must be posted for laterals first.) 

(If Step 1 is not available, proceed to Step 2) 

3rd Step 4th Step 
Bump the least senior with less 
annual hours to retain current ➔ 

Bump the least senior with more 
annual hours to retain current 

level of benefits in the same level of benefits in the same 
Classification Classification 

(If SECOND STEP is not available, PROCEED to THIRD 
STEP) (If THIRD STEP is not available PROCEED to 
FOURTH STEP) (If the FOURTH STEP is not available, 
proceed to FINAL STEP) 

Final Step 
Bump the least senior down 

through the Classification Series 
or to a position listed on the 
right of the series to retain 
salary and level of benefits 

closes to what they currently 
have. First to the position with 
the same or less hours, if none 

available, then to a position with 
more hours. If there is no less 

senior employee, then placed on 
RIF List. 

You can only bump up in hours to retain level of benefits 
Level of benefits includes Health/Life and Vacation Time 

f. The last employee on the seniority list in a classification will go on the layoff 
list. If an affected employee in an eliminated position or one who has been 
bumped does not in tum choose to bump the least senior employee in his/her 
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classification, that employee will automatically be placed on the layoff/recall 
list. 

g. An employee on layoff may bid on job vacancies for which the employee is 
eligible. If the employee meets the qualifications and desires that vacant 
position, the employee on layoff shall be hired before any person outside the 
system. 

h. If an extended vacancy ( one of at least two weeks) occurs while a bus driver is 
on lay off, the employer will recall a bus driver instead of using an on call. 

1. In refilling vacancies caused by layoffs, employees within the same 
classification shall be recalled in the reverse order of layoff. However, prior to 
recall, the vacant position shall be posted so as to permit employees to apply 
for the vacancy as a lateral transfer. Ifno employee applies for a lateral 
transfer, the most senior employee on the recall list, ifany, in that job 
classification, will be offered the position regardless of the number ofweeks 
per year or hours per day. If a non-RIFed employee applies for and is awarded 
the lateral transfer, the position he/she vacated will be first posted for lateral 
transfer. If no Lateral transfer occurs, the position then shall be offered to the 
most senior employeet if any, in that job classification who is on the recall list. 
(No more than two (2) total lateral job postings may occur.) If there is no such 
employee on the recall list, the vacancy will be filled as set forth below in 
Section 6.7.3.j. 

j. Recall Rights Within the Classification Series. 

Position openings will be posted for bid as lateral transfers for employees in the 
same classification before recalling any employee off of a RIF list (See Section 
6.7.3.i). In the event that the vacant position is not filled by an employee within 
the classification by recall (as set forth above in Section 6.7.3.i.) or by lateral 
transfer, an employee who is on a RIF recall list within the same classification 
series may be recalled, by seniority, to a lesser position in the classification 
series from which the employee was RIFed. The open position cannot constitute 
a promotion from the position from which the employee was reduced. 

In order to determine whether employees on a recall list may be eligible for 
recall under this section, a representative of Human Resources will consult with 
the applicable Union President. The parties will jointly identify eligible 
employees and determine the specific method by which eligible employees will 
be informed of their rights to be recalled under this section. 

Recall rights shall not be affected by an employee declining the offered position 
under this Section 6.7.3.j. 

k. A RIFed employee bumping into, being recalled to or applying for and 
accepting a position in a lower paying classification will automatically place the 
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employee on his/her present step in the new classification. An employee who 
returns to a lower classification that he/she previously held, shall return to the 
highest experience step attained in that prior/lower classification or his/her 
current step whichever is higher. 

However, if the employee ever returns to the higher classification he/she 
previously held, he/she will be placed on the step of the salary schedule he/she 
was on at the time prior to accepting a position in a lower paying classification. 

I. An employee shall maintain his/her recall rights for a period of three (3) years 
from the date of layoff. 

m. If such employee was in a trial or probationary period at the time of his/her 
layoff and is recalled to the same classification within a year, such employee 
must complete the remainder of the trial or probationary period. Trial or 
probationary employees returning to a different classification or returning after 
a year must begin a new trial/probationary period. 

n. While on layoff, the employee shall keep the Board informed as to current 
mailing address and telephone number. 

o. An employee may be removed from the recall list if he/she: 

1. Waives his/her recall rights in writing. 

2. Resigns. 

3. Fails to accept recall to a position in the Classification from which he/she had 
been laid off within seven (7) calendar days after notification, or 

4. Fails to accept recall or report to work within ten (10) working days after 
sending of the notice of recall by certified mail unless verbal notification of 
sickness or injury has been provided to the Employer within the ten (10) 
working days. Such verbal notification will be followed by written 
documentation from a physician within thirty (30) calendar days. 

p. An employee on layoff, shall be permitted to continue his/her insurance benefits, 
at Board expense, for the remainder of that month that his/her layoff takes effect, 
plus one more month. 

q. The Board shall notify the applicable Union President and affected 
employee/employees as soon as possible but not later than fourteen (14) calendar 
days in writing in advance of the effective date of a RIF. 

6.10 Classification Seniority - Non~bargaining Unit 

Any employee who leaves the bargaining unit but maintains unbroken employment with the 
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Parma City Schools shall continue to accumulate his/her last classification seniority up to a 
maximum of ninety (90) work days should said employee return to that classification in the 
bargaining unit. 

6.11 Disciplinary Procedures 

6.11.1 The Union and Board hereby agree that these disciplinary procedures will be the 
exclusive and sole procedure to be utilized in the discipline of any employee and 
shall prevail over any Civil Service Laws regarding disciplinary action. The Union 
and Board further agree that any dispute regarding the use of or interpretation of 
these disciplinary procedures will be subject to appeal only through the internal 
Grievance Procedure (Article 5) contained within this negotiated agreement. 
Therefore, neither the local Civil Service Commission nor the State Personnel 
Board ofReview will have any jurisdiction to hear any appeals relating to any 
actions taken under this article. 

6.11.2 Employees who have completed their probationary period will not be disciplined 
under the following procedures without just cause and will be afforded their due 
process rights. 

6.11.3 Any employee disciplined under this article will have the right to have a written 
rebuttal attached to any disciplinary documents placed in his/her personnel file. 
Further, an employee shall be required to sign any written warning/reprimand, but 
his/her signature shall only indicate that he/she has been given the written 
warning/reprimand and shall not be interpreted as the employee agreeing with such 
warning/reprimand. 

6.11.4 Offenses that are ofa minor nature shall progress through the following 
procedures (first, second, third offense). 

a. For a first offense, an employee may be issued an "oral" warning. A written 
record documenting that an oral warning has been issued may be placed in the 
employee's personnel file. 

b. For a second offense, an employee will be issued a written warning/reprimand 
which will be placed in his/her personnel file. 

c. For a third offense, an employee may be suspended, without pay, for up to five 
(5) working days or may be recommended for termination by the 
administration. 

d. Offenses of a more serious nature ( e.g. theft, substance abuse, abuse of 
students, refusal of a direct order, absence without leave, disruption ofdistrict 
operations, operating a district vehicle without a valid license, etc.) or if an 
employee poses a danger to himselftherself, other persons or Board property, 
such actions may result in discipline, up to and including termination, without 
regard to previous reprimands or disciplines. In such instances, the Business 
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Manager, Superintendent or their designee may suspend the employee with 
pay pending an administrative hearing. 

e. Disciplinary hearings will be conducted under the following procedures: 

1. The disciplinary hearing will be conducted by the Business Manager, or 
the Superintendent or their designee. 

2. The employee will be given a written notice, with a copy to the applicable 
Union President, setting forth the time and place of the hearing and 
sufficient reasons for the hearing. Such hearing shall be scheduled as soon 
as possible, with the employee being given at least forty-eight (48) hours' 
notice of the hearing. Within seventy-two (72) hours after the conclusion 
of the hearing, the employee will receive a written notice of the 
administration's decision, with a copy provided to the applicable Union 
President. 

3. The employee shall have the right to have a Union representative, 
appointed by the applicable local President, present at the hearing. 

f. In determining whether to discipline and what is the appropriate discipline, the 
Board will not consider any previous written discipline or referral to previous 
discipline in the employee's records that date past four (4) years of paid service 
time from the date of the event for which the current discipline is being 
considered. Exceptions to this four (4) year limitation include past instances of 
harassment, stalking, conduct involving drug or alcohol abuse, violence, 
improper touching of students, use of weapons, or any matter for which the 
bargaining unit member has signed a last chance agreement. 

6.12 Personnel Files 

6.12.1 Prior to placing any material concerning an employee's performance in the 
personnel file kept at the Administration Building, a copy shall be fmwarded to that 
employee. 

6.12.2 Employees shall have the opportunity to reply to material in his/her personnel file by 
attaching a written statement to the file copy. 

6.12.3 Upon written request to Human Resources, all material in the employee's file 
pursuant to Section 1347.08 and 1347.09 of the Ohio Revised Code shall be 
duplicated and presented to said employee within twenty-four (24) hours of the 
request being received by the Personnel Office. 

6.12.4 If the employee requests immediate duplicates, there will be a charge of twenty-five 
($.25) cents per page for duplicate copies. The copies shall be ready for the 
employee at the conclusion ofhis/her workday. 

6.12.5 If a member of the public requests information from an employee's personnel file, 
29 



the employee will be notified that the request has been made. 

6.13 Computer Access 

Members of the bargaining unit shall be provided reasonable access to school computers in 
order to access District communications. 

ARTICLE 7 - PAY PROCEDURES 

7.1 Payday 

All employees will be paid every other Friday. 

7.1.1 The pay for employees in the bargaining unit shall be provided under the 
following conditions: 

a. All employees shall be paid by electronic transfer directly into the PSE Credit 
Union and/or any financial institution that is a member of the ACH 
(Automatic Clearing House) and can accept wire transfer. Direct deposit will 
be initiated upon notification to the Treasurer through submission of a direct 
deposit form and one (1) voided check (if direct deposit is to a checking 
account) or a statement from a financial institution showing the proper coding, 
routing, transfer and account numbers if the direct deposit is into an account 
other than a checking account. Any change in the financial institution during 
the year shall not be implemented until the first pay date following a fourteen 
(14) calendar day period of the request for change. The Treasurer will make 
such direct deposit on the same day that payroll checks would have been 
issued to members of the bargaining unit and will follow the guidelines and 
procedures of the Federal Reserve and ACH in order to comply with Article 
7.1. 

b. Any exception to the employee's regular pay resulting in a pay deduction shall 
be made in the paycheck for the pay period in which the exception (absence) 
occurs. Any exception to the employee's regular pay resulting in an addition, 
for the second week of the pay period, will be paid to the employee two (2) 
weeks after the end of the pay period in which the exception occurs. 
Employee's regular pay and exceptions resulting to an addition, for the first 
week of the pay, will continue in accordance with present practice. 

c. Incremental pay and longevity increments will be paid to all employees on 
July 1 each year once they meet the eligibility requirements. The employee 
must have one hundred twenty (120) days in active pay status prior to July 1 
of each year to be eligible for the increment or the longevity increment. 

7.2 Salary Schedule 

The salary schedules for all employees covered by this contract will be made a part of this 
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contract and will be called Appendix A. 

7.3 Longevity 

Payment of longevity increments, where applicable, will be computed from an 
employee's anniversary date of employment. Employees shall receive their longevity 
increments on July 1 of each year once they meet the eligibility requirements. The 
employee must have one hundred twenty (120) days in active pay status prior to July I of 
each year to be eligible for the longevity increment. 

7.4 Probation Rate 

Each new employee will be moved to Step I on the salary schedule upon successful 
completion of the probationary period. 

7.5 Schedule Placement 

7.5.1 Employees shall be paid the appropriate rate of pay according to the classification 
series and step on the appropriate salary schedule. Salary schedule steps are 
calculated to mean years ofuninterrupted service to the school district in the 
classification series. 

7.5.2 Step Increments within Classifications: For purposes of eligibility for salary 
schedule step advancement to a classified position, a year of service shall be 
defined as: 

a. For all employees, 120 days or more on active pay status since the employee's 
last step increment date: Ifthe employee does not have the required days (120) 
in active pay status, then the increment will not be granted until the next year's 
increment date. Employees shall receive their increment on July I each year. 
The employee must have one hundred twenty (120) days in active pay status 
prior to July 1 of each year to be eligible for the increment. 

7.6 Appropriate Rate ofPay 

7. 6.1 Salaried employees and hourly rate employees except school bus drivers, mobile unit 
drivers, and bus monitors shall have the option to have their regular pay prorated 
over twenty- six (26) pays. Any employee choosing this option shall notify the 
Treasurer in writing, no later than August 1 of any year to be effective that following 
school year. Once the employee has selected this twenty-six (26) pay option, such 
selection shall remain in effect unless the employee notifies the Treasurer, in writing, 
prior to August 1 of any year that he/she wishes to revoke this option. 

7.6.2 An employee who substitutes for any other employee in the district shall be paid the 
higher rate ofpay regardless of the classification he/she substitutes for. 

7.6.3 For the purpose of this provision it is understood that no section ofthis article shall 
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pertain to 6.7, 6.9.1, 6.9.2, or 6.9.3. 

a. Employees shall receive the appropriate rate of pay for the classification in 
which they are working. A regular employee, who substitutes in a position 
other than his/her regular position, shall be paid the rate for the position at the 
appropriate step/level effective immediately and will continue at that rate for 
the duration of the time the employee substitutes in the position. For example, 
if an employee substitutes in a higher paying position, s/he shall be paid at the 
higher rate at his/her step level. 

b. When an employee is on temporary assignment, that employee shall receive 
the appropriate rate ofpay for that assignment effective the first day of the 
temporary assignment. 

c. When an employee moves to a higher classification within a series, that 
employee shall remain on the same step level as previously held. 

(This elimination of this "exception" shall apply to the current affected 
employee(s) in the Cafeteria classification. Movement for the employee would 
be to the appropriate step on the salary schedule had this exception not 
existed.) 

For purposes of this provision only (salary schedule placement), the following 
positions will be combined into one series: 

C-8 Senior High Custodian 
C-6 Middle School Custodian 
C-5 Elementary Custodian 
C-4 Assistant Custodian 

M-7 Maintenance Working Foreman (MWF) 
M-7 Skilled Maintenance 
Byers Field Attendant 
M-2 Maintenance 
M-1 Laborer 

d. Therefore, with the exceptions as noted, salary schedule placement shall be 
calculated as established in 7.6.4. 

7.6.4 When an employee changes series within a division, placement on the salary 
schedule shall be calculated by finding the equal or next higher hourly rate on the 
new classification salary schedule. 

7.6.5 When an employee changes division on the salary schedule shall be calculated by 
finding the equal or next higher hourly rate on the new classification salary 
schedule. 
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7.6.6 Bargaining unit employees who are selected and agree to serve as 
chaperones/supervisors of students attending a school-sanctioned overnight trip, 
shall receive a supplemental stipend of $75 ($40 if 10 students or less) for each 
night of the trip in consideration for services rendered. The selection ofemployees 
for trips shall not be grievable. 

7.7 Credit Union/Check Deposit 

All employees are eligible to join the PSE Credit Union. The Credit Union Office is located 
at 5255 Regency Drive. For further details, contact their office. Employees shall have the 
right to have credit union deductions made into an account at the PSE Credit Union, and/or 
may elect to have their entire pay deposited into the PSE Credit Union. 

7.8 Tax-Sheltering ofEmployee SERS Contribution 

7.8.1 The salaries of all classified employees shall be reduced by an amount equivalent 
to their SERS contributions as provided by law. 

7.8.2 The Board of Education shall forward such contributions to the SERS, although 
these contributions will be designated as employee contributions for SERS 
purposes. It is understood that they are being forwarded by the Board in lieu of 
contributions otherwise taxable by the employee. 

7. 8.3 It is further agreed that in the event such Board-paid contributions are determined 
to be taxable to the employee by IRS or other taxing authority, or determined to be 
illegal by any board, agency, or court of competent jurisdiction, the Board of 
Education shall discontinue forwarding such contributions and adjust the salaries 
by the amount of such contributions. 

7.9 Use of Personal Automobile 

7.9.1 A classified staff member using a personal automobile for travel between buildings 
as part of his/her regular assignment shall be compensated at the IRS mileage rate 
applicable on January 1st of each school year. 

7.9.1 The mileage approval form must be completed, and prior approval obtained (except 
emergencies) from Human Resources or the Principal. 

7. 9.3 Employees will not be required to transport Board owned equipment in their personal 
vehicle. Employees can be required to transport Board owned equipment in school 
approved vehicles. If Board owned tools are lost or stolen from an employee's 
personal vehicle, the Board will replace such tools. 

7.10 District Reimbursement 

7.10.1 Any employee who is found to be overpaid within two (2) years from the date of 
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overpayment, reimbursement shall be handled in the following manner: 

7.10 .2 If the amount for reimbursement is less than fifty dollars ($50. 00), the monies will 
be reimbursed to the district in one lump sum on the following pay period after 
consultation with the effected employee. If the amount of the reimbursement is fifty 
dollars ($50.00) or more, a payment schedule will be established by the District 
Treasurer after consultation with the affected employee, which could include a Union 
Representative. 

ARTICLE 8 - HOURS OF WORK AND PREMIUM PAY 

8.1 Work Schedule 

The regular work week shall consist of five (5) consecutive work days. 

8.1.1 In the event the Board necessitates a change of schedule, such change shall be 
effective only after ten (10) working days' notice to the employee and the Union. 

8.1.2 Overtime opportunities shall be offered on a rotating basis to employees within a 
classification who are qualified to do the work. 

8.1.3 Hours will not be deliberately withheld from a scheduled forty (40) hour week to 
avoid overtime. 

8.1.4 Call In Time - Any employee called in to work for non-scheduled/emergency work 
shall receive a minimum of three (3) hours pay. 

8.1.5 For purposes of determining overtime, holidays, sick days with medical 
verification, vacation days and calamity days shall be considered as hours worked. 

8.2 Lunch Time 

All regular full-time employees shall be entitled to not less than one-half ( 1/2) hour 
uninterrupted lunch period. Cleaners who work less than eight (8) hours per day will work 
their assigned time without a lunch break. 

8.2.1 In the event an employee is prevented from taking an uninterrupted lunch period, the 
employee will receive pay for the portion of the lunch period in which he/she was 
required to work. 

8.3 Break 

All employees who work at least 6.5 consecutive hours are entitled to a fifteen (15) minute 
break in the A.M. and P .M. Short-hour employees working less than 6.5 consecutive hours, 
but at least four ( 4) hours, will be entitled to one such break. 
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8.4 Premium Rates of Pay 

Employees working according to the below-listed situations will be entitled to pay at the rate 
of time-and-one-half (1-1/2). 

8.4.1 All hours over forty (40) hours in a week (as per Article 8.1.5). 

8.4.2 All hours worked between Midnight and the beginning of the employee's regular 
shift, but not later than 7:30 a.m. during which time an employee is required to plow 
snow and for related services. 

8.4.3 AU employees whose work week begins on Monday and are required to work 
Saturday or Sunday will be paid at the rate of time-and-one-half (1-1/2), whether 
they have actually worked forty ( 40) hours or not. 

8.4.4 Employees cannot receive overtime pay on top of overtime pay or on top of 
premium pay (pyramiding). Ifan employee is on overtime, he/she shall receive only 
the overtime pay (time and one halt) and under no circumstances shall any employee 
receive double time (except on holidays as set forth in Article 10.4) or triple time 
pay. 

8.4.5 Compensatory Time - Employees that are offered compensatory time may opt to 
accept it or not. All compensatory time will be at the applicable rate ofpay (straight 
time or time and one half for overtime). 

8.4.6 Compensatory time shall be granted, whenever possible, during the pay period in 
which the extra time was worked, however no later than the succeeding pay period. 
If the compensatory time is not taken within two (2) pay periods said employee(s) 
will receive the pay in their next paycheck. 

8.4.7 Employees will not be required to take work home to do on their own time without 
compensation. However, compensation will not be paid for hours worked outside of 
the employee's assigned work schedule unless the work was required and approved 
by the employee's immediate supervisor in advance. 

8.5 Working Two Positions 

Employees shall have the ability to work two positions within the school district. The 
combination of the two positions cannot exceed 40 hours within a five-day work week 
(Monday-Friday) The employee's contract with the most contracted time shall be the driver 
for benefits levels and shall be the only exclusion under the CBA. An employee working 
two positions shall complete an Affordable Care Act statement annually waiving any right 
to family coverage under Article 21 but may voluntarily participate in the Board's 
insurance plan for family coverage at their own expense. 

ARTICLE 9 - ABSENCES AND LEAVES 
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9.1 Sick Leave 

Each employee shall be entitled to sick leave accumulated at the rate of fifteen ( 15) days 
per year of service, computed to one and one quarter (1-1/4) days per month and 
prorated to his/her scheduled work day. All sick leave will be paid at the rate ofloss 
incurred while absent. 

Hours of accumulated sick leave shall be reported on the employee's pay stub. An 
employee may claim a minimum ofone (1) hour of sick leave usage. 

9.2 Acceptable Reasons for Use of Sick Leave 

Acceptable reasons for the use of sick leave are: 

9.2.1 Personal illness 
Exposure to contagious disease Pregnancy Disability 
Personal injury 
Illness or injury in the immediate family 

For the purposes listed above, immediate family shall be interpreted to include 
father, mother, husband, wife, child, or any member of the family or household 
who lives in the same house and is dependent upon the employee as per 
requirements under the rules and regulations of the Internal Revenue Service. A 
doctor's verification is required for absences pertaining the grandparents and/or 
in-laws. 

9.2.2 Death in the immediate family 

For the purpose listed above, immediate family shall be interpreted to include 
father, mother, grandfather, grandmother, brother, sister, husband, wife, child, 
grandchild, in-laws (mother, father, sister, brother, son, daughter) or any member 
of the family or household who lives in the same house and is dependent upon the 
employee as per requirements under the rules and regulations of the Internal 
Revenue Service. Bereavement time shall be limited not to exceed 10 work days. 

9. 3 Documentation of Sick leave 

9.3.l An employee absent for more than three (3) consecutive work days must supply 
a physician's note to be eligible for paid sick leave, unless waived by the 
Employer. 

9.3.2 If an employee fails to submit adequate proof of illness, injury or death of 
an immediate family member upon request, or in the event that upon such 
proof as is submitted or upon the report of medical examination, the Board, at 
its reasonable discretion, finds there is not satisfactory evidence of illness, 
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injury or death sufficient to justify the employee's absence, such, leave may, 
at the Board's discretion, be considered an unauthorized leave and shall be 
without pay. 

9.3 .3 Any abuse of patterned use of sick leave shall be just and sufficient cause for 
disciplinary action, up to and including termination. 

9.3.4 The Board may require an employee who has been absent for more than ten 
(10) consecutive work days, due to personal illness or injury, prior to and as 
a condition of his/her return to duty, to be examined by a physician designated 
and paid by the Board, to establish that he/she is not disabled from the 
performance of his/her duties and that his/her return to duty will not 
jeopardize the health and safety of other employees or children. 

9.3.5 Medical appointments should be scheduled during non-working time if 
possible. Sick leave may be used for a doctor's appointment if notice is given 
to management at least one (I) day prior to the appointment. In an emergency 
situation, a doctor appointment can be made the same day and verification of 
the appointment will be required. 

9.4 Accumulation of Sick Leave 

The maximum number of sick leave days accumulated shall be unlimited. 

9.5 Transfer of Sick Leave 

An employee who has prior employment with an Ohio public agency, providing that such 
employment has been within ten (10) years from the time of employment with the 
Parma City School District, may transfer his/her unused sick leave. To receive such 
credit, the new employee shall present to the Treasurer a certificate from the public 
agency in Ohio for which he/she was most recently employed. Such certificates shall 
indicate the amount of unused sick leave accrued by the employee and not paid as 
severance pay at the time of separation of employment from the agency per Revised 
Code Sections 3319.141 and 124.39. 

9.6 Sick Leave Bank 

9.6. l Parma City Schools will establish a Sick Leave Bank to provide for paid sick 
leave for qualifying absences that exceed the amount of sick leave accumulated by 
an employee. 

9.6.2 The Sick Leave Bank shall be funded by voluntary donations and subject to 
the guidelines below: 

9.6.3 In the event an employee requires leave due to a life-threatening illness or injury, 
and the employee has exhausted his/her sick leave, the Union and 
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administration will meet to discuss possible alternatives, including the donation 
of sick leave days by other bargaining unit members. Each situation will be 
discussed and addressed on a case-by-case basis. 

a. General Guidelines 

1. The Sick Leave Bank ("Bank") may only be utilized for cases of (a) 
catastrophic or life-threatening illness or disability or (b) serious, 
severe and/or debilitating injury or illness, as determined by the Sick 
Leave Bank Committee ("Committee"), affecting the employee. Annual 
limits upon each type of leave are set forth below in Section c. The 
Bank will not extend to any other individual, regardless ofrelationship to 
the employee. 

2. The Committee is comprised of two (2) Association Presidents - the 
applicable Association President and designee appointed by the 
applicable President - and the District's Human Resource Director or 
his/her designee. One of the Association appointees shall serve as the 
Committee Chairperson. Association committee members shall be 
permitted leave time without loss of compensation for their duties. 

3. Tentative approval will be by majority vote of the Committee; however, 
the Superintendent or his/her designee will issue a final approval. If 
the Superintendent or designee rejects the Committee's approval, written 
reasons shall be provided to the Committee. 

4. An employee may use the Bank only if he/she has been an employee for 
at least one (1) full contract year (at least 120 days of service) and has 
donated upon the solicitation seeking donated sick days prior to the 
request to draw days from the Bank. 

5. A recipient must have exhausted all of his/her paid leave ( sick, vacation 
or any other paid time off) prior to his/her receiving any donation from 
the Bank. 

6. A recipient of donated days must apply for SERS disability retirement, 
as appropriate. If an employee withdraws his/her application, the 
employee will notify the District within two (2) work days of the 
withdrawal or will forfeit all sick leave bank benefits. Once the member 
becomes eligible for SERS disability, the member is no longer eligible to 
apply for, receive or use Bank days. 

b. Donations 

1. An employee may donate an annual total of five (5) sick days. Days must be 
donated in full-day increments only, and may be donated in any 
increment less than or equal to five (5) days. At any time in which one or 
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more sick days are donated, that employee must have a sick leave 
balance of at least fifteen (15) days. after subtracting the donated day(s). 
The Human Resource Department will solicit and receive donations in 
October each year. 

2. An employee's donation shall be converted to hours based upon the length 
of that employee's workday at the time of donation. For example. if a two-
hour position donates a "day" to the Bank, it shall be converted to two hours 
of time for the Bank for subsequent use. 

3. A request to donate must be made in writing, signed by the donor 
and delivered to the Committee. 

4. In the event that the balance of the Bank reaches thirty (30) days or 
less (which shall be defined as the equivalent of 240 hours of Bank 
time), the Committee may solicit donations for additional days. 

5. The donation ofsick day(s) is irrevocable. Any days not used by the 
recipient shall revert back to the Bank and will not be returned to the 
donor(s). 

6. Tue donation of sick day(s) to the Bank is to be determined in the 
sole discretion of the donor. No employee has the right to expect a sick 
day donation, and donors shall not be subject to undue pressure to donate. 
Solicitation of donations is permitted by the Committee, but not by 
the intended recipient. 

c. Receipt of Donated Days 

1. An employee may file a request for donations with the Committee by 
submitting a letter from his/her physician describing the condition or 
prognosis or a copy of his/her application for disability leave. Such 
information shall be kept confidential and shall be maintained in the Human 
Resources office. 

2. As set forth in Section a above, the Committee will determine whether the 
requesting employee may utilize the Bank. An employee seeking days will 
be required to acknowledge that the Committee may receive confidential 
medical information about the employee and must waive any legal claim of 
a privacy violation related to the Committee's access. 

3. If the Superintendent approves the request, the donated days shall be 
provided in terms of hours to the employee based upon the recipient's 
workday at the time of the approval. Therefore, if an employee is contracted 
to work for two hours, they will receive two hours' worth of paid time off at 
their regular hourly rate for that "day.'' Accordingly, two hours will be 
subtracted from the Bank. 
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4. The Committee Chairperson will forward an approved request to the 
Payroll Department for processing. In situations of catastrophic, life-
threatening or disability situations, an employee may receive an annual 
total of no more than seventy-five (75) donated sick days, which shall 
be allocated to the employee (and subtracted from the Bank) on an as-
needed basis in hours based on the regular hours of the employee's 
workday. In the situations of serious, severe or debilitating illness or 
injury, an employee may receive an annual total of no more than thirty 
(30) donated sick days, which shall be allocated to the employee (and 
subtracted from the Bank) on an as-needed basis in hours based on the 
regular hours of the employee's workday. 

5. While donated days will be issued to the recipient on an as-needed basis, 
at retirement or any other separation from service, any donated sick 
day(s) remaining in a recipient's accumulated sick day total shall be 
subtracted from the recipient's sick leave balance. Likewise, donated sick 
day(s) cannot be converted for payment at any time. 

6. The sick day donation process is a discretionary service. All decisions made 
under this section shall be final and binding and will not be grievable. 
Likewise, no decision shall set a precedent for future decisions. 

9. 7 Long-Term Leave ofAbsence 

9.7.1 Parental Leave 

a. A parental leave of absence without pay may be granted by the school 
district for up to one (1) year for child care or adoption of a child. Upon 
approval by the Board, the leave may be extended to not more than one (1) 
additional year. 

b. Individuals on long-term leave may continue all group insurance coverage 
available through the Board of Education by reimbursing the Board for 
premium costs until termination of leave. Failure of the individuals to 
forward premium payments to the Board at the stipulated times will 
terminate this option. 

c. The Board will return the individual to a comparable assignment (same total 
hours, same job classification, appropriate wage schedule placement) to that 
held before going on long-term leave, unless the employee otherwise would 
have been laid off or reassigned even if he/she had not gone on leave. Any 
person returning from leave shall not be entitled to advancement on the salary 
schedule for the period of absence, unless they have actually worked 
sufficient days to qualify under Section 7.5. Sick leave shall not accrue 
during time on unpaid leave unless otherwise required by law. 
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9.7.2 Other Leave 

a. A long-term leave of absence without pay may be granted by the school 
district for up to one (1) year for family obligations. 

b. Individuals on long-term leave may continue all group insurance coverage 
available through the Board of Education by reimbursing the Board for 
premium costs until termination of leave. Failure of the individuals to 
forward premium payments to the Board at the stipulated times will 
terminate this option. 

c. The Board will return the individual to a comparable assignment (same total 
hours, same job classification, appropriate wage schedule placement) to that 
held before going on long-term leave, unless the employee otherwise would 
have been laid off or reassigned even if he/she had not gone on leave. Any 
person returning from leave shall not be entitled to advancement on the salary 
schedule for the period of absence, unless they have actually worked 
sufficient days to qualify under Section 7.5. Sick leave shall not accrue 
during time on unpaid leave unless otherwise required by law. 

9.8 Personal Leave 

9.8.1 Up to three (3) days of paid personal leave each year (July 1 through June 30) 
will be granted each employee in accordance with the provisions as set forth in 
O.R.C. 3319.142. For new employees only, those employees beginning service 
in Parma between July 1 and October 31 will be granted up to three (3) days 
of personal leave. Those new employees beginning service November 1 through 
January 31 will be granted up to two (2) days of personal leave and those 
employees beginning service February 1 or later of any school year will receive 
no personal leave days. 

9.8.2 The following employee options are available for unused personal leave and 
must be selected by May 1 of each year: 

a. Transfer unused personal leave days to the employee's accumulated sick 
leave days at the end of each school year. Option "A" will be 
automatically implemented if the employee does not select options "B" below: 

b. Be compensated at the following rate for unused personal leave at the end of 
each school year: a full day at the employee's average daily rate ofpay per 
accrued day up to three (3) days. 

9.8.3 Abuse ofpersonal leave shall constitute just cause for disciplinary action. 

9.8.4 Probationary employees shall not be entitled to accumulate nor use personal leave 
during their probationary period. The exception to this provision shall be those 
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employees who accept a promotion who shall continue to be entitled to personal 
leave as set forth in this article. 

9.8.5 The maximum number of employees that will be allowed to use personal leave 
on any given day can be restricted by the employee's immediate supervisor when 
necessary due to valid operational considerations. 

9.8.6 Personal leave shall be granted to transact necessary personal business or attend to 
affairs of a personal nature which are not covered by sick leave policy. Personal 
leave is not to be used to extend holidays or recesses, for childcare or to seek or 
engage in gainful employment.. Subject to the restrictions in Section 9.7, 
supervisors may approve the use of personal leave during a school-year recess for 
employees who regularly work during these times. 

9.8.7 Requests for personal leave during the first or last five (5) school days of the 
students' scheduled school year must specify the reason for such leave. 

9.8.8 A personal leave day is the same as the employee's normally scheduled workday. 
With the exception of bus drivers/bus monitors, a minimum of one-half day 
can be requested prorated according to the normal workday. Bus drivers/bus 
monitors can request personal leave in hour increments; however, no such request 
for leave can interrupt or split the bus driver's/bus monitor's run. 

9.8.9 Requests for a single personal leave day need not specify the reason and shall be 
submitted to the supervisor at least three (3) days prior to leave. 

9.8.10 Requests for two (2) or three (3) consecutive days of personal leave must specify 
the reason and shall be submitted at least three (3) days prior to leave. 

9.8.11 Where an emergency exists, a request may be submitted with less than the above 
mentioned time schedule ifthe specific reason for leave is stipulated. 

9.9 Jury Duty/Court Appearance Leave 

In all cases where employees are summoned to appear before the court or a grand jury 
and in cases in which they are neither the petitioner nor the defendant, they shall be 
paid their regular rate of pay for the days required. 

9.10 Assault Leave 

9.10.2 An employee will be eligible for assault leave when it is clearly established 
that such absence has directly resulted from a physical assault occurring during 
the course of Board employment on school grounds, during school hours, or at 
school sponsored functions at which attendance is required. Full pay status under 
Assault Leave can be granted up to a maximum of thirty (30) days. 

9.10.3 Before assault leave compensation will be provided, an assault report with the 
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appropriate law enforcement agency must be filed within seventy-two (72) hours 
of the alleged assault. This period may be extended if the extent of the 
employee's injuries preclude filing a timely report. However, if the assault 
occurs, which is caused by a student whose behavior is a manifestation of his/her 
disability, the employee may not be required to file such a report as 
determined by the administration. 

9.10.4 Such eligibility shall be determined by the Superintendent or designee and will be 
based on a signed statement on the appropriate form which shall include, but 
not be limited to, the following: 

a. Nature of the injury. 

b. Date and time ofoccurrence. 

c. Identification ofthe individual or individuals causing the assault, if known. 

d. Facts and circumstances surrounding the assault. 

e. A certificate from a licensed physician describing the nature of the injury 
sustained causing absence. However, the Board has the explicit right to 
require the employee to see a Board appointed physician, at the Board 
expense, to obtain a second opinion regarding the severity of the injury and 
the necessary leave time. 

f. A statement indicating a willingness to participate and cooperate with the 
Board ofEducation if the Board decides to pursue legal action against the 
assaulter( s ). 

9.10.5 Such payment under Assault Leaves to be in lieu of any per diem income 
from Workers' Compensation. Following such leave, the employee shall be returned 
to duty provided he/she is physically fit to assume normal responsibilities, has not 
resigned, or become eligible for disability retirement. Such determination shall be 
made by the Superintendent or designee, based on the opinion of the employee's 
licensed physician. Falsification of the signed statement to determine eligibility for 
assault leave benefits or the physician's certificate is grounds for suspension or 
termination of employment. 

9.10.6 The Board will support and cooperate with any employee who uses reasonable 
force in restraining a student who is causing or threatening to cause harm to another 
person. 

9.11 Military Leave 

Employees shall be entitled to military leave consistent with federal and state law. 
Requests for military leave shall be submitted to the Director ofHuman Resources. 

ARTICLE 10-PAID HOLIDAYS 
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IO. I Holidays for 11 and 12 Month Employees 

Eleven (11) and twelve (12) month employees: 
New Year's Day 
Martin Luther Kmg Day 
Presidents Day 
Memorial Day 
Independence Day 
Labor Day 
Thanksgiving Day 
Day after Thanksgiving 
Christmas Eve Day (only 12 month employees) 
Christmas Day 
New Year's Eve Day (only 12 month employees) 

10.2 Holidays for 9 and 10 Month Employees 

Nine (9) and ten (10) month employees: 
New Year's Day 
Martin Luther King Day 
Presidents Day 
Memorial Day 
Labor Day 
Thanksgiving Day 
Day after Thanksgiving Christmas Day 

10. 2. 1 Nine (9) and ten (10) month employees shall receive holiday pay for Independence 
Day when he/she works the day before and the day after such holiday. 

10.3 Eligibility for Holiday Pay 

In order to qualify for holiday pay, an employee must accrue earnings on the last 
regularly scheduled workday 

10.4 Compensation for Work Performed on Holiday 

All work performed on a holiday will be compensated at time and one-half in addition 
to the employee's regular rate of pay. 

ARTICLE 11- VACATIONS 

11.1 Eligibility 

11.1.1 All regular forty-six (46) and fifty-two (52) week employees plus salaried 
secretaries, salaried clerks, and salaried cafeteria managers will be entitled to 
paid vacation. The vacation year shall begin on July I and end on June 30. 
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11.1.2 When a bargaining unit member moves from a position that does not qualify 
for vacation to a vacation qualifying position, placement on the vacation schedule 
shall be determined by the following formula: (# Years in part-time position) times 
(number ofweeks assigned divided by 52 weeks)= equivalent number of years in 
twelve month or 52 week position. Example: 13 years as a 42 week employee 
moving to a 52 week position = 13 X .8076 ( 42 divided by 52) = 10.5 years 
credit for the twelve month (52 weeks) position. Therefore, based on this 
formula and applied in section 11.2 the member would be entitled to 20 days of 
vacation. 

11.2 Earned Vacation Days (Per Year) 
After Completion of: 

1 5 7 10 12 15 
Weeks Worked YR YR YR. YR. YR. YR. 
46-Wk. Employees 0 4.5 6 9 11 13.5 
52-Wk. Employees 10 15 17 20 22 25 

11.3 Exclusions to Vacation Schedule 

Salaried secretaries and salaried clerks in the 38-42 week category hired prior to February 
18, 1992 and Cafeteria Managers Hired as Cafeteria Managers prior to January 1, 
1991, will continue to be eligible for vacation as outlined in Article 11.4. Salaried 
secretaries and salaried clerks in the 38-42 category hired after February 18, 1992 and 
Cafeteria Managers hired after January 1, 1991, will not be eligible for the vacation 
schedule as set forth in Article 11.4. 

11.4 Earned Vacation Days (Per Year) 

After Completion of: 

1 5 10 15 
Weeks Worked YR YR. YR. YR 

3 8-Wk. Employees 
40-Wk. Employees 
41-Wk. Employees 
42-Wk. Employees 

0 
0 
0 
0 

4 
4 
4 
4 

8 
8 
8 
8 

12 
12 
12 
12 
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11.5 Prorated Vacation Upon Separation from Employment 

Upon separation from employment an employee is entitled to the prorated share of 
vacation earned in that year (if the employee has completed at least one [1] year of 
service) as provided in Section 3319.084 of the Ohio Revised Code. 

11.6 Requests for Vacation Days 

Requests for vacation days must be submitted at least five (5) days in advance and must 
be approved in advance by the employee's immediate supervisor. In emergency 
circumstances, employees may request vacation days with less than five (5) days' notice. 
Vacation time must be taken in no less than two (2) hour segments. 

ARTICLE 12-IN-SERVICE/PAID TRAINING 

12.l In-Service 

12.1.1 All in-service courses, as determined by the Administration and/or State law as 
mandatory, shall be held during the employees' normal working hours or may be 
held on regularly scheduled in-service days. All Media Assistants shall be given in-
service training on audio / computer equipment regarding its use and maintenance. 
The administration may require employees to attend training on at least one of the 
scheduled in-service days. The administration shall provide no less than five (5) 
working day notice for all training. Employees attending in- service courses with 
prior written approval by the building principal, or Superintendent's designee if 
applicable, at a time other than their normal work hours shall be paid at their 
regular, straight time rate ofpay for attendance at such courses providing they 
successfully complete the course. 

12.1.2 All expenses incurred for in-service courses such as instructors' fees or books shall 
be paid by the Board. 

12.1.3 The Wednesday before Thanksgiving shall be addressed in the following manner: 

a. All 52-week salaried employees, except those required to work evening 
parent teacher conferences shall be scheduled to work. For all non 52-week 
hourly employees the Wednesday before Thanksgiving shall be addressed in 
the following manner: 

1. Cleaners will be offered work in a building, not necessarily their own, for 
the same number ofhours they normally work each day (not necessarily 
their normal work schedule) or take unpaid time off and shall not lose 
holiday pay. 

2. Cafeteria will be offered work in a cafeteria, not necessarily their own for 
the same number of hours they normally work each day (not necessarily 
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their normal work schedule) or take unpaid time off and shall not lose 
holiday pay. 

b. Transportation: 

1. Employees who have a parochial route shall work and will receive their 
AM-PM guaranteed time or attend the in-service training with prior 
approval from immediate supervisor. (The supervisor's decision to 
approve or not approve shall not be grievable ). All other transportation 
employees shall be assigned to attend the in-service training and/or 
work unless the employee opts to take unpaid time off and shall not 
lose holiday pay. If the in-service training results in less time than that 
guaranteed to the driver on his/her normal work day, such driver shall 
have the option ofmaking-up the lost time by performing work as 
assigned by the transportation supervisor. 

2. If the in-service training results in more hours than the parochial 
guaranteed time, the driver running the parochial routes shall have the 
option to work the difference in time performing work as assigned by the 
transportation supervisor in order to make-up the lost time. 

c. Local #160 

1. All 52-week salaried employees and all non 52-week salaried employees 
who are not assigned to buildings when parent teacher conferences are 
scheduled represented by Local 160 shall be assigned to work, may take a 
personal day or may opt to take unpaid time off. If the employee takes 
unpaid time off, such unpaid time off shall not affect the employee's 
holiday pay. If the employee opts to take unpaid time off, he/she shall so 
inform the administration no later than November 15th of each year. 

2. All 52-week High School Secretaries, non 52-week salaried employees 
assigned to buildings where evening parent teacher conferences are 
scheduled, plus hourly clerks and media assistants shall be assigned to 
work the two evening Parent- Teacher conferences in lieu of working the 
Wednesday before Thanksgiving or may opt to take unpaid time off or take 
½ personal leave day per conference with prior approval from the building 
principal. (The principal's decision to approve or not approve shall not be 
grievable.) If the employee takes unpaid time off, such unpaid time off 
shall not affect the employee's holiday pay. 

3. Hourly employees represented by Local 160, with the exception of those 
mentioned above are not scheduled to work the day before Thanksgiving, 
which will not affect their holiday pay. 

4. If any other employee is required by a building principal to attend 
parent/teacher conferences, such employee will not be required to work the 
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Wednesday before Thanksgiving unless the employee states that a personal 
obligation prohibits him/her from attending the parent/teacher conferences. 
If the employee does not attend the parent/teacher conferences due to a 
personal obligation, said employee will be docked an amount of time equal 
to their regular schedule for one day and must then adhere to the provisions 
of section 1 and 2 above. Any employee who does not attend the 
parent/teacher conferences or in-service training will not be paid for such 
time. 

12.2 StaffDevelopment 

12.2.1 To be eligible, an individual must work a minimum of twenty (20) hours per week. 
To qualify, such participation must be done outside ofworking hours. To receive 
reimbursement, prior approval must be secured from the Director of Human 
Resources for seminars, workshops, continuing education courses, or college 
accredited courses which are job related. Said employee shall submit, in writing, a 
letter to the Director of Human Resources with a copy to his/her immediate 
supervisor requesting approval for the course of study for which he/she wishes to 
receive compensation. A maximum payment to any one (I) individual will not 
exceed one hundred ($100.00) dollars during any one fiscal year beginning July 1 
and ending June 30 to cover tuition, registration fees, or cost of books and supplies. 
A record of such participation will become part of the employee's personnel file. 

12.2.2 A nominal fee of one ($1.00) dollar will be charged to classified employees who 
wish to enroll in adult evening classes. The evening classes shall be limited to no 
more than two (2) classified employees per class session. Such enrollment shall be 
based on first come, first served. 

12.3 Professional Day 

12.3 .1 All employees with four ( 4) or more years of experience in the system will be 
entitled to one (1) floating professional day each year. The total number of such 
professional days which may be approved in any year shall not exceed ten (10%) 
percent of the total professional days for all employees in any one (I) year. 

12.3.2 The employee shall submit the Employee's Request To Be Absent form to his/her 
immediate supervisor/department head for approval prior to the day required. 

12.3.3 In order to receive payment, the employee shall submit verification ofattendance at 
the professional meeting. 

12.4 Paid Training 

12.4.1 Any training required or completed on the behalf ofParma City Schools shall be 
paid at the employees' regular rate ofpay for all hours necessary to complete the 
training or the district will allocate time during paid professional development days 
for employees to complete necessary training. 
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12.4.2 There will be a total of two paid professional development days per school year. 
Scheduling of the professional development days shall be in conjunction with the 
process of approving the school calendar. 

ARTICLE 13- RETIREMENT/SEVERANCE PAY 

13.l Provisions 

Employees who retire from active service in the Parma City Schools may elect to be paid 
in cash for sick leave accumulated and unused at the time ofretirement on the following basis: 

13 .1.1 The following will be used to determine payment for sick leave accumulated and 
unused at the time of retirement. 

13.1.2 Upon written application to the Treasurer, those employees with accumulated and 
unused sick leave at the time of retirement will be paid a sum equal to the value 
of the percentage set forth below. 

0-100 days at 30% = + 30 days maximum 
101-146 days at 50% = + 22.5 days maximum 
147-197 days at 75% = + 37.5 days maximum 
198-242 days at 100% = + 44.0 days maximum 
TOTAL = 134 days maximum 

13.1.3 Such payment shall be based on the employee's daily rate of pay at the time of 
retirement. Payment of sick leave on this basis shall be considered to eliminate 
all sick leave credit accrued to the employee. Such payment shall be made only 
once to any employee. 

13.1.4 Any employee who severs employment with the district other than retirement and 
has at least fourteen (14) years of service at no less than three (3) hours per day 
may elect to receive a lump cash payment as outlined in 13.1.1. Payment of sick 
leave on this basis shall be considered to eliminate all sick leave credit accrued 
to the employee. Such payment shall be made only once to any employee. 

13.1.5 The beneficiary of any employee who dies prior to retirement shall be eligible to 
receive the benefits as outlined in 13.1.1. 

13.1.6 Any employee who severs employment in the district shall be notified in writing 
by the Treasurer of the eligibility for and the right to receive the commuted sick 
leave benefits. 

ARTICLE 14-CAFETERIAPROVISIONS 

14.l Unauthorized Use of Cafeteria Equipment 
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No cafeteria kitchen or kitchen equipment within the Parma City Schools will be 
utilized without an authorized cafeteria employee or administrative supervisory employee 
present. 

14.2 Cafeteria Uniforms 

Each cafeteria employee shall receive two (2) uniforms yearly which shall include at the 
employee's option any combination of either two pairs of pants, two shirts and/or 
smock and shall be required to wear the standardized uniform while on duty. Hairnets 
will be worn at all times, unless specifically excepted. 

14.3 Premium Pay 

Cafeteria employees will be paid at the rate of time-and-one-half (1-1/2) their regular rate 
of pay for working morning and evening banquets/dinners or special functions held in 
the Parma City Schools' Cafeterias and any other special events outside normal working 
hours. 

14.4 Lunch 

The Board will provide a Type A lunch for all cafeteria employees wishing to take 
advantage of it. Employees can purchase ala carte items at adult prices. 

14.5 Compensation for OSNA Certification 

Cafeteria personnel who have acquired and maintain Ohio School Nutrition 
Association Certification will be given a two (2) percent wage adjustment. 

14.6 Extra Time 

If extra time is needed for preparing elementary products, end of the month inventory, or 
paperwork, extra time will be granted with the approval of the District Cafeteria Supervisor. 
Exception to the approval process shall be allowable for necessary ordering duties. 

14.7 Substitute Assignment 

Regular employees shall not be subject to substitute assignment for absent employees in a 
different building except by agreement of the employee. 

14.8 Substitutes for Employee Absences 

In the event a cafeteria employee is absent, a substitute will be employed to fill in as soon as 
possible, but the position shall not be non-attended for more than two (2) days. 

14.9 Substitute List 

The cafeteria department will make every attempt to maintain a list of not less than 
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ten(lO) substitute employees. 

14.10 Compensation for Off-Site Laundry Services 

If required by the district, Elementary managers shall receive additional compensation 
in the fonn ofa monthly stipend of $65 .00 for doing district laundry at home. 

14.11 Assignment During Final Examination Week(s) 

During the student final examination week(s) at each high school, the administration shall 
have the express right to restrict the number of employees assigned to work that specific 
week. If such restriction occurs, it shall be implemented on a seniority basis. However, 
any employee not assigned to work during the final examination week(s) at the high 
school(s) shall be offered the opportunity by seniority to substitute for an absent 
elementary or Jr. High employee during this time period prior to offering such 
elementary or Jr. High position to a non-bargaining unit substitute. 

14.12 Special Function Assignments 

14.12.l When cafeteria employees are needed for special functions, such positions will be 
posted in the kitchens at each building. Employees who are interested in working 
at these special functions shall so notify their immediate supervisor. 

14.12.2 The immediate supervisor shall then offer the position(s) to the most senior 
employee(s) on a rotating basis at that building where the special function 
occurs and then to those interested employees district wide based upon 
seniority and on a rotating basis. 

14.13 Substitute Assignments in the Elementary Kitchens 

14.13.1 Regular secondary cafeteria employees who have been trained to substitute at the 
elementary level, shall be offered a substitution position in the elementary kitchens 
prior to offering such employment to a non-bargaining unit substitute. 
Opportunities to substitute under this paragraph shall be done on a seniority 
rotation basis. The trained elementary substitute shall remain in that position until 
such time as the regular employee returns. 

14.13.2 In the event that there is a trained elementary substitute working in that school, 
they will be offered the opportunity to fill the position. If there are no trained 
elementary substitutes available in the District, the position will then be offered to 
the other cafeteria employees (by seniority) in that school. 

14.14 Training by Attendant Manager 

A cafeteria employee (Attendant Manager) who provides training for elementary 
managers shall receive additional compensation in the form of a daily stipend of $25.00 
for up to five (5) days for providing such training. 
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14.15 Assignment on Early Release Days 

On those days that elementary students are released early due to record keeping or for 
completion of grades by the teachers, field days or any other days that cafeteria services 
are not provided, the elementary cafeteria employee(s) who are not assigned to work at 
the elementary school will be offered any available substitution assignment at the 
middle school or high school on a seniority and rotation basis prior to offering such 
employment to a non-bargaining unit substitute. 

14.16 Change in Assignment 

Prior to the end of the school year, the District Cafeteria Supervisor will make every 
attempt to notify each cafeteria employee of any change in his/her following school year 
assignments. 

14.1 7 Reclassification ofCF4 Position at PVES 

The current CF4 position at Pleasant Valley Elementary School shall be reclassified as a CF-
S and shall be paid accordingly to the CFS rate ofpay. 

14.18 Availability ofPosition in the Food Service Department 

When a position due to absence within the Food Service department becomes available, 
this position shall be offered to Food Service employees, by seniority in each building 
where the opening is to occur. If the position(s) are not filled under this paragraph, the 
position shall be offered to other employees in the Food Service department within the 
district. 

ARTICLE 15 -TRANSPORTATION PROVISIONS 

15.1 School Bus Driver Classification 

Only classified school bus drivers will be allowed to operate any school bus or van owned 
or leased by the Parma City School District, and used for the purpose of transporting 
students. Any school district employee with a CDL and state certification or van . 
certification can be utilized to drive school vehicles. Properly licensed monitors will be 
given the first opportunity to drive. Exceptions to the monitor preference will be made if 
one or more of the following conditions exist: 

15.1.I Extra trips utilizing a van which include an overnight stay as part ofthe trip. 

15.1.2 Extra trips utilizing a van and which involve transportation of seven (7) or less 
students to any one (1) activity. 

15.1.3 If management determines that a driver/monitor cannot fulfill the duties as bid or 
assigned, management maintains the right to remove and reassign that 
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driver/monitor. 

15.2 Driver Requirements - Accident Reporting 

AU bus drivers shall report any and all traffic citations while driving a Board owned or Board 
leased vehicle to the Transportation Director within twenty-four (24) hours ofreceipt ofsuch 
citation and shall report any traffic conviction in any other vehicle within twenty-four (24) 
hours of such conviction. 

15.3 Employment Guarantee - School Bus Driver 

15.3.1 Drivers with an employment date on or before February 1, 1999 will be guaranteed 
five and one-half ( 5½) hours of work for a.m. and p.m. routes once they have 
completed eight (8) years of service in the Parma City School District 
Transportation Department. The district shall maintain no less than 15% of all 
contracted routes at five and one-half (5½) hours for a.m. and p.m. route guarantees 
for Parma City School District Transportation Department. All remaining routes 
shall be guaranteed/contracted at four and one-half ( 4½) hours for a.m. and p.m. 
route guarantees for the Parma City School District Transportation Department. 

15.3.2 The transportation supervisor/designee shall be obligated to maximize routes. At no 
time shall a route(s) be created or split to avoid an increase in contracted hours or to 
avoid an increase in benefits levels. 

15.3.3 Effective with the August 2001 bid, the Parma City School District will maintain no 
less than ten (10) bid spare positions, with five (5) having a five and one-half (5½) 
hour guarantee. However, if there is a reduction in the transportation program, 
which would cause drivers to be laid off, then the number ofbid spare positions 
shall be reduced to no less than six (6). 

15.3.4 A driver's a.m. and p.m. guarantee in conjunction with a mid-day route bid and any 
extra work assignments cannot exceed 40 hours in a five-day period (Monday-
Friday). 

15.3.5 Drivers will be permitted fifteen (15) minutes to pre-trip their assigned vehicles 
with the appropriate amount of time being added to reach their first pickup. 

15.3.6 Schedules for Mid-Day, Mid-Day spares, and midday shuttle routes will be 
guaranteed one and one-half (1 ½) hours ofpay. 

15.3.7 All kindergartens, Midday shuttle, and midday field trips are time over and above 
the a.m. and p.m. guarantee. 

15.3.8 Bus monitors will be guaranteed the same a.m., p.m. and midday hours as the 
drivers they work with. 

15.3.9. Bus monitors who elect to drive a van will be paid at the starting school bus 
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driver's hourly rate for all hours worked driving a van. 

15.4 Bidding Procedure - School Bus Driver/Monitor 

15.4.1 Classification seniority will apply only to the Transportation Department 
forbidding/bumping procedures and will be defined as the length of employment 
by an employee in a particular classification as computed from the employee's 
most recent date of entry into such classification. In the case of a reduction in 
force, Article 6.7 (RIF) will apply. 

15.4.2 Drivers/Monitors must comply with all applicable federal and state regulations. 

15.4.3 Any driver/monitor on an unpaid leave shall not continue to accrue transportation 
classification seniority for bidding purposes only unless such employee meets the 
seniority requirements set forth in Appendix B (120 days or more in active pay 
status= 1 year of seniority, etc.) 

15.4.4 Any bus driver/monitor who does not pass the annual physical exam by August 1 
of each year will not be allowed to bid in the August bid process. Such 
drivers/monitors who then pass their physical and return to work will be a spare 
driver with a guarantee as outlined in 15.3 and will be eligible to bid for routes, by 
seniority, as they become available. 

15.4.5 The date of the bid and the general employee meeting will be established and 
posted two (2) weeks prior to the end of the preceding school year and will take 
into consideration both public and nonpublic start date calendars. On the day of the 
bid, drivers/monitors will be paid a guarantee of two (2) hours at the 
driver/monitor hourly rate. 

15.4.6 No routes will be posted that do not begin within the first month of the school 
year. 

15.4.7 On the day of the bid, employees shall report for the bid process fifteen (15) 
minutes prior to their scheduled bid time. Employees who are on the following 
approved absences under Jury Duty, Bereavement Leave, Personal Leave, a 
qualified FMLA leave or a bus driver/monitor assignment shall have the ability to 
"proxy" bid. The employee must notify the transportation supervisor and the 
current Union President and/or Designee that he/she is electing to "proxy" bid and 
provide in writing the necessary information that will allow for the bid procedure 
to proceed in a timely fashion. 

15.4.8 All routes for public, nonpublic, special education, Mid-Day, shuttles, and all 
known transportation requirements will be posted for review five (5) working days 
prior to the announced bid dates. 

15.4.9 All routes will indicate a starting time, starting point, pickup and drop-off points, 
student names, and total route hours and the need for a monitor if applicable. All 
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routes are subject to revision at any time and additional routes will be added as 
necessary. 

15.4.10 Immediately after the bid procedure for four and one-half (4 ½) hour drivers, bus 
monitors shall, by classification seniority, pick the route and/or Mid-Day of their 
choice from a list of routes made available by the Transportation Director. If 
changes in assignment become necessary after the bid, the Transportation Director 
will meet with the monitors before the change is implemented. 

15.5 Assignment of the A.M .. P.M. and Mid-Day Bid Spares 

15.5J On a daily basis, routes will be assigned to spares by seniority with the most senior 
spare receiving the route with the most time. Extra work assignments will not be 
part of the am., Mid-Day or pm. for assignment purposes. 

15.5 .2 If the regular driver/monitor returns to work, the spare will not be assigned a route 
that has already been assigned to another spare. 

15.5.3 If a route becomes vacant due to a known long-term absence of three (3) or more 
working days, the route shall be offered to unassigned spares/monitors by 
seniority. (If no one accepts the vacant route due to a known long term-absence, 
the route shall be assigned according to section "E" below.) 

15.5.4 After three (3) consecutive working days the bid spare driver/monitor will assume 
the absent driver/monitor route and times. This route will be offered to unassigned 
spare drivers and monitors by seniority. If the bid spare driver or monitor accepts 
the offered assignment, he/she shall remain until the regular driver/monitor returns 
to work. 

15.5.5 Ifno spare driver/monitor chooses to accept the route it will be mandated to the 
least senior spare driver/monitor available. This mandated assignment shall remain 
only until the regular driver/monitor returns to work or on the day a junior spare 
driver/monitor becomes available, the mandated driver/monitor shall be offered by 
the supervisor/designee the opportunity to bump out ofhis/her mandated route. 

15.5.6 The spare driver/monitor will continue to report at their Bid Spare time in the am. 
and pm. if not assigned a route as outlined above. 

15 .6 Mid-Day Route Spares 

15.6.1 Mid-Day Route spares will be assigned routes by 8:00 a.m. from all known 
absences. Routes will be assigned with the most senior Mid-Day Route spare 
receiving the route with the most time. Absences reported after 8:00 a.m. will be 
assigned to the remaining Mid-Day Route spares in order ofseniority. 

15.6.2 All Mid-Day Route spares will receive a guarantee of one and one-half (1 ½) hours 
and work scheduled times that are assigned. 
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15.6.3 If additional Mid-Day Route drivers are needed they will be taken from the 
midday trip list by continuing rotation. Upon refusal ofMid-Day Route Spare 
assignment management maintains the right to mandate the least senior from the 
Midday trip seniority list. Monitors will be given the first option to fill a monitor 
position by continuing rotation. 

15.7 Ongoing Bid 

15. 7 .1 After the August bid, any vacant route or route that increases the bid guarantee by 
more than (30) minutes shall be posted for three (3) work days. Any newly created 
route shall be posted for bid no later than ten (10) days after it has gone into effect. 
A partial route shall be posted for bid no later than thirty (30) days after it has gone 
into effect. These routes shall be awarded to the most senior driver/monitor who 
bids. Ifa route is subsequently vacated the route shall also be posted no more than 
two (2) additional times, with the remaining A.M. and P .M. routes being mandated 
to the least senior spare. 

15. 7 .2 A driver/monitor who bids and receives a newly created or vacated route or who 
relinquishes a Mid-Day routes or shuttle route will not be eligible to re-bid for the 
remainder of the school semester. 

15. 7.3 When a monitor position becomes available, it will be offered to the monitors for bid 
by classification seniority. 

15. 7.4 Any remaining Mid-Day routes will be offered to the most senior driver/monitor (in 
declining order), without a guaranteed Mid-Day Route assignment. 

15. 7 .5 All unaccepted Mid-Day routes will be mandated to the least senior 
driver/monitor. 

15.8 Non-Routine Definition 

A non-routine trip is defined as the transportation of students for purposes other than 
regularly scheduled routes to and from school that requires the use of a school bus or 
vehicle owned or leased by the Parma City School District. 

15.9 Non-Routine Notification 

The Transportation Director or designee will notify all drivers/monitors at least two (2) 
days in advance of approved trips. Ifnotification ofless than two (2) days' notice is given 
the appropriate list rotation will be followed with no charge for refusal. 

15 .10 Non-Routine Assignment 

15. 10.1 All field trip requests will be date and time stamped as they arrive at the bus 
garage. 
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15.10.2 Non-routine trips will be assigned on a rotating basis from the appropriate trip list, 
by seniority, with the trip having the earliest date and time stamp being given to 
the first person in rotation. 

15.10.3 Trips with the same date and time stamp will be assigned by the earliest trip 
origination date. 

15.10.4 Midday trip drivers will be removed from the list if they refuse a trip. Midday trip 
drivers/monitors can request a maximum of two (2) bye request to be absent per 
semester. 

15.10.5 The only exception to the above are the late trips, which are called after the 
normal day's assignments are called. The late trips going the same day will be 
assigned as soon as possible. 

15.10.6 All Field Trip drivers will be removed from the list for the remainder of the 
current semester and the next following semester if they refuse six ( 6) byes per 
year or four ( 4) immediate byes per semester. 

15.10.7 Immediate byes are to be used for emergencies only. Unjustified use of an 
immediate bye can be cause for immediate removal from the list. 

15.10.8 Drivers/Monitors on the trip list may submit up to six (6) "pre-determined" byes 
which allows for the driver/monitors to inform the transportation office of their 
desire to by-pass the assignment of trips and any field trip before those trips are 
assigned. 

15.10.9 Additionally, drivers/monitors on the trip list except Mid-Day and Athletics shall 
have the ability on the day of assignment of trips submit up to four ( 4) 
"immediate byes" informing the transportation office of their decision to "by-
pass" that day's assignment of trips. 

15.10 .10 The above method of using "pre-determined" or "immediate" byes of assignment 
of trips shall come with no penalty to the driver/monitor exercising this right. 

15.10.11 Drivers and monitors (monitors where applicable) may request a bye which is a 
request to be absent for any field trip before those trips are assigned, A maximum 
of six (6) "pre-determined" bye requests per year and four (4) bye requests to 
absent are permitted, per list, per semester. 

15.11 Non-Routine Cancellation 

15.11.1 In the event a long, weekend or holiday trip is cancelled after the driver/monitor 
reports for the trip, the driver/monitor is guaranteed a minimum of two (2) hours of 
show-up time and the next unassigned trip. If the trip is cancelled after the driver 
has left the pickup site for the trip destination, he/she will be guaranteed the 
minimum hours listed for the appropriate trip list and is not eligible for the next 
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unassigned trip. 

15.11.2 If a short trip is cancelled, the driver/monitor shall receive a one (1) hour 
cancellation guarantee. If the driver/monitor talcing such trip has clocked out and is 
required to clock back in for such trip. In such instance the driver/monitor will be 
eligible for the next unassigned trip if such short-trip is contiguous to the 
driver's/monitor's a.m., p.m. or Mid-Day route. the driver/monitor shall not receive 
any cancellation pay. 

15.12 Non-Routine Charging 

15.12.1 Any time a driver/monitor accepts a trip, he/she will be charged on the appropriate 
trip list. 

15.12.2 When a driver/monitor's name comes up on more than one list on a given day and 
the driving times are concurrent, the driver/monitor will not be charged for the trip 
refused. If the driver/monitor refuses both assignments, the driver/monitor will be 
charged for both. 

15.12.3 If a driver/monitor cannot take a trip after accepting it, he/she will be charged for 
that trip and the trip will go to the next driver/monitor in rotation. 

15.12.4 If a driver/monitor is absent on the day that he/she would be notified of a trip 
assignment, he/she will be charged for the trip and marked with an absence. 

15.13 Non-Routine Field Trip Lists 

The Transportation Director will post and maintain by seniority six ( 6) extra trip lists, 
Midday, Long, Short, Weekend/Holiday Odd, and Athletic. All newly hired drivers who 
have passed their probationary period will be added to these lists unless they inform 
management of their desire not to be added. 

15.13. I Midday Trip List: 

a. Midday trips are those trips that occur between the a.m. and p.m. routes, 
and run between 9: 15 a.m. and 2:00 p.m. 

b. Midday field trip option will be available for sign-up at the August bid and 
from December 1st, through December 10th. All drivers who sign-up in 
December will be eligible for trips as of the first report day in January. In 
order to be eligible to sign-up for the Midday trip list, the driver must be 
available between the hours of 9: 15 a.m. and 2:00 p.m. 

15.13.2 Long Trip List: 

Long trips are guaranteed four (4) hours and are those weekday trips with a 
reporting time of4:00 p.m. or after and all trips that occur on days that Parma 
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Schools are not in session. 

15.13.3 Short Trip List: 

Short trips are guaranteed two (2) hours and are weekday trips that occur between 
9:30 a.m. and 2:00 p.m. and are generally over or back trips that leave the school 
district boundaries. 

15.13.4 Holiday/Weekend Trip List: 

a. Weekend trips have a four ( 4) hour guarantee and are to be paid at one and one-
half (1 ½) times the hourly rate. ( ex. Drivers regular rate is ten ($10.00) dollars 
per hour - 1 ½ times means driver receives total pay of fifteen ($15 .00) dollars 
per hour for weekend trip.) 

b. Holiday trips have a four (4) hour guarantee and are to be paid at the premium 
rate of pay in accordance with Article 10.4. 

15.13.5 Athletic Trip List: 

a. Athletic trips are those trips with a report time prior to 4:00 p.m. in which 
students are being transported to an event at a time that conflicts with the 
regular p.m. routes. The athletic trip list option shall receive at least their p.m. 
guarantee. 

b. Athletic field trip option will be available for sign-up twice per school year, 
August and from December I through December 10th. All drivers who signed 
up in December will be eligible for trips as of the first report day in January. 

c. The first five (5) names that receive an assignment will receive athletic driver 
coverage for their p.m. trips. Out-of-district trips will receive first priority and 
then in-district trips will be assigned to a maximum of five (5) trips. 

d. These five (5) drivers will take athletic trips in place of their p.m. run. Their 
p.m. guarantee will become a part of the trip hours with p.m. reporting time 
appropriately adjusted to coincide with trip time. 

e. The Board will agree that athletic trips will be scheduled (not more than five 
(5)per day when the bus driver's regular route can be covered by an available 
spare driver. 

f. Any additional athletic trip(s) for the day may be assigned as over and back 
(Drop Only) assignment(s) and shall not be considered an athletic trip. 
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15.13.6 Odd Time A.M Trip List: 

a. Odd time trips are those trips with a report time before 9 :00 a.m. and will 
receive at least their a.m. guarantee. 

b. The determination ofwhether or not such trips will be approved will be at the 
sole discretion of the Director ofTransportation. 

15.13. 7 Over and Back Assignments: 

a. All over and back assignments are those assignments within the boundaries of 
the school district which will be assigned at the discretion ofthe Director of 
Transportation or his/her designee, from all drivers whose a.m. and or p.m. or 
Mid-Day route begins or ends close to the assignment. These assignments will 
be made part of a.m. Mid-Day route or p.m. guarantee and are not refusable. 

15.13.8 Overnight Trip List: 

a. Driver/Monitors shall be paid for all hours (AM. to P.M.) that are associated 
with and/or for the group participating in the overnight trip. The 
driver/monitor shall receive no less than eight (8) hours ofrest plus one-half 
(1/2) hour of pre-trip time which adheres to ODOT regulations. All lodging 
and meals of the driver(s) or monitor(s) shall be covered by the district. These 
payments shall be determined between the district and driver/monitor prior to 
the commencement of the overnight trip. 

b. The transportation department shall maintain an overnight trip list that shall be 
on a continuous rotation and shall continue to rotate through the list with no 
roll back on July 1st. 

c. Drivers/Monitors offered an overnight trip may elect to refuse the offered trip 
without penalty. 

15.13.9 Extra Work Assignments: 

a. Extra work assignments that continue on a regular basis will be posted for bid 
prior to the beginning of each semester or as scheduling changes occur. Drivers 
who bid on these assignments must meet the posted criteria and will be 
committed to the assignment for the time frame indicated on the bid. A driver 
cannot bid on these assignments if the time conflicts with other bids held by that 
driver or if the accumulation of the extra work assignment hours exceeds 40 
hours in a five-day period (Monday-Friday). 

b. There are no guaranteed hours ofwork for these assignments except that the 
five (5) most senior bidders (driver or monitor) shall upon their bid be granted 
guaranteed hours for all hours bid under this section and shall receive all 
benefits afforded based on the accumulation of extra work assignments hours. 
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Hours of work assigned, or guaranteed hours assigned shall begin to be paid 
upon bid award. 

c. If a senior driver and/or senior monitor whose extra work assignment has been 
removed or the assignment has ended shall be able to exercise their right to 
bump a less senior driver/monitor extra work assignment hours. 

d. Bumping shall be for an extra work assignment that is closest to the removed 
assignment. At no time shall there be less than five (5) drivers and/or monitors 
who have guaranteed hours under this section. 

e. Extra work assignments that occur on an occasional basis will be assigned by 
seniority to drivers who are available at the bus garage at the time the 
assignment is made. 

f. After initial bid, if a hospitality route becomes available, the route must be 
reposted, and assigned to the highest seniority driver/monitor, if they are 
eligible. 

15.13.10 License Renewal, Aide Permits and Random Drug Testing: 

a. Parma City Schools will pay the cost of a class B with school bus passenger 
endorsement renewal license every four (4) years for those employees required 
to maintain their CDL and will pay the fee for the renewal of aide permits for all 
actively employed monitors. 

b. Any employee required by Federal Law to participate in the random drug 
testing program will be paid for the time required to complete the testing. The 
Board and Union hereby agree to abide by all the requirements of the Omnibus 
Transportation Employee Testing Act of 1991, other federal and state 
laws, including the rules published by the U.S. Department of Transportation 
(DOT) and the Federal Highway Administration (FHW A). 

c. Drivers will be paid the current training hourly driver training rate to a 
maximum of twenty-one (21) hours for recertification. The Board will provide a 
recertification-training program for drivers once per year at no charge. 

15.13.11 Jackets: 

Once an employee completes probationary period, the employee shall be provided 
with a jacket of their choice (spring or winter); and thereafter all drivers, bus 
monitors and mechanics shall receive a jacket (spring or winter) on the scheduled 
even year. This practice shall commence in the fall of2020 for all employees. 

15.13.12 Lunch: 

The lunch period will be paid when a driver is on a field trip or has back to back 
runs, which do not allow one-half {l/2)-hour non-driving time. 
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15.13.13 Non-Public and/or Special Education Days: 

a. When non-public or special education schools outside the Parma City School 
District request transportation for a day that Panna Public Schools are not in 
session the following procedure will be followed: 

b. The bid driver/monitor must run their bid route or Mid-Day route to receive 
their bid guarantee. 

c. Spare driving positions for these days will be taken from the appropriate 
rotating seniority lists (bid spare list and Mid-Day spare list.) Drivers assigned 
from these lists will receive their spare bid guarantee. 

d. Additional Mid-Day drivers/monitors, ifneeded for these days, will be 
assigned by seniority from all drivers working on these days. 

e. Bid shuttle drivers for PHCA & ICWA shall run the routes for these schools 
on days when Parma Schools are not in session. Due to the collection and 
transfer nature of these runs, special runs will be created for these days to 
accommodate these students. 

15.13.14 Summer Openings: 

a. Panna City Schools will hire only Parma classified school bus drivers for the 
purpose of getting buses ready for state inspection. If all positions are not 
filled, the work will be offered to school bus monitors with a CDL. All 
positions available during the summer shall be categorized and posted. 
Selection shall be based on the following criteria: 

1. Transportation Seniority 
ii. Absence and tardy record 

b. A point system will be used and criteria outlined and posted. Deduction of 
points will not be applied to an employee on Jury Duty, Bereavement Leave, 
Personal Leave and a qualified FMLA leave. Employees shall receive one (1) 
point for each quarter of perfect attendance and safe driving and no 
preventable accidents. FMLA absences shall disqualify the employee for the 
perfect attendance provided for each quarter. 

c. The employee shall be assigned to not more than one category. Inadequate 
performance shall result in termination of the summer assignment and another 
name will be chosen from the summer eligibility list. All current contracted 
drivers/monitors hired within the school year prior to the summer selection 
shall be eligible. 

c. Hours and length of summer employment will be determined by management. 
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d. Summer driving assignments, other than Field Trips, will be assigned by 
rotation and are not refusable by summer workers. Any driver refusing 
summer driving assignments will not be eligible to work the following 
summer. 

15.13.15 Summer Trip List: 

a. Summer trip lists start the first day of summer break following the last 
mandatory report day for the drivers. This trip list will terminate as of 
mandatory opening meeting day. 

b. There will be two rotating trip lists - one for weekdays and one for 
weekend/holidays. 

c. The summer trip list will include drivers with a summer assignment. But 
monitors with a CDL who work a summer assignment will be given the 
opportunity to drive as long as such monitor has driven a bus within the prior 
three (3) month period. 

15.13.16 ROAD-E-O 

a. Employees electing to participate will be responsible for cost of registration 
to attend the Regional Road-E-O. 

b. Employees electing to participate in the Road-E-O shall have access to 
district buses to practice, but shall not be paid time for this practice time. 

c. For employees who advance to the State or National Road-E-O, the District 
shall reimburse any employee for all associated fees and cost. 

d. Drivers participating in the following event shall be provided the following 
stipend to be paid upon completion of each event: 

i. Regionals $50.00 
ii. State $75.00 
iii. National $100.00 

15.13.17 Pay Rate for Substitutions 

a. A regular Bus Driver/Monitor employee who substitutes in a position other 
than his/her regular position, shall be paid the rate for the position at the 
appropriate step/level effective immediately and will continue at the rate for 
the duration of the time the employee substitutes in the position. For 
example, if an employee substitutes in a higher paying position, s/he will be 
paid at the higher rate for the substitute position at his/her step/level. If an 
employee substitutes in a lower paying position, s/he will be paid at the 
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lower rate for the substitute position at his/her step/level. 

b. Example: Bus driver/Monitor substitutes as a classroom monitor, Bus 
Driver/Monitor is at Step 5, he/she receives step 5 pay rate from the 
classroom monitor salary schedule. Any hours worked by a School Bus 
Driver outside of the School Bus Driver classification will not be considered 
when calculating eligibility for family coverage under Article 21. 

c. A School Bus Driver/Monitor shall complete an Affordable Care Act 
statement annually waiving any right to family coverage under this Section 
and described in Article 21 but may voluntarily participate in the Board's 
insurance plan for family coverage at their own expense and shall not work 
more than 40 hours during any work week. 

15.14 Driver/Monitors Physicals 

Drivers/Monitors will be paid up to one (1) hour for time spent obtaining his/her physical 
examination. 

ARTICLE 16- SECRETARIES/CLERKS/ASSISTANTS/MONITORS PROVISIONS 

16.1 Substitutes 

The Board and/or respective schools shall maintain a substitute list for secretaries, clerks, 
assistants, and monitors. In the event a secretary or clerk is absent, a substitute will be 
employed to fill the position as soon as possible, but the position shall not be non-attended 
for more than three (3) days. 

16.2 General Working Conditions 

Clerks and assistants shall not be required to dispense medications. Secretaries and/or 
monitors assigned to the Clinic shall dispense medications in accordance with Board policy. 

16.3 Monitor Assigned to the Clinic 

16.3.1 The Board shall provide a Monitor assigned to the clinic to be on duty at each high 
school clinic when the nurse is not present in the building. 

16.3 .2 The Board shall provide classes in First Aid and CPR for Monitors assigned to the 
clinic. 

16.4 Educational Assistant Work-Day 

16.4.1 The work day for regular educational assistants shall be a minimum of four ( 4) 
hours per day, except in special circumstances mutually agreed upon by the union 
and management. 
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16.4.2 Employees whose assignments are based on student enrollment (Classroom 
Assistants) shall have a reasonable expectation of returning the following school 
year. All benefits and entitlements shall remain with said employee(s) at least to 
the students' start date of the following school year and then until such time 
proper notification is given under the contract guidelines in the Reduction in 
Force article. 

16.4.3 No later than the last day of the school year, the Board shall notify those 
Educational Assistants who are to be re-employed the following school year of 
their tentative assignment. 

16.4.4 In the event that class size necessitates a reduction in assistant positions or hours, 
the most senior displaced educational assistant will have first selection for any 
open positions(s) or will have the option to bump the least senior educational 
assistant with the same or like hours. 

16.4.5 If a person in the above process ends up with a position involving less hours than 
currently assigned, that person will have first choice before an educational 
assistant position is posted. 

16.4.6 Educational assistants who are requested to substitute for a noon aide or secretary 
during their regular work day shall be paid at the rate of pay for their regular 
educational assistant's pay. 

16.5 Media 

16.5.1 Senior high school media assistants shall work ten (10) or more days than the 
school schedule, apportioned immediately before or after the school schedule, as 
determined by the Director of Information Services and/ or the appropriate 
building principal. 

16.5.2 All Media Assistants shall be given in-service training on AVA equipment 
regarding its use and maintenance. This in-service training shall be done on in-
service or early release days as needed. 

16.5.3 Media~ If a Media Assistants hired into the Media classification before July 16, 
1996 (Civil Service Tested) leaves the position of Media Assistants, takes another 
position outside of the Media Assistant classification applies for an open Media 
Assistant position at a later point and is offered the position, they will return to the 
0203 Class Series in regards to salary and benefits. 

16.5.4 The parties established by seniority "temporary home building assignments" 
during the period of reductions in Media Assistant staff. The parties understand 
that due to previous staff reductions the need to travel from one building 
assignment to another may be necessary. The district shall include any travel time 
to and from building assignments as time worked and shall reimburse the 
employee for mileage. 
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16.5.5 The district recognizes that due to reductions the Media Assistants' job 
expectations and job priorities have been temporarily altered as a result of the 
reduction in force. The district shall forward new job priorities and altered job 
expectations agreed upon by the parties to building administration and Media 
Assistants employees. Any additional duties and/or changes to the altered job 
priorities and altered job expectations shall be agreed upon with the Union. Future 
open positions will be posted with building assignment/location and are subject to 
lateral transfers first pursuant to Article 6.5 and if no laterals the job posting 
language shall be applied. 

16.6 Secondary Student Monitors 

16.6.1 Female monitor positions and Male monitor positions will be provided with same 
gender substitutes whenever such same gender substitutes are available. In the 
event same gender substitutes are not available, the Board will make every effort 
to cover that absent monitor's assignment with an employee of the same gender 
through temporary reassignments. 

16.7 Paraprofessionals 

All paraprofessionals on Salary Schedules IV or E must either pass the written test or meet 
the educational requirements of the "No Child Left Behind Act.". All newly hired and 
transferred employees must meet the above requirements at the time ofhire or transfer. The 
Board will pay the cost of the test for those employees taking and passing the test. Such 
payment shall include all employees passing the test prior to the execution date of this 
Agreement. Any paraprofessional covered by this requirement who does not satisfy this 
requirement by the amended date shall not be employed as a paraprofessional by the 
Board. 

16.8 Child-Specific Education Assistants 

16.8.1 Definition. A Child-Specific special education assistant ("CSEA") is defined as a 
special education assistant employee who has been assigned to provide services and 
assistance to a specific student. 

16.8.2 Hour of World Assignment. A CSEA shall work the hours required to serve the best 
interests of the assigned child; however all hours work will be concurrent (no split 
shifts). 

16.8.3 Bidding/Transfer/Substituting. All current special education assistants who work 
1: 1 with a student ("CSEA") will be permitted to bid and obtain another position as 
outlined in Article 6. 

16.8.4 Effective with the first day ofthe 2015-2016 school year, regardless of the date of 
assignment to the CSEA position, employees who remain in the assigned position 
through the end of the school year shall receive an additional ten percent (10%) 
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stipend based upon their regularly contracted hours, pro-rated if necessary, payable 
at the close of the school year. The stipend shall be considered compensation and 
all applicable retirement contributions shall be made. Any employee who 
substitutes for a CSEA employee who is absent; or because a 1 : 1 vacancy exist; or 
a CSEA has not been assigned; or for any other reason that requires an employee 
to work in a CSEA position, that employee shall be compensated an additional 
$10.00 per hour or fraction thereof. 

16.8.5 Reduction in Force. Due to the unique nature of these positions, CSEAs shall not 
be subject to being bumped out of their assigned positions during the school year 
of their assignment. If a reduction in force occurs to be effective at the end of the 
school year, CSEAs may be displaced in accordance with the RIF procedures 
otherwise set forth in Article 6. 

16.8.6 Student Departures. In the event that the student to whom the CSEA is assigned 
withdraws, no longer requires the setvices of a CSEA or otherwise no longer 
attends the district, or requires less hours than the CSEA is assigned, the CSEA 
will continue to be employed by the District without loss ofpay or benefits (hold 
harmless) for the remainder of the school year. During this time, the CSEA will be 
required to substitute for absent employees. If there is no absent employee on that 
day, the administration will assign responsibilities to the employee during his/her 
regularly scheduled hours. If a Special Education Assistant or CSEA position 
vacancy arises during that school year, the position will be posted for lateral 
transfers first. If there is not a lateral request, the position will be offered to the 
most senior displaced CSEA employee. If a lateral employee applies for and is 
awarded the lateral transfer, the position he/she vacated will be offered to the most 
senior unassigned CSEA provided the position does not exceed the annual hours of 
the position from which they were displaced. If a vacancy does not occur by the 
end of the school year, the employee will be reduced in force. 

16.8.7 Special Education Assistants and CSEAs will remain as one classification. 
Current Special Education Assistants may bid on open CSEA position as a lateral 
transfer. 

16.8.8 Open CSEA positions will be posted in accordance with Article 6. 

16.9 Special Education Aides' Premium Pay 

16.9.1 Effective on the date of ratification, SPED Aides working without an assistant or 
teacher when one is normally assigned or substituting as a 1-on-1 aide shall be 
compensated an additional $10.00 per hour or fraction thereof. 

16.9.2 Effective on the date of ratification, General Monitors working without an 
assistant, teacher or additional monitor(s) when one is normally assigned shall be 
compensated an additional $10.00 per hour or fraction thereof. 

16.9.3 Special Education Aides shall be a minimum of no less than 4-hour positions. 
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16.10 Special Education Liaison 

The parties agree to create a recognized SPED Liaison position filled by Union 
appointment that would be released from work to attend meetings called by the Union or 
attend management meetings pertaining to special education who would discuss issues 
pertaining to SPED assistants seeking meaningful resolutions to issues presented. 

16.11 Clinic General Monitors Reclassification 

Effective on the date of ratification, Clinic General Monitors at VFHS/NHS/PHS shall be 
reclassified as "Clinic Assistant" and placed on the same salary schedule as the Alternate 
School Security (Class Code F (A-6)). 

16.12 Attendance Positions Reclassification 

Effective on the date of ratification, the six (6) HS GC-3 "attendance positions" shall be 
reclassified to GC-4 at 42 weeks. 

16.13 Home Liaisons 

Flex time shall be used in order for Home Liaisons to provide services/support to the student 
and family as needed. This will include home visits. Programs outside ofnormal work duties 
shall be voluntary. Employees who participate in a program outside of the normal work 
duties shall be paid for this time. 

ARTICLE 17-RENEWAL OF LICENSES/CERTIFICATES 

17.1 Renewal ofCertificates for Assistants and Monitors 

The Board agrees to pay the fee for the actual cost of renewing employees certificates or 
licenses required in order to retain their positions. 

17.2 Renewal of Boiler Operator's Licenses 

For those employees required to have a boiler operator's license, the Board shall pay for the 
renewal. 

ARTICLE 18- CUSTODIAL/MAINTENANCE PROVISIONS 

18.1 Custodial/ Maintenance Assignments 

18.1.1 All High School, Middle School and Elementary School buildings within the 
Parma City Schools will be attended by a custodian during all school and open 
hours for which a building permit has been issued and during such time that an 
outside contractor is working in the building if such custodial attendance is with 
prior approval of the building principal or Custodial Supervisor. 
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18.1.2 The Central Office building will be attended by a custodian during regular 
school hours and open hours for which a building permit has been issued if 
such building permit states that more than ten (10) adults will be in attendance. 

18.1.3 At the elementary buildings where building permits have been issued for 
Extended Day Care, the building custodian will be allowed to report to work in 
the morning one half (1/2) hour prier to the time designated on the building permit 
and shall depart when the last day care worker leaves unless there are 
extenuating circumstances that would require him/her to remain at the building 
longer. 

18.1.4 Elementary custodians may be required by the building principal to work three (3) 
special events each school year and shall be paid a minimum of three (3) 
hours pay. The custodians shall be paid for actual hours worked at these special 
events. Special events are defmed as Open House, Teacher/Parent Conferences, 
Concerts, etc. The elementary building principal will provide the custodian 
with fourteen ( 14) calendar days advance notice for each event. 

18.1.5 If a custodian is absent at a High School or Middle School, the time shall be 
covered in the following manner: 

a. The time shall be offered to that building's custodial/maintenance staff. 

b. If the custodial/maintenance staff in that building does not accept the 
overtime, it shall then be offered to all other custodians first. 

c. If no custodian accepts the overtime, it shall then be offered to the 
maintenance department by seniority. 

18.1.6 Elementary Schools 

When an elementary custodian is absent, the following procedure will be 
followed: 

a. The Byers Field Attendant (BFA) will be assigned to substitute during 
off-season. The Maintenance Supervisor or Maintenance Working Foreman 
will make such assignment. 

b. If the BFA is not assigned, laborers (M-1) or maintenance (M-2) will be 
offered the substitute assignment. However, any M-1 or M-2 not assigned 
to the Maintenance Department (P.V. location) will be excluded. 

c. If no laborer (M-1) or maintenance (M-2) accepts such substitute assignment, 
then the Maintenance Supervisor or Maintenance Working Foreman has the 
express right to assign anyone from the maintenance department to that 
substitute position from the mandatory assignment rotation list. 
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d. If the position is offered to cleaners, they may not substitute for more than 
two (2) consecutive workdays at a time. During the period a cleaner 
substitutes for an elementary custodian, he/she shall be paid at the beginning 
custodial probationary hourly rate. If the position of laborer (M-1) is ever 
abolished then cleaners will not be offered custodian substitute positions. 

e. When bargaining unit employees are not available to substitute for absent 
employees, non-bargaining unit substitute employees may be used to fill 
short-term or long-term absences. If any positions are abolished, substitute 
non-bargaining unit employees will not be offered custodian substitute 
positions. 

18.1. 7 An overtime rotation list shall be posted in the maintenance department. 
Overtime shall be rotated by seniority. All overtime shall be chargeable. 
(Example: Sick leave, refusal, vacation, etc.) 

18.1.8 When the maintenance department is not available for snowplowing mechanics 
will be contracted first, then custodians, before any substitute employee is 
called. When the maintenance department is not available for grass cutting, 
custodians will be contacted first, then mechanics, before any substitute employee 
is called. 

18.1.9 After the completion of the probationary period, custodians and MT2 -
Media/Computer Technicians 2 will be issued either a heavyweight jacket or a 
Carhartt style jacket with a hood or a lightweight jean type jacket every three 
(3) years. Maintenance personnel and laborers will be issued either a 
heavyweight winter jacket, a Carhartt style winter jacket with a hood, a 
heavyweight Carhartt style winter bib overall, or a lightweight jean type jacket 
every three (3) years. 

18.2 Uniform Allotment 

18.2.1 All custodians, maintenance employees, and mechanics shall be provided uniforms. 

18.2.2 After the completion of the probationary period, the Board will provide three (3) 
uniforms for all newly employed building custodians and building maintenance 
personnel. Thereafter, three (3) uniforms and two (2) t-shirts will be provided 
each year. Non-building maintenance personnel will also be provided two (2) t-
shirts each year. Employees shall wear these uniforms/t-shirts while on duty. 

18.2.3 Mechanics and non-building maintenance personnel will be provided a uniform 
service which will provide five (5) clean uniforms per week. Such employees 
shall wear these uniforms while on duty. 
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18.3 Provisions for Mechanics 

18.3.1 Broken or worn out tools will be replaced. The Board will purchase additional 
tools up to the value offive hundred dollars ($500) per year for each mechanic. 

18.3.2 Two (2) mechanics will be on duty whenever more than three (3) maintenance 
vehicles are operating plowing snow. These three (3) maintenance vehicles will 
include the salt truck but shall not include the three (3) high school vehicles. 
However, if such time is in addition to their regular assigned hours, such time 
shall be paid in accordance with Article 8.4. 

18.3.3 A mechanic who passes six (6) categories of the Automotive Service Excellence 
(ASE) certification test will receive three hundred ($300.00) dollars additional 
pay added to his/her base salary. The six (6) categories shall be as follows: 

a. Brakes 
b. Suspension and steering 
c. Electrical/Electronic system 
d. Diesel engines 
e. Body Systems - Special Equipment 
f. Drive Train 

18.3.4 Minimum Call-In Time 

a. Any employee called in to work at a time that does not abut the regular 
work day schedule shall receive a minimum of three (3) hours of pay at the 
appropriate rate of pay under this agreement. 

b. A premium rate of time-and-one-half (1-1/2) shall be paid to mechanics who 
are called in to work. However, such premium rate shall not compound in 
any circumstance to provide for double or triple pay. 

ARTICLE 19 - CLEANERS PROVISIONS 

19.1 Provisions for Cleaners 

19.1.1 Work Schedule - The work schedule for cleaning personnel shall be established 
by their Custodial Supervisor which shall include the employees' work times 
and location of their assignments. If a section becomes available, employees 
in that building shall have an opportunity by seniority to move to that available 
section. Once sections have been established and prior to any changes to that 
section, the affected employee shall meet with the supervisor and Union President 
to discuss the need for the changes. 

19.1.2 The Board shall maintain a parking policy which permits cleaning employees 
during working hours to move their cars in closer proximity to the building. 
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19.1.3 The Board will provide suitable temperatures for working. 

19.1.4 The Board shall supply all tools and equipment reasonably necessary for 
performance of employment duties. 

19. l . 5 Whenever it becomes necessary to fill a vacancy or cover for an absent cleaner, 
cleaners in the building where the position needs to be covered will be offered the 
extra time/overtime on a seniority rotation basis. If cleaners from the building 
don't accept the offer of extra time/overtime in their building, cleaners from 
other buildings in the district will be offered the extra time/overtime under the 
following procedures: 

a. All cleaners will have the opportunity to select three (3) buildings in the 
district, in additional to their own building, where he/she would be willing to 
fill in for an absent cleaner or vacancy. 

b. Once cleaners have placed their name on these lists, the lists will be given to 
the Head Custodian at each High School, Middle School and Elementary 
School where at least one (1) cleaner selected as a place to work. The Head 
Custodian will then offer the cleaners on his/her list the extra time/overtime by 
seniority. 

c. If the cleaners on such lists do not accept the offer to work, or cannot be 
contacted, the Head Custodian at the High School, Middle School and 
Elementary School will then make every effort to fmd a substitute for the 
vacancy or absent cleaner. 

d. If a substitute Cleaner cannot be found, the Custodian will call the Cleaners 
from that building on a rotating basis to work an optional two (2) hours prior 
to or after their regular shift. (Example: Four (4) Cleaners working two (2) 
hours each to cover an eight (8) hour section.) 

e. If the Custodian cannot find enough volunteers to work, the remainder of the 
section will be divided and assigned out on a rotating seniority basis from the 
Alternate Cleaners Schedule to be completed in the Cleaners own allotted time 
schedule. 

19.1.6 All Cleaners will have the opportunity to work through the Christmas and Easter 
recess. Cleaners will receive their regular rate of pay. Such work will be on a 
voluntary basis and will not be included in the Cleaners regular work schedule. 
Cleaners will voluntarily sign-up for this work time and the work will be 
assigned on an as needed basis by the Custodial Manager. Cleaners will be 
assigned to their regularly assigned buildings first, if there is work assigned by 
the Custodial Manager, then to other buildings. 

19.1.7 All Cleaners will be provided three (3) shirts or smocks annually. Such 
employees shall wear these shirts/smocks while on duty. These shirts/smocks 
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will have the Parma City School logo on them. 

19.1. 8 Summer Work - Whenever there is a need for additional summer work as 
determined by the Custodial Manager, cleaners that work this extended period will 
be scheduled in the same building they normally work in to complete any 
necessary cleaning prior to being scheduled in another building. 

19.1. 9 Cleaners shall be placed into the same classification series as custodians, with the 
following criteria: 

a. Movement of Cleaners into Custodial Series is for bidding pmposes only. 

b. This change shall not affect overtime provisions for the custodial classification 
series. 

c. This movement shall not afford any other employee to bump into the Cleaner 
classification and/or RIF Cleaners under the reduction in force language. 

ARTICLE 20- SCHOOL CALENDAR 

The school calendar will not be a matter of negotiation with either the PEA or the Union. 
However, when the school calendar is discussed, the Union shall be given the opportunity to have 
a representative from each local (#122, #160, #404, #695, #756) present to provide input prior to a 
final administrative decision and recommendation to the Board. 

ARTICLE 21- INSURANCE 

21.1 Gold Plan 

Eligible employees will be provided either single or family medical coverage in 
accordance with the provisions set forth in this Article 21. Employees covered under this 
plan will receive medical benefits, which are comparable to the Super Med Plus PPO plan 
and shall include the following deductibles and copays ("Gold Plan"). 

Deductible In Network Out ofNetwork 
Single $100.00 $200.00 
Family $200.00 $400.00 

Office Visit Copay $15.00 $15.00 

Emergency Room Copay $50.00 $50.00 (unless admitted) 

Coinsurance 100% UCR 70% UCR 

Coinsurance Maximum (per year) 
Single N/A $2,400.00 
Family N/A $4,800.00 
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Each successive deductible year will be the calendar year. 

21.2 Silver and Bronze Plans 

21.2.1 In addition to the insurance plan provided above, eligible employees will be 
provided two additional options for medical coverage. 

21.2.2 Eligible employees may choose, but are not required to select from the following 
additional named options: 

a. SuperMed Plus PPO 500 plan ("Silver Plan"); or 

b. Minimum Value plan ("Bronze Plan"). 

21.2.3 The specific plan design of each plan is attached hereto as Appendix E. 

21.2.4 Employee contributions for each plan are set forth in Section 21.6. 

21.3 Employees Working Less Than 4 Hours Per Day 

Those employees hired after 1/11/88 for less than four (4) hours per day will not receive 
paid insurance benefits but may voluntarily participate in the Board's insurance plans at 
their own expense. All employees who were hired before 1/11/88 shall retain current 
hospitalization coverage as provided in this contract. 

21.4 Employees Working 20 Hours But Less than 30 Hours Per Week 

21.4.1 Those employees hired on or after February 18, 1992, and who work twenty (20) or 
more hours per week but less than thirty (30) hours per week will be eligible for 
single coverage benefits and may voluntarily participate in the Board's insurance 
plan for family coverage at their own expense. Employees in this category hired 
prior to February 18, 1992 will be exempt from this provision and will be eligible 
for benefits as outlined in this agreement. 

21.4.2 Effective on and after January 1, 1996, any employee who is eligible for single 
coverage (twenty (20) hours or more per week, but less than thirty (30) hours per 
week), or family coverage (thirty (30) hours or more per week) may elect to enroll 
in the additional medical plan of his/her choice as set forth in 21.2. 

21.5 Eligibility for Single, Family and Couples 

Notwithstanding any other provision of this article, effective February 1, 2005, couples 
who are both employed by the Board and both eligible for coverage under this Article are 
limited either to two (2) single coverages or one (1) family coverage. 
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21.6 Insurance Plan Design Contributions 

21.6.1 Each eligible employee enrolled in the Gold Plan provided in this agreement in 
section 21.1 above ( or subsequent replacement with same or similar coverage) 
shall pay, through pre-tax payroll deduction ten (10%) percent of the total 
monthly premium for single coverage or for family coverage. 

21.6.2 Each eligible employee enrolled in the Silver Plan (or subsequent replacement 
with same or similar coverage) shall pay, through pre-tax payroll deduction five 
(5%) percent of the total monthly premium for single coverage or for family 
coverage. 

21.6.3 Each eligible employee enrolled in the Bronze Plan (or subsequent replacement 
with same or similar coverage) shall pay, through pre-tax payroll deduction two 
(2%) percent of the total monthly premium for single coverage or for family 
coverage. 

21.6.4 The monthly premium cost from year to year will be based on the actual health 
coverage increase from the prior year limited to a twenty (20%) percent increase in 
any specific year. 

21.6.5 If any employee groups (PEA, Administrators, Supervisors, Directors or 
Confidential employees) contributes a smaller percentage than the OAPSE 
bargaining unit for the equivalent plan ( or subsequent replacement with same or 
similar coverage), the total monthly contribution shall be adjusted to reflect the 
decrease immediately. 

21.7 Insurance Committee 

The parties agree that OAPSE shall participate on the established insurance Committee. 
Each local shall be represented either by the Union President or designee and shall be 
involved in recommendations that will have an impact on the bargaining unit's health 
insurance plan design. OAPSE and the board shall have the authority to explore insurance 
plan design alternatives for their respective bargaining units. Any recommendations must 
be ratified by the OAPSE bargaining unit. 

21. 8 Opt-Out 

Employees eligible for Board paid family coverage may 'opt out' of the medical, dental 
and vision care coverage set forth in Article 21. Such employees notifying of their intent 
to opt out during the window period (October) shall receive a one thousand ($1,000.00) 
dollar annual stipend. Once such employee opts out, the opt out election and annual stipend 
will continue unless the employee notifies the Board during the same window of an 
election to be covered or a COBRA qualifying event occurs resulting in an election of 
coverage. Should such a qualifying event result in coverage, the stipend for that year will 
be reduced pro rata. 
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21.9 Parma Community General Hospital 

The insurance plan will include the medical services of Parma Community General 
Hospital and the related physician's group under the same terms and conditions as was 
contained in the Super Med Plus Program. In addition, the plan will not include a 
gatekeeper. 

21.1 0 Carrier Changes 

In the event there is a change in insurance carriers, the Union will be given at least a forty-
five ( 45) day notice ofsuch change and the level ofbenefits will be equivalent to what is 
contained under the provisions of the current insurance coverage contained in this 
agreement or of the respective additional plan options in effect July I, 2014. 

21.11 Insurance for New Hires 

Health and life insurance programs for newly hired eligible classified employees will be 
paid for by the Parma Board ofEducation on the first day of the first month following 
completion of their probationary time period. 

21.12 Summer Premium Payments 

The Board ofEducation will continue premium payments in accordance with other sections 
of this agreement even though the employee may not be working during the summer. 

21.13 Dental Insurance 

All eligible employees will be provided dental insurance with the following coverage: 

a. Class I - Preventative and Diagnostic $100% UCR 
b. Class II - Basic Restorative 80% VCR 
c. Class III - Major Restorative 60% UCR 
d. Class IV - Orthodontia 60% UCR (Lifetime Maximum $750.00 per person) 
e. $25.00 deductible (maximum family $75.00 deductible). 
f. Calendar year maximum $2,500.00 per person. 
g. The Board shall provide this coverage on a twelve (12) month basis. 

21.14 Coverage for Employees 65 or Older 

Any employee working until age sixty-five (65) and over, covered by Medicare and 
Medicaid, shall be entitled to full coverage paid by the Board. 

21. 15 Continuing Coverage 

Any employee hired prior to July 1, 2001 whose personal illness extends beyond the period 
of compensation, under the sick leave policy, shall continue to be covered under the Board 
insurance program for the remainder of the current month plus three additional months. 
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Such benefits are subject to review and/or extension by the Board. 

21.16 COBRA 

Any employee hired on or after July 1, 2001, whose personal illness extends beyond the 
period compensated under the sick leave policy, shall continue to be covered under the 
Board insurance program for sixty (60) calendar days. After this period, the employee 
may elect to continue coverage at his/her own expense in accordance with the provisions 
of COBRA. 

21.1 7 Working Spouse Exclusion 

21.17.1 If an employee's spouse is eligible to participate, as a current employee or retiree 
in group health insurance and/or prescription drug insurance sponsored by his/her 
employer, or any public retirement plan, the spouse must enroll for single 
coverage with such employer ( or public retirement plan) sponsored group 
insurance coverage(s). 

21.17.2 This provision does not exclude spouse from vision and dental benefits and is 
available to all eligible employees regardless if they elect Single or Family 
coverage. 

21.17.3 This provision does not exclude eligible dependents of the employee. 

21.17.4 This requirement does not apply to any spouse who: 

a. Is not employed and not eligible for non-Medicare retiree group health 
insurance; or 

b. Works less than 30 hours per week and is required to pay 50% or more of the 
single premium to participate in his/her employer's group health insurance 
coverage and/or prescription drug insurance; or 

c. Is non-working and eligible for Medicare; or 

d. Is working for an employer with less than 50 employees (includes full-time plus 
full-time equivalents) and is Medicare eligible; or 

e. Is self- employed and the sole proprietor of the business. 

21.17.5 Any spouse whose coverage is terminated by a qualifying event shall be eligible 
to enroll immediately on the participating spouse's health benefit plan at Parma 
City School District. 

21.17.6 It is the employee's responsibility to advise the Parma City School District Health 
Benefit Plan (the "Plan") immediately (and not later than 30 days after any 
change in eligibility) if the employee's spouse becomes eligible to participate in 
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group health insurance and/or prescription drug insurance sponsored by his/her 
employer or public retirement plan. 

21.17.7 Upon becoming eligible, the employee's spouse must enroll in any group health 
insurance and/or prescription drug insurance sponsored by his/her employer, or 
public retirement plan unless he/she is exempt from this requirement in 
accordance with the exemptions stated in this Section. 

21.17.8 Every employee whose spouse participates in Parma City School District's group 
health insurance coverage and/or prescription drug insurance coverage shall 
complete and submit to the Plan, upon request, a written certification verifying 
whether his/her spouse is eligible to participate in group health insurance 
coverage and/or prescription drug insurance coverage sponsored by the spouse's 
employer, or any public retirement plan. If any employee fails to complete and 
submit the certification form by the required date, such employee's spouse will be 
removed immediately from all group health insurance and/or prescription drug 
insurance coverage sponsored by Parma City School District. Additional 
documentation may be required. 

21.17.9 If an employee submits false information, or fails to timely advise the Plan of a 
change in their spouse's eligibility for employer sponsored group health insurance 
and/or prescription drug insurance, and such false information or such failure by 
the employee results in the Plan providing benefits to which their spouse is not 
entitled, the employee will be personally liable to the Plan for reimbursement of 
benefits and expenses, including attorneys• fees and costs, incurred by the Plan. 

21.17.10 Any amount to be reimbursed by the employee may be deducted from the 
benefits to which the employee would otherwise be entitled. In addition, their 
spouse will be terminated immediately from group health insurance and/or 
prescription drug insurance coverage under the Plan. Any employee who submits 
false information may be subject to disciplinary action, up to and including 
termination of employment. 

21.18 Flexible Spending Account 

The Board, in cooperation with the Union, shall maintain a Cafeteria 125 plan to allow 
employees to set aside pre-tax dollars for payments permitted by the IRS provided no 
cost is incurred by the Board. 

21.19 Life Insurance 

All employees who work four ( 4) hours per day or more, but less than six ( 6) hours per 
day, will be provided a term life insurance policy with a face value of twenty thousand 
($20,000.00) dollars with AD&D. All employees who work six (6) hours or more per 
day will be provided a term life insurance policy with a face value of thirty thousand 
($30,000.00) dollars with AD&D. Employees shall be permitted to purchase additional 
term life insurance in ten thousand ($10,000.00) dollar increments at the group rate for 
their age bracket, through payroll deduction, up to the face value of their Board paid 
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coverage. This provision is available to employees contingent upon the insurance 
company permitting such additional purchase. 

21.20 Major Medical Maximum Coverage 

All employees who work four (4) hours or more will be provided Major Medical 
maximum coverage for each employee and their dependents. 

21 .21 Optical Insurance 

All employees who work four ( 4) or more hours per day will be provided, at his/her 
option, single or family Optical Insurance coverage. Such coverage shall include, but 
not be limited to, an examination every 24 months, lenses every 24 months, frames every 
24 months, the UCR rate for necessary contact lenses, and a seventy ($70.00) dollar 
reimbursement for cosmetic contact lenses. The plan shall have no deductible on any 
service (same as PEA coverage). 

21.22 Prescription Drug Coverage 

The Board's insurance program contained in section 21.1 (Super Med Plus PPO Plan) 
will include the following elements: 

21.22.1 For OAPSE members enrolled in the Gold Plan, prescription drug insurance 
shall pay the following: $5/$15/$30 retail; $10/$30/$60 Mail Order. The 
prescription drug benefit program will require that all maintenance drug 
prescriptions be filled through a mail service program, except in an emergency. 
The Board or its agents shall provide all necessary mail service information and 
forms. No employee shall pay more than one hundred twenty ($120.00) dollars 
in any benefit plan year towards the deductible copayment for maintenance 
drugs. 

21.22.2 The prescription drug benefit programs for the Silver and Bronze Plan are set 
forth on the plan design document attached as Appendix E. 

21.23 Miscellaneous Coverage 

The mental/nervous/substance abuse and Outpatient coverage shall be provided in 
accordance with the provisions of the Super Med Select plan. 

21.24 Changes 

Open enrollment - changes (additions or deletions) pertaining to the type of coverage 
(single or family) related to the current health benefits (medical, major medical, drugs, 
vision, life and dental) shall be processed during the months of October and February. 
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21.25 Additional Term Life Insurance 

Any employee who is eligible for single or family hospitalization/major medical 
insurance coverage, and chooses not to enroll in such plan, shall be entitled to an 
additional term life insurance policy in the face value he/she is entitled to receive under 
section 20.19. The employee must select this option during the month ofAugust of each 
year. However, such eligible employee may immediately enroll under the 
hospitalization/major medical plan if his/her spouse loses coverage. Upon enrollment in 
the hospitalization/major medical plan, the employee will forfeit the additional term life 
insurance coverage. 

21.26 Denial ofMedical Benefits 

The Board agrees not to reduce hours or split positions in the attempt to deny medical 
benefits. 

21.27 Smart90 Plan 

Bargaining unit members will only use the Smart90 Plan through Walgreens for 
purposes offilling maintenance prescriptions in-store or by mail order through Express 
Scripts. 

ARTICLE 22 - SUBCONTRACTING 

22.1 The Board agrees not to subcontract work which can reasonably be done by the bargaining 
unit. In determining reasonableness, the Board shall consider: economy, efficiency, or effectiveness 
of operations. 

22.2 The administration will notify the Union of any intention to subcontract any work requiring 
Board action. 

ARTICLE 23 - SAFETY 

23.1 Public Employment Risk Reduction Act 

The Parma Board of Education and the Union hereby agree to abide by the provisions o( 
H.B. 308 (Public Employment Risk Reduction Act) and all other state or federal laws and 
Board policy which relate to safety issues. 

23.2 Safety 

Safety issues shall be a proper subject matter for labor-management meetings and shall 
be subject to the grievance procedure up through Level Three. 

23.3 Pertinent Student Information 

Consistent with the IDEIA, the employer shall provide pertinent information related to 
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student needs and potential safety concerns to applicable employees. 

ARTICLE 24 - PHYSICAL INCAPACITY 

In the event an employee with five ( 5) or more years' service cannot perform the essential duties 
of their position due to medical reasons, the employee shall be given first consideration for 
employment in open positions for which he/she is qualified before hiring any person employed 
outside the Panna City School District. 

ARTICLE 25 - EMPLOYEE PROTECTION 

25.1 Serious Verbal Threats and Assaults 

All cases of serious verbal threat or physical assault from students or employees against 
any employee shall be reported immediately to the appropriate administrator. Every case of 
serious verbal threat or physical assault shall be referred through the Student Services 
Department to the Office of the Superintendent on the appropriate form. 

25.2 Workers' Compensation Law 

25.2.1 Any employee who receives any injury in the course of, and arising out of, 
employment is protected by the provision of the Ohio Workers' Compensation 
Law. The Board shall make reasonable effort to inform the staff of the availability 
of these compensation benefits and the procedures for application. If the Board so 
determines, transitional duty (light duty, modified work) will be provided to an 
employee who is unable to perform all the essential functions ofhis/her job due to 
job related injury or illness. If the Board provides such a position, the duties of the 
position will be determined by the Board within the parameters of the employee's 
capability in accordance with medical documentation he/she is required to 
provide. 

25.2.2 The employee shall be required to work in this position on a temporary basis for a 
length of time determined by the Board (maximum ofup to ninety (90) work 
days), unless the employee is capable of returning to his/her regular position 
earlier. While performing the transitional duty, the employee will be paid his/her 
regular hourly rate ofpay for each hour worked. The Board will make every effort 
to provide a transitional position with hours that are comparable to the hours that 
the employee works in their regular position. 

25.2.3 If the individual has medical restrictions on the number ofhours they are 
permitted to work, supported by a physician's note, then the Board will abide by 
such medical restrictions. 

25.2.4 The provisions under this article shall not cause any employee to be replaced nor 
shall any employee's work schedule be changed due to the assignment of a 
transitional duty employee. If a regular employee in the same position 
classification as the transitional duty employee, is absent from work, the 
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transitional duty employee may substitute for that absent employee and a non-
bargaining unit substitute will not be called. Further, the provisions set forth in 
this article will not abrogate any bargaining unit employee's rights or benefits 
provided for under the other articles of the Negotiated Agreement. 

25.2.5 An employee who is currently performing transitional or other work-related duty 
may use up to three (3) hours ofpaid school business leave to attend a hearing or 
court date relating to his/her workers' compensation benefits if this hearing or 
court date is the immediate result of an appeal filed by the Board. 

25.2.6 An employee who suffers a job-related injury must report the injury and its 
circumstances to his/her supervisor within twenty-four (24) hours following the 
occurrence of the injury unless infeasible because of the serious nature of the 
injury. The failure ofan employee to comply shall be the proper subject of 
disciplinary action. 

ARTICLE 26 - CHEMICAL DEPENDENCY 

26.1 Employees who are diagnosed by a licensed physician as being dependent upon 
chemicals (including drugs or abuse of alcohol) shall receive the same consideration and 
opportunity for treatment that other employees with illnesses receive. Employees with the 
illness of chemical dependency shall qualify for the benefits under the present 
hospitalization program available through the group insurance plan. 

26.2 For the purpose of this provision, chemical dependency shall be defined as an illness in 
which an employee's consumption of mood-altering chemicals interferes with his/her 
job performance and adversely affects his/her health. 

26.3 A chemically dependent employee shall not have his/her job security or promotional 
opportunities affected by the diagnosis itself or by the employee's request for treatment 
except as outlined by law ( example - school bus drivers while in treatment). 

26.4 Employees are encouraged to voluntarily seek assistance; however, if the chemical 
dependency interferes with his/her job performance or adversely affects health, a 
referral for diagnosis by a licensed physician may be requested by the 
Superintendent/Designee, following reasonable efforts for a prompt consultation with the 
OAP SE representative. 

26.5 If an employee refuses to accept diagnosis and treatment, within four (4) weeks following 
confirmation of the diagnosis, or fails to respond to such treatment, and the results of 
such refusal or failure is such that his/her job performance continues to be affected, then 
that employee's illness will be handled in the same manner that a similar refusal or 
treatment failure would be handled for any other illness. 

26.6 However, in such instances, an employee whose chemical dependency interferes with 
his/her job performance may, in appropriate circumstances, be subject to a suspension 
without pay. Prior to the imposition of any such suspension, a hearing before the 
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Superintendent or his/her designee will be afforded the employee. The employee may 
be accompanied to such hearing by a representative of his/her choice. 

26.7 The implementation of this article shall not require or result in any special regulations, 
privileges, or exemptions from the usual evaluative practice applicable to job performance. 
The confidential nature of any medical information of employees with chemical 
dependency shall be preserved, guarded and sealed at the completion of treatment. 

26.8 No employee shall unlawfully possess, use or distribute illicit drugs or alcohol on school 
premises or at any place where school activities are held. Disciplinary sanctions will be 
imposed on employees who violate this provision. Sanctions may include referral to and 
completion of an appropriate rehabilitation program, employment termination, and 
referral for prosecution. Information about drug and alcohol counseling and 
rehabilitation and reentry programs available to employees of the Parma Schools may be 
obtained through the Superintendent/Designee. 

ARTICLE 27 - LABOWMANAGEMENT 

In the interest of working together to pursue the common good of the District and its 
employees, the Board and the Union agree to labor/management meetings for the good of the 
general order. Meetings will be held monthly to hear and respond to both the Board and 
employees' concerns. Minutes ofthese meetings will be taken and distributed. 

ARTICLE 28 - USE OF VOLUNTEERS 

The parties recognize that the use of volunteer workers in the schools is essential to good 
community relations. Volunteers shall not (a) be used to replace bargaining unit employees; (b) 
reduce the number of employees covered by this Agreement; or (c) cause an employee to have 
a reduction in regular work hours. The Board will notify Local 122 prior to the use of volunteers. 

ARTICLE 29- ALCOHOL AND DRUG TESTING 

29.1 The Board and the Union hereby agree to abide by all the requirements of The Omnibus 
Transportation Employee Testing Act of 1991, other federal and state laws, including the 
rules published by the U.S. Department of Transportation (DOT) and the Federal 
Highway Administration (FHWA). 

29.2 The Board and the Union hereby agree to abide by all the requirements of The Bureau 
of Workers Compensation Drug Free Workplace Program. 

ARTICLE 30 - SMOKE FREE ENVIRONMENT 

The Parma School District Board of Education and all of the employees in the bargaining unit 
shall comply with all federal and state laws, board policy and municipal ordinances, which 
require that there shall be no smoking or use of tobacco products in any of the facilities in the 
school district. Any violation of this provision may cause the violator to be subject to a 
monetary fine and/or disciplinary action. 
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ARTICLE 31- CALAMITY DAYS 

31.1 In the event the district is required under state law or in accordance with the Ohio 
Department of education to make-up days due to calamity, such days shall be made-
up on the day(s) so designated by the Superintendent and employees shall work without 
additional pay. 

31.2 On a day which has been declared a calamity day, an employee who has given prior 
notice requesting paid leave shall not have the approved leave day(s) deducted. 

ARTICLE 32- FAMILY AND MEDICAL LEAVE OF ABSENCE POLICY 

32.1 Eligibility 

32.1.1 An eligible employee may take up to twelve (12) work weeks ofunpaid leave 
("FMLA Leave'') in any school year (July I to June 30) for one or more or the 
follow circumstances: 

a. the birth ofan employee's child and to care for the child; 
b. the placement of a child with an employee for adoption or foster care; 
c. to care for the spouse, child, or parent of an employee when that family member 

has a serious health condition; 
d. the employee's inability to perform the functions of the positions because of the 

employee's own serious health condition. 

32.1.2 To be eligible for FMLA Leave, employees must: 

a. have been working for the Board for at least 12 months before the leave 
request (these do not need to be consecutive months); and 

b. have worked at least 1,250 hours during the last twelve (12) months. 

32.1.3 In cases in which the Board employs both the husband and the wife, the total 
amount of FMLA Leave for the couple for the birth or placement of a child is 
limited to a total of twelve (12) weeks. 

32.1.4 This policy does not limit or enlarge entitlement to paid or unpaid leave for which 
an employee is otherwise eligible under the negotiated agreement. However, if an 
employee is entitled to and takes paid sick leave for any circumstances set forth in 
this Article, the leave will be treated as and counted against FMLA Leave available 
under this Article. 

32.2 Notice 

32.2.1 The employee shall provide the Business Manager with no less than thirty (30) 
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days prior written notice to take leave for the birth or placement of a child 
when the employee's need for leave is foreseeable. If the employee's need for 
leave is not foreseeable, written notice must be provided as far in advance as 
possible. Entitlement to leave for the birth or placement of a child expires 
twelve (12) months after the date ofbirth or placement. 

32.2.2 Whenever the leave is necessitated by the serious health condition of the 
employee or her/his family member and is foreseeable based upon planned 
medical treatment, the employee shall provide the Business Manager with no less 
than thirty (30) days prior written certification (FMLA Form 1 or 2) issued by a 
health care provider to support her/his request for leave. If an employee requires 
intermittent leave as set forth below, the employee shall provide the Business 
Manager with no less than thirty (30) days prior written certification (FMLA 
Form 3). If there is insufficient time to provide such notice because of the need 
for treatment, the employee shall provide notice as early as possible. 

32.3 Intermittent Leave and Reduced-Work Schedule 

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

32.3 .2 If any other employee requests intermittent leave or a reduced work schedule to 
care for the serious health condition of a family member or for the employee's 
own serious health condition, and the need for leave is foreseeable based on 
planned medical treatment, the Board may, in its discretion, temporarily transfer 
the employee to an available alternate position with equivalent pay and benefits if: 

a. The employee is qualified for the position, and 

b. The position better accommodates recurring periods of leave. 

32.4 Medical Option 

The Board retains the right, at its own expense, to require the employee to obtain the 
opinion of a second health care provider designated or approved by the Board. If the 
second opinion is in conflict with the first, the Board may request, at the Board's 
expense, the employee to see a mutually agreed upon health care provider to give a 
final and binding opinion regarding eligibility for an FMLA Leave. 
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32.5 Benefits 

The Board shall maintain coverage under the group health plan for the duration of the 
FMLA Leave at the level and under the conditions that would have been provided if the 
employee had continued to work and not taken leave. Payment of the employee's required 
contribution toward the premium must be made by the first day of each month. The 
employee shall not accrue seniority, sick, vacation or personal leaves, or any other 
employment benefits during the leave period. 

32.6 Return to Work 

32.6.1 When an employee is medically able to return to return to work after a serious 
health condition, she/he shall provide the Board with a statement from her/his 
health care provider (FMLA Form 4) that the employee is able to resume the job 
functions for her/his position. 

32.6.2 At the end of an FMLA Leave, the Board shall restore an employee to the 
same or an equivalent position. 

32.6.3 Should an employee not return to work at the end of the FMLA Leave for 
reasons other than the continuation, recurrence, or onset of the serious health 
condition that gave rise to the leave or for circumstances beyond the 
employee's control, the employee shall reimburse the Board for the health 
insurance premiums paid by the Board during the FMLA Leave period. An 
employee shall be required to support her/his claim of inability to return to 
work because of the continuation, recurrence, or onset of the serious health 
condition. Certification (FMLA Form 1) from the employee's health care 
provider shall be provided in a timely manner, and no later than thirty (30) 
days after the claimed inability to return. 

32. 7 Construction 

Any ambiguities in this Article shall be construed to provide the basic coverage 
required by the Family and Medical Leave Act. All terms which are not defmed in this 
Article shall have the same meaning as those terms defined in the Family and Medical 
Leave Act. 

ARTICLE 33 - WAGE RATES 

3 3 .1 2019-2020 Contract Year 

Retroactive to July 1, 2019, employees shall receive a two percent (2%) increase in the base 
salary/wage rate set forth in the compensation scales applicable during the 2018-2019 
contract year. See Appendix A. 
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33.2 2020-2021 Contract Year 

Effective July l, 2020 employees shall receive a two percent (2%) increase in the base 
salary/wage rate set forth in the compensation scales applicable during the 2019-2020 
contract year. See Appendix A. 

33.3 2021-2022 Contract Year 

Effective July 1, 2021 employees shall receive a two percent (2%) increase in the base 
salary/wage rate set forth in the compensation scales applicable during the 2020-2021 
contract year. See Appendix A. 

33.4 Steps 

All eligible employees shall be awarded steps in accordance with contract language. 

33.5 Longevity 

Eligible employees shall receive the applicable longevity payment set forth in Article 34 -
Longevity Schedule. 

33.6 Salary Schedules 

Salary schedules reflecting the increases in wages pursuant to paragraphs 33.1, 33.2 and 
33.3 shall be attached hereto as Appendix A. 

33.7 Commitment Stipend 

33.7.1 Employees as of February l, 2020 shall be paid a one-time commitment stipend in 
an amount equal to 1 % ofhis/her wages earned from the district during calendar 
year 2019 as reported on his/her 2019 W-2 wage statement. This payment shall be 
made during February 2020. 

33.7.2 Employees as of February I, 2021 shall be paid a one-time commitment stipend in 
an amount equal to 1 % of his/her wages earned from the district during calendar 
year 2020 as reported on his/her 2019 W-2 wage statement. This payment shall be 
made during February 2021. 

33.7.3 Employees as of February 1, 2022 shall be paid a one-time commitment stipend in 
an amount equal to I% ofhis/her wages earned from the district during calendar 
year 2021 as reported on his/her 2021 W-2 wage statement. This payment shall be 
made during February 2022. 

33.7.4 Employees who are separated from employment with the district due to a reduction 
in force prior to February 1, 2020, February l, 2021 or February 1, 2022 shall 
receive the commitment stipend described in Section 33. 7, 33.8 or 33.9 
corresponding to the calendar year that the reduction in force took effect, and this 
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payment shall be prorated to the employee's amount of active service during that 
calendar year prior to the reduction in force. 

33.7.5 Employees who retire from the district under SERS rules prior to February 1, 2020 
shall receive the commitment stipend described in Section 33. 7 which shall be 
prorated to the employee's amount of active service during calendar year 2019 prior 
to retirement. 

ARTICLE 34 - LONGEVITY SCHEDULE 

The Longevity Schedule for all wage schedules set forth in this agreement shall be as follows: 

At 12 years 3.0% on the top step 
At 15 years an additional 1.5% on the top step 
At 17 years an additional 1.5% on the top step 
At 20 years an additional 1.5% on the top step 
At23 years an additional 1.5% on the top step 
At 25 years an additional 1.5% on the top step 
At 28 years an additional 1.5% on the top step 

ARTICLE 35 -ADDITIONAL WAGE FACTORS 

35.1 Third shift custodians, maintenance and laborers will be paid an additional ten ($.10) 
cents per hour. 

35.2 Media Assistants will be paid at the same hourly rate as other assistants (i.e. class-
room, special ed., kindergarten and elementary). 

35.3 Records room clerks shall be reclassified from GC3 to GC4, effective February 1, 2006. 

35.4 Maintenance Working Foreman shall be reclassified from Class Code C to Class Code 0. 

ARTICLE 36 - LEGACY DOCUMENT 

This document reflects excerpts from the collective bargaining agreement between the Employer," and 
Union" in effect on July 31, 2019 some parts of which are no longer applicable. The parties have agreed to 
maintain this Legacy Document in the event there is a change in federal or state law that will allow for this 
language to be placed back into the contract and be implemented. 

"4.6 Fair Share Service Fee will become effective with the payroll deduction in April, 
1989. 

4.6.1 At the conclusion of the probationary period or the effective date of this 
agreement, whichever is later, employees in the unit who are not members of 
the Union shall pay to the Union a fair share fee as a condition of 
employment with the Employer. Such fair share fee shall not exceed dues 
paid by members of the Union who are in the bargaining unit, and shall 
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reflect the same graduated schedule according to wages earned. The Union 
shall notify the Employer of the fair share fee amounts in the same manner as 
notification of amounts and changes in the amounts ofdues deductions. Fair 
share fees shall be deducted from the payroll checks of the employees in the 
same manner as regular membership dues are deducted and forwarded by the 
Employer to the Union, both State and Locals, in the same manner except 
that written authorization for deduction of fair share fees is not required. 

4.6.2 The fair share service fee assessment shall be applicable to all employees 
whose position contemplates a regular schedule of fifteen (15) hours or more 
per week. 

4.6.3 The Board shall continue the present practice concerning dues, and the Board 
of Education shall provide twice per year (the second pay in October and 
February) a list of all members of the bargaining unit and the fair share fees 
and dues deduction; a list ofnew bargaining unit members; a list of 
bargaining unit members returning from leaves of absence; a list of 
bargaining unit members granted leaves of absence; and a list ofemployees 
who terminate employment. 

4.6.4 The Union agrees that it will indemnify and hold the Employer harmless 
from any claims, actions, and demands by any employees arising from the 
deduction of fair share fees made by the Employers pursuant to this Article 
and to defend the Employer in any such claims, actions and demands through 
competent attorneys selected by the Union and with the agreement of the 
Treasurer/CFO. Further, the Union agrees to abide by standards enumerated 
by SERB or other authority, with regard to the fair share fee procedure. 

4.6.5 Any person making fair share fee payments shall have the right to object to 
the expenditure of a portion of such payments for activities ofa primarily 
partisan, political nature. Such objections shall be perfected, if at all, by the 
objector individually notifying the OAPSE Executive Director of the 
objection in writing by registered or certified mail. A rebate policy shall be 
sent to each employee who is subject to the fair share service fee assessment. 

Any member of the bargaining unit who objects to the payment of the fair 
share service fee by reason ofmembership in the adherence to the tenants or 
teachings of a bona fide religion or religious body which has historically held 
conscientious objections to joining or financially supporting an employee 
organization and which is exempt from taxation under provisions of the 
Internal Revenue code Section 50l(C){3) may submit proper proof of 
religious conviction to the State Employment Relations Board to seek a 
declaration from the Board that the member not be required to financially 
support the Local in accordance with the provisions of Section 41 l 7.09(C). 

It is recognized that SERB shall, if it finds that the employee is not to be 
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required to pay a service fee, require payment of an equal amount to a non-
religious charitable fund pursuant to the requirements of Section 4117 .09(C). 

A challenge to the proposed rebate or a challenge to a failure to rebate shall be 
filed with the State Employment Relations Board pursuant to Ohio Revised 
Code Section 4 l l 7.09(C)." 

ARTICLE 37 - DURATION OF AGREEMENT 

37.l The provisions of this agreement are effective as of July 1, 2019, except as otherwise 
herein provided, and shall continue in and remain in force and effect as binding on the 
parties until June 30, 2022. 

37.2 Should any article, section, or clause of this agreement be declated illegal by a court of 
competent jurisdiction, said article, section, or clause shall be deemed invalid except to 
the extent permitted by law, but all other provisions hereof shall continue in force and 
effect for the duration of the agreement. 

37.3 This agreement represents the complete understanding and agreement of the parties, who 
fully acknowledge that they have had the full opportunity to negotiate on any and all 
matters which are properly subject to collective bargaining. Therefore, during the term of 
this agreement, neither the Board nor OAPSE shall be obligated to barg-ain collectively 
on any additions to or subtractions from or modifications to this agreement or on matters 
not included in this agreement, unless otherwise provided herein. 

Date /1-6,3-,.(6..<0 
mployees Parma City School District Board of 

Education µ 
Local # 122 President ~~ 

• ~ ~titA1L-'711..-~ ..L ~ 
Treasurer/CFO 

aLU~"""---

Local # 160 President 

;;;;:. 
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APPENDIX A: SALARY SCHEDULES 
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Panna City School District 
Parma Classified Personnel - Salary Schedule 

Schedule: I - Hourly Monitors 

Job Code(s) Number Qass Base 
Wage 19- Stepl Step 2 Step 3 Step4 Step5 Step 6 Step7 Step 8 Schedule I ofWeeks Code(s) 
20 Step 0 

A-1 38wks C $10.16 $10.36 $10.36 $10.57 $10.57 $10.77 $10.77 $10.77 $10.97 
A-2, A-3,A-4 38 wks. D $11.42 $11.65 $11.65 $11.88 $11.88 $12.11 $12.11 $12.11 $12.33 
A-5 38 wks. E $11.84 $12.08 $12.08 $12.31 $12.31 $12.55 $12.55 $12.55 $12.79 
A-6 38 wks. F $13.08 $13.34 $13.34 $13.60 $13.60 $13.86 $13.86 $13.86 $14.13 

Job Code(s) Number Qass Base 
Wage 20- Step 1 Step 2 Step 3 Step4 Step5 Step 6 Step7 Step8Schedule I ofWeeks Code(s) 
21 Step 0 

A-1 38wks C $10.36 $10.57 $10.57 $10.77 $10.77 $10.98 $10.98 $10.98 
A-2, A-3,A-4 38wks. D $11.65 $11.88 $11.88 $12.12 $12.12 $12.35 $12.35 $12.35 $12.58 
A-5 38wks. E $12.07 $12.31 $12.31 $12.55 $12.55 $12.79 $12.79 $12.79 $13.04 
A-6 38wks. F $13.34 $13.61 $13.61 $13.87 $13.87 $14.14 $14.14 $14.14 $14.41 

Job Code(s) Oass Base
Number Wage 21- Step 1 Step2 Step3 Step 4 Step5 Step 6 Step7 Step 8 Schedule I of Weeks Code(s) 

22 Step 0 

A-1 38wks C $10.57 • $10.78 $10.78 $10.99 $10.99 $11.20 $11.20 $11.20 $11.42 
A-2, A-3,A-4 38wks. 0 $11.88 $12.12 $12.12 $12.36 $12.36 $12.59 $12.59 $12.59 $12.83 
A-5 38 wks. E $12.31 $12.56 $12.56 $12.80 $12.80 $13.05 $13.05 $13.05 $13.29 
A-6 38wks. F $13.60 $13.87 $13.87 $14.14 $14.14 $14.42 $14.42 $14.42 $14.69 
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JOB/CLASS CODE TITLES 

CLASS CODE C: A-1 Elementary Noon Monitor 
VSM Vocational Student Monitor 

CLASS CODE D: A-2 General Monitor 
A-3 Male Monitor 
A-4 Female Student Monitor 

CLASS CODE E: A-5 In-School Detention Monitor 
CLASS CODE F: A-6 Clinic Assistant 

LONGEVITY SCHEDULE 

At 12 years 3.0% on the top step 
At 15 years an additional 1.5% on the top step 
At 17 years an additional 1.5% on the top step 
At 20 years an additional 1.5% on the top step 
At 23 years an additional 1.5% on the top step 
At 25 years an additional 1.5% on the top step 
At 28 years an additional 1.5% on the top step 
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Parma City School District 
Parma Classified Personnel - Salary Schedule 

Schedule: II - Cafeteria 

BaseWageNumber of ClassJob Code(s) 19-20 Step Step 1 Step2 Step3 Step4 Step5 Step 6 Step 7 Step 8 Step9 Step 10Schedule II Weeks Code(s) 
0 

CFl 38Wks. A 
38Wks. BCF2 $10.60 $10.92 $11.24 $11.55 $11.87 $12.30 $12.72 $13.14 
38 Wks. CCF4 $11.83 $12.18 $12.54 $12.89 $13.25 $13.72 $14.20 $14.67 
38 Wks. DCF4 $12.06 $12.42 $12.78 $13.15 $13.51 $13.99 $14.47 $14.95 

CFS Code E 6.5 38Wks. E $18,943 $19,511 $20,080 $20,648 $21,216 $21,974 $22,732 $23,489 $24,247 $25,00S $25,762 
38Wks. FCF6 Code F 7.0 Si3;2ss $23,984 $24,682 $25,381 $26,079 s21,011 $27,942 $28):m $29,805 $30,736 $31,668 
38 Wks. GCFS Code G 7 .0 $20,401 $21,013 $21,625 $22,237 $22,849 $23,665 $24,481 $25,297 $26,113 $27,745$26,929 

CF6 Code H 7.5 38 Wks. H $24,948 $25,696 $26,445 $27,193 $27,942 $28,940 $29,938 $30,936 $31,933 $32,931 $34,947 
38wks. ICFS 7.5 hrs. $21,857 $22,513 $23,168 $23,824 $24,480 $25,354 $26,228 $27,103 $27,977 $28,851 $29,726 
38 Wks. KCF2 CodeK+2 $10.81 $11.13 $11.46 $11.78 $12.11 $12.54 $12.97 $13.40 
38Wks. LCFl CodeL+2 $10.39 $10.70 $11.01 $11.33 $11.64 $12.05 $12.47 $12.88 
38Wks. MCF3 $11.61 $11.96 $12.31 $12.65 $13.00 $13.47 $13.93 $14.40 
38 Wks. NCF3 CodeN+2 $11.84 $12.20 $12.55 $12.91 $13.26 $13.73 $14.21 $14.68 

CFS 8.0 hr. 38wks 0 $23,314 $24,013 $24,713 $25,412 $26,112 $27,044 $27,977 $28,909 $29,842 $30,774 $31,707 
p38 wks. CF6 8.0 hrs $26,611 $27,409 $28,208 $29,006 $29,804 $30,869 $31,933 $32,998 $34,062 $35,127 $36,191 

CF3+1% 38wks Q $11.84 $12.20 $12.55 $12.91 $13.26 $13.74 $14.21 $14.68 
38Wks. XCFS +2%8 hrs ,016 $24,737 $25,457 $26,178 $26,898 $27,859 $28,819 $29,780 $30,741 $31,701 $32,662 
38Wks wCF6 +2% 8.0 hrs ,143 $27,958 $28,772 $29,S86 $30,400 $31,486 $32,572 $33,658 $34,743 $35,829 $36,91S 
38 Wks. yCFS +2% 6.5 hrs. $20,481 $21,061 $21,641 $22,414 $23,186 $23,959 $24,732 $25,505 $26,278 
38 Wks. zCF6+2% $2S,176 $25,889 $26,601 $27,551 $28,501 $29,451 $30,401 $31,3S1 $32,301 
38Wks. JCFS +2% 7.5 hrs. ,294 $22,963 $23,632 $24,300 $24,969 $25,861 $26,753 $27,645 $28,536 $29,428 $30,320 
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Job Code(s) Number of Cass 
Base Wage 
20-21 Step Stepl Step2 Step3 Step4 StepS Step 6 Step? Step 8 Step9 Step 10Schedule II Weeks Code(s) 
0 

CFl 38Wks. A 
CF2 38 Wks. 8 $10.81 $11.13 $11.46 $11.78 $12.11 $12.54 $12.97 $13.40 
CF4 38 Wks. C $12.06 $12.42 $12.78 $13.15 $13.51 $13.99 $14.47 $14.95 
CF4 38 Wks. D $12.30 $12.67 $13.04 $13.41 $13.78 $14.27 $14.76 $15.25 
CFS Code E 6.5 38 Wks. E $19,322 $19,902 $20,481 $21,061 $21,641 $22,414 $23,186 $23,959 $24,732 $25,505 $26,278 
CF6 Code F7.0 38 Wks. F $23,750 $24,463 $25,175 $25,888 $26,600 $27,550 $28,500 $29,450 $30,400 $31,350 $32,300 
CFS Code G 7.0 38Wks. G $20,809 $21,433 $22,058 $22,682 $23,306 $24,138 $24,971 $25,803 $26,636 $27,468 $28,300 
CF6 Code H 7 .5 38Wks. H $25,447 $26,210 $26,974 $27,737 $28,501 $29,519 $30,536 $31,554 $32,572 $33,590 $35,646 
CFS 7.5 hrs. 38wks.. l $22,294 $22,963 $23,632 $24,300 $24,969 $25,861 $26,753 $27,645 $28,536 $29,428 $30,320 
CF2 CodeK+2 38 Wks. K $11.02 $11.35 $11.68 $12.01 $12.34 $12.78 $13.22 $13.66 
CFl Codel+2 38Wks. L $10.60 $10.92 $11.24 $11.55 $11.87 $12.30 $12.72 $13.14 
CF3 38Wks. M $11.84 $12.20 $12.55 $12.91 $13.26 $13.73 $14.21 $14.68 
CF3 CodeN+2 38Wks. N $12.08 $12.44 $12.80 $13.17 $13.53 $14.01 $14.50 $14.98 
CFS 8.0 hr. 38wks 0 $23,781 $24,494 $25,208 $25,921 $26,635 $27,586 $28,537 $29,488 $30,440 $31,391 $32,342 
CF6 8.0hrs 38 wks. p $27,143 $27,957 s2s,n2 $29,586 $30,400 $31,486 $32,572 $33,657 $34,743 $35,829 $36,914 
CF3 +1% 38wks Q $12.08 $12.44 $12.80 $13.17 $13.53 $14.01 $14.49 $14.98 
CFS +2%8 hrs 38Wks. X $24,496 $2s,:.m $25,966 $26,701 $27,436 $28,416 $29,396 $30,376 $31,355 $32,335 $33,315 
CF6 +2% 8.0 hrs 38Wks w $27,686 $28,517 $29,347 $30,178 $31,008 $32,116 $33,223 $34,331 $35,438 $36,546 $37,653 
CFS +2% 6.5 hrs. 38Wks. y $19,709 $20,300 $20,892 $21,483 $22,074 $22,862 $23,651 $24,439 $25,228 $26,016 $26,804 
CF6+2% 38Wks. z $24,226 $24,953 $25,680 $26,406 $27,133 $28,102 $29,071 $30,040 $31,009 $31,978 $32,947 
CFS +2% 7.S hrs. 38Wks. J $22,740 $23,422 $24,104 $24,787 $25,469 $26,378 $27,288 $28,198 $29,107 $30,017 $30,926 
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Job Code(s) Number of aass 
Base Wage 
21-22 Step Step 1 Step2 Step3 Step 4 Steps Step6 Step 7 Step 8 Step 9 Step 10Schedule II Weeks Code(s) 
0- - -$10.92 $11.24 Sll.55 511.87 $12.30 512.72CFl 38Wks. A $10.60 513.14 

CF2 38Wks. B $11.02 $11.35 $11.68 $12.01 $12.34 $12.78 $13.22 $13.66 
CF4 38Wks. C $12.30 $12.67 $13.04 $13.41 $13.78 $14.27 $14.76 $15.25 
CF4 38 Wies. D $12.55 $12.93 $13.30 $13.68 $14.06 $14.56 $15.06 $15.56 
CFS Code E 6.5 38 Wks. E $19,709 $20,300 $20,892 $21,483 $22,074 $22,862 $23,651 $24,439 $25,228 $26,016 
CF6 Code F 7 .0 38Wks. F $24,225 $24,952 $25,679 $26,405 $27,132 $28,101 $29,070 $30,039 $31,008 $31,977 
CFS Code G 7 .0 38Wks. G $21,225 $21,862 $22,499 $23,135 $23,772 $24,621 $25,470 $26,319 $27,168 $28,017 
CF6 Code H 7 .5 38Wks. H $25,956 $26,735 $27,513 $28,292 $29,071 $30,109 $31,147 $32,185 $33,224 $34,262 
CFS 7.5 hrs. 38wks. I $22,740 $23,422 $24,104 $24,787 $25,469 $26,378 $27,288 $28,198 $29,107 $30,017 
CF2 CodeK+2 38\J\lks. K $11.24 $11.58 $11.91 $12.25 $12.59 $13.04 $13.49 $13.94 
CFl CodeL+2 38Wks. L $10.81 $11.13 $11.46 $11.78 $12.11 $12.54 $12.97 $13.40 
CF3 38Wks. M $12.08 $12.44 $12.80 $13.17 $13.53 $14.01 $14.50 $14.98 
CF3 CodeN +2 38Wks. N $12.32 $12.69 $13.06 $13.43 $13.80 $14.29 $14.78 $15.28 
CFS 8.0 hr. 38wks 0 $24,256 $24,984 $25,711 $26,439 $27,167 $28,137 $29,107 $30,077 $31,048 $32,018 
CF6 8.0 hrs 38wks. p $27,686 $28,517 $29,347 $30,178 $31,008 $32,116 $33,223 $34,331 $35,438 $36,546 
CF3 +1% 38wks Q $1232 $12.69 $13.06 $13.43 $13.80 $14.29 $14.78 $15.28 
CFS +2%8hrs 38Wks. X $24,986 $25,736 $26,485 $27,235 $27,985 $28,984 $29,984 $30,983 $31,982 $32,982 
CF6 +2% 8.0 hrs 38Wks w $28,240 $29,087 $29,934 $30,781 $31,629 $32,758 $33,888 $35,017 $36,147 $37,277 
CFS +2% 6.5 hrs. 38Wks. y $20,103 $20,706 $21,309 $21,912 $22,515 $23,319 $24,124 $24,928 $25,732 $26,536 
CF6 +2% 38Wks. z $24,710 $25,451 $26,193 $26,934 $27,675 $28,664 $29,652 $30,640 $31,629 $32,617 
CFS +2% 7.5 hrs. 38 Wks. J $23,195 $23,891 $24,587 $25,283 $25,978 $26,906 $27,834 $28,762 $29,690 $30,617 

$26,804 
$32,946 
$28,866 
$36,359 
$30,926 

$32,988 
$37,653 

$33,981 
$38,406 
$27,340 
$33,606 
$31,545 

Notes: 
1. Managers work 185 days - school year plus I day (Middle School@ 6.5 hrs.= 1,248 hrs. -Middle School@ 7 hrs.= 1,344 hrs. 

High School@ 7 hrs.= 1,334 hrs. High School@ 7.5 hrs.= 1,440 hrs. -192 Total Days Paid) 
2. Salaries include 7 paid holidays. 
3. One and one-half times the hourly rate is paid for evening dinners and banquets. 
4. Two percent (2%) wage adjustment for Ohio School Food Seivices Association Certificate - Class Codes Z, Y, D, N, K, I, G & H. 
5. Additional holiday - one - day after Thanksgiving. 
6. First Cook at Day Care receives I% ratio. 
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JOB/CLASS CODE TITLES 

CLASS CODE A: CFl 
CLASS CODE B: CF2 
CLASS CODEC: CF4 
CLASS CODED: CF4 
CLASS CODE E: CFS 
CLASS CODE F: CF6 
CLASS CODE G: CFS 
CLASS CODE H: CF6 
CLASS CODE K: CF2 
CLASS CODE L: CFI 
CLASS CODE M: CF3 
CLASS CODE N: CF3 
CLASS CODEY: CFS 
CLASS CODE Z: CF6 

Miscellaneous 
Second Cook, Baker, Salad Mak.er, Cashier, Vendor 
Elementary Manager 
Elementary Manager + 2% 
Middle School Manager - 6.5 hours per day 
Senior High Manager - 7 hours per day 
Middle School Manager - 7 hours per day 
Senior High Manager-7.5 hours per day 
Second Cook, Baker, Salad Mak.er, Cashier, Vendor+ 2% 
Miscellaneous + 2% 
First Cook 
First Cook+ 2% 
Middle School Manager+ 2% - 6.5 hours per day 
Senior High Manager + 2% 

LONGEVITY SCHEDULE 

At 12 years 
At 15 years 
At 17 years 
At 20 years 
At 23 years 
At 25 years 
At 28 years 

an additional 
an additional 
an additional 
an additional 
an additional 
an additional 

3.0% on the top step 
1.5% on the top step 
1.5% on the top step 
1.5% on the top step 
1.5% on the top step 
1.5% on the top step 
1.5% on the top step 
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Parma City School District 
Parma Classified Personnel - Salary Schedule 

Schedule: III - Custodians, Mechanics, Maint, Laborers, 
Storeroom keeper, ITV Engineers, Media/Computer Technicians 

Job Code(s) 
Schedule III 

Number 
ofWeeks 

Oass 

Code(s) 

Base 
Wage 19-
20 Step o 

Step 1 Step 2 Step 3 Step 4 Step S Step 6 Step 7 Step 8 Step 9 Step 10 

!~,~"''~@'.j'~:z@:(t.~~',i,;;,!if¾,,!.!f~i%?{1:~1o~1ig@$:~'~'~1!~tiW~\ft••%!'!~t~&•Ji!t~\t:0~mfRl!'.,m;,(~lJl'J?;1v1J¾i#•~1f~~w)'''t!f~~'''::':,::::::::,:,,::, 
Ml 52 wks. A $28,750 $29,613 $30,475 $31,338 $32,200 $33,350 $34,500 $35,650 $36,800 $37,950 $39,100 
C-6 52 wks. B $36,035 $37,116 $38,197 $39,278 $40,359 $41,801 $43,242 $44,683 $46,125 $47,566 $49,008 
BFA, M-7 52 wks. C $38,399 $39,551 $40,703 $41,855 $43,007 $44,543 $46,079 $47,615 $49,151 $50,687 $52,223 
MTl 52wks. E $38,098 $39,241 $40,384 $41,527 $42,670 $44,194 $45,718 $47,242 $48,765 $50,289 $51,813 
M-2 52 wks. F $31,516 $32,461 $33,407 $34,352 $35,298 $36,559 $37,819 $39,080 $40,340 $41,601 $42,862 
M-3 52 wks. G $32,897 $33,884 $34,871 $35,858 $36,845 $38,161 $39,476 $40,792 $42,108 $43,424 $44,740 
C-4 52 wks. H $34,164 $35,189 $36,214 $37,239 $38,264 $39,630 $40,997 $42,363 $43,730 $45,096 $46,463 •• 
C-5 52 wks. $35,068 $36,120 $37,172 $38,224 $39,276 $40,679 $42,082 $43,484 $44,887 $46,290 $47,692 
MCl,SKl 52 wks. 1 $32,409 $33,381 $34,354 $35,326 $36,298 $37,594 $38,891 $40,187 $41,484 $42,780 $44,076 
MC3 52 wks. K $38,399 $39,551 $40,703 $41,855 $43,007 $44,543 $46,079 $47,615 $49,151 $50,687 $52,223 
C-8 52 wks. M $39,187 $40,363 $41,538 $42,714 $43,889 $45,457 $47,024 $48,592 $50,159 $51,727 $53,294 
MT2 52 wks. 0 $41,900 $43,157 $44,414 $45,671 $46,928 $48,604 $50,280 $51,956 $53,632 $55,308 $56,984 
MC2 52 wks. Q $33,442 $34,445 $35,449 $36,452 $37,455 $38,793 $40,130 $41,468 $42,806 $44,143 $45,481 
PDC,PPC 52wks. R $28,131 $28,975 $29,819 $30,663 $31,507 $32,632 $33,757 $34,882 $36,008 $37,133 $38,258 
PCCCode 52wks. s $10.84 $11.17 $11.49 $11.82 $12.14 $12.57 $13.01 $13.44 $13.88 $14.31 $14.74 
PCCCode 52 wks. s $22,578 $23,255 $23,933 $24,610 $25,287 $26,190 $27,094 $27,997 $28,900 $29,803 $30,706 
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Job Code(s) 
BaseNumber aass 
Wage20- Step 1 Step2 Step3 Step4 StepsSchedule III ofWeeks Code(8) Step 6 Step 7 Step 8 Step9 Step 10 
21 Step 0 - -Ml 52wks. A $29,325 530.205 531,085 $31,964 $32,844 $34,017 535.190 $36,363 $37,536 $38,709 $39,882 

C-6 52 wks. B $36,755 $37,858 $38,960 $40,063 $41,166 $42,636 $44,106 $45,576 $47,046 $48,517 $49,987 
BFA, M-7 52 wks. C $39,167 $40,342 $41,517 $42,692 $43,867 $45,434 $47,000 $48,567 $50,134 $51,700 $53,267 
MTl 52 wks. E $38,860 $40,026 $41,192 $42,357 $43,523 $45,078 $46,632 $48,186 $49,741 $51,295 $52,850 
M-2 52 wks. F $32,146 $33,110 $34,075 $35,039 $36,004 $37,289 $38,575 $39,861 $41,147 $42,433 $43,719 
M-3 52wks. G $33,555 $34,562 $35,568 $36,575 $37,582 $38,924 $40,266 $41,608 $42,950 $44,293 $45,635 
C-4 52 wks. H $34,847 $35,892 $36,938 $37,983 $39,029 $40,423 $41,816 $43,210 $44,604 $45,998 $47,392 
C-5 52 wks. I $35,770 $36,843 $37,916 $38,989 $40,062 $41,493 $42,924 $44,355 $45,786 $47,216 $48,647 
MC1,SK1 S2 wks. J $33,057 $34,049 $35,040 $36,032 $37,024 $38,346 $39,668 $40,991 $42,313 $43,635 $44,958 
MC3 52 wks. K $39,167 $40,342 $41,517 $42,692 $43,867 $45,434 $47,000 $48,567 $50,134 $51,700 $53,267 
C-8 52wks. M $39,970 $41,169 $42,368 $43,567 $44,766 $46,365 $47,964 $49,563 $51,162 $52,760 $54,359 
MT2 52 wks. D $42,738 $44,020 $45,302 $46,584 $47,867 $49,576 $51,286 $52,995 $54,705 $56,414 $58,124 
MC2 52 wks. Q $34,l°io $35,133 $36,157 $37,180 $38,203 $39,568 $40,932 $42,296 $43,661 $45,025 $46,390 
PDC,PPC 52wks. R $28,694 $29,555 $30,416 $31,276 $32,137 $33,285 $34,433 $35,581 $36,728 $37,876 $39,024 
PCCCode 52 wks. 5 $11.04 $11.37 $11.70 $12.03 $12.36 $12.81 $13.25 $13.69 $14.13 $14.57 $15.01 
PCCCode 52 wks. s $23,029 $23,720 $24,411 $25,102 $25,792 $26,714 $27,635 $28,556 $29,477 $30,398 $31,319 

Job Code(s) 
Schedule III 

Ml 
C-6 
BFA, M-7 
MT1 
M-2 
M-3 
C-4 
C-5 
MCl,SKl 
MC3 
C-8 
MT2 
MC2 
PDC,PPC 
PCC Code 
PCCCode 

Base
Number Oass Wage21- Step 1 Step2 Step3 Step4 Step 5 Step 6 Step 7 Step 8 Step 9 Step 10
ofWeeks Code(s) 22Step0 

i,;1~f,t\i:r~w,:if,~ 
52 wks. A $29,911 $30,808 $31,706 $32,603 $33,500 $34,697 $35,893 $37,090 $38,286 $39,483 $40,679 
52 wks. 8 $37,491 $38,616 $39,740 $40,865 $41,990 $43,490 $44,989 $46,489 $47,988 $49,488 $50,988 
52 wks. C $39,950 $41,149 $42,347 $43,546 $44,744 $46,342 $47,940 $49,538 $51,136 $52,734 $54,332 
52 wks. E $39,638 $40,827 $42,016 $43,205 $44,395 $45,980 $47,566 $49,151 $50,737 $52,322 $53,908 
52 wks. F $32,789 $33,773 $34,756 $35,740 $36,724 $38,035 $39,347 $40,658 $41,970 $43,281 $44,593 
52 wks. G $34,226 $35,253 $36,280 $37,306 $38,333 $39,702 $41,071 $42,440 $43,809 $45,178 $46,547 
52 wks. H $35,544 $36,610 $37,677 $38,743 $39,809 $41,231 $42,653 $44,075 $45,496 $46,918 $48,340 
52 wks. I $36,485 $37,580 $38,674 $39,769 $40,863 $42,323 $43,782 $45,241 $46,701 $48,160 $49,620 
52wks. j $33,719 $34,731 $35,742 $36,754 $37,765 $39,114 $40,463 $41,812 $43,160 $44,509 $45,858 
52 wks. K $39,950 $41,149 $42,347 $43,546 $44,744 $46,342 $47,940 $49,538 $51,136 $52,734 $54,332 
52 wks. M $40,770 $41,993 $43,216 $44,439 $45,662 $47,293 $48,924 $50,555 $52,186 $53,816 $55,447 
52 wks. D $43,593 $44,901 $46,209 $47,516 $48,824 $50,568 $52,312 $54,055 $55,799 $57,543 $59,286 
52 wks. Q $34,793 $35,837 $36,881 $37,924 $38,968 $40,360 $41,752 $43,143 $44,535 $45,927 $47,318 
52 wks. R $29,268 $30,146 $31,024 $31,902 $32,780 $33,951 $35,122 $36,292 $37,463 $38,634 $39,804 
52wks. s $11.24 $11.58 $11.91 $12.25 $12.59 $13.04 $13.49 $13.94 $14.39 $14.84 $15.29 
52 wks. 5 $23,490 $24,195 $24,899 $25,604 $26,309 $27,248 $28,188 $29,128 $30,067 $31,007 $31,946 

99 



JOB/CLASS CODE TITLES: 

CLASS CODE A: M-1 Laborer 
CLASS CODE B: C-6 Middle School Custodian 
CLASS CODEC: 

M-7 Maintenance M-7 
BFA Byers Field Attendant 

CLASS CODEE: MTl Media/Computer Technician 
CLASS CODE F: M-2 Maintenance M-2 
CLASS CODE G: M-3 Maintenance M-3 

CLASS CODE H: C-4 Assistant Custodian 

CLASS CODE I: C-5 Elementary Custodian 

CLASS CODE J: MCI Mechanic Helper I 
SKI Storeroom Keeper 

CLASS CODE K: MC3 Mechanic - Skilled 

CLASS CODE M: C-8 High School Head Custodian 

CLASS CODE 0: I-2 ITV Engineer 
MT2 Media/Computer Technician 
'"MWF Maintenance Working 

Foreman 
CLASS CODE Q: MC2 Mechanic Helper II 
CLASS CODER; PPC PressmBn/Copy Center Specialist 
CLASS CODER: PPD Docutech/Copy Center Specialist 
CLASS CODE S: PCC Copy Center Operator/Mail Delivery 

WORK SCHEDULE: 
52 Weeks (8 hours per day)= 2,080 hours annually Includes 
8 holidays and all vacation days 
Salary is based on 260 days per year. 
Additional Paid Holiday - one - Day after Thanksgiving 
"'Maintenance Working Foreman (MFW) will be paid a 17.5% ratio 

LONGEVITY SCHEDULE 
At 12 years 3.0% on the top step 
At 15 years an additional 1.5% on the top step 
At 17 years an additional 1.5% on the top step 
At20years an additional 1.5% on the top step 
At 23 years an additional 1.5% on the top step 
At25 years an additional 1.5% on the top step 
At28 years an additional 1.5% on the top step 
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Parma City School District 
Parma Classified Personnel - Salary Schedule 

Schedule: IV - Media/Class. Ass't, Voe. Eval. Ass't, 
Prof Center Ass 't, Lab Ass 't Instr, Film Lib Ass 't & Braillist 

Number of Class 

Job Code(s} Schedule IV 
Weeks Code(s) 

Base Walle 
19·20Step 5tepl Step2 5tep3 Step4 Steps step& 5tep7 Steps step9 

0 

MA3 7.5 hrs. 38 38 wks. 
MA3 7.5 hrs 40 40wks. 
VEA Code 38wks. 
MA2 7.0 38wks. 
A31 6.5 hrs. 38 38wks. 
A31 7.0 hrs. 38 38wks. 
VLB, VLC, VLE 8.0 38wks. 
MA2, MA3 38wks. 
A31 38wks. 
SPE 6.5 3B wks. 
VLB, VLC, VLE 7.5 38wks. 
SPE 7.5 38 wks. 
SPE hourly 3B wks. 
5PE 7.0 38wks. 
SPE Code 38wks. 
MA2 38wks. 

Step 10 

t*'t{~'f~~1#fu1,fWt!t~;g~@~~0f11~~-t~0wf~~:p~q;~~WJJii\ft\ft~W.1t;;~"W~a.;g:q.1~2t~~:~¥t~~¥r~~ft,;i:t§1p:\~Ji~,!~tf';@,::J'f~i;,Ib,> 
A 19,708 20,299 20,890 21,482 22,073 22,861 23,650 24,438 25,226 26,015 26,803 
B 20,741 21,363 21,985 22,608 23,230 24,060 24,889 25,719 26,548 27,378 28,208 
C M~ 15.22 15.66 ~ll 16.55 17.14 17.73 18.32 18.91 19.50 20~ 
D 18,395 18,947 19,499 20,051 20,602 21,338 22,074 22,810 23,546 24,281 25,017 
E 17,081 17,593 18,106 18,618 19,131 19,814 20,497 21,180 21,864 22,547 23,230 
F 18,395 18,947 19,499 20,051 20,602 21,338 22,074 22,810 23,546 24,281 25,017 
G 21,024 21,655 22,285 22,916 23,547 24,388 25,229 26,070 26,911 27,752 28,593 
H 13.76 14.17 14.58 15.00 15.41 15.96 16.51 17.06 17.61 18.16 18.71 
I 13.76 14.17 14.58 15.00 15.41 15.96 16.51 17.06 17.61 18.16 18.71 

17,237 17,754 18,271 18,788 19,305 19,995 20,684 21,374 22,063 22,753 23,442 
K 19,708 20,299 20,890 21,482 22,073 22,861 23,650 24,438 25,226 26,015 26,803 
M 19,889 20,486 21,082 21,679 22,276 23,071 23,867 24,662 25,457 26,253 27,049 
N 13.88 14.30 14,71 15.13 15.55 16.10 16.66 17.21 17.77 18.32 18.88 
0 18,563 19,120 19,677 20,234 20,791 21,533 22,276 23,018 23,761 24,503 25,246 
p 18,035 18,576 19,117 19,658 20,199 20,921 21,642 22,363 23,085 23,806 24,528 
Q 19,708 20,299 20,890 21,482 22,073 22,861 23,650 24,438 25,226 26,015 26,803 
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Step 10 
Number of CllUS 

Job Code(s) Schedule IV 
Weeks Code(s) 

Base Wage 
20·21 Step 

D 
Stepl Step2 Step3 Step4 Steps Step6 Step7 Step8 Step9 

;&:~~-~';i;Wg~'fo,t~~M,,i~f:i$iifJ\!!1~i,}1;r,rt:~~ff#~w~~l,~,\+?1~.J..,iff1$1~.@'.i'~~J!i:~\~'J~1\\y!i1%~"!~:'.~&t~li~!W'i\ff'r, :lti~~p,:,:u, 
A 20,103 20,706 21,309 21,912 22,515 23,319 24,124 24,928 2.5,732 26,536 27,340 
B 21,156 21,791 22,425 23,060 23,695 24,541 25,387 26,233 27,080 27,926 28,772 
C 15.08 15.53 15.98 16.43 16.89 17.49 18.09 18.69 19.30 19.90 20.50 
D 18,763 19,326 19,889 20,452 21,015 21,765 22,516 23,266 24,017 24,767 25,518 
E 17,423 17,946 18,468 18,991 19,514 20,211 20,908 21,605 22,301 22,998 23,695 
F 18,763 19,326 19,889 20,452 21,015 21,765 22,516 23,266 24,017 24,767 25,518 
G 21,444 22,087 22,731 23,374 24,017 24,875 25,733 26,591 27,448 28,306 29,164 
H 14.04 14.46 14.88 15.30 15.72 16.28 16.85 17.41 17.97 18.53 19.09 

14.04 14.46 14.88 15.30 15.n 16.28 16.85 17.41 17.97 18.53 19.09 
17,582 18,109 18,637 19,164 19,692 20,395 21,098 21,802 22,505 23,208 23,912 

K 20,103 20,706 21,309 21,912 22,515 23,319 24,124 24,928 25,732 26,536 27,340 
M 20,286 20,895 21,503 22,112 22,720 23,532 24,343 25,155 25,966 26,778 27,589 
N 14.16 14.59 15.01 15.44 15.86 16.43 16.99 17.56 18.13 18.69 19.26 
0 18,935 19,503 20,071 20,639 21,207 21,965 22,722 23,479 24,237 24,994 25,752 
p 18,396 18,948 19,500 20,052 20,604 21,339 22,075 22,811 23,547 24,283 25,019 
Q 20,102 20,705 21,308 21,911 22,514 23,318 24,122 24,92.6 25,731 26,535 27,339 

MA3 7.5 hrs. 38 38wks. 
MA3 7.5 hrs 40 40wks. 
VEA Code 38wks. 
MA2 7.0 38wks. 
A31 6.5 hrs. 38 38wks. 
A31 7.0 hrs. 38 38 wks. 
VLB, VLC, VLE 8.0 38wks. 
MA2, MA3 38wks. 
A31 38wks. 
SPE 6.5 38wks. 
VLB, VLC, VLE 7.5 38wks. 
SPE 7.5 38wks. 
SPE hourly 38wks. 
SPE7.0 38wks. 
SPE Code 3B wks. 
MA2 38wks. 

Job Code(s) Schedule IV 

Number of 
Weeks 

Class 
Codels) 

Base Wage 
21-22Step 

0 
Stepl step2 Step3 Step4 Steps Step6 Step7 Steps Step9 Step 10 

MA3 7.5 hrs. 38 38wks. A 20,505 21,120 21,735 22,350 22,966 23,786 24,606 25,42.6 26,246 27,067 27,887 
MA3 7.S hrs 40 40wks. B 21,579 22,226 22,874 23,521 24,168 25,032 25,895 26,758 27,621 28,484 29,347 
VEA Code 38wks. C 15.38 15.84 16.30 16.76 17.22 17.84 18.45 19.07 19.68 20.30 20.91 
MA27.0 38wks. D 19,138 19,712 20,286 20,860 21,435 22,200 22,966 23,731 24,497 25,262 26,028 
A31 6.5 hrs. 38 38wks. E 17,771 18,304 18,837 19,370 19,904 20,614 21,325 22,036 22,747 23,458 24,169 
A31 7.0 hrs. 38 38wks. F 19,138 19,712 20,286 20,860 21,435 22,200 22,966 23,731 24,497 25,262 26,028 
VLB, VLC, VLE B.0 3Bwks. G 21,873 22,529 23,185 23,842 24,498 25,373 26,248 27,123 27,997 28,872 29,747 
MA2, MA3 38 wks. H 14.32 14.75 15.18 15.61 16.04 16.61 17.18 17.76 18.33 18.90 19.47 
A31 38wks. I 14.32 14.75 15.18 15.61 16.04 16.61 17.18 17.76 18.33 18.90 19.47 
SPE 6.5 38wks. 17,933 18,471 19,009 19,547 20,085 20,802 21,520 22,237 22,954 23,672 24,389 
VLB, VLC, VLE 7.5 38wks. K 20,505 21,120 21,735 22,350 22,966 23,786 24,606 25,426 26,246 27,067 2.7,887 
5PE 7.5 38wks. M 20,692 21,313 21,934 22,554 23,175 24,003 24,830 25,658 26,486 27,313 28,141 
SPE hourly 38wks. N 14.44 14.87 15.31 15.74 16.17 16.75 17.33 17.91 18.49 19.06 19.64 
SPE 7.0 38wks. 0 19,313 19,892 20,472 21,051 21,631 22,403 23,176 23,948 24,721 25,493 26,266 
SPE Code 38wks. p 18,764 19,327 19,890 20,453 21,016 21,766 22,517 23,267 24,018 24,768 25,519 
MA2 38 wks. Q 20,504 21,119 21,734 22,349 22,964 23,785 24,605 25,425 26,245 27,065 27,885 
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POSITION - HOURS/DAYS/WEEKS 

CLASS CODE A: MA3 
CLASS CODE B: MA3 
CLASS CODE C: VEA 
CLASS CODED: MA2 
CLASS CODEE: A31 
CLASS CODE F: A31 
CLASS CODE G: VLBNLCNLE 
CLASS CODE H: MA2/MA3 

Middle School Media Asst. 
Sr. High Media Asst. 
Vocational Evaluation Asst. 
Elementary Media Asst. 
Elementary Classroom Asst. 
Elementary Classroom Asst. 
Voe. Lab. Asst. 
Media Assistant 

CLASS CODE I: A3 JNLBNLCNLE Classroom Asst.Noc. Lab. Asst. 
CLASS CODE J: SPE Special Education Asst. 
CLASS CODE K: VLBNLCNLE Voe. Lab. Asst. 
CLASS CODE M: SPE 
CLASS CODE N: SPE 
CLASS CODE 0: SP E 

CLASS CODE P: SPE 

Number of Days in School 
Weeks Year 

38 Wks. 184 
38 Wks. 184 
38 Wks. 184 
40 Wks. 184 
38 Wks. 184 

Additional Paid Holiday -

Special Education Asst. 
Special Education Asst. 
Special Education Asst. 

Special Education Asst-Arlington 

Hours Per Day Plus Paid Total Paid 
Holidays Days 

6.5 7 191 
7.0 7 191 
7.5 7 191 
7.5 7 201 
8.0 7 191 

one -Day after Thanksgiving 

At 12 years 
At 15 years 
At 17 years 
At 20 years 
At 23 years 
At 25 years 
At 28 years 

7.5 Hrs./5 Days/38 Weeks 
7.5 Hrs./5 Days/40 Weeks 
Hourly Rate 
7.0 Hrs./5 Days/38 Weeks 
6.5 Hrs./5 Days/38 Weeks 
7.0 Hrs./5 Days/38 Weeks 
8.0 Hrs./5 Days/38 Weeks 
Hourly Rate 
HoorlyRate 
6.5 Hrs./5 Days/38 Weeks 
7.5 Hrs./5 Days/38 Weeks 
7.5 Hrs./5 Days/38 Weeks 
Hoorly Rate 
7.0 Hrs./5 Days/38 Weeks 

6.5 Hrs. Mon., Fri. 
7.0 Hrs. Tues., Wed., Thurs. 

Total Paid 
Hours 

1,241.5 
1,337.0 
1,432.5 
1,507.5 
1,528.0 

CodeP: 

1,299 hours 

LONGEVITY SCHEDULE 

an additional 
an additional 
an additional 
an additional 
an additional 
an additional 
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3.0% on the top step 
1.5% on the top step 
I. 5% on the top step 
I. 5% on the top step 
I. 5% on the top step 
1.5% on the top step 
1.5% on the top step 



Parma City School District 
Parma Classified Personnel - Salary Schedule 

Schedule: V - Accounts Clerks 

Job Code(s) Nwnberof Class r~:~::1~l $14.28 
1~:~1~:.u1·~:52 

1·~:.~1~:... I·~:,19 ~~:, 7 
1 
~:&W [ ;: 

ScheduleV Weeks Code(s) 

AC2 25wks B 
AC2 40wks. B $13.86 $14.28 $14.69 $15.11 $15.52 $16.08 $16.63 $17.19 $17.74 $1830 $18.85 
AC2 40 wks Salary B $20,890 $21,517 $22,143 $22,770 

.. 
$23,397 $24,232 $25,068 $25,904 $26,739 $27,575 $28,410 

AC2 42 wks. B $21,929 s22;ss1 $23,245 $23,903 $24,560 $25,438 $26,315 $27,192 $28,069 $28,946 $29,823 
AC2 46 wks. B $24,112 $24,835 $25,559 $26,282 $27,005 $27,970 $28,934 $29,899 $30,863 $31,828 $32,792 
AC2 52 wks. B $27,022 $27,833 $28,643 $29,454 $30,265 $31,346 $32,426 $33,507 $34.588 $35,669 $36,750 
AC4 25wks 0 $14.95 $15.40 $15.85 $16.30 $16.74 $i7.34 $17.94 $18.54 $19.14 $19.73 $20.33 
AC4 40 wks. Hourly 0 $14.95 $15.40 $15.85 $16.30 $16.74 $17.34 Sii.94 $18.54 $19.14 $19.73 $20.33 
AC4 40 wks. Salary 0 $22,540 $23,216 $23,892 $24,569 $25,245 $26,146 $27,048 $27,950 $28,851 $29,753 $30,654 
AC4 41 wks. D $23,101 $23,794 $24,487 $25,180 $25,873 $26,797 $27,721 $28,645 $29,569 $30,493 $31,417 
AC4 42 wks. D $23,661 $24,371 $25,081 $25,790 $26,500 $27,447 $28,393 $29,340 $30,286 $31,233 $32,179 
AC4 46wks. D $26,016 $26,796 $27,577 $28,357 $29,138 $30,179 $31,219 $32,260 $33,300 $34,341 $35,382 
AC4 52 wks. Hourly b $14.95 $15.40 $15.85 $16.30 $16.74 $17.34 $17.94 $18.54 $19.14 $19.73 $20.33 
AC4 52 wks. Salary D $29,156 $30,031 $30,905 $31,780 $32,655 $33,821 $34,987 $36,153 $37,320 $38,486 $39,652 
ACS 25 wks. Hourly E $15.59 $16.06 $16.53 $16.99 $17.46 $18.08 $18.71 $19.33 $19.96 $20.58 $21.20 
ACS 41 wks. E $24,079 $24,801 $25,524 $26,246 $26,968 $27,932 $28,895 $29,858 $30,821 $31,784 $32,747 
ACS 42 wks. E $24,663 $25,403 $26,143 $26,883 $27,623 $28,609 $29,596 $30,582 $31,569 $32,555 $33,542 
ACS 46wks. E $27,118 $27,932 $28,745 $29,559 $30,372 $31,457 $32,542 $33,626 $34,711 $35,796 $36,880 
ACS 52 wks. E $30,391 $31,303 $32,214 $33,126 $34,038 $35,254 $36,469 $37,685 $38,900 $40,116 $41,332 
AC4 52 wks. 8.0 hrs. F $31,100 $32,033 $32,966 $33,899 $34,832 $36,076 $37,320 $38,564 $39,808 $41,052 $42,296 
ACS 52 wks. 8.0 hrs. G $32,417 $33,390 $34,362 $35,335 $36,307 $37,604 $38,900 $40,197 $41,494 $42,790 $44,087 
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Number of Cass Base Wage Job Code(s) 
21 Srep 0 Srep 1 Srep 2 Step 3 Step 4 Step 5 Step 6 Step 7 Step 8 Step 9 Step 1020_ScheduleV Weeks Code(s) 

AC2 25wks 
AC2 40wks. 
AC2 40 wks Salary 
AC2 42 wks. 
AC2 46wks. 

52 wks. AC2 
AC4 25wks 
AC4 40 wks. Hourly 

40 wks. salary AC4 
41 wks.AC4 
42 wks.AC4 

AC4 46wks. 
52 wks. HourlyAC4 

AC4 52 wks. salary 
25 wks. Hourly ACS 

ACS 41 wks. 
42wks.ACS 

ACS 46wks. 
52 wks.ACS 

52 wks. 8.0 hrs. AC4 
52 wks. 8.0 hrs. ACS 

B 
B $14.13 
B $21,308 
B $22,368 
B $24,594 
B $27,562 
D $15.25 
D $15.25 
D $22,991 
D $23,563 
D $24,134 
D $26,536 
D $15.25 
D $29,739 
E $15.90 
E $24,560 
E $25,156 
E $27,660 

$30,999E 
F $31,722 
G $33,066 

$14.55 
$21,947 
$23,039 
$25,332 
$28,389 

$15.71 
$15.71 

$23,681 
$24,270 
$24,858 
$27,332 
$15.71 

$30,631 
$16.38 

$25,297 
$25,911 
$28,490 
$31,929 
$32,674 
$34,058 

$14.98 
$22,586 
$23,710 
$26,070 
$29,216 

$16.17 
$16.17 

$24,370 
$24,977 
$25,582 
$28,128 

$16.i7 
$31,523 

$16.85 
$26,034 
$26,665 
$29,320 
$32,859 
$33,625 
$35,050 

$15.40 
$23,226 
$24,381 
$26,807 
$30,043 

$16.62 
$16.62 

$25,060 
$25,684 
$26,306 
$28,924 

$16.62 
$32,416 

$17.33 
$26,770 
$27,420 
$30,i49 
$33,789 
$34,577 
$36,042 

$15.83 
$23,865 
$25,052 
$27,545 
$30,869 

$17.08 
$17.08 

$25,750 
$26,391 
$27,030 
$29,720 

$17.08 
$33,308 

$17.81 
$27,507 
$28,175 
$30,979 
$34,719 
$35,529 
$37,034 

$16.39 
$24,717 
$25,947 
$28,529 
$31,972 

$17.69 
$17.69 

$26,670 
$27,333 
$27,995 
$30,782 

$17.69 
$34,497 

$18.44 
$28,490 
$29,181 
$32,086 
$35,959 
$36,798 
$38,357 

$16.96 
$25,570 
$26,842 
$29,513 
$33,074 

$18.30 
$18.30 

$27,589 
$28,276 
$28,961 
$31,843 

$18.30 
$35,687 

$19.08 
$29.472 
$30,187 
$33,192 
$37,199 
$38,066 
$39,679 

$17.52 
$26,422 
$27,736 
$30,497 
$34,177 

$18.91 
$18.91 

$28,509 
$29,218 
$29,926 
$32,905 

$18.91 
$36,876 

$19.72 
$30,454 
$31,193 
$34,298 
$38,439 
$39,335 
$41,002 

$18.09 
$27,274 
$28,631 
$31,480 
$35,279 

$19.52 
$19.52 

$29,428 
$30,161 
$30,892 
$33,966 

$19.52 
$38,066 

$20.35 
$31,437 
$32,200 
$35,405 
$39,679 
$40,604 
$42,324 

$18.65 $19.22 
$28,127 $28,979 
$29,526 $30,420 
$32,464 $33,448 
$36,382 $37,484 

$20.13 $20.74 
$20.13 $20.74 

$30,348 $31,268 
$31,103 $32,046 
$31,857 $32,822 
$35,028 $36,089 

$20.13 $20.74 
$39,255 $40,445 

$20.99 $21.62 
$32,419 $33,402 
$33,206 $34,212 
$36,511 $37,618 
$40,919 $42,159 
$41,873 $43,142 
$43,647 $44,970 
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Number of Oass Base WageJob Code(s) 
_22 Step O Step 1 Step 2 Step 3 Step 4 Step 5 Step 6 Step 7 Step 8 Step 9 Step 1021ScheduleV Weeks Code(s) 

AC2 2Swks B 
AC2 40wks. 8 
AC2 40 wks Salary 8 
AC2 42 wks. 8 
AC2 46 wks. 8 
AC2 52 wks. B 
AC4 25wks D 
AC4 40 wks. Hourly D 
AC4 40 wks. Salary D 
AC4 41 wks. D 
AC4 42 wks. D 
AC4 46 wks. D 
AC4 52 wks. Hourly D 
AC4 52 wks. Salary D 
ACS 25 wks. Hourly E 

41 wks.ACS E 
42 wks.ACS E 

ACS 46wks. E 
ACS s2 wi<s. E 
AC4 52 wks. 8.0 hrs. F 

52 wks. 8.o hrs. GACS 

$14.42 $14.85 
$21,734 $22,386 
$22,815 $23,499 
$25,086 $25,839 
$28,113 $28,956 

$15.56 $16.03 
$15.56 $16.03 

$23,450 $24,154 
$24,035 $24,756 
$24,617 SiS,356 
$27,067 $27,879 

$15.56 $16.03 
$30,334 $31,244 

$16.22 $16.71 
$25,05i $25,804 
$25,659 $26,429 
$28,213 $29,059 
$31,619 $32,568 
$32,356 $33,327 
$33,727 $34,739 

$15.29 
$23,038 
$24,184 
$26,591 
$29,800 

$16.49 
$16.49 

$24,857 
$25,477 
SiG,094 

• $28,691 
$16.49 

$32,154 
$17.19 

$26,555 
$27,199 
$29,906 
$33,516 
$34,297 
$35,751 

$15-72 
$23,690 
$24,868 
$27,344 
$30,643 

$16.96 
$16.96 

$25,561 
$26,198 
$26,833 
$29,503 

$16.96 
$33,064 

$17.68 
$27,307 
$27,968 
$30,752 
$34,465 
$35,268 
$36,762 

$16.15 
$24,342 
$25,553 
$28,096 
$31,487 

$17.43 
$17.43 

$26,264 
$26,919 
$21,sn 
$30,315 

$17.43 
$33,974 

$18.17 
$28,058 
$28,738 
$31,599 
$35,413 
$36,239 
$37,774 

$16.73 
$25,211 
$26,465 
$29,100 
$32,611 

$18.05 
$18.05 

$27,202 
$27,881 
$28,556 
$31,398 

$18.05 
$3S,is7 

$18.82 
$29,060 
$29,764 
$32,727 
$36,678 
$37,533 
$39,123 

$17.30 
$26,081 
$27,378 
$~0,103 
$33,736 

$18.67 
$18.67 

$28,140 
$28,842 
$29,540 
$32,480 

$18.67 
$36,401 

$19.46 
$30,062 
$30,791 
$33,856 
$37,943 
$38,827 
$40,472 

$17.88 $18.46 $19.03 $19.61 
$26,950 $27,820 $28,689 $29,558 
$28,291 $29,203 $30,116 $31,028 
$31,107 $32,110 $33,114 $34,117 
$34,860 $35,985 $37,109 $38,234 

$19.29 $19.92 $20.54 $21.16 
$19.29 $19.92 $20.54 $21.16 

$29,078 $30,016 $30,954 $31,892 
$29,803 $30,765 $31,726 $32,688 
$3o,sis $31,s10 $32,494 $33,479 
$33,563 $34,646 $35,728 $36,811 

$19.29 $19.92 $20.54 $21.16 
$37,614 $38,828 $40,041 $41,254 

$20.11 $20.76 $21.41 $22.06 
$31,064 $32,067 $33,069 $34,071 
$31,817 $32,844 $33,870 $34,896 
$34,984 $36,1i3 $37,241 $38,370 
$39,208 $40,472 $41,737 $43,002 
$40,121 $41,416 $42,710 $44,004 
$41,821 $43,171 $44,520 $45,869 
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WORK SCHEDULE - Based on 7.5 hour work day 
Number ofWeeks Days in School Plus Extended Plus Paid Holidays Total Paid Days Total Paid Hours 

Year Days 

40Wks. 184 10 7 201 1,507.5 
41 Wks. 184 15 7 206 1,545.0 
42 Wks. 184 20 7 211 1,582.5 
46 Wks. 184 40 8 232 1,740.0 
52 Wks. 184 all 8 260 1,950.0 

Additional Paid Holiday - one - Day after 

Thanksgiving WORK SCHEDULE -
Number of Weeks Days in School Plus Extended Plus Paid Holidays Total Paid Days Total Paid Hours 

Year Days 
Based on 8.0 hour work day 

52 Wks. 184 all 8 260 2,080.0 

Additional Paid Holiday - one - Day after Thanksgiving 

Note: 
25 Weeks= Hourly rate for part-time and non-salaried employees. 

ACS Class Code G(8.0 hrs/day)- 7% Ratio May he Paid. 
AC4 Class Code F(8.0 hrs/day) 

LONGEVITY SCHEDULE 

At 12 years 3.0% on the top step 
At 15 years an additional 1.5% on the top step 
At 17 years an additional 1.5% on the top step 
At 20 years an additional 1.5% on the top step 
At 23 years an additional 1.5% on the top step 
At 25 years an additional 1.5% on the top step 
At 28 years an additional 1.5% on the top step 
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Parma City School District 
Parma Classified Personnel - Salary Schedule 

Schedule: VI - Bus Drivers 

Job Code(s) Number Class Base 
Wage 19- Step 1 St.ep 2 Step 3 Step 4 Step5 Step 6 Step7 Step 8 Schedule VI ofWeeks Code(s) 
20 Step 0 

D-2 38 C 
B-4 25 D 
B-2 G 

Job Code(s) Number Class Base 
Wage20- Step 1 Step2 Step3 Step4 Step 5 Step6 Step7 Step 8 Schedule VI ofWeeks Code(s) 21 Step 0 

D-2 38 C $16.51 $17.17 $17.67 $18.33 $18.82 $19.48 $20.14 $20.80 $21.46 
B-4 25 D $14.46 
B-2 G $12.27 

ob Code(s) Number Class Base 
Wage21- Step 1 Step2 Step3 Step4 Step5 Step 6 Step7 Step 8 Schedule VI ofWeeks Code(s) 
22 Step 0 

D-2 38 C $16.84 $17.51 $18.02 $18.69 $19.20 $19.87 $20.54 $21.22 $21.89 
B-4 25 D $14.75 
B-2 G $12.52 

108 



JOB/CLASS CODE TITLES 

CLASS CODEC: D-2 Bus Driver 
CLASS CODED: B-4 Bus Driver - Summer Rate 
CLASS CODE G: B-2 Driver in Training 

LONGEVITY SCHEDULE 

At 12 years 3.0% on the top step 
At 15 years an additional 1.5% on the top step 
At 17 years an additional 1.5% on the top step 
At20 years an additional 1.5% on the top step 
At23 years an additional 1.5% on the top step 
At 25 years an additional 1.5% on the top step 
At 28 years an additional 1.5% on the top step 
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Parma City School District 
Parma Classified Personnel - Salary Schedule 

Schedule: VI A - Cleaners/Mobile Unit Drivers 

Job Code(s) aass 
BaseNumber 
Wage 19- Step 1 Step 2 Step3 Step 4 Step 5 Step 6 Step 7 Step 8 Schedule VI A ofWeeks Code(s) 
20 Step 0 

. . .. ~ 

C-P 38 A $10.64 $11.07 $11.39 $11.81 $12.13 $12.56 $12.98 $13.41 $13.51 
CWF 52 A $10.64 $11.07 $11.39 $11.81 $12.13 $12.56 $12.98 $13.41 $13.51 
CP3 38 B $10.89 $11.32 $11.65 $12.09 $12.41 $12.85 $13.28 $13.72 $13.83 
D-1 38 L $12.55 $13.05 $13.42 $13.93 $14.30 • $14.80 $15.31 $15.81 $15.93 

Job Code(s) Number Oass Base 
Wage 20- Step 1 Step 2 Step3 Step4 Step 5 Step 6 Step 7 Step 8 Schedule VI A ofWeeks Code(s) 
21 Step 0 

C-P 38 A $10.85 • $11.29 $11.61 $12.05 $12.37 $12.81 $13.24 $13.68 $13.78 
CWF 52 A $10.85 $11.29 $11.61 $12.05 $12.37 $12.81 $13.24 $13.68 $13.78 
CP3 38 B $11.11 $11.55 $11.88 $12.33 $12.66 $13.10 $13.55 $13.99 $14.10 
D-1 38 L $12.80 $13.31 $13.69 $14.20 $14.59 $15.10 $15.61 $16.12 $16.25 

Job Code(s) Number Oass 
Step 1 Step 2 Step 3 Step4 Step 5 Step6 Step 7 Step 8 Schedule VI A ofWeeks Code(s) 

C-P 38 A $11.07 . $11.51 $11.85 $12.29 $12.62 $13.06 $13.51 $13.95 $14.06 
CWF 52 A $11.07 $11.51 $11.85 $12.29 $12.62 $13.06 $13.51 $13.95 $14.06 
CP3 38 B $11.33 $11.78 $12.12 $12.57 $12.91 $13.37 $13.82 $14.27 $14.39 
D-1 38 L $13.05 $13.58 $13.97 $14.49 $14.88 $15.40 $15.92 $16.45 $16.58 

110 



JOB/CLASS CODE TITLES 

CLASS CODE A: C-P Cleaning Personnel 
•cwF Cleaner Working Foreman 

CLASS CODE B: CP3 Cleaning Personnel- 3rd Shift 

CLASS CODE L: D-1 Mobile Unit Driver 

•Cleaner Working Foreman (CWF) will be paid 15% ratio 

LONGEVITY SCHEDULE 

At 12 years 3.0% on the top step 
At 15 years an additional 1.5% on the top step 
At 17 years an additional 1.5% on the top step 
At 20 years an additional 1.5% on the top step 
At 23 years an additional 1.5% on the top step 
At 25 years an additional 1.5% on the top step 
At 28 years an additional 1.5% on the top step 
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Parma City School District 
Parma Classified Personnel - Salary Schedule 

Schedule: VI B - School Bus Monitor 

ob Code(s) Number aass 
Base Wage 

Schedule VI B ofWeeks Code(s) 
19-20 Step Step 1 Step2 Step 3 Step 4 Step 5 
0 

ABl 38 E 11.42 11.65 11.76 11.88 11.99 12.11 

Job Code(s) Number Oass 
Base Wage 
20-21 Step Step 1 Step2 Step 3 Step 4 Step 5 

Schedule VI B ofWeeks Code(s) 0 

ABl 38 E 11.65 11.88 12.00 12.11 12.23 12.35 

Job Code(s) Nwnber aass 
Base Wage 
21-22 Step Step 1 Step2 Step3 Step 4 Step 5 

Schedule VI B of Weeks Code(s) 0 

ABl 38 E 

Step6 Step? Step 8 Step 9 

12.22 12.33 12.45 12.56 

Step6 Step 7 Step 8 Step 9 

12.46 12.58 12.70 12.81 

Step6 Step 7 Step 8 Step 9 

13.07 

JOB/CLASS CODE TITLES 

CLASS CODEE: ABI School Bus Monitor 

LONGEVITY SCHEDULE 

At 12 years 3 .0% on the top step 
At 15 years an additional 1.5% on the top step 
At 17 years an additional 1.5% on the top step 
At 20 years an additional 1.5% on the top step 
At 23 years an additional 1.5% on the top step 
At 25 years an additional 1.5% on the top step 
At 28 years an additional 1.5% on the top step 
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Parma City School District 
Parma Classified Personnel - Salary Schedule 

Schedule: VIII - Data Processing 

Job Code(•) Number o.;;;. &seWage19 S Step2 Step3 Step4 Steps Step6 Step7 Step 8 Step9 Step 10:Schedule VIII ofWeeks Co<k(s) 20 Step O tep l 

:DE3 25 D $ 15.33 $ 1S.79 $ 16.2S $ 16.71 $ 17.17 $ 17.78 $ 18.40 $ 19.01 $ 19.62 $ 20.23 $ 20.8S 
DE 3 Salary 52 b $29,892 $30,789 $31,686 $32,582 $33,479 $34,675 $35,871 $37,066 $38,262 $39,458 $40,653 

---
:CQ4 25 E $ 20.14 $ 20.75 $ 21.35 $ 21.96 $ 22.56 $ 23.37 $ 2.4.17 $ 24.98 $ 2.5.79 s 26.S9 $ 27.40 
co 4 Salary 52 E $41,900 $43,157 $44,414 $45,67l $46,928 $48,604 $50,280 $51,956 $53,632 sssjos $56,984 

25 F 
-- $ 14.76 $ 15.21 $ 15.65 $ 16.09 $ 16.53 $ 17.12 $ 17,7i $ 18.31 $ --- 18.90 $ $ 20.08DE 2 19.49 

DE 2 Salary 52 f $28,785 $29,648 $30,512 $31,376 $32,239 $33,390 $34,542 $35,693 $36,845 $37,996 $39,147 
si- G $ 13.33 $ 13.7.f $ 14.13 $ 14.$3 $ 14.93 $ 15_46 

....·-·· 
MAR 

Job Code(s) Number Class BaseWagc20 Stepl Step i Step3 Srep4 StepS Step6 Step? Step8 Step9 Sn,p 10
Sclµ,dule Vlll ofWeeks Code(•) 21 Step 0 

DE 3 25 D s 15.64 s 16.10 $ 16,57 s 17.04 $ 17.51 $ 18.14 $ 18.76 $ 19.39 $ 20-01 s 20.64 $ 21.26 
DE 3 Salary 52 0 $30,490 $31,405 $32,319 $33,234 $3ii;i49 $35,368 $36,588 $37,808 $39,027 $40,247 $41,466 
C04 2S E $ 20.55 $ 21.16 $ 21.78 $ 22.40 $ 23_01 $ 23.84 $ 24.66 $ 25_43 $ 26_30 $ 27.12 $ 27.94 
C04Salary 52 E $42,738 ----- ----$44,020 $45,302 $46,584 __ $4'7;866 $49,576 ssi:Zss, $52,995 $54,704 $56,414 $58,123 
DE2 is F $ 15.06 $ 1s_s1 $ 15.96 $ 16.41 $ 16.86 $ 17.47 $ 18.07 $ 18.67 $ 19.27 $ 19.88 $ 20.48 
OE 2 Salary 52 F $29,361 $30,241 $31,122 $32,003 : ---$32,884 534,058 $3s.i33 $36,407 $37,582 $38.756 $39,930 
MAR 52 G $ 13.60 $ 14.00 $ 14.41 $ 14.82 $ 15_23 $ 15.77 

Job Code(•) Number Class Base Wogezt Step 1 StepZ Step3 Step4 Step5 Step6 Step? Step e Step9 St,:p10
Schedule VIII ofWeeks Code(•) 22Step 0 

DE3 25 D $ 15.95 $ 16.43 $ 16.91 :s 17.38 $ 17.86 $ 18.50 $ 19.14 $ 19_78 $ 20.41 $ 21.0S $ 21.69 
DE 3 Salary 52 D $31,100 : 

---
$32,033 $32,966 $33,899 $34,832 $36,076 $37,320 $38,564 $39,808 $41,052 $42,296 

-- --
C04 25 E $ 20.96 $ 21_59 $ 22.22 $ 22.84 $ 23.47 $ 24.31 $ 2.5.15 $ 25.99 $ 26.83 $ 27.67 $ 28.50 
C04 Salary 52 E --- $43,593 $44,900 $46,208 $47,516 $48,824 sso;ss1 $52,311 $54,0SS $55,799 $57,542 $59,286 
oe2 25 F $ 15.36 $ 15.82 $ 16.28 $ 16.74 $ 17.20 $ 17.82 $ 18.43 $ 19.04 $ 19.66 $ 20.27 $ 20.89 

52 F 
- -

$29,948 $30,846 $31,745 
........ 

$32,643 $33,542 $34;739 $35,937 $37,135 $38,333 $39,531 $40,729DE 2 Salary 
--

MAR 52 G $ 13.87 $ 14.28 $ 14.70 $ 1s_12 $ 15.53 $ 16_09 

JOB/CLASS CODE TITLES 

CLASS CODE D: DE3 Data Entry Operator III 

CLASS CODE E: C04 Help Desk Coordinator 

CLASS CODE F: DE2 Data Entry Operator II 
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WORK SCHEDULE: 

Number of Weeks Hours Per Day Plus Paid Holidays Total Paid Days Total Paid Hours 

Class CodeE 52 8.0 8 260 2,080.0 
Class Code F 52 7.5 8 260 1,950.0 

Additional Paid Holiday - one - Day after Thanksgiving 

25 Weeks"" Hourly rate for part-time and non-salaried employees. 

LONGEVITY SCHEDfilE 

At 12 years 3.0% on the top step 
At 15 years an additional 1.5% on the top step 
At 17 years an additional 1.5% on the top step 
At20 years an additional 1.5% on the top step 
At23 years an additional 1.5% on the top step 
At25 years an additional 1.5% on the top step 
At 28 years an additional 1.5% on the top step 
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Parma City School District 
Parma Classified Personnel - Salary Schedule 

Schedule: C-P.T. Asst./C.O.T.A./Braillist/School to Career Facilitator 

P.T.Asst./ C.0.T.A/ 
Braillist/ School to Number 
Career Facilitator ofWeeks 
Schedule C 

SCF 38 
BCA,CTA,PTA 38 

P.T. Asst./ C.0.T.A./ 
Braillist/ School to Number 
Career Facilitator of Weeks 
Schedule C 

SCF 38 
BCA, CTA, PTA 38 

P.T. Asst./ C.0.T.A./ 
Braillist/ School to Number 
Career Facilitator ofWeeks 
Schedule C 

SCF 38 
BCA,CTA,PTA 38 

Base
Oass 

Code(s) :~t:;9~ Step 1 

F 
0 

Base
Oass Wage 20- Step 1 

Code(s) 21 Step O 

F $19.14 $19.14 
0 $21.22 $21.22 

Base
Oass 

Wage21- Step 1 
Code(s) 

22 Step O 

F 
0 

Step 2 Step3 

Step 2 Step 3 

... ~. 

$19.90 $20.67 
$22.07 $22.92 

Step 2 Step3 

Step 4 Step 5 

Step 4 Step 5 

$21.43 • $22.39 
$23.77 $24.83 

Step 4 Step 5 
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Note: EACH STEP Af'TER PROBATION IS 4% INCREASE ON THE PREVIOUS 

STEP JOB/CLASS TITLES 

CLASS CODE F: SCF School to Career Facilitator 

CLASS CODE 0: BCA Braillist 
CTA Certified Occupational Therapist 
Assistant (C.0.T.A.) PTA Physical 
Therapist Assistant 

LONGEVITY SCHEDULE 

At 12 years 
At 15 years 
At 17 years 
At 20 years 
At23 years 
At25 years 
At28 years 

an additional 
an additional 
an additional 
an additional 
an additional 
an additional 

3 .0% on the top step 
1.5% on the top step 
1.5% on the top step 
1.5% on the top step 
1.5% on the top step 
1.5% on the top step 
1.5% on the top step 
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Parma City School District 
Parma Classified Personnel - Salary 

Schedule 

Schedule: D - Home Liaison Assistants 

Class 
Base 

Code(s) 
Wage 19- Step 1 Step 2 
20 StepO 

H $34,724 

Step 3 Step 4 Step 5 

$36,807 $37,849 $38,891 

Base
Class 

Step 1 Step2 Step 5 Wage20- Step 3 Step 4 Code(s) 21 Step 0 

H $37,543 $38,606 

Class 
Base 

Code(s) 
Wage21- Step 1 Step2 
22 Step 0 

Step 3 Step 4 Step 5 

H 

JOB/CLASS CODE TITLE 
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CLASS CODE H: HLA Home Liaison Assistant 

WORK SCHEDULE- Based on 7.5 hour work day 
Number of Weeks Days in School Plus Extended Days Plus Paid Holidays Total Paid Days Total Paid Hours 

Year 

38 184 2 7 193 1447.5 

Additional Paid Holiday - one - Day after Thanksgiving 

LONGEVITY SCHEDULE 

At 12 years 3. 0% on the top step 
At 15 years an additional 1.5% on the top step 
At 17 years an additional 1.5% on the top step 
At20 years an additional 1.5% on the top step 
At 23 years an additional 1.5% on the top step 
At 25 years an additional 1.5% on the top step 
At 28 years an additional 1.5% on the top step 
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Parma City School District 
Parma Classified Personnel - Salary Schedule 

Schedule: G - Clerks and Clerk Composer 

Job Code(s) Number Class :0-eWagc Step 1 Step2 Srep3 Srep4 Step 5 Step 6 Step 7 Step 8 Step 9 Step 10
Schedule G o{Weeks Code(•) 19-20S"'1? 0 

~~::t&:W~WVi~:J!~fS,P':'.i@ii'c~;~;fr:if#W••\!\~filffiZ»i~!~%i:?%•ef7~t0Wlt¾i's1'~tfi/i~%'\>~~fl'@ffll%1ii~0@~~t\'i'"'~:&~'.1/1'+l§~ps>>J· 
CCl, GCJ. 25 A $13.25 $13.65 $14.05 $14.44 $14.84 $15.37 $15.90 $16.43 $16.96 $17.49 $18.02 
GCl 38 A $13.25 $13.65 $14.05 $14.44 $14.84 $15.37 $15.90 $16.43 $16.96 $17.49 $18.02 
GCl 40 A $13.25 $13.6S $14.05 $14.44 $14.84 $1.5.37 $15.90 $16.43 $16.96 $17.49 $18.02 
GCl Salary 40 A $19,978 $20,577 s21,1n $21,776 $"2,375 $23,174 $23,974 $24,773 $25,572 $26,371 $27,170 
GCl 41 A $13.25 $13.65 $14:05 $14.44 $14.84 $15.37 $15.90 $16.43 $16.96 $17.49 $18.02 
GCl 42 A $20,973 $21,602 $22,231 $22,861 $:23,490 $24,329 $25,168 $26,007 $26,845 $27,684 $28,523 ... 
GCl Hourly 46 A $13.25 $13.65 $14.05 $14.44 $14.84 $15.37 $15.90 $16.43 $16.96 $17.49 $18.02 
GCl 46 A $:.t3,060 $23,752 $24,444 $25,135 $25,827 $26,750 $27,672 $28,594 $29,517 $30,440 $31,362 
GCl, CCl 52 A $27,566 $28,393 $29,220 $30,047 $30,874 $31,977 $33,079 $34,182 $35,284 $36,388 $37,490 
GC2 25 B $13.86 $14.28 $14.69 $15.11 $15.52 $16.08 $16.63 $17.19 $17.74 $18.29 $18.85 
GC2 38 8 $13.86 $14.28 $14.69 $15.11 $15.52 $16.08 $16.63 $17.19 $17.74 $18.29 $18.85 
GC2 40 8 $13.86 $14.28 $14,69 $15.11 $15.52 $16.08 $16.63 $17.19 $17.74 $18.29 $18.85 
GC2 Salary 40 B $20,890 $21,517 $22,143 $22,770 $23,397 $24,232 $25,068 $25,904 $26,739 $27,57S $28,410 
GC2 42 B $21,929 $22,587 $23,245 $23,903 $24,560 $25,438 $26,315 $27,192 $28,069 $28,947 $29,823 
GC2 46 B $24,112 $24,835 $25,559 $26,282 $27,005 $27,970 $28,934 $29,899 $30,863 $31,828 $32,792. 
GC2 52 B $27,022 $27,833 $28,643 $29,454 $30,265 $31,346 $32,426 $33,507 $34,588 $35,668 $36,750 
GC3 25 C $14.41 $14.84 $15.27 $15.71 $16.14 $16.72 $17.29 $17.87 $18.44 $19.02 $19.60 

... .. 
GC3 38 C $14.41 $14.84 $1S.27 $15.71 $16.14 $16.72 $17.29 $17.87 $18.44 $19.02 $19.60 
GC3 40 C $14.41 $14.84 $15.27 $15.71 $16.14 $16.72 $17.29 $17.87 $18.44 $19.02 $19.60 
GC3 40 C $21,720 $22,372 $23,023 $23,675 $24,326 $25,195 $26,064 $26,933 $27,802 $28,671 $29,539 
GC3 42 C $22,801 $23,485 $24,169 $24,853 $25,537 $26,449 $27,361 $28,273 $29,185 $30,097 $31,009 .... 
GC3 44 C $23,881 $24,597 $25,314 $26,030 $26,747 $27,702 $28,657 $29,612 $30,568 $31,523 $32,478 
GC3 46 C $25,071 $25,823 $26,575 $27,327 $28,080 $29,082 $30,085 $31,088 $32,091 $33,093 $34,097 
GC3 52 C $28,096 $28,939 $29,782 $30,625 $31,468 $32,591 $33,715 $34,839 $35,963 

... 
$37,086 ••$38,211 

GC4 25 D $14.9S $1S.40 $1$.85 $16.30 $16.74 $17.34 $17.94 $18.54 $19.14 $19.74 $20.33 
GC4 40 0 $22,540 $23,216 $23,892 $24,569 $25,245 $26,146 $27,048 $27,950 $28,851 $29,752 $30,654 
GC4 42 0 $23,661 $24,371 $25,081 $25,790 $26,500 $27,447 $28,393 $29,340 $30,286 $31,232 $32,179 
GC4 46 D $26,016 $26,796 $27,577 $28,357 $29,138 $30,179 $31,219 $32,260 $33,300 $34,341 $35,382 
GC4 52 D $29,156 $30,031 $30,905 $31,780 $32,655 $33,821 $34,987 $36,153 $37,320 $38,486 $39,6S2 
GCS 25 E $15.59 $16.06 $16.53 $16.99 $17.46 $18.08 $18.71 $19.33 $19.96 $20.57 $21.20 
GC5 41 E $24,079 $24,801 $25,524 $26,246 $26,968 $27,932 $28,895 $29,858 $30,821 $31,784 $32,747 
GCS 43 E $25,248 $26,005 •• $26,763 $27,520 $28,278 $29,288 $30,298 $31,308 $32,317 $33,328 $34,337 
GCS 46 E $27,118 $27,932 $28,745 $29,559 $30,372 $31,457 $32,542 $33,626 $34,711 $35,795 $36,880 

... 
GC5 52 E $30,391 $31,303 $32,214 $33,126 $34,038 $35,254 $36,469 $37,685 $38,900 $40,116 $41,332 
GC4 25 F $15.13 $15.58 $16.04 $16.49 $16.95 $17.55 $18.16 $18.76 $19.37 $19.97 $20.58 
GC4 40 F $15.13 $15.58 $16.04 $16.49 $16.95 $17.55 $18.16 $18.76 $19.37 $19.97 $20.58 
GC4- 40 F $22,810 $23,494 $24,179 $24,863 $25.547 $26,460 $27,372 $28,284 $29,197 $30,109 $31,022 
GC5 46 G $28,926 $29,794 $30,662 $31,529 $32,397 $33,554 $34,711 $35,868 $37,025 $3a,182 $39,339 
GC58.0hrs. 52 G $32,417 $33,390 $34,362 $35,335 $36,307 $37,604 $38,900 $40,197 $41,494 $42,791 $44,087 
GC2 8.0 hrs. 52 H $28,823 $29,688 $30,552 $31,417 $32,282 $33,435 $34,588 $35,741 $36,893 $38,047 $39,199 
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Job Code(s) Number Cass Base Wage 
20-21 Step Step 1 Step2 Step3 Step4 Step5 Step 6 Step 7 Step 8 Step9 Step 10Schedule G ofWceks Code(s) 0 

CC!, GCl 25 A $13.52 SH93 $14.33 $14.74 $15.14 $15.68 $16.22 516.76 $17.31 $17.85 $18.39 
GCl 38 A $13.52 $13.93 $14.33 $14.74 $15.14 $15.68 $16.22 $16.76 $17.31 $17.84 $1839 
GCl 40 A $13.52 $13.93 $14.33 $14.74 $15.14 $15.68 $16.22 $16.76 $17.31 $17.84 $18.39 
GCl Salary 40 A $20,378 $20,989 $21,601 $22,212 $22,823 $23,638 $24,454 $25,269 $26,084 $26,899 $27,714 
GCl 41 A $13.52 $13.93 $14.33 $14.74 $15.14 $15.68 $16.22 $16.76 $17.31 $17.84 $18.39 
GC1 42 A $21,392 $22,034 $22,676 $23,317 $23,959 $24,815 $25,670 $26,526 $27,382 $28,238 $29,093 
GCl Hourly 46 A $13.52 $13.93 $14.33 $14.74 $15.14 $15.68 $16.22 $16.76 $17.31 $17.84 $18.39 
GCl 46 A $23,522 $24,228 $24,933 $25,639 $26,345 $27,286 $28,226 $29,167 $30,108 $31,048 $31,990 
GCl, CCl 52 A $28,118 $28,962 $29,805 $30,649 $31,492 $32,617 $33,742 $34,866 $35,991 $37,115 $38,240 
GC2 25 B $14.13 $14.55 $14.98 $15.40 $15.83 $16.39 $16.96 $17.52 $18.09 $18.66 $19.22 
GC2 38 B $14.13 $14.55 $14.98 $15.40 $15.83 $16.39 $16.96 $17.52 $18.09 $18.66 $19.22 
GC2 40 B $14.13 $14.55 $14.98 $15.40 $15.83 $16.39 $16.96 $17.52 $18.09 $18.66 $19.22 
GC2 Salary 40 B $21,308 $21,947 $22,586 $23,226 $23,865 $24,717 $25,570 $i6~422 $27,274 $28,127 $28,979 
GC2 42 B $22,368 $23;039 $23,710 $24,381 $25,052 $25,947 $26,842 $27,736 $28,631 $29,525 $30,420 
GC:2 46 B $24,594 $25,332 $26,070 $26,807 $27,545 $28,529 $29,513 $30,497 $31,480 $32,464 $33,448 
GC:2 52 B $27,562 $28,389 $29,216 $30,043 $30,869 $31,972 $33,074 $34,177 $35,279 $36,382 $37,484 
GC3 25 C $14.70 $15.14 $15.58 $16.02 $16.46 $17.05 $17.64 $18.23 $18.82 $19.40 $19.99 
GC3 38 C $14.70 $15.14 $15.58 $16.02 $16.46 $17.05 $17.64 $18.23 $18.82 $19.40 $19.99 
GC3 40 C $14.70 $15.14 $15.58 $16.02 $16.46 $17.05 $17.64 $18.23 $18.82 $19.40 $19.99 
GC3 40 C $22,155 $22,820 $23,484 $24,149 $24,814 $25,700 $26,586 $27,472 $28,358 $29,244 $30,131 
GC3 42 C $23,257 $23,955 $24,652 $25,350 $26,048 $26,978 $27,908 $28,839 $29,769 $30,699 $31,630 
GC3 44 C $24,359 $25,090 $25,821 $26,551 $27,282 $28,256 $29,231 $30,205 $31,180 $32,154 $33,128 
GC3 46 C $25,572 $26,339 $27,106 $27,873 $28,641 $29,664 $30,686 $31,709 $32,732 $33,755 $34,778 
GC3 52 C $28,658 $29,518 $30,377 $31,237 $32,097 $33,243 $34,390 $35,536 $36,682 $37,828 $38,975 
GC4 25 D $15.25 $15.71 $16.17 $16.62 $17.08 $17.69 $18.30 $18.91 $19.52 $20.13 $20.74 
GC4 40 D $22,991 $23,681 $24,370 $25,060 $25,750 $26,670 $27,589 $28,509 $29,428 $30,347 $31,268 
GC4 42 D $24,134 $24,858 $25,582 $26,306 $27,030 $27,995 $28,961 $29,926 $30,892 $31,857 $32,822 
GC4 46 D $26,536 $27,332 $28,128 $28,924 $29,720 $30,782 $31,843 $32,905 $33,966 $35,028 $36,089 
GC4 52 D $29,739 $30,631 $31,523 $32,416 $33,308 $34,497 $35,687 $36,876 $38,066 $39,256 $40,445 
GC5 25 E $15.90 $16.38 $16.85 $17.33 $17.81 $18.44 $19.08 $19.72 $20.35 $20.98 $21.62 
GC5 41 E $24,560 $25,297 $26,034 $26,770 $27,507 $28,490 $29,472 $30,454 $31,437 $32,420 $33,402 
GC5 43 E $25,753 $26,526 $27,298 $28,071 $28,843 $29,873 $30,904 $31,934 $32,964 $33,994 $35,024 

46 $28,490 $29,320 $30,149 
... 

$30,979 $32,086 $33,192 $34,298 $35,405 $36,511 $37,618GC5 E $27,660 
GC5 52 E $30,999 $31,929 $32,859 $33,789 $34,719 $35,959 $37,199 $38,439 $39,679 $40,919 $42,159 
GC4 25 F $15.43 $15.89 $16.36 $16.82 $17.28 $17.90 $18.52 $19.13 $19.75 $20.37 $20.98 
GC4 40 F $15.43 $15.89 $16.36 $16.82 $17.28 $17.90 $18.52 $19.13 $19.75 $20.37 $20.98 
GC4 40 F $23,266 $23,964 $24,662 $25,360 $26,058 $26,989 $27,919 $28,850 $29,780 $30,711 $31,642 
GC5 46 G $29,505 $30,390 $31,275 $32,160 $33,046 $34,226 $35,406 $36,586 $37,766 $38,946 $40,127 
GC58.0 hrs. 52 G $33,066 $34,058 $35,050 $36,042 $37,034 $38,357 $39,679 $41,002 $42,324 $43,647 $44,970 
GC2 8.0 hrs. 52 H $29,400 $30,282 $31,164 $32,046 $32,928 $34,104 $35,280 $36,456 $37,632 $38,808 $39,984 
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Job Code(s) Number Cass Base Wage 
21-22 Step Step 1 Step2 Stepl Step4 Step 5 Step 6 Step 7 Step 8 Step9 Step 10Schedule G ofWeeks Code(s) 0- - - - -CCl, GCl 25 A $13.79 $14.20 $14.62 $15.03 $15.44 $16.00 $16.55 $17.10 $17.65 $18.20 $18.75 

GCl 38 A $13.79 $14.20 $14,62 $15.03 $15.44 $16.00 $16.55 $17.10 $17.65 $18.20 $18.75 
GC1 40 A $13.79 $14.20 $14.62 $15.03 $15.44 $16.00 $16.55 $17.10 $17.65 $18.20 $18.75 
GCl Salary 40 A $20,786 $21,410 $22,033 $22,657 $23,280 $24,112 $24,943 $25,775 $26,606 $27,437 $28,269 
GCl 41 A $13.79 $14.20 $14.62 $15.03 $15.44 $16.00 $16.55 $17.10 $17.65 $18.20 $18.75 
GCl 42 A $21,820 $22,475 $23,129 $23,784 $24,438 $25,311 $26,184 $27,057 $27,930 $28,803 $29,675 
GCl Hourly 46 A $13.79 $14.20 $14.62 $15.03 $15.44 $16.00 $16.55 $17.10 $17.65 $18,20 $18.75 
GC1 46 A $23,992 $24,712 $25,432 $26,151 $26,871 $27,831 $28,790 $29,750 $30,710 $31,669 $32,629 
GCl, CCl 52 A $28,680 $29,540 $30,401 $31,261 $32,122 $33,269 $34,416 $35,563 $36,710 $37,858 $39,005 
GC2 25 B $14.42 $14.85 $15.29 $15.72 $16.15 $16.73 $17.30 $17.88 $18.46 $19.03 $19.61 
GC2 38 B $14.42 $14.85 $15.29 $15.72 $16.15 $16.73 $17.30 $17.88 $18.46 $19.03 $19.61 
GC2 40 B $14.42 $14.85 $15.29 $15.72 $16.15 $16.73 $17.30 $17.88 $18.46 $19.03 $19.61 
GC2Salary 40 B $21,734 $22,386 $23,038 $23,690 $24,342 $25,211 $26,081 $26,950 $27,820 $28,689 $29,558 
GC2 42 B $22,815 $23,499 $24,184 $24,868 $25,553 $26,465 $27,378 $28,291 $29,203 $30,116 $31,028 
GC2 46 B $25,086 $25,839 $26,591 $27,344 $28,096 $29,100 $30,103 $31,107 $32,110 $33,114 $34,117 
GC2 52 B $28,113 $28,956 $29,800 $30,643 $31,487 $32,611 $33,736 $34,860 $35,985 $37,109 $38,234 
GC3 25 C $14.99 $15.44 $15.89 $16.34 $16.79 $1739 $17.99 $18.59 $19.19 $19.79 $20.39 
GC3 38 C $14.99 $15.44 $15.89 $16.34 $16.79 $17.39 $17.99 $18.59 $19.19 $19.79 $20.39 
GC3 40 C $14.99 $15.44 $15.89 $16.34 $16.79 $17.39 $17.99 $18.59 $19.19 $19.79 $20.39 
GC3 40 C $22,598 $23,276 $23,954 $24,632 $25,310 $26,214 $27,118 $28,022 $28,925 $29,829 $30,733 
GC3 42 C $23,722 $24,434 $25,145 $25,857 $26,569 $27,518 $28,466 $29,415 $30,364 $31,313 $32,262 
GC3 44 C $24,846 $25,591 $26,337 $27,082 $27,828 $28,821 $29,815 $30,809 $31,803 $32,797 $33,791 
GC3 46 C $26,084 $26,867 $27,649 $28,432 $29,214 $30,257 $31,301 $32,344 $33,388 $34,430 $35,474 
GC3 52 C $29,231 $30,108 $30,985 $31,862 $32,739 $33,908 $35,077 $36,246 $37,416 $38,585 $39,754 
GC4 25 D $15.56 $16.03 $16.49 $16.96 $17.43 $18.05 $18.67 $19.29 $19.92 $20.53 $21.16 
GC4 40 D $23,450 $24,154 $24,857 $25,561 $26,264 $27,202 $28,140 $29,078 $30,016 $30,954 $31,892 
GC4 42 D $24,617 $25,356 $26,094 $26,833 $27,571 $28,556 $29,540 $30,525 $31,510 $32,494 $33,479 
GC4 46 D $27,067 $27,879 $28,691 $29,503 $30,315 $31,398 $32,480 $33,563 $34,646 $35,728 $36,811 
GC4 52 D $30,334 $31,244 $32,154 $33,064 $33,974 $35,187 $36,401 $37,614 $38,828 $40,041 $41,254 
GCS 25 E $16.22 $16.71 $17.19 $17.68 $18.17 $18.82 $19.46 $20.11 $20,76 $21.40 $22.06 
GCS 41 E $25,052 $25,804 $26,555 $27,307 $28,058 $29,060 $30,062 $31,064 $32,067 $33,068 $34,071 
GCS 43 E $26,268 $27,056 $27,844 $28,632 $29,420 $30,471 $31,522 $32,572 $33,623 $34,674 $35,724 
GCS 46 E $28,213 $29,059 $29,905 $30,752 $31,599 $3i,727 $33,856 $34,984 $36,113 $37,242 $38,370 
GCS 52 E $3i,619 $32,568 $33,516 $34,465 $35,413 $36,678 $37,943 $39,208 $40,472 $41,737 $43,002 
GC4 25 F $15.74 $16.21 $16.68 $17.16 $17.63 $18.26 $18.89 $19.52 $20.15 $20.78 $21.41 
GC4 40 F $15.74 $16.21 $16.68 $17.16 $17.63 $18.26 $18.89 $19.52 $20.15 $20.78 $21.41 
GC4 40 F $23,731 $24,443 $25,155 $25,867 $26,579 $27,528 $28,477 $29,426 $30,376 $31,325 $32,274 
GC5 46 G $30,095 $30,998 $31,901 $32,804 $33,706 $34,910 $36,114 $37,318 $38,522 $39,725 $40,929 
GCS8.0 hrs. 52 G $33,727 $34,739 $35,751 $36,762 $37,774 $39,123 $40,472 $41;821 $43,171 $44,520 $45,869 
GC2 8.0 hrs. 52 H $29,988 $30,888 $31,787 $32,687 $33,587 $34,786 $35,986 $37,185 $38,385 $39,584 $40,784 
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WORK SCHEDULE - Based on 7 .5 hour work day. 
Number of Weeks Days in School Plus Extended Plus Paid Holidays Total Paid Days Total Paid Hours 

Year Days 

40Wks. 184 10 7 201 1,507.5 
41 Wks. 184 15 7 206 1,545.0 
42 Wks. 184 20 7 211 1,582.5 
44 Wks. 184 30 7 221 1,657.5 
46 Wks. 184 40 8 232 1,740.0 
52 Wks. 184 All 8 260 1,950.0 

Additional Paid Holiday - one - Day after Thanksgiving 

GC5 Class Code E - 7% Ratio May be Paid 
CCI Class Code A & GCS Class Code G- Work Schedule based on 8.0 hour work 
day 25 Weeks= Hourly rate for part-time and non-salaried employees. 

LONGEVITY 
SCHEDULE 

At 12 years 3.0% on the top step 
At 15 years an additional 1.5% on the top step 
At 17 years an additional 1.5% on the top step 
At20 years an additional 1.5% on the top step 
At23 years an additional 1.5% on the top step 
At 25 years an additional 1.5% on the top step 
At 28 years an additional 1.5% on the top step 
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Parma City School District 
Parma Classified Personnel - Salary Schedule 

Schedule: S- Secretaries 

~ob Code(t1) Number Clwis 
Base 
Wage 19- Step 1 Step 2 Step3 Step4 Step 5 Step 6 Step7 Step 8 Step9 Step 10Schedule S ofWeeks Code(s) 20 Step O - -S4 25 B $15.31 $15.77 $16.23 $16.69 $17.15 $17.76 $18.37 $18.98 $19.60 $20.21 $20.82 

S4 40 B $23,078 $23,770 $24,463 $25,155 $25,847 $26,770 $27,694 $28,617 $29,540 $30,463 $31,386 
S3 25 C $14.59 $15.03 $15.47 $15.90 $16.34 $16.92 $17.51 $18.09 $18.68 $19.26 $19.84 
S3 40 C $21,990 $22,650 $23,309 $23,969 $24,629 $25,508 $26,388 $27,268 $28,147 $29,027 $29,906 
S3 42 C $23,083 $23,775 $24,468 $25,160 $25,853 $26,776 $27,700 $28,623 $29,546 $30,470 $31,393 
S3 46 C $25,381 $26,142 $26,904 $27,665 $28,427 $29,442 $30,457 $31,472 $32,488 $33,503 $34,518 
S4 25 D $15.13 $15.58 $16.04 $16.49 $16.95 $17.55 $18.16 $18.76 $19.37 $19.97 $20.58 
S4 40 D $22,810 $23,494 $24,179 $24,863 $25,547 $26,460 $27,372 $28,284 $29,197 $30,109 $31,022 
54 42 D $23,943 $24,661 $25,380 $26,098 $26,816 $27,774 $28,732 $29,689 $30,647 $31,605 $32,562 
54 52 D $29,505 $30,390 $31,275 $32,160 $33,046 $34,226 $35,406 $36,586 $37,766 $38,947 $40,127 
ss 25 E $15.59 $16.06 $16.53 $16.99 $17.46 $i8.08 $18.71 $19.33 $19.96 $20.58 $21.20 
S5 40 E $23,495 $24,200 $24,905 $25,610 $26,314 $27,254 $28,194 $29,134 $30,074 $31,013 $31,953 
S5 42 E $24,781 $25,524 $26,268 $27,011 $27,755 $28,746 $29,737 $30,728 $31,720 $32,711 $33,702 
S5 43 E $25,248 $26,005 $26,763 $27,520 $28,278 $29,288 $30,298 $31,308 $32,317 $33,327 $34,337 
S5 46 E $27,118 $27,932 $28,745 $29,559 $30,372 $31,457 $32,542 $33,626 $34,711 $35,796 $36,880 
S5 52 E $30,391 $3i,3o3 $32,214 $33,126 $34,038 $35,254 $36,469 $37,685 $38,900 $40,116 $41,332 
S5 25 F $15.93 $16.41 $16.89 $17.36 $17.84 $18.48 $19.12 $19.75 $20.39 $21.03 $21.66 
S5 52 F $31,063 $31,995 $32,927 $33,859 $34,791 $36,033 $37,276 $38,518 $39,761 $41,003 $42,246 
55 52 G $32,417 $33,390 $34,362 $35,335 $36,307 $37,604 $38,900 $40,197 $41,494 $42,790 $44,087 
55 8.0 hrs, 42 H $26,433 $27,226 $28,019 $28,812 $29,605 $30,662 $31,720 $32,777 $33,834 $34,892 $35,949 
55 8.0 hrs. 44 H $27,555 $28,382 $29,208 $30,035 $30,862 $31,964 $33,066 $34,168 $35,270 $36,373 $37,475 
S5 8.0 hrs. 46 H $28,926 $29,794 $30,662 $31,529 $32,397 $33,554 $34,711 $35,868 $37,025 $38,182 $39,339 
54 44 I $25,079 $25,831 $26,584 $27,336 $28,088 $29,092 $30,095 $31,098 $32,101 $33,104 $34,107 
54 8.0 hrs. 52 J $31,471 $32,415 $33,359 $34,303 $35,248 $36,506 $37,765 $39,024 $40,283 $41,542 $42,801 
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Job Code(s) Number Oass Base 
Wage 20- Step 1 St.ep 2 Step 3 St.ep 4 Step5 Srep6 St.ep 7 Step 8 St.ep 9 Step 10Schedule S ofWeeks Code(s) 

S4 25 B $15.62 $16.09 $16.56 $17.03 $17.49 $18.12 $18.74 $19.37 $19.99 $20.62 $21.24 
S4 40 B $23,540 $24,246 $24,952 $25,659 $26,365 $27,306 $28,248 $29,190 $30,131 $31,073 $32,014 
S3 25 C $14.88 $15.33 $15.77 $16.22 $16.67 $17.26 $17.86 $18.45 $19.05 $19.64 $20.24 
S3 40 C $22,430 $23,103 $23,776 $24,449 $25,122 $26,019 $26,916 $27,813 $28,710 $29,608 $30,505 
S3 42 C $23,545 $24,251 $24,958 $25,664 $26,370 $27,312 $28,254 $29,196 $30,138 $31,079 $32,021 
S3 46 C $25,889 $26,666 $27,442 $28,219 $28,996 $30,031 $31,067 $32,102 $33,138 $34,173 $35,209 
S4 25 D $15.43 $15.89 $16.36 $16.82 $17.28 $17.90 $18.52 $19.13 $19.75 $20.37 $20.98 
S4 40 D $23,266 $23,964 $24,662 $25,360 $26,058 $26,989 $27,919 $28,850 $29,780 $30,711 $31,642 
S4 42 D $24,422 $25,155 $25,887 $26,620 $27,353 $28,330 $29,306 $30,283 $3i;260 $32,237 $33,214 
S4 52 D $30,095 $30,998 $31,901 $32,804 $33,706 $34,910 $36,114 $37,318 $38,522 $39,725 $40,929 
ss 25 E $15.90 $16.38 $16.85 $17.33 $17.81 $18.44 $19.08 $19.72 $20.35 $20.99 $21.62 
S5 40 E $23,965 $24,684 $25,403 $26,122 $26,841 $27,799 $28,758 $29,717 $30,675 $31,634 $32,592 
S5 42 E $25,276 $26,034 $26,793 $27,551 $28,309 $29,320 $30,331 $31,342 $32,353 $33,364 $34,375 
S5 43 E $25,753 $26,526 $27,298 $28,071 $28,843 $29,873 $30,904 $31,934 $32,964 $33,994 $35,024 
S5 46 E $27,660 $28,490 $29,320 $30,149 $30,979 $32,086 $33,192 $34,298 $35,405 $36,511 $37,618 
S5 52 E $30,999 $31,929 $32,859 $33,789 $34,719 $35,959 $37,199 $38,439 $39,679 $40,919 $42,159 
S5 25 F $16.25 $16.74 $17.23 $17.71 $18.20 $18.85 $19.50 $20.15 $20.80 $21.45 $22.10 
S5 52 F $31,684 $32,635 $33;5as $34,536 $35,486 $36,753 $38,021 $39,288 $40,556 $41,823 $43,090 
S5 52 G $33,065 $34,057 $35,049 $36,041 $37,033 $38,355 $39,678 $41,001 $42,323 $43,646 $44,968 
S5 8.0 hrs. 42 H $26,961 $27,770 $28,579 $29,387 $30,196 $31,275 $32,353 $33,432 $34,510 $35,589 $36,667 
SS 8.0 hrs. 44 H $28,106 $28,949 $29,792 $30,636 $31,479 $32,603 $33,727 $34,851 $35,976 $37,100 $38,224 
S5 8.0 hrs. 46 H $29,504 $30,389 $31,274 $32,159 $33,044 $34,225 $35,405 $36,585 $37,765 $38,945 $40,125 
S4 44 I $25,580 $26,347 $27,115 $27,882 $28,650 $29,673 $30,696 $31,719 $32,742 $33,766 $34,789 
S4 8.0 hrs. 52 j $32,101 $33,064 $34,027 $34,990 $35,953 $37,237 $38,521 $39,805 $41,089 $42,373 $43,657 

124 



Job Code(s) 
Schedule S 

Number 
ofWeeks 

Oass 
Code(s) 

Base 
Wage 21-
22 Step 0 

$15.93 

Stepl 

$16.41 

Step 2 

$16.89 

Step3 

$17.36 

Step 4 

$17.84 

Step5 

$18.48 

Step6 

$19.12 

Step 7 

$19.75 

Step8 

S20.39 

Step 9 

11111 
521.03 

Step 10 

11111 
$21.66S4 25 B 

S4 40 B $24,011 $24,731 $25,4S2 $26,172 $26,892 $27,853 $28,813 $29,774 $30,734 $31,695 $32,655 
53 25 C $15.18 $15.64 $16.09 $16.55 $17.00 $17.61 $18.22 $18.82 $19.43 $20.04 $20.64 
S3 40 C $22,879 $23,565 $24,252 $24,938 $25,624 $26,540 $27,455 $28,370 $29,285 $30,200 $31,115 
S3 42 C $24,016 $24,736 $25,457 $26,177 $26,898 $27,859 $28,819 $29,780 $30,740 $31,701 $32,662 
S3 46 C $26,407 $27,199 $27,991 $28,784 $29,576 $30,632 $31,688 $32,745 $33,801 $34,857 $35,914 
S4 25 D $15.74 $16.21 $16.68 $17.16 $17.63 $18.26 $18.89 $19.52 $20.15 $20.78 $21.41 
S4 40 D $23,731 $24,443 $25,155 $25,867 $26,579 $27,528 $28,477 $29,426 $30,376 $31,325 $32,274 
54 42 D $24,911 $25,658 $26,406 $27,153 $27,900 $28,897 $29,893 $30,890 $31,886 $32,883 $33,879 
S4 52 D $30,697 $31,618 $32,539 $33,460 $34,381 $35,609 $36,836 $38,064 $39,292 $40,520 $41,748 
S5 25 E $16.22 $16.71 $17.19 $17.68 $18.17 $18.82 $19.46 $20.11 $20.76 $21.41 $22.06 
S5 40 E $24,444 $25,177 $25,911 $26,644 $27,377 $28,355 $29,333 $30,311 $31,288 $32,266 $33,244 
S5 42 E $25,782 $26,555 $27,329 $28,102 $28,876 $29,907 $30,938 $31,970 $33,001 $34,032 $35,064 
55 43 E $26,268 $27,056 $27,844 $28,632 $29,420 $30,471 $31,522 $32,572 $33,623 $34,674 $35,724 
55 46 E $28,213 $29,059 $29,906 $30,752 $31,599 $32,727 $33,856 $34,984 $36,113 $37,241 $38,370 
S5 52 E $31,619 $32,568 $33,516 $34,465 $35,413 $36,678 $37,943 $39,208 $40,472 $41,737 $43,002 
55 25 F $16.57 $17.07 $17.56 $18.06 $18.56 $19.22 $19.88 $20.55 $21.21 $21.87 $22.54 
S5 52 F $32,318 $33,288 $34,257 $35,227 $36,196 $37,489 $38,782 $40,074 $41,367 $42,660 $43,952 
S5 52 G $33,726 $34,738 $35,750 $36,761 $37,773 $39,122 $40,471 $41,820 $43,169 $44,518 $45,867 
55 8.0 hrs. 42 H $27,501 $28,326 $29,151 $29,976 $30,801 $31,901 $33,001 $34,101 $35,201 $36,301 $37,401 
S5 8.0 hrs. 44 H $28,668 $29,528 $30,388 $31,248 $32,108 $33,255 $34,402 $35,548 $36,695 $37,842 $38,988 
S5 8.0 hrs. 46 H $30,094 $30,997 $31,900 $32,802 $33,705 $34,909 $36,113 $37,317 $38,520 $39,724 $40,928 
54 44 I $26,092 $26,875 $27,658 $28,440 $29,223 $30,267 $31,310 $32,354 $33,398 $34,441 $35,485 
S48.0 hrs. 52 J $32,743 $33,725 $34,708 $35,690 $36,672 $37,982 $39,292 $40,601 $41,911 $43,221 $44,530 

125 

.•,••.•.. i.•.••• .. : ..~.-~ ... o.A1. .", . .;.••.•• ;. ••> .¾. ;,,,,;,,_.,, ...h. .>•.t.~, ......•••••'••••.»•.,>,,<>>', Y .. .»!,O •••••• ,y.,;, .,V.-''' . V. •,>,;.v.; ••-." / . .[... ,., .. ,»•.,>,»___, 



WORK SCHEDULE - Based on 7.5 hour work day. 
Number of Weeks Days in School Plus Extended Plus Paid Holidays Total Paid Days Total Paid Hours 

Year Days 

40 184 10 7 201 1,507.5 
42 184 20 7 211 1,582.5 
42 184 21 7 212 1,590.0 
43 184 25 7 216 1,620.0 
44 184 30 7 221 1,642.5 
46 l.84 40 8 232 1,740.0 
52 184 ALL 8 260 1,950.0 

Additional Paid Holiday - one - Day after 

Thanksgiving S5 Class Code E - 7% Ratio 

Maybe Paid. 

Class Code B - Secretary to Part-Time 
Administrator Class Code F - High School 
Secretary (SS) 

NEOEA Day is not a work day for Secretarial/Clerical staff. 

Notes: 
25 Weeks= Hourly rate for part-time and non-salaried employees 

LONGEVITY SCHEDULE 

At 12 years 3.0% on the top step 
At 15 years an additional 1.5% on the top step 
At 17 years an additional 1.5% on the top step 
At 20 years an additional 1.5% on the top step 
At 23 years an additional 1.5% on the top step 
At 25 years an additional 1.5% on the top step 
At 28 years an additional 1.5% on the top step 
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APPENDIXB: SENIORITY 

Smiority 

Employee seniority shall be calculated by using the following formuJa: 

.UQ Days or More in· 
Active Pay Status _ 1 Year ofSeniority 

~ tg J1.2 Days in ½ Year of Seniority Plu5 
Active Pav.. Status ActuaJ Days Worked over_® . -

0 tQ S9 D:a.)-s in 
Active Pay .status Actual Days W()Tked (O Years} 

184 Days _ ½ Year«Seniotity Ptus 
,llDays • • • (Full Schoof Year) 

,;,. 

Upon ralitiation ofthis ~ontrac4 employees in a elassific.Jtkm whid; have regularly 
scheduled work hours ofless than fifteen ( t S) HOURS PER WEEK .sbaD have district • 
wide seniority credited at the rate ofone ( t) year seniority for e~h two (2) years of -
savicc in the applicable positions. • 
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APPENDIX C: GRIEVANCE FORMS 

PARMA CITY SCHOOL DISTRICT 

GRIEVANC&; FORM 
. • Cl@ssified Staff 

Home Address: Tete. No.: 

A Date of Action Causing Grievance Cfaim: 

B. 1. Statement of Grievance and Specific: Articie(s) Allegedly Violated: 

2. Relief Sought: 

We hereby appeal this grievance to Le..-el Two: ____ Date Filed: 
Level Three: ____ ----Date Fifed: ··----

Signature of Grievant Date 

Signature of Local President Date 
(Form must be signed by both Grievant and Local President in order to be processed ) 

•Received by: Level One; Date: ____ 
Received by: Levet Two: Date: ____ 
Received by: Level Three: _________ Date: ____ 

128 



Date/Time 
PARMA CITY SCHOOL OISTRJCT 

•.•GBJEVANCe DlSPOSmON FORM 
• • • ·•. Classified Staff 

• Narre ofGritwant .•.• \ •·.· ii i ·..·•····•·· •··• ·•··· .•.. ··• • • ••• ••. •• ••. ••. • • .•.•. •.. •. ··•.·••· Grievaiic-e i ·. •·..··•• .··. 

•··••···•\b;eJil~~~liet:•.••).·.••i•·•·}.•.··..•./•••••·•··•·••·•·•·• > /••••...·••••··••>·•··••··•···••iii ... ·•••i( ./itJ~it1://i•••·•--ii-ii-•·•··•·-<-<-<-

•·•>··•·itj :t,11,rr~~~ei:,mQP ?<\ •<i: r. :<X\ <•• <•·.····•·····••.••.•••••••••• •••••• •••• ••• ••· >o· ••1..~..,..1r1t~.Pirspq$#i?ct> :.••< •>··•··.··.•···.·.··.···. • 

•.•.i-··•••··.··••• ••••• •• • • 

Supe,visor/ Administrator's Signature Date 

Copies of this Disposition shaU be sent to the grievant. the relevant Chapter President. 

c-2 

129 



APPENDIXD: FMLAFORMS 

130 



Certification of Health Care Provider for U.S. Department of Labor 
Employee's Serious Health Condition Wage and Hour Division =WHD 
under the Family and Medical Leave Act WA!lE AND HOUR O!V!Sillll 

DO NOT SEND COMPLETED FORM TO TllE DEPARTMENT OF LABOR. 0MB Cooll:ol Number: 1235-0003 
RETURN TO THE PATIENT. Expires: 6/:l0/2023 

The Family and Medical Leave Act (FMLA) provides that an employer may require an employee seeking FMLA protections 
because of a need for leave due to a serious health condition to submit a medical certification issued by the employee's 
health care provider. 29 U.S.C. §§ 2613, 2614{c){3); 29 C.F.R. § 825.305. The employer mu.st give the employee at least 
15 calendar days to provide the certification. If the employee fails to provide complete and sufficient medical certification, 
his or her FMLA leave request may he denied. 29 C.F.R. § 825.313. Information about the FMLA may be found~ 
WI-ID website at www.dol.gov/agencies/whd/fmla. 

Either the employee or the employer may complete Section I. While use of this form is optional, this form asks the health 
care provider for the information necessary for a complete and sufficient medical certification, which is set out at 29 C.F .R. 
§ 825.306. You may not ask the employee to provide more information than allowed under the FMLA regulations, 
29 C.F.R. §§ 825.306-825,308. Additionally, you may not request a certification for FMLA leave to bond with a healthy 
newborn child or a child placed for adoption or foster care. 

Employers must generally maintain records and doctJIDents relating to medical information, medical certifications, 
recertifications, or medical histories of employees created for FMLA purposes as confidential medical records in separate 
files/records from the usual personnel files and in accordance with 29 C.F.R. § 1630.14(c)(l), if the Americans with 
Disabilities Act applies, and in accordance with 29 C.F.R. § 1635.9. if the Genetic Information Nondiscrimination Act 
applies. 

(1) Employee name: ----,F,=-·;-r,-·t----------:-M."';""dd""'l'""e--------=L-,,..-,--------------

(2) Employer name: _________________________ Date; _________ (mn,ldd/yy)'y) 
(List dflte certification req11ested) 

(3) The medical certification must be returned by-----------------------~ (mmldd/yy_vy) 
(M1<sl allow at /eas1 15 calendar days ji-a,11 the date reques1ed. unless ii is not feasible despite the employee's diligent. good.faith e_(forts.) 

(4) Employee's job title: -----------~--------Jobdescription (0 is/Dis not) attached. 
Employee's regular work schedule:---------------------------------~ 
Statement of the employee's essential job functions:---------------------------

(The essential functions ofthe employee's position a,·e determine,b-.'ith ,·e/erence t,, the position the employee held QI the lime the employee 
notified the employer ofrhe needfor- leave or the leave started, whichever is earlier.) 

Please provide your contact information, complete all relevant parts of this Section, and sign the form. Your patient has 
requested leave under the FMLA. The FMLA allows an employer to require that the employee submit a timely, complete, 
and sufficient medical certification to support a request for FMLA leave due to the serious health condition o fthe employee. 
For FMLA purposes, a '"serious health condition" means an illness, injury, impairment, or physical or mental condition that 
involves inpatient care or continuing treatmerit by a health care prmrider. For more information about the definitions of a 
serious health condition under the FMLA, see the chart on page 4. 

You may, but are not required to, provide other appropriate medical facts including symptoms, diagnosis, or any regimen 
of continuing treatment such as the use of specialized equipment. Please note that some state or local laws may not allow 
disclosure ofprivate medical information about the patient's serious health condition, such as providing the diagnosis and/or 
course oftreatment 
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Employee Name:---------------------------------------

Health Care Provider's name: (Print) _______________________________ 

Health Care Provider's business address: _____________________________ 

Type ofpractice/ Medical specialty; _____________________________ 

Telephone: L_) ______ Fax: (_)______ E-mail: ________________ 

PART A: Medical Information 
Limit your response to the medical condition(s) for which the employee is seeking FMLA leave. Your answers should be 
your best estimate based upon your medical knowledge, experience, and examination of the patient. After completing 
Part A, complete Part B to provide information about the amount of leave needed. Note: For FMLA purposes, 
"incapacity" means the inability to work, attend school, or perform regular daily activities due to the condition, treatment 
of the condition. or recovery from the condition. Do not provide information about genetic tests, as defined in 29 C.F.R. § 
!635.3(t), genetic services, as defined in 29 C.F.R. § 1635.J(e), or the manifestation ofdisease or disorder in the employee's 
family members, 29 C.F.R. § 1635.3(b). 

(1) State the approximate date the condition started or will start: ________________ (mmlddlyyyy) 

(2) Provide your best estimate ofhow long the condition lasted or will last: ________________ 

(3) Check the box(es) for the questions below, as applicable. For all box(es) checked, the amount ofleave needed must be 
provided in Part B. 

□ Inpatient Care: The patient(□ has been/ □ is expected to be) admitted for an overnight stay in a hospital, 
hospice, or residential medical care facility on the following date(s): ______________ 

D Incapacity phu Treatment: (e.g. outp<11ie11t surgery, strep throat) 
Due to the condition, the patient (□ has been / D is expected to be) incapacitated for more than three 
consecutive, full calendar days from ______ (mmldd,'.}yr.v) to ______ (mmldd,yJYJ1-

The patient( □ was/ D will be) seen on the following date(s): ________________ 

The condition (□ has/ □ has not) also resulted in a course of continuing treatment under the supervision of a 
health care provider (e.g. presc>iption medication (other than over-the-counter) or thei·apy ,-equiring special equipment) 

D Pregnancy: The condition is pregnancy. List the expected delivery date: -------~nmlddlYJY.Y), 

D Chronic Conditions: (e.g. asthma, migraine headaches) Due to the condition, it is medically necessary for the patient 
to have treatment visits at least twice per year. 

D Permanent or Long Term Conditions: (e.g. Alzheimer's. termimtl .,tages <?fctrncei) Due to the condition, incapacity 
is permanent or long term and requires the continuing supervision of a health care provider (even if active 
treatment is not being provided). 

D Conditions requiring Multiple Treatments: (e.g_ chemotherapy treatmmts, restorative surgel")1 Due to the condition, 
it is medically necessary for the patient to receive multiple treatments. 

□ None of the above: If none ofthe above condition(s) were checked, (i.e., inpatient care, pregnancy) 
no additional information is needed. Go to page 4 to sign and date the form. 
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EmployeeName:-------------------------------------

(4) If needed, briefly describe other appropriate medical facts related to the condition( s) for which the employee seeks 
FMLA leave. (e.g., use ofnebulizer, dialysis) __________________________ 

PART B: Amount of Leave Needed 
For the medical condition(s) checked in Part A, complete all that apply. Several questions seek a response as to the frequency 
or duration of a condition, treatment, etc. Your answer should be your best estimate based upon your medical knowledge, 
experience, and examination of the patient. Be as specific as you can; terms such as "lifetime," "unknown," or "indeterminate" 
may not be sufficient to determine FMLA coverage. 

(5) Due to the condition, the patient (D had/ D will have) planned medical treatment(s) (scheduled medical visits) 
(e.g. p,ychotherapy, prenatal appointments) on the following date(s): ___________________ 

(6) Due to the condition, the patient (D was/ D will be) referred to other health care provider(s) for evaluation or 
treatment(s). 

State the nature of such treatments: (e.g. cardiologist, physical therapy) __________________ 

Provide your best estimate of the beginning date _______ (mmld,t,yrn;J and end date _______ 
(mmldd/yyJ,y) for the treatment(s). 

Provide your best estimate of the duration of the treatment(s), including any period(s) of recovery (e.g. 1days/week) 

(7) Due to the condition, it is medically necessary for the employee to work a reduced schedule. 

Provide your best estimate ofthe reduced schedule the employee is able to work. From _________ 
(mmldd&y)y) to ________ (mi,,Jddl.Y.Y.Y.Y) the employee is able to work: (e.g.. 5ho1'rs/day, "P to 25 hmm aweek) 

(8) Due to the condition, the patient(□ was/ □ will be) incapacitated for a continuous period of time, including any 
time for treatment(s) and/or reeovery, 

Provide your best estimate of the beginning date (rnm!ddlyYJ,y) and end date 
_______ (nrmldd/y)yy) for the period of incapacity. 

(9) Due to the condition, it(□ was/Dis I □ will he) medically necessary for the employee to be absent from work on 
an intermittent basis (periodically), including for any episodes of incapacity i.e., episodic flare-ups. Provide your 
best estimate of how often (frequency) and how long (duration) the episodes ofincapacity will likely last. 

Over the next 6 months, episodes of incapacity are estimated to occur ____~_______times per 

(□ day/ D week/ D month) and are likely to last approximately (D hours/ D days) per episode. 
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Employee Name:_~---------------------------------------

PART C: Essential Job Functions 
Ifprovided, the information in Section I question #4 may be used to answer this question. If the employer fails to provide a 
statement ofthe employee's essential functions or a job description, answer these questions based upon the employee's own 
description ofthe essential job functions. An employee who must be absent from work to receive medical treatment( s ), such 
as scheduled medical visits, for a serious health condition is considered to be not able to perform the essential job functions 
of the position during the absence for treatment(s). 

(10) Due to the condition, the employee(□ was not able/Dis not able/ D will not be able) to perform one or more 
of the essential job function(s). Identify at least one essential job function the employee is not able to perform: 

Signature of 
Health Care Provider ___________________ Date _______ (mmlddlyyyy) 

Incapacity Plus Treatment: A period ofincapacity ofmore than three consecutive, full calendar days, and any subsequent treatment 
or period of incapacity relating to the same condition, that also involves either: 

o Two or more in-person visits to a health care provider for treatment within 30 days of the first day of incapacity unless 
extenuating circumstances exist. The first visit must be within seven days of the first day of incapacity; or, 

o At least one in-person visit to a health care provider for treatment within seven days of the first day of incapacity, which 
results in a regimen of continuing treatment under the supervision of the health care provider. For example, the health 
provider might prescribe a course ofprescription medication or therapy requiring special equipment. 

Pregnancy: Any period of incapacity due to pregnancy or for prenatal care. 

Chronic Conditions: Any period of incapacity due to or treatment foT a chronic serious health condition, such as diabetes, asthma, 
migraine headaches. A chronic serious health condition is one which requires visits to a health care provider (or nurse supervised by 
the provider) at least twice a year and recurs over an extended period of time. A chronic condition may cause episodic rather than a 
continuing period of incapacity. 

Permanent or Long-term Conditions: A period of incapacity which is permanent or long-term due to a condition for which 
treatment may not be effective, but which requires the continuing supervision of a health care provider, such as Alzheimer's disease 
or the tcnninal stages of cancer. 

Conditions Requiring Multiple Treatments: Restorative surgery after an accident or other injury; or, a condition that would likely 
result in a period of incapacity of more than three consecutive, full calendar days if the patient did not receive the lreatment. 

PAPERWORK REDUCTION ACT NOTICE AND PUBLIC BURDEi."l" STATEMENT 
If submitted, it is mandatory for employers to retain a copy ofthis disclosure in theirrccords for thm: years. 29 U.S.C § 2616; 29 C.F.R. § 825.500. Persons 
are not required to respond to this collection of information unless it displays a currently valid 0MB control number. The Department of Labor estimates 
that it will take an average of15 minutes for respondents to complete this collection of infonnation, including the time for reviewing instructions, searching 
existing data sources, gathering and maintaining the dllta needed, and completing and reviewing the collection of infmmation. tf you have any comments 
regarding this bnrden estimate or any olher aspect of this collection infonnation., induding suggestions for reducing this burden. send them to the 
Administrator, Wage and Hom Division,. U.S .. Department of Labor, Room S-3502. 200 Constitution Avenue, N.W., Washington, D.C. 20210. 

DO NOT SEND COMPLETED FORM TO THE DEl'ARTMENT OF LABOR. RETURN TO THE PATIENT. 
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Certification of Health Care Provider for U.S. Department of Labor 
Family Member's Serious Health Condition Wage Hour Division illHD 
under the Family and Medical Leave Act WAG£ AND OOUR DIVISION 

DO NOT SEND COMPLETED FOR."d TO THE DEPARTMENT OF LABOR. 0MB Control Number: 1235-0003 
RETURN TO THE PATIENT. E:<pires: 6/30/2023 

The Family and Medical Leave Act (FMLA) provides that an employer may require an employee seeking FMLA leave to ca.re for a 
family member with a serious health condition to submit a medical certification issued by the family member's health care provider. 29 
U.S.C. §§ 2613, 2614(c)(3); 29 C.F.R. § 825.305. The employer must give the employee at least lS calendar days to provide the 
certification. lf the employee fails to provide complete and sufficient medical certification, his or her FMLA leave request may be 
denied. 29 C.F.R. § 825.313. Information about the FMLA may be found on the WHD website at www.dol.gov/agencies/whd/fmla. 

Either the employee or the employer may complete Section I. While use of this form is optional, this form asks the health care provider 
for the information necessary for a complete and sufficient medical certification, which is set out at 29 C.F.R. § 825.306. You may not 
ask the employee to provide more information than allowed under the FMLA regulations, 29 C.F.R. §§ 825.306-825.308. 
Additionally, you may not request a certification for FMLA leave to bond with a healthy newborn child or a child placed for adoption 
or foster care. 

Employers must generally maintain records and documents relating to medical information., medical certifications, recertifications, or 
medical histories of employees or employees' family members created for FMLA pUipOses as confidential medical records in separate 
files/records from the usual personnel files and in accordance with 29 C.F.R. § l630.l4(c){l), if the Americans with Disabilities Act 
applies, and in accordance with 29 C.F.R. § 1635.9, if the Genetic Information Nondiscrimination Act applies. 

(I) Employee name:------------------------~-----------
First Middle Last 

(2) Employer name: ---------~--~--------- Date:-~---- (mmlddlyyyy) 
(Ll,;t date certification requested) 

(3) The medical certification must be returned by ---c--..,----:---c--:----:----,---.,.-~------ (""'ildd.y_w) 
(Must allow at least 15 calendar days ji-om the dote requested, unless it is not.feasible despite the employee's diligenl, good.faith '![forts.) 

Please complete and sign Section II before providing this form to your family member or your family member's health care provider. 
The FMLA allows an employer to require that you submit a timely, complete, and sufficient medical certification to support a request 
for FMLA leave due to the serious health condition of your family member. If requested by your employer, your response is required 
to obtain or retain the benefit of the FMLA protections. 29 U.S.C. §§ 2613, 2614(c}(3). You are responsible for making sure the 
medical certification is provided to your employer within the time frame requested, which must be at least lS calendar days. 29 
C.F.R. §§ 825.305-825.306. Failure to provide a complete and sufficient medical certification may result in a denial of your FMLA 
leave request. 29 C.F.R. § 825313. 

(l) Name of the family member for whom you will provide care:------------------~---

(2) Select the relationship ofthe family member to you. The family member is your: 
D Spouse O Parent □ Child, under age 18 
□ Child, age 18 or older and incapable of self-care because of a menial or physical disability 

Spouse means a husband or wife as defined or recognized in the state where the individual was married, including in a 
common law marriage or same-sex marriage. The terms "child" and "parent" include in loco parentis relationships in which 
a person assumes the obligations of a parent to a cluld. An employee may take FMLA leave to care for an individual who 
assumed the obligations of a parent to the employee when the employee was a child. An employee may also take FMLA 
leave to care for a child for whom the employee has assumed the obligations of a parent No legal or biological relationship 
is necessary. 
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Employee Name:-----------------------------------------

(3) Briefly describe the care you will provide to your family membCT: (Check all that apply) 
□ Assistance with basic medical, hygienic, nutritional, or safety needs □ Transportation 
□ Physical Care D Psychological Comfort □ Other: 

(4) Give your best estimate ofthe amount of leave needed to provide the care described: ______________ 

(5) If a reduced work schedule is necessary to provide the care described, give your best estimate of the reduced schedule 
you are able to work. From ________ (mmlddlyyyy} to -~~~---- (mmlddl}'.Yyy), I run able to work 
________(hours per day) _______ (days per week). 

Employee 
Signature ~-~-----------------~----Date________ (mmlddlyyyy) 

Please provide your contact information, complete all relevant parts ofthis Section, and sign the fonn below. A family member ofyour 
patient has requested leave under the FMLA to care for your patient. The FMLA allows an employer to require that the employee submit 
a timely, complete, and sufficient medical certification to support a request for FMLA leave to care for a family member with a serious 
health condition. For FMLA purposes, a "serious health condition·• means an illness, injury, impairment, or physical or mental condition 
that involves inpatient care or continuing treatment by a health care provider. For more information about the definitions of a serious 
health condition under the FMLA. see the chart at the end of the form. 

You also may, but are not required to, provide other appropriate medical facts including symptoms, diagnosis, or any regimen of 
continuing treatment such as the use of specialized equipment. Please note that some state or local laws may not allow disclosure of 
private medical information about the patient's serious health condition, such as providing the diagnosis and/or course of treatment. 

Health Care Provider's name: (Prin.t/ ----------~-----------------------

Health Care Provider's business address:--~-----------------------------

Type of practice / Medical specialty: 

Telephone:(__) _______ Fax: L.....) ______ E-mail: ________________ 

PART A: Medical Information 

Limit your response to the medical condition for which the employee is seeking FMLA leave. Your answers should be your 
best estimate based upon your medical knowledge, experience, and examination ofthe patient. After tompleting Part A, c:omplete 
Part B to provide information about the amount of leave needed. Note: For FMLA purposes, "incapacity" means the inability to 
work, attend school, or perform regular daily activities due to the condition, treatment of the condition. or recovery from the condition. 
Do not provide infonnation about genetic tests, as defined in 29 C.F.R. § 1635.3(f). genetic services, as defined in 29 C.F.R. § l635.3(e), 
or the manifestation of disease or disorder in the employee's family members, 29 C.F.R. § 1635.J(b). 

(l) Patient's Name:-------~-------------------~-~~-~--~~~--

(2) State the approximate date the condition started or will start: -------~--------- (mmldd1-'1J!Y) 

(3) Provide your best estimate of how long the condition lasted or will last: __________________ 

(4) For FMLA to apply, care of the patient must be medically necessary. Briefly describe the type of care needed by the patient 
(e.g., assi"tance with basic medical hygienic, 11utritional. safety, transpor-/alitm needs, physical care, or psychologicol comfort). 

Page 2 of 4 Form WH-380-F, Revised June 2020 

136 



EmployeeName: ____________________~------------------

(5) Check the box(es) for the questions below, as applicable. For all box(es) checked, the amount ofleave needed must be 
provided in Part B. 

D Inpatient Care: The patient( □ has been/ D is expected to be) admitted for an overnight stay in a hospital, 
hospice, or residential medical care facility on the following date(s): ______________ 

D Incapacity plus Treatment: (e.g. outpatient surge,y, .<trep throat) 
Due to the condition, the patient(□ has been/ D is expected to be) incapacitated for more than three 
consecutive, full calendar days from _______ (mmlddlyyyy) to ______ (,n1nldd/yJY.J;/. 

The patient (D was/ D will be) seen on the following date(s): ________________ 

The condition (0 has / □ has not) also resulted in a course ofcontinuing treatment under the supervision of a 
health care provider (e.g. prescription medication (other than over-the-counler) or 1he1·apy requiring special equipmen.t) 

D Pregnancy: The condition is pregnancy. List the expected delivery date: _______ (mmldd/y)yy_). 

D Chronic Conditions: (e.g. asthma, migraine headaches) Due to the condition, it is medically necessary for the patient 
to have treatment visits at least twice per year. 

D Permanent or Long Term Conditions: (e.g. Alzheimer ·s, terminu.l stages ofcance,_1 Due to the condition, incapacity 
is permanent or long term and requires the continuing supervision of a health care provider (even if active 
treatment is not being provided). 

D Conditions requiring Multiple Treatments: (e.g. chemothempy treatments, restorative ,rurgt!rJ'} Due to the condition, 
it is medically necessary for the patient to receive multiple treatments. 

D None of the above: Ifnone of the above condition(s) were checked, (i.e., inpatient care, pregnancy) 
no additional information is needed. Go to page 4 to sign and date the form. 

(6) If needed, briefly describe other appropriate medical facts related to the condition(s) for which the employee seeks 
FMLA leave. (e.g., use ofnebulizer. dialysis) _____________________________ 

PART B: Amount of Leave Needed 

For the medical condition(s) checked in Part A. complete all that apply. Several questions seek a response as to the frequency or duration 
of a condition, treatment, etc. Your answer should be your best estim11te based upon your medical knowledge, experience, and 
examination of the patient. Be as specific as you can; terms such as "lifetime," "unknown," or ''indeterminate" may not be sufficient to 
detemtine if the benefits and protections of the FMLA apply. 

(7) Due to the condition, the patient(□ had/ □ will have) planned medical treatment(s) (scheduled medical visits) (e.g. 
psychotherapy, p1·enatal appointments) on the following date(s): --------------------~ 

(8) Due to the condition, the patient(□ was/ D will be) referred to other health care provider(s) for evaluation or 
treatment(s). 

State the nature ofsuch treatments: (e.g. cardiologist, physical tlrempy) ----------~--------

Provide your best estimate of the beginning date ________ (mmlddlyyyyJ and end date~~~-~-~--
(mm!ddlyyyy) for the treatment(s). 

Provide your best estimate ofthe duration of the treatment(s), including any period(s) of recovery 
-~----------------------------~~~____ (e.g. 3 duyslweek) 
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Employee Name:-------------------------------------------

(9) Due to the condition, the patient(□ was/ D will be) incapacitated for a continuous period of time, including any lime 
for treatment(s) and/or recovery. 

Provide your best estimate ofthe beginning date: _________ (mmlddlyyyyJ and end date _______ 
(mmlddlyyyy) for the period of incapacity. 

(10) Due to the condition it, (D was/ D is/ D will be) medically necessary for the employee to be absent from work to 
provide care for the patient on an intermittent basis (periodically), including for any episodes of incapacity i.e., episodic 
flare-ups. Provide your best Htimde of how often (frequency) and how long (duration) the episodes of incapacity 
will likely last. 

Over the next 6 months, episodes of incapacity are estimated to occur--------~----~~times per 
(□ day I □ week/ □ month) and are likely to last approximately .... (D hours/ D days) per 
episode. 

Signature of 
Health Care Provider ______________________ Date _~~~-~~-(inm/dd,'.i•m,J 

• An overnight stay in a hospital, hospice, or residential medical care facility. 
• Inpatient care includes any period of incapacity or any subsequent treatment in connection with the overnight stay. 

IncaD11city Plus Treatment: A period of incapacity ofmore than three consecutive, full calendar days, and any subsequent treatment 
or period of incapacity relating to the same condition, that also involves either: 

o Two or more in-person visits to a health care provider for treatment within 30 days of the first day of incapacity unless 
extenuating circumstances exist. The first visit must be within seven days of the first day of incapacity; or, 

o At least one in-person visit to a health care provider for treatment within seven days of the first day of incapacity, which 
results in a regimen of continuing treatment wider tbe supervision of the health care provider. For example, the heallh 
provider might prescribe a course ofprescription medication or therapy requiring special equipment. 

Pregnancy: Any period of incapacity due to pregnancy or for prenatal care. 

Chronic Conditions: Any period of incapacity due to or treatment for a chronic serious health condition, such as diabetes, asthma, 
migraine headaches. A chronic serious health condition is one which requires visits to a health care provider (or nurse supervised by 
the provider) at least twice a year and recurs over an extended period of time. A chronic condition may cause episodic rather than a 
continuing period of incapacity. 

Permanent or Long-term Conditions: A period of incapacity which is permanent or long-term due to a condition for which 
treatment may not be effective, bot which requires the continuing supervision of a health care provider, such as Alzheimer's disease 
or the terminal stages ofcancer. 

Conditions Requiring Multiple Treatments: Restorative surgery after an accident or other injury; or, a condition that would likely 
result in a period of incapacity of more than three consecutive, full calendar days if the patient did not receive the treatment. 

PAPERWORK REDUCTION ACT NOTICE AND PUBLIC BURDEN STATEMENT 
Ifsubmitted, it is mandatory for employers to retain a copy of this disclosure in their records for three years. 29 U.S.C. § 2616; 
29 C.F.R. § 825.500. Persons are not required to respond to this collection of information unless it displays a currently valid 0MB control number. 
The Department of Labor estimates that it will take an average of 15 minutes for respondents to complete this collection of information, including the 
time for reviewing instructions, searching existing data sources, gathering and maintaining the data needed, and completing and reviewing the collection 
of information. Ifyou have any comments regardingthila burden estimate or any other nspect of this collection infonnation, including s11ggestions for 
reducing this burden, send them to the Adminislrator, Wage and Hour Division, U.S. Department of Labor, Room S-3502, 200 Constitution Avenue, 
N.W., Washington, D.C. 20210. 

DO NOT SEND COMPLETED FORM TO THE DEPARTMENT OF LABOR. RETURN TO THE PATIENT. 
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APPENDIX E: INSURANCE 

Gold Plan 
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auesr10Ns ~otJTvoua BEN:a=11s OR OTHER INOUtRfai AllOUT YOUR HEALTH INSURANCE 
SHOULD.SE .0JR£CTEDT() MEDICAL MUTUAl:S CUSTQMERCAREDEPAfll'MENTAT 1~--.Sng. 

Non(fiscriwni'1ati<>JlNotjc;e 

Medical Mutual of 0019 epinpli{¼s 1-\Hh applieabiafeder~ civit fights, law$ and do~.hQtdlsc:riminattt on the 
basis ofrace, COil.?f1 i'laliooal origin, 891), disability or sex iii its operation of h~alth programs and aGtivit1eos. 
Mliidical Mutui'.il rto~not•.ei¢1ug~ .~~ ott,eat them t;liffererttv llecause qf ~c~ ·dtitlJi';. nati~Qfigjn, 1;1ge, 
dis.;biHty or.sl!'}x in 11s operation of' health prog,ams .and activitie,s. • 
• •• Medieat Mtitual .Pr®i~os fre.e atds aod serYicas to people with dfoabilities to lntlri:u:mica¼ effectivelyWith 

us, ,sul:h a$ c,ualifieq *i9o tangvage interpreters:. and written lttformalioo in other forma·t$. (l~rge: Print ~w,o. 
accessible el~tron'iC formats, etcJ. • • 

• Meqi~I MI.Jtual provides free mng~a services to people. vihpse pri,:miry ~g~ is Mt English, such as 
qu.allfle4 intetprete-rs and mfortnatoo wr1tt~ in other Ian~ua~s • • 

If you n~tfleq~Qrityou~" M.1,cs1•a1taUsd to prcitiidEJ tta.Mrvk:N ordbicrirn~ 

~~~-::fl~;==~~:«.~·=~~':!0:.~~=-1.:~.:p::~==~==·
,ni -.~~•• j)O$$fbfe' ~ yq11i'~~" comphimt~ -1.Jow u. ~ ~ ~seardl arid reap:,11~ 

Civil Rights CotmUl'lator .... 1 · . I.· ...· M~dl.-;a Mutua •of Ohitl 
2080 East Ninth Stl'e~t 
Cleve~nd, OH 4411 ~135~ 
MZ: 01.;10-1000 
,Email: Civt18i9,ht!SCoordina;or@MedMi.itoatoorn • 

\b.i ~n af4'>Q fil~ ..a#vii riQht.s ccm,~intwl~ ~VS.. OeP111vnentoftt~~an;f.. Hu:manS~vihE;is, Office fc,r Civil Righm,.. 
• Elec:trt?ni;eal'iy ·through thrt offii:e for Qiv!I R.~ts, 'CQ!'lipf11intPQrta! pvailabl~ at 

ocrportal,hh$,90vloetipor4illlobby;jsf 

• Byt:t1;:partn1ent of Halitth and Hi:lman·$~rvi~~ 
200 lndep_en~~ Avru1ue, ,SW RGpm SOOF
HHHBiJJk.ling • • • • . • • • •• 
Waahingtqn, DC 202()1-0004 

• By;~~;si.1019 ITDD; {800! 6$7<76971 
• ·C¢ropl~iot forms ;,ire ava.ila~!~ .at; 

'hhs.gov/oer/offica/fileilnde}(;html 
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Silver Plan 

Summary of Benefits and Coverage: What thia Plan Covers &What You Pay For Covered Services Coverage Period: 07/01/2019- 06/30/2020 
Parma City School District: Plan 8 Coverage for: Single or Family IPlan Type: PPO 

=c~== 

The out-of-pocketlimit is the most you could pay in ayear for covered sen.ices. If you haw other 
family members in this I!!!!!, they have to meet their own out-of-pocket limits until the overal family 
out-of.pocket limit has been met. 

Page 1 of6 
389164901 

BEN1920556214369-00002 

1.riiffi:,J:i.;;;~J/k;1~ii ,v;;~iJ~@@i:i~&,~,~w::< <·> 
What is lhe out-of-pocket limit 

.farthi11 I!!!!!? 

Yes. Certain prwenliye care and all 
services with copayments are 
covered and paid by the l!l!n hl!fore 
you meet your deductible. 

WfY·•.•·.·······•····· 
Coinsurance Limit 
f1,000/single,$2,000/familY Network 
$2,000/sing le,$4,000/lamilY 
Non-Network 
Out-of-pocket Limit: 
$6,600/sing le,$13,200/family Network 
$10,000/single,$20,000/family 
Non-Network 
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Wlllyou pay•if~ illt a ·Yes. &i- Mdfl;a1lQIIIISSC areal. .I ThisJimuses •pniylaj!gtwmk. Yau Will payle$allyi:IU 11118 al!ll!ildlElntheJIID.il!!lm!lt 
Olmdumidlt'l • 80~583 fClf ai!t!lf~ Youidltpaylhe·inoelifJDU•wi !!M!:Of,ngrgpnmilit.inlf,mi#l8Cli',iiia.bUoliia

•.•~ • • • .. imltiJ:i!rlie dllfinlnce between lh8 .l!ll!l!llrlft!'9I.'anch\fld ~-pay_slllua 
• l!il!i!!il).88Pl8rt)'IIUl'lletwarlumwkllrmlghtuaean........,..R!!l'#Ffor_._... 

(iuclHlltalJ ~Check 'Mfl JOll',;ll!IJB[liellfe JOii.gei aeMCe$. . • . . . • .. 
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C..,rr,mm,, Medler,! Event SJ;,t,m.<:,> You ~¥ N,;,m,t Wlia>• 'to,, Will ff:iw LimitaNm~ !21<"'1!)tfomc, & 0th.<,, 
t~~0c•t~ntlofeyrm'31~un 

N<,M;:;,;,, Pf,ni- !,101>-NM'm!rl< e,ov,dq< 
<>U Wilt Pi< f/lf l®"f fiou will puy 0•0s ,m,st) 

an or copayMlilt 
- ------- t$20aopay-Mslt -- ---140%,q,j.......range 

i e,,ya;,Jlyiat scmDlr.l!li - - ; No charge - --- - \ «I'll, j;gl,,§jp1,191 iYou may haw» pay iotsetvlces ( 
-- --• ' lrllmunfmlon !..;nn't.mmmllllll, Alik l'Ollr i 

l:S:~':>:::.."7!-"'"' : 
, 11111P wll ~lor. -rNcwle· ----- -
:None 

_l For - delailad lnloi-miitian. comaci-i ~ptgat81l5-201..,,186GI' [ 
] Online at~riptu.com i 

------------------ J 

r 
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• j~11~~'.?t.:f:::¥$.!E'~ '> !~~~;;111~~ • •H~ ;~;~.•• > > ::·> /:·•· ::·~:iil~~;t~;fi1!$ili ····················i~~~ 
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Your~toC,;mUm,1CO--.e:·11m•.-1-t•'-ifffl_.•~~~•1•nui~~----.-11:•.
~arHlill1lltnHumanSeMcet..Centarvcansu.,~•flllluttlla:~.•m:467..-.,x&1565atFSIIPaw<,.ObrorM11111oPllcinl1aa,be.. • 
~to..you;~~lndMdualita11111ctco\wage._.11t......_..._,Far-.~1Mt..-~*~••tl)0,31... . .. . . ·. . . . . . . . . . 

ti ~inch\Ji,e•--• '"'81& ...... hq:llf. ruwu~- :l!llllh dll!l!ilila_,ma.-· caileda..:,_or--.F«•infllnllU~JtV.:.tnolia1te~f"llinelnt,mi.111111_.1ar:ffl!ilbi-.Ymirlflldml.imentiallo_.~ 
~1o.-•-Jll!i.or•Jld!mlla.feltai,NlillMfll,oili'DFarlll0!9~1boul,aur•filllllllce, or~C!Ofllat••• •. •~-· ·. •. • • . • • . . • . . •..• •. • •. . . . • . 

=-=~="==:::~t-:..~...Jl!ll-)Qttlil(iljlum._.~..~im~~--~. 
bt)'lllllilve,_.......... •. . ..•. ··.. • • • • • •• 

=:-:::::--.:=:=t-::.IKammblmw••-JOIIPilitt•lllml,l•ihiil)l!Utlu.~~~---===~"===~==-1n:==-=-ur~~..,•..cilsls may &.t•. • • 
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• Ti. lll!m:ov8'111 HmWt -• l!Edltilmll • $20 
-• Hoapbl(facllll"()---• otheraDff 28% 

Thtl EXAMPL!IIYellt includll eervices Uke: 
Speclatistl,lffica Ylsils (,qirnol care) 
Cnildbit'lhJDellveiy ·Professlottal ~ . 
Childbirtlvlle!hwy FacilllySenir:es 
DiaQnoslit tests (ultrasound& and bload !Wit) 
Speclai$i\'1Sit(a~th8$/a) • 

, ~fng~1>~~1 U~ffi1' 
1.i ~an,f,,:,:,tlfil,tlil~~'®t,H."a 

m,~1',f,~~®~) 

•• Tlleldi!l'.lovinl ildJdW, -• lmldllS!!llll • $20 
• Hos;lfld{fulllly\ l»mll'.BI -
• Olh,tcpinymg 20% 

Tfll$ EXAMPLl;IMllitincfudu HIYieee llke~ 
Prima,y - phJllk;i!fl office Ylsil ("1cluding di.seas.
ed11arrfMt • 
Oiagnoafic IBsls (plood .work) 
•'Preeciriplion drugs • 
tlurablfi ~equiprneid .(gh,a,.se meter) 

• Tiwmm.OVt!IIII --• lailllilUlllll. 
.....-.,~-lfflg
• 00Nir FPIJ!llfW! 
Tlril .EXAMPLl:Mnt incllldes ..vlcel lie: 
Ernelgenty l'iXlm C8I& {indudlng mdt:t,Jsr,pplles) 
Diai,loslic W ~.rov) 
Dureble medical eq~(«u~s) 
~~ .(phylkul dierapy) 

In tllle''~= <::> ., ssoo'· = ............. -- _J_ -~: 

. . _. \~!il~i~tK'.~::IG.lfa'.Wi~~~%'i~f:Y::· 
l.lmilaorexelllSlafls • $100 ; ·Umils otelldusiona • t .//\ii' 

.'11te~ftij~paj'(s•··,·; •··.LL.:~!~. !!!!.~,A~~i(i!i~..·.•····.·>:.··• ··jj~· :!"J~llllwould~!t'_ •• ,__J):.o.·· 
Note: These numbers llilume the patientdoes 11()1 parliQipale in the IUltlwe11!1N1 program, Ifyou pariicgiate in lh&l!llm.~program, you may be able b 
redvte yow c;osts. Formore iroormal!on aboul the wellness PllJl!l'alll,lllellSlt CDIIIIEI: 800~ • • 

··•····•···. • '>' •i?.''"'1·j~ri(i 
·= .... -·+ -~: =······· 

;~_:::;_;·;;;;~'.~Ji~:~;:;;;;:':\;~t~~:-f-j~iift~~j\~.;2::.·:;·:;:·,·.·.·. _;.~:~:-~:;22:ws~J:r.~:-~:~-{;:t:.·; t·.','~:·;:.:·::::':;·.::\:,·_. 
Uml1s or exclUSklns 

Theawould beniepoosiblefbrtheolhefl)0${sdllleseEXAMPLECOY8red servk:ell, 
~6,;,f6 

38!l1G4801 
Belffl2ll55&21~. 
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Bronze Plan 

Surnniary of B<IM!its and Coverage: Whatlhi$ Plan c ...... & Whal You Pay For Covered &ervicH Coverage Period: 07/0'l/21119· 0613f!/2020 
Parma City School District: Plan 6 Cov•t4!1" for: Sing" or Family IPlan Typo: PPO 

The out-of:pqcketilml is !he most you coutl pay in ayear for ..,..,.,d ..,,,;.,.., ff ;,,<J·haw, other 
famly members in this Rim. \hoy have lo meet 11,ei- own out-of,ao-llnts "'Iii lllo "'°"" lami~ 
out-of.pocket imN has been met. 

1¾,KI! l of6 
38916"4601 

BEN192ll607589'182-00001 

Coinsu1111ce Umlt: 
fa, this !!I!!!? 
wtw io the oyj-of,POCketijmit 

$2,0IHl/siflgle,$4,0IO/famly Network 
$2,0otlsingle,$1,0IO/family 
Non-Netwofk 
°'4-of~k•I Umil: 
$6,61H1/sioge,$13,20tlfamlti, Nolwolk 
$1f,OOOl,ingie,$20,0IIO/famiy 
Non-Network 

WiH you pay leA lf you UH a Y-c;i~ See MedMutual c;oml§§c Qr ~ ThE$ B1fn t.i$BS a prgyidertw1twork, Yau wilt pay len if ~ou U9l!I a pro-.tdarm'I !lhe, ~~ 
Mtltw»'t:~ ij00-MO-i583 foraEist-ctpefflc:IS1&Bng YaulMII pay themast-lfvcu "al!I an bllf::<tf:::nttwqri(prgvldtr: anct:you.mightreceiw.a btllfl'Om a 

provideN:. ~for lhct [fifl'l!trence between Iha ~chqeMd Vlhat your.Jll!!!.pays jb_,ca-
~.Be- aware- 't'Ol,llr nat:work PfOYider might use an ,put,.pf-nelwpril,prqy.klerfor S001e MMces 
{:wch ~ f;iib wmk). Check wllh )'tJUI" ~ bebre )'Du~ seNices. 

fl'~Zof(, 
38'91&iliii0i 

BEN,92050751197112-0000t 
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••. ••. ·•All ~ooslssl1own in lllis chart••• after your ~ has been niiit, h deducjlllla applies. Sel'ice•wll)~are Wlll<ed be!ore ycu meet .. •.• •)'OUtdedootibfe, uofess.elhanloise Specifif,<t • • . . •• • • • • • • • . • • . . • . • • • • • . . • • . • • • • • • • • . • • • 

Common Nlealcai Event Sew,ces Y'"' May Need What Yow Will Pay L.tn,tat en, E<cept on, &Other 
Jrnpt:nan! t~farm,.'1::in 

Net\vorlHfro1; d~r Non-N~tN◊tkPr-o~'ld1'!r 
u~s s, llpy rn,ic,sti {YCI, ,,i11py the n1◊st1 

: None 
i·No·ne·· ·-···········-···········-············ 

'Nooh"'98 -·· ' Yooiiiayiiave lU pay fur $8Nic:es 
: Iha! areti, pmvenli••· Ask )lllllf 
; ~ if the semces )'1)11 need an, 
: prnvooHve. Then oheck What yoor 

..... '..Rm~I.P~Y~fu~•·-----
; 30%ooiMur.,nce , 50% ooinsurance ' Nooe 

Pog, 3 0£6 
389164601 
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·••yoiti,i,iia.iiuiiiiitiiiii,iy •·•· •Faii1~·1e.t.:ii::Iiisiiiiafoiiiiiif 
•• ••. ·-:.\..j Pliygiclan/ ""9BO!I fee ("palieolj 

P••i~1f6 
31191114801 

8EN1&2tJfi07511&782-001101 

CottH'hOh M!:n'.f1cal Evi;),nt Servrn:~s You Ma:y Need Wh~t You Wit! Pay br.\•t._t1or.s .Ex~e-pt1v,..s- &Other 
hf!:Otl]htlnfc-rt·1 ;:1t1,::h 

Ne.twor~ Prnv1d~1 Nc.,..,,•NftiitoTK-Pro,.. -c!c!r 
{Y:O.CV'J]lj i:;,aytni;,{%aSlj' {Y-::,uw !'pay fl~f! i:"'"'OStJ 

: Benelils paid based on cor,es : Nono 
• Benelils paid based on com,oporaiog medical bene!ils •None 

•No charge • • f cooi siianoo ikies'iiofa~rin· 
!oer!ajn preyenfiw SOIJ"tl!$. 
i Depending on lhe type of services, 
: copay, ~ or<lecluciible
imay apply. Malenlify ca<e may 
!inol.Ide lests and oer'li:es described .ielsewoora in IM sec Q.a. • 

Ju!fr;,sot111yl),i None .~-----• 30% coinsllrallce • 50% coinsurance 
.......... :·None...• 50% ~ 

•ooinsurart¢e al Faoiily alter : I 
·• ••···•·· ••••• •>i> // :/ ; /. Haiii1iaiioii oii..i,.. (oociiiiaikina1 •••••• !·~i~!!~Msiiai •••••• •••• ••• •• ,·sb% ..~tiriiiiiie •• • ••••••••• •!Wi.isiisiiei iieiieflii>onod) 

• • • 'i Therapy) •Physician; 30% • 

./('(<·\··••\ !>•trnni~~~=n~,es·(Speech :§~~lily*!50%~ •••••••••••••••• :·~o~s~pe,binofiiporiiidi • 

•·.·•.··•••.··•·•··•·········•··•·•·····•····••·}>i•i-J!~:=:~:~..z~- ······ :.§!f:i;.aoiilyatte,:::::~:: ·····1•{:::;:.7~7=nedm ! 
··••••••·•\••••·•·•>\ii/.•···•·.•·.••··•.·•.•.·..•.••....•.·•···.••.•.·.•.•.••·•··.•.•.................................... • • [~i:eb::.rr::!:ror~-'=)loss······- ····--·····-· ··············---·-·--····--······· ·················30·%·•sUranee· ···· ······ ···· ··· ·······:··None····················-······················· 
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Excluded Services & Other Covered Se11rices: 

Se~ici& Yaui Plan GonoraDy.~ "'OT Cover (C~kyour fKIJCY ori!J!n ~umentfor inor•infonpaliona,~a fi~I Iiiany othar.uckldMI urvic:teJ .• • •• 
Acupunctute Dental Can, (Adiillj No....,....goncy care Mlllll taveling outside the U.S. 
Children'• dental chock.up Hearing A.Id• Routine Fool Cale 
Child""1'S glass•• klfBJliily Treatment ~shl Loss !'fograms 
Cosrootic Sun.iery Long-Tenn Care 

OthiirCov~r1dServices (Llmiiatiommayapplytatl111ieieriicN,'O,ie iln~a i:omplele lisl, Plaaise seeyourJ!l!!iilocinnentJ >. i·• •• ••• ·•· > 
Bariatric Surge,y • Pnvaie.0ut~ Nursing • Rru1ine Eye Care {A<MQ 

• Chirop,aclio Care 

Your Rights to Continue Ccverage: Thor• are agencies thatcan halp nyou want to oontinue your coverage an,,, ii oods.The con1ect informationmr those •~ncies is: the 
Department of Heallh an<l Htlman Service>, Cenl<lr for Consome, Information and ,...,ranee O..rsigr.t, at STT-267-2323 x61565 or odio.cms,oov. Dl"8r '""''"9• optfons may bo 
a11ailailfe lo yau, mcllding l>Uying indM<lllal irmurance coverage through lhe Health lno\lrance ~.Form""' mlnrtnaflon about 1he ~.1lisi! HealhCare ••• orcail 
800-31 B-2596. 

Your Grievance and Appeals Rights: Thero arugencies that can hel!i ff you h..., aoomplaial ogainol your~ for ad..,ial ofaclaim. This complaiol is oalled a 
~ or l!l!ll!lfil, For more informaoon at,oot your nghls, look al lhe explanation of benefits j'DU ..i1 raceM> for !hat med"~! olaim. Yoor l!!i!! documenls also pmvide comp!OI& 
inlormalion to 51/brrHt aclaim,~, or agrievance mr any reason lo your mn- For more inlormation aboUI your nghls, !his oolice, or assiBtance, OMtacl j'D,.. 2!;!l at 
800-64-0-2583. 

Does this plan provide Minimum Essential Coverage? Yes, 
It you dtm't hove Minimum Essential Ccw1aoe lbr amoelh, ycu'R haile to make apayment when you ile your tax return unless you qu~fur an exemption ~om !he requirernerrt 
that you ha,e health coverage for that mon!h. 

Does this plan meet Minimum Value Standards? Yes. 
tt your ll!!!l doeon, meet lhe Mioimum Vakle Standards, you may be oligil,le for ap,:emklm tax credit lb help you pay fur am through lhe ~-

---------To see el(alllpl$-of/Jowth/$ptanmiglttcover~farBB1TJptem~ri'~ "8f!-the~.secti•01>--------1 

Tho coverage •-pl• numbers ...ume thal !he palielll d... not""" an HRA orfSA. ~ you participate ,i an HRA or FSA and ""'ii lo pay for out-of-poci<el expenses, then I'>'"' 
costs may be lower. 

Page 5 ,if 6 
3119164601 
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100 

.A.~~~~-~~,~~ ~~'l'.~r:19•_ ~~~~~: .......................... _. ... .. . . . . . . .................................. __ ._. _...... ___________ __..... ____ .. _.... __ ..... _________ ..... 
•. This 15 not a,c.ost estlmatOf. Tl'&atmen:ts s.~ow!'I 2re jirs.t e:,:a,mples o1 nowt-his _Ll!i!n. might CO'ller medical care. Your ae'l!Jal costs wU! be different depending: 

o.n the actual-care ~ou recei1ve, the prie0$ v-our providers cil:arge, and' m.!llly olherfactor.s.. FotUS Ofl= lhe- oost sharing am,out'l;t!; (dOOuctib~. ~ a11d~ 
-~and e:;sclJdecl"seMC-E!S 1.mde-:r lhe m!J.. Use lili:!i jnkirmatiori: ta campafl! th~ p0rtt0n of co11-ts you mighl pay' uOOet differmt health .filfill§.. Please ~ 
·-note "these -coverage fslCarnples .are based oo self.only oovemg,e. • • • 

• Th•l!i!!r!••or•I~-~-• Ho1pllaJ{f.ai:ilffrl-cofn,ul'llft(:t 
• Orlior ~ 

Thiu EKAMPL!E ev-ent lnieludet se,rv!c:ee Hke: 
Speclaliist office vii;;its {prenotul care} 
ChiWbirtiltoeill'Elry Prn~:!lion;ad Sef" ic:-es 
ChildbirtlilOelvery Fac:~i~ S8Nic-.es 
Diagnostic. 1esta (ufe,-.,sound.s a11d blood work) 
Specialittt visit {anestht5ia) 

Jn_this exam...,Peg~-~ per._ .. 
~.).)~. §($1/rii"'!i'.i >:i:~ 
coi,;iiiiieiii;- so 
•tojnsuranc&• $2,000 

1&lTh'.if:i~:1~:#~~i~@-:~\: :-.:;\::.i1~:~:: 
Tllelotall'egW<lllilPIYis •.··•· •• >.$6,100 

T,el!i!!l ova nil doduotlble S4,tlt 
Ill 

Ho,pilal(fadlllyf coi....-,nc, '8%~-
Otflar~ II% 

T:his EKAMPlE av•nl lnch.Jdee SiNiCl!e. llM!: 
Primary care physici.an office visits (including diseas~ 
education) 
Diamoostio i.,i. {blooo' work) 
P.-eG;crip!io,n drllt!i= 
Dut-able medical raquip:ment ~gf:1,rcciH! mete-;) 

tiioil Eiamiii,Coot .• •. •..•• ···•··•···.·.·•. I 57;iiiiD 

~lhl• •~'"'ft~ritt •• ·•····• ·•J.J.i[/ •iti 
Copayments ••••••••• wiii. 
·co~.anee--·· ••• -$ii 

ttl~~t·:~2!ti#if~:~~i#('.;::i:'. ."/i.l~}i 
Tl10.1otalJo;wouldl)IYJs. >• $ii,j,o 

= 

r M1a'=s:-$1m;:i\~'ffi'JJ:tt;.rj:' -
";lati,rJ\cV'='c'[,!'JnJC:c',C [7 - c i,."-: ul_.. _ 

~ J J - c' r - -

Tho run'.! OYerall mwi!l!! ......~- 31%llospilal(I..Uly)-•-· 
other coinsunnce 31% 

Thia nAMPLE•\!ill'nl includt, HN"iceB Ike: 
l:me1'9!!!r1e)' room care (including mediwlsupp/1-es) 
Diagnosijc le8t ~-r,w) 
Durabki m&diciil e,qufpment (crutches) 
RehablU1atioo .services (physiroJ t.hewp:r) 

'~!~rm00~·iMr>. ..·.·.·•······· · 
Oeduttiie; • •••iic~i 

~cop.jmollb .... .... .. .... .... ..... !700. 
Coln,u,onco ···s,i 
if~-~:/t:::i_s;jf~~;:: :=i}~"/.=\~;: 

Thelolallii,,...;,ld~,Yis >· i i1,600 
Note: These numi>ets ..,um,;Ji;; ii.ieoi doo, ool iorici;;..; In lh~ ~ we11,... program. wyou portltjpale in 1he !l!!!!:!we1..., - yo,;;;.;; i;.; ;.,., lo 
reduat your COffli. For mo,,e inbrm.ali:on abo!Jt 'loo mllness program, please contaci.: 800---MD--2583-. 

The gtm wawld be re8ponsible- Jor the o:ther cos.ts of lhess EXAIIIIPLE eovered setvk:es. 

P-11..gt.-6,,(6 
JB$1641:41 

B1:Nf9i050758!1'2&2...0000I 
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