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ARTICLE I 
NEGOTIATIONS PROCEDURE 

A. RECOGNITION 

The Madison-Plains Board of Education, hereinafter referred to as the "Board" 
recognizes the Madison-Plains Education Association and its affiliates the Ohio 
Education Association (OEA) and National Education Association (NEA), 
hereinafter referred to as the "Association" as the sole and exclusive bargaining 
representative for all certificated/licensed personnel employed under a regular 
teaching contract (except substitutes, aides, tutors, superintendent, principals, 
assistant principals, and supervisors as defined in section 4117.01 (F) and the 
management level personnel as defined in section 4117 .01 (K) of the Ohio 
Revised Code) presently employed or who will be employed by the Board of 
Education during the term of this Collective Bargaining Agreement. Head 
Teachers employed under teaching contracts are included in the bargaining unit. 
Should Head Teachers or Athletic Directors be employed under section 3319.02 
of the Ohio Revised Code, then they shall be excluded from the bargaining unit. 

8. SCOPE OF NEGOTIATIONS 

The scope of bargaining between the Board of Education and the Association 
shall be established by Section 4117.08 of the Ohio Revised Code. Section 
4117.08 (A) states that all matters pertaining to wages, hours, or terms and other 
conditions of employment and the continuation, modification, or deletion of an 
existing provision of a Collective Bargaining Agreement are subject to collective 
bargaining between the Madison-Plains Education Association and the Board of 
Education of the Madison-Plains School District. 

C. NEGOTIATIONS PROCEDURES 

1. Submission of Proposals 

Upon written request of the Association or Board between March 1 
through and including March 31 of the year the contract is set to expire to 
the Superintendent or his/her designated representative or by the 
Superintendent to the President of the Madison-Plains Education 
Association. Three days of negotiations will be scheduled. The meeting 
place and time will be mutually acceptable to both parties. However, both 
parties agree that they should make their best effort to have the first 
bargaining session for a successor agreement take place before April 15 
of the last year of the contract. The parties agree to make their best effort 
to have their second bargaining session for a successor agreement take 
place before May 15 of the last year of the contract. If necessary, the 
parties agree to make their best effort to have their third negotiation 
session take place prior to the first day of school. If Traditional Based 
Bargaining is utilized, the parties shall exchange their respective written 
proposal prior to their initial session. No new items shall be submitted 
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thereafter except upon mutual agreement of the teams. If Interest Based 
Bargaining is utilized, issues will be exchanged at the first bargaining 
session. 

2. Negotiating Teams 

The Board and the Association shall be represented at all negotiations by 
a team of negotiators of from three (3) to five (5) members each. 

3. Negotiations Period 

Both parties shall negotiate in "good faith" and strive to bring negotiations 
to a successful conclusion at the earliest possible date, but in no event 
shall negotiations extend beyond the expiration date of the contract unless 
mutually agreed upon by both parties. 

4. Caucus 

Either party may call for a caucus at any time. 

5. Progress Reports 

Progress reports may be made to the represented bodies by either 
negotiation team at the discretion of its team. 

6. The negotiating teams may establish procedures which are deemed 
necessary for the conduct of negotiations. 

7. Reaching Agreement 

As tentative agreement is reached on each issue, it shall be so noted and 
initialed by each party. When consensus is reached covering all areas 
under discussion, the proposed total agreement shall be reduced to 
writing as a Tentative Agreement and submitted to the Association and the 
Board for approval. When approved by both parties, the Agreement shall 
be signed by the Presidents of the Board and the Association and shall be 
binding on both parties. 

Official copies of the Negotiated Agreement will be posted on the district 
website. 

D. DISPUTE RESOLUTION 

Pursuant to section 4117.14(C)(1) and 4117.14(E) of the Ohio Revised Code, the 
parties have established this mutually agreed upon Negotiations and Dispute 
Resolution Procedures which supersede the procedures listed in section 4117.14 
(C)(2)-(6) and any other procedures to the contrary. Nothing herein shall be 
construed as a waiver of the Association's rights provided in 4117 .14(0)(2) of the 
Ohio Revised Code. • 
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In the event agreement is not reached thirty (30) days prior to the expiration of 
the Collective Bargaining Agreement, the Board and the Association shall meet 
in an attempt to agree on a mediator. If agreement is not reached in three (3) 
calendar days then the Association and the Board of Education shall jointly 
request the services of a mediator from the Federal Mediation and Conciliation 
Service (FMCS) unless the parties agree to an alternate mediation service. 

The mediator shall meet with the parties or their representatives either jointly or 
separately, and shall take such steps as he/she may deem appropriate to 
persuade the parties to resolve their difference and to effect a mutually 
acceptable agreement. The mediator shall not, without the consent of both 
parties, recommend terms of settlement. 

The mediator is without power to extend the period of mediation beyond the 
expiration date of the contract without the expressed consent of the parties. 
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ARTICLE II 
MANAGEMENT RIGHTS 

The Board retains all rights to manage, direct and control its business and to make any 
and all rules, regulations, and policies necessary to maintain the orderly and efficient 
operation of the schools, except as limited by the specific written terms of the Collective 
Bargaining Agreement. These include the right to: 

A Determine matters of inherent managerial policy which include, but are not 
limited to, areas of discretion of policy such as the functions and programs of the 
public employer, standards of services, its overall budget, utilization of 
technology, and organizational structure; 

B. Direct, supervise, evaluate, or hire employees; 

C. Maintain and improve the efficiency and effectiveness of governmental 
operations; 

D. Determine the overall methods, process, means, or personnel by which 
governmental operations are to be conducted; 

E. Suspend, discipline, demote, or discharge for just cause, or lay-off, transfer, 
assign, schedule, promote, or retain employees; 

F. Determine the adequacy of the work force; 

G. Determine the overall mission of the employer as a unit of government; 

H. Effectively manage the work force; 

I. Take action to carry-out the mission of the public employer as a governmental 
unit. 

The exercise of any of the foregoing management rights requires neither prior 
negotiation with, nor agreement of the Association. However, the parties shall bargain 
the impact of any management decision prior to a change that affects wages, hours, or 
the terms and conditions of employment. 
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ARTICLE Ill 
ASSOCIATION RIGHTS 

A. GENERAL PROVISIONS 

The Madison-Plains Education Association/OENNEA is recognized as the sole 
and exclusive organization representing certificated/licensed personnel in the 
district, therefore, the Board recognizes that the Association has the following 
rights exclusive of any other employee organization representing teachers, 
provided it does not disrupt the normal operations of the school: 

1. To use the facilities of any building for Association meetings provided that 
no other school related activities are scheduled for the area and time 
requested and provided that the Association has notified the building 
administrator in advance in accordance with the district's facilities use 
policy. 

2. To use Board-owned equipment on school property routinely available to 
any regular teacher employee, for example: audio-visual equipment, 
computers, etc. The Association shall be responsible for damage to 
Board equipment provided, however, that such damage was due to 
Association negligence and not normal wear and tear. Board purchased 
consumable materials used by the Association (i.e;, paper) shall be paid 
for by the Association at Board cost. 

3. The Association shall have the right to post notices of its activities and 
matters of Association concern in a mutually agreeable location. The 
Association assumes responsibility for all Association material that are 
posted. 

4. To use the inter-school mail and email system in the school's offices to 
distribute Association materials. 

5. Duly designated representatives of the Association and/or OEA 
representative may visit schools in the district during duty-free lunch 
periods, before and after each school's regularly scheduled student day, 
and during his/her daily planning period. However, such visitation shall 
not interfere with a bargaining unit member's performance of his or her 
duties. 

6. The Association representative may make announcements to the 
instructional staff at the end of building meetings. 

7. To be placed on the agenda of any regular Board of Education meeting. 
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8. Prior to each regular or special Board of Education meeting, and at the 
same time and manner as provided the Board members to be provided 
with a copy of; 

a. the Board agenda 

b. the minutes of the prior regular or special meeting within the prior thirty 
(30) days 

9. Upon request, the Board shall provide the Association any routinely 
prepared financial information. 

10. Upon request, the Board will provide the Association with a copy of any 
available Directory of Employees in the form that it is published. 

11 . The Association President shall be placed on the agenda during teacher 
orientation for the purpose of making brief remarks of introduction and 
welcome. 

12. Upon request, to have a list of newly employed or re-employed teachers 
delivered to the Association President. 

13. The Board shall grant release time to employees who are subpoenaed to 
attend grievance and/or arbitration proceedings. 

14. The MPEA President (or his/her designee) and one other MPEA member 
selected by the MPEA President shall serve on interview committees 
pertaining to the selection of all administrators and teachers except for the 
Superintendent and Treasurer. Prior to the interview, the MPEA President 
shall consult with the Superintendent or building level administrator to 
discuss any potential conflicts with those selected. The superintendent 
reserves the right to include additional MPEA members to serve on said 
committee, if a committee process is used. The superintendent retains all 
other rights to committee make up, interview dates and notification. 

15. The provisions of this Agreement shall be applied uniformly to all 
bargaining unit members and neither the Board nor the Association shall 
discriminate against bargaining unit members on the basis of race, color, 
creed, sexual identity/orientation, national origin, gender, religion, 
disability, or for the exercise of rights protected by the Constitution of the 
United States and the laws of the State of Ohio. 

8. MEMBERSHIP 

1. The Association agrees to hold the Board harmless in any suit, claim or 
administrative proceeding arising out of or connected with the imposition, 
determination or collection of dues deductions and to indemnify the Board 
for any liability imposed on it as a result of any such suit, claim or 
administrative proceeding provided the following conditions are met: 
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a. The Board shall notify the MPEA President in writing within ten (1 O) 
workdays, exclusive of holidays, of any claim made or action filed 
against the Board of which indemnification may be claimed. 

b. The MPEA/OEA/NEA has the right to designate counsel to 
represent and defend the Board. 

c. The Board agrees to: 

(1) give full and complete cooperation and assistance to the 
MPEA/OEA/NEA and its counsel at all levels of the 
proceeding, 

(2) permit the MPEA/OEA/NEA to intervene as a party if so 
desired, and/or 

(3) to not oppose MPEA/OEA/NEA applications to file briefs 
amicus curiae in the action. 

d. The action brought against the Board must be a direct 
consequence of the Board's good faith compliance with the dues 
deduction contract provision provided, however, that there shall be 
no indemnification of the Board if the Board intentionally or willfully 
fails to apply (except due to a legal order) or misapplies the dues 
deduction contract provision. 

2. As used in this article, the term "Board" includes the Board of Education of 
the Madison-Plains School District, its members, the Treasurer, 
Superintendent and all members of the administrative staff. 

3. The Association shall keep the Board's Treasurer apprised of which 
members of the bargaining unit are not members of the Association. 

4. If a unit member's employment ends or if he/she assumes unpaid status 
with the Board before all the deductions have been made, the unpaid 
balance shall be deducted from his/her final paycheck prior to assumption 
of unpaid status. Following completion of each deduction, the Board's 
Treasurer shall remit the amount which was deducted to the Treasurer of 
the Association by check, payable to the "Madison-Plains Education 
Association." Each such check shall be accompanied by a list of 
bargaining unit members from whose pay deductions were made and the 
amount deducted from the pay of each such unit member. 
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ARTICLE IV 
TEACHER CONTRACTS 

A. MAINTAINING LICENSURE 

Bargaining unit members shall maintain throughout their teaching employment 
the identical licensure held as of July 1, 2019, or, if hired after July 1, 2019, the identical 
licensure under which they were hired for ten (10) years unless (1) another arrangement 
is approved by the Superintendent, in writing, or (2) changes are made to Ohio 
licensure law making such maintenance impossible, in which case the bargaining unit 
member shall meet with the Superintendent to determine the appropriate alternate 
solution. However, if after reaching ten (10) years, the member has not used a license 
for five (5) years, the requirement to maintain the unused license shall cease. All 
employees hired after July 1, 2019 shall acknowledge this requirement by affixing 
his/her signature of consent in hiring paperwork provided by the administration. 

8. SEQUENCE OF LIMITED CONTRACTS 

1. Limited contracts issued after the effective date of this Agreement to all 
members of the bargaining unit who are not eligible for extended limited 
contracts shall have the following duration: 

First and second contract 1 Year 
Third contract 2 Years 
Fourth and subsequent contract 3 Years 

2. A bargaining unit member may be given a one (1) year contract in lieu of a 
multi-year contract for performance deficiencies identified in the evaluation 
procedure in Article VI of this Agreement. Such interruption of the 
sequence outlined above shall occur only once. Then, if the bargaining 
unit member is re-employed, the normal sequence will continue. 

3. A bargaining unit member must successfully complete the Ohio Resident 
Educator Program to be eligible for the fourth contract. 

Resident Educator Mentors who have been assigned Year 1 and/or a 
Year 2 Resident Educator shall be paid $500 per year. 

C. CONSIDERATION FOR CONTINUING CONTRACT 

1. The Superintendent will provide a form requesting from the unit member 
written information regarding: recent education, certificates/licenses held, 
subjects and/or grades taught in the same or other buildings, and any 
other information the unit member desires to submit in support of his/her 
request for continuing contract, such as service on building or district-wide 
committees, references and evidence of instructional effectiveness. (See 
Appendix A) 
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2. A bargaining unit member who is eligible for continuing contract shall be 
considered for a continuing contract after proper and appropriate notice to 
the Superintendent at the conclusion of the bargaining unit member's 
current limited contract. Notwithstanding the above, a bargaining unit 
member who desires to be eligible for a continuing contract in a year other 
than the expiration of a limited contract may be considered by the 
Superintendent after proper and appropriate notice. The refusal by the 
Superintendent to either consider or grant continuing contract status to the 
bargaining unit member is made at the sole and exclusive discretion of the 
Superintendent, and is not subject to the grievance procedure. 

D. NON-RENEWAL OF LIMITED CONTRACTS 

1. The procedures in this section shall apply starting with consideration for 
his/her fourth and subsequent teacher contracts. It is the express intention 
of the Board and Association that the language in this Article replace the 
requirements contained in ORC §§3319.11 and 3319.111. 

2. If the Superintendent intends to recommend the non-renewal of the 
contract of a bargaining unit member, he/she shall on or before 1st of 
June deliver or cause to be delivered to the bargaining unit member a 
written notification of that intent. The Superintendent shall put the 
reason(s) for his/her recommendation in writing to be presented at a 
scheduled meeting with the bargaining unit member. The bargaining unit 
member may be accompanied by a representative of his/her choice at the 
time of the scheduled meeting. 

3. Prior to official Board action, bargaining unit members whose contracts 
are being recommended for non-renewal shall be notified of the date when 
the Board intends to act on the Superintendent's recommendation. 

4. If the Board non-renews a bargaining unit member's contract against the 
Superintendent's recommendation, the Board shall give the bargaining 
unit member written reason(s) for such action. A member has the right to 
meet in executive session and may be accompanied by a representative 
of his/her choice in such session. 

5. If the bargaining unit member referred to in paragraph 4. above is not 
present at the Board meeting when official action is taken to non-renew 
the bargaining unit member's contract, the bargaining unit member, upon 
request, will be given reason(s) for the Board's action in executive session 
no later than the next regular Board meeting. 

6. No member of the bargaining unit shall be non-renewed without just 
cause. This refers to people in fourth and subsequent years. 
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ARTICLE V 
REDUCTION IN FORCE 

A. DEFINE RIF 

A Reduction in Force ("RIF" or "Layoff") shall have occurred when the employer 
reduces or eliminates a bargaining unit position and shall occur by suspension of 
contract. 

B. RIF PLANNING 

In determining the position(s) to be reduced, eliminated, or not filled, the following 
sequence shall be used: 

1. Position(s) vacated as a result of voluntary resignation, retirement, or 
death will not be filled. 

2. The Board of Education shall act on all continuing contracts prior to 
implementation of this procedure. 

3. RIF may only occur at the end of a school year and contract suspensions 
must be effective before the first work day of the next school year. For this 
section, school year is defined as days teachers are scheduled to be at 
work. 

C. NOTIFICATION OF ANTICIPATION OF RIF 

1. Prior to May 1 the employer shall notify the union president of any RIF to 
be implemented for the next school year. This shall be the only time RIF 
shall be implemented. The notification shall include the reason(s) for the 
RIF; the anticipated position(s) to be reduced or eliminated; the 
anticipated name(s) of the employees to be affected, the anticipated date 
of employer action to implement the RIF and the effective date of the RIF. 
The employer shall notify the employee to be laid off due to a RIF 30 days 
in advance written notification prior to the implementation of the RIF. The 
notice shall state the reason for the RIF and the effective date of the 
suspension. 

2. Within ten (10) days of receipt of the written notification, representatives of 
the employer and the union shall meet to review and discuss the proposed 
RIF. 

3. An employee to be laid off due to RIF shall be given thirty (30) days 
advance written notification prior to the implementation of the RIF. The 
union shall be sent a copy of said notification at the same time. The 
notice shall state the reason for RI F, the effective date of contract 
suspension, and the date of the employer's action to implement the RI F. 

10 



D. IMPLEMENTATION PROCEDURE 

Implementation Date is the date when the Board of Education votes to have a 
reduction in force (RIF). If it is deemed necessary by the Board to reduce staff, 
the Board shall proceed to suspend contracts for teachers who have been 
evaluated in accordance with the evaluation procedure. Suspension of contracts 
shall be recommended by licensure/certification area and order shall be based 
on the following order: 

First, position(s) vacated as a result of voluntary resignation, retirement, or death 
will not be filled. When notification of position opening(s) as a result of voluntary 
resignation, retirement, or death is received by the District after May 1 but before 
the first teacher work day of the next school year, those positions do not have to 
be filled or RIFed. 

Second, limited contract teachers shall be reduced first utilizing the following order: 

1. Licensure/Certification. 

2. A teacher must be evaluated for two (2) school years before s/he can 
obtain a "comparable final evaluation rating" that would allow her/him any 
rights over a more senior bargaining member during a RIF situation. 

3. Those rated Ineffective. 

4. When evaluations are comparable, seniority in the District shall prevail. In 
the case of a tie, date of original application received by District shall 
prevail. 

5. Those rated Skilled or Developing, which shall be considered comparable. 

6. Those rated Accomplished. 

Third, continuing contract teachers shall be reduced by utilizing the following order: 

1. Licensure/Certification. 

2. Those rated Ineffective. 

3. When evaluations are comparable, seniority in the District shall prevail. In 
the case of a tie, date of original application received by District shall 
prevail. 

4. Those rated Skilled or Developing, which shall be considered comparable. 

5. Those rated Accomplished. 

6. In case of a tie, date of original application received by Personnel 
Department. 
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7. Using the criteria in this provision, the District will establish the order in 
which members' contracts are suspended and will recall members in 
reverse order. 

8. Reasons for all RIFs shall not be arbitrary, capricious, or discriminatory. 

E. BUMPING RIGHTS 

1. A bargaining unit member(s) whose position(s) are RIFed shall have the 
right to bump the least senior person with a comparable evaluation or 
worse in an area for which they hold a certificate/license. If the bumping 
employee has more than one area of certification/licensure, the employee 
to be displaced will be the employee with the least district seniority in any 
of the bumping employee's areas of certification/licensure with a 
comparable evaluation. The bargaining unit member being bumped may in 
turn bump another bargaining unit member using the same criteria until all 
bumping is completed. The actual change in teaching assignments will be 
accomplished through assignment and/or transfer by the Superintendent. 

2. Written notice of intent to exercise bumping rights must be given to the 
Superintendent or designee in writing, within five (5) days of receipt of the 
written notice of intent to RIF notification. A copy should be sent to the 
union president. Within five (5) days of receipt of written notice of intent to 
exercise bumping rights, the Superintendent or designee will provide 
notification in writing to the displaced employee, using the same criteria 
until all bumping is completed, and send a copy to the union president. All 
written notifications will be sent the same day using electronic mail and 
certified mail. 

F. LAYOFF RIGHTS 

An employee on RI Fed or layoff status shall have the following rights: 

1. The right to continue receipt of group insurance coverage at the 
employee's expense in accordance with COBRA 

2. Time spent on layoff shall not contribute to the accrual of seniority, but 
shall not constitute a break in seniority. 

3. Credit for salary placement, upon recall, for the same or similar work 
performed while on layoff status. 

4. Be notified by e-mail and postal mail of all postings for bargaining unit 
positions. The bargaining unit member is responsible for notifying the 
administrative office in writing any changes to e-mail and postal mailing 
address(es). 

5. The unchallenged right to unemployment compensation benefits when 
that employee has not been offered an equivalent bargaining unit position 
during layoff. 
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6. Recognition of additional certification, license, or entry-level requirements 
earned or reported while on layoff status for recall purposes, provided 
such information is filed with the employer prior to recall. 

7. The right to priority status on the substitute list upon request. 

G. RECALL RIGHTS 

1. Laid off employees shall be recalled in reverse order of layoff, in keeping 
with contract status and certification/licensure. The union shall be sent a 
copy of said notification at the same time. The notice shall state the area 
of licensure/certification needed for the recalled assignment, the 
assignment, the effective date of contract resumption, and whether the 
assignment constitutes a full workday or a fraction thereof, which, if so, 
shall be specified. 

2. Any employee shall be considered to have recall rights if the employee is 
either laid off or is working in a position of lower pay or fewer hours than 
the position he/she held prior to the reduction in force. 

3. The employee shall be notified in writing by email and certified mail of an 
offer of recall and given ten (10) days to accept such offer and shall be 
granted a minimum of five (5) days from date of acceptance to report to 
work. It is the employee's responsibility to notify the Administration of any 
change of address and email address. 

4. This procedure shall continue until all employees on layoff status have 
been recalled to an equivalent (full-time to full-time and part-time to part-
time) position within the staff member's current certification/licensure, or 
have retired under the State Teachers Retirement System (STRS), or 
have voluntarily resigned. Position is the duties the employee would be 
doing (i.e., teacher, guidance counselor, etc.). Assignment is the specific 
job the employee would be doing (i.e., 2nd grade teacher, high school 
chemistry teacher, etc.). The District Treasurer maintains the recall list. 

5. Any bargaining unit member who gains additional certifications/licenses 
while on the recall list will be credited at the time of submission to the 
Superintendent. 

6. Recall eligibility shall expire thirty-six months after the date on which the 
board took action to place the teacher on layoff. 

H. LIMITATIONS 

1. No new hire shall be employed in a bargaining unit position until all laid off 
employees who are certified/licensed in the area(s) of the open position(s) 
have been offered such position(s). 
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2. No transfer or reassignment shall be made during a period of RI F that 
prevents the recall of an employee on layoff status. No vacancy shall be 
posted until all eligible employees have been recalled. 

3. No current, non-bargaining unit employee shall be assigned to fill a 
bargaining unit position while an eligible employee remains on layoff 
status. 

4. Work previously performed by laid off employees shall not be 
subcontracted. 

5. Qualifications for a bargaining unit position shall not be upgraded to 
prevent the recall of a laid off employee. 

I. TERMINATION OF RIF 

The RIF shall be terminated when no employee remains on layoff status or all 
requirements above have been satisfied. 

J. DEFINE SENIORITY 

The length of continuing service in the bargaining unit from the most recent date 
of entrance in the bargaining unit. 
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ARTICLE VI 
EVALUATION 

A. EVALUATION PROCEDURE 

1. All evaluation procedures, shall be included in the Collective Bargaining 
Agreement. 

2. All evaluators shall be administrators of the Madison Plains School District 
and shall be trained and licensed as evaluators by the State of Ohio, 
except under section "B Evaluators" #5 of this article. 

3. A bargaining unit member or the Board may request additional evaluations 
to be conducted by any qualified evaluator. 

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

5. Prior to making any changes to the employee evaluation process and/or to 
the employee evaluation instrument, the employer shall make written 
notification to the association of its intent to make any and all 
recommended changes. In addition to the employer's written notification to 
the association president of any and all recommended changes of the 
employee evaluation provision, the employer also shall include specific 
written rationale for making the recommended changes to the procedure 
and/or to the employee evaluation instrument. All final changes shall be 
made by the formal collective bargaining process. 

6. The obligation for in-term bargaining for changes in the evaluation process 
shall be triggered by employer changes to the Board adopted Evaluation 
Policy affecting the terms and conditions of employment not addressed. 

7. In term bargaining process for changes in the evaluation process shall be 
limited to thirty (30) calendar days commencing with the first meeting. 

8. Should in term bargaining fail to produce agreement on the issue(s), the 
issue(s) are submitted to mediation through the services of the Federal 
Mediation and Conciliation Service (FMCS) to assist the parties in 
negotiations. If a party calls for FMCS involvement, the party shall join in 
a joint request. 
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9. When it appears that no progress can be accomplished by FCMS or any 
mutually agreed to extensions, the matter will be submitted to final and 
binding arbitration. The arbitrator shall be selected from, and according to, 
voluntary rules and regulations of the American Arbitration Association. 

10. The arbitrator shall make a written decision limited to the matters 
unresolved between the parties and shall not be in conflict with other 
provisions of the Negotiated Agreement. The decision of the arbitrator 
shall be final and binding. The cost of the arbitrator shall be shared equally 
between parties. 

B. EVALUATORS 

The person or evaluator who is responsible for assessing a teacher's 
performance shall be trained and licensed as evaluators by the State of Ohio and 
are the following: 

1. The Curriculum Director, Principal, Assistant Principal, Dean of Students, 
so long as the Dean of Students has either a principal license or five (5) 
years or more of classroom teaching experience, Special Education 
Coordinator, and administrators of the District's utilized ESC supervising 
Madison-Plains employees who are teaching within the ESC consortium, 
unless due to unforeseen circumstances additional evaluators may be 
used. 

2. In the event a teacher performs work under the supervision of more than a 
single evaluator, then the bargaining unit member shall be notified via 
email (10) ten days prior to his/her observation the name of his/her 
assigned evaluator unless unforeseen circumstances arise necessitating a 
change. 

3. In assessing a teacher's performance, evaluators will not make 
judgments, or otherwise discriminate, on the basis of a teacher's age, 
length of service, gender identification, race, ethnicity, national origin, 
religion, sexual orientation, marital status, military status, disability, 
Association membership, and/or Association activism. 

4. The evaluator shall not be a bargaining unit member. 

5. In the event a bargaining unit member has a conflict with or is in 
disagreement with the evaluator who conducted his/her most recent 
evaluation cycle, the bargaining unit member, within ten (10) days of the 
post-conference will request from the Superintendent and shall be granted 
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a different evaluator (which may include an external evaluator) for their 
subsequent evaluation cycle. 

C. PURPOSES OF EVALUATION 

1. To improve instruction. 

2. To help the bargaining unit member achieve greater effectiveness in 
his/her area of certification/licensure. 

3. To provide definite, written records of the bargaining unit member's 
performance to be used along with other relevant information as 
documented in the member's personnel file: 

a. As evidence of the bargaining unit member's performance. 

b. In advancement of position and awarding of continued employment. 

c. As reference material for recommendations to other systems. 

d. To serve as written documentation in cases of non-renewal. 

4. Teachers who receive a final summative rating of teacher effectiveness of 
"Accomplished" while maintaining above or expected growth data each 
year will be evaluated every three (3) years. On non-evaluative years 
only, one (1) formal observation shall occur of at least thirty (30) minutes 
at a mutually agreed time agreed upon by the principal and teacher. The 
teacher and principal shall meet within five (5) school days to discuss the 
formal observation. 

5. Teachers who receive a final summative rating of teacher effectiveness of 
"Skilled" while maintaining above or expected growth data each year will 
be evaluated every two (2) years. On non-evaluative years only, one (1) 
formal observation shall occur of at least thirty (30) minutes at a mutually 
agreed time agreed upon by the principal and teacher. The teacher and 
principal shall meet within five (5) school days to discuss the formal 
observation. 

6. Teachers who receive a final summative rating of teacher effectiveness of 
"Skilled" with below expected growth data or a final summative rating of 
"Developing" or "Ineffective", regardless of growth data, will be evaluated 
the following year. 

7. The evaluation of teachers on special assignments, librarians, or teachers 
with less than six students will be based solely upon performance 
observed in classroom observations as well as performance deficiencies 
documented. 

17 



8. All school counselors shall be evaluated under the OSCES evaluation 
system. All observations/evaluations shall be done utilizing the Ohio 
Department of Education's (ODE) rubrics, observation, and evaluation 
forms. Counselors evaluation timelines are outlined in paragraph D, 
below. 

9. Teachers who provide a letter of intent to retire by December 1st will not be 
evaluated during that school year. 

1O. Teachers on a multiple year contract who have been on approved leave 
for fifty percent (50%) of the work days in a year will not be evaluated. In 
such a case, the teacher will be awarded their prior final summative rating. 

11. If Ohio Revised Code changes the frequency of required evaluations, then 
the school year following the effective date of change, the district will 
convert to the minimum number of evaluations. 

D. EVALUATION PROCEDURE 

1. Each year, the observation instrument and evaluation timeline will be 
posted to the District website at least (15) fifteen days prior to the start of 
school. In the year that the teachers are to be evaluated, such written 
observations shall be provided no later than December 1st for the first 
observation and no later than March 1st for the second observation and 
no later than April 30 for the third observation if needed. Each formal 
observation shall be at least (4) four weeks apart from the next scheduled 
formal observation. The observation shall not occur the day prior to the 
following Thanksgiving, Christmas, Spring Break, or when the employee 
has had an extended absence, including but not limited to 
maternity/paternity/adoption leave or on a state mandated test day unless 
the teacher requests the observation. Each formal written evaluation of a 
bargaining unit member shall require a minimum of two (2) observations. 
The required observations shall be planned for a minimum of thirty (30) 
minutes duration unless unforeseen circumstances occurring after the 
commencement of the observation preclude completion of a full thirty (30) 
minutes. If the unit member elects to have another observation under such 
circumstances, the bargaining unit member shall be re-observed and a 
new observation report shall be prepared. Any additional observations 
shall be of at least fifteen (15) minutes duration. Both of the two (2) 
required observations will be scheduled by giving the unit member, at 
least two (2) days prior notice. Observations will begin after the second 
(2nd) full week of school. Each observation will be followed by a 
conference within ten (10) school days of the observation to discuss the 
observation and contents of the observation form. The bargaining unit 
member will receive a copy of the observation form at the time of the 
conference or, if the unit member requests, the unit member shall be given 
a copy of the observation form prior to the conference so that it may serve 
as a basis for discussion. 
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2. If any category of the observation form is marked ineffective, the observer 
shall attach a written statement of specific problems observed which led to 
the ineffective rating and offer specific suggestions and the means by 
which the teacher may obtain assistance in making improvement and shall 
provide for a reasonable opportunity to make the recommended changes. 

3. A bargaining unit member who disagrees with the content of a written 
observation report may respond in accordance with Article VIII, paragraph 
B of this Agreement or paragraph F below. 

4. All monitoring or observation of the work performance of a bargaining unit 
member will be conducted openly and with full knowledge of the unit 
member. The use of eavesdropping by public address, or audio systems, 
and similar surveillance devices will be strictly prohibited. 

5. A conference to discuss the evaluation will be held within ten (10) school 
days after completion. The bargaining unit member will receive a copy of 
the final evaluation form at the time of the conference or prior to the 
conference if the unit member specifically requests. 

E. SCHEDULE OF EVALUATION 

1. No teacher shall be evaluated more than once annually, said evaluation 
shall include a minimum of two (2) formal observations. 

2. For those teachers who are on limited or extended limited contracts 
pursuant to ORC 3319.11 and who are under consideration for 
nonrenewal, one (1) evaluation consisting of at least three (3) formal 
observations must be conducted annually no later than May 1. 

3. Teachers that are new to the district will be formally observed 3 times a year. 

4. Teachers that have been in the district for at least one year will be observed 
twice a year unless they are on an improvement plan. 

5. During each semester a minimum of 2 walkthroughs/informal observations 
with a maximum time of 15 minutes per each walkthrough shall be conducted, 
with a copy of the walkthrough information being given to the teacher within 
24 hours of the walkthrough. 

6. The evaluation cycle shall be completed no later than April 30, and the 
teacher being evaluated shall receive a written report of the results of said 
evaluation cycle, including the determined final summative rating of teacher 
effectiveness no later than May 10. 

F. EXPEDITED GRIEVANCE CHALLENGE -TEACHER EVALUATION 

If an employee believes the evaluator has violated the procedure or that the 
evaluator's judgment or conclusion is arbitrary, capricious or unreasonable, the 
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employee must file a written grievance at Level 1 within ten calendar days as 
defined by the employee's receipt of the signed and final version of a written 
evaluation for the particular school year or part of a school year. 

The Superintendent and/or designee(s) shall meet within ten (10) calendar days 
of a written evaluation grievance with the Association President and/or OEA 
consultant and discuss the grievance(s) to attempt to understand and resolve the 
grievance(s), within ten (1 O) calendar days of such meeting if the matter remains 
unresolved the Association may appeal directly to arbitration. The Association 
shall notify the Superintendent in writing of his/her intent to submit the matter for 
arbitration. 

G. APPLICATION 

1. These procedures shall not apply to supplemental or extended service 
contracts. 

2. The parties may mutually agree to extend the time deadlines under this 
Article. It shall automatically be extended due to the absence of any of the 
participants by the number of days in the absence. 

3. It is the express intention of the Board and Association that the language 
in this Article replace the requirements contained in ORC §§ 3319.11, 
3319.111, and 3319.112. 
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ARTICLE VII 
TRANSFERS AND ASSIGNMENTS 

A Bargaining unit members shall be notified of District openings in special areas, 
and in teaching and administrative positions. Job vacancies shall be posted on 
District web sites, email, and ONE Call or its equivalent. 

Bargaining unit members shall have seven (7) calendar days from the date of 
posting during the school year or the email date of mailing in June to apply for 
the position. For any position posted after July 1O and through the first day of 
school, bargaining unit members shall have four (4) calendar days from the date 
of posting to apply for the position. 

Notification of vacancies shall include the following: 

1. Position(s) available, 

2. Certification/licensure required, 

3. Deadline for application, 

4. Effective starting date, and 

5. Any additional pertinent information. 

B. A position is considered vacant when a new bargaining unit position is created or 
when an employee dies, resigns, retires, is terminated, promoted, or transferred. 
However, the Board shall determine whether and when a vacancy shall be filled. 

C. Bargaining unit members may request, in writing, transfer to another building 
and/or another assignment. Such written requests shall be directed to the 
Superintendent. 

D. The Superintendent shall provide written notification with reasons of approval or 
denial of such transfer requests within thirty (30) calendar days of the request or 
ten (10) calendar days before the start of the school year for which the transfer 
request was made whichever is sooner. 

E. Transfers shall be consistent with the educational needs of the school district and 
shall not be arbitrary or capricious. 

F. Though it is expected that an attempt will be made to make transfers on a 
voluntary basis, involuntary transfers shall be made only after a conference with 
the bargaining unit members involved, principal and Superintendent, but shall be 
done no later than July 17th except for unusual circumstances as determined by 
the Superintendent. 

G. A bargaining unit member being involuntarily transferred shall be told of the 
reasons for the transfer. These reasons will be reduced to writing at the request 
of the bargaining unit member. 
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H. No vacant bargaining unit position may be filled outside the bargaining unit if 
there is a properly certificated/licensed applicant with five (5) or more years of 
experience with the Madison Plains School District. All properly 
certificated/licensed applicants with less than five (5) years of experience are 
guaranteed an interview for the vacant unit position. 

I. Bargaining unit members shall be assigned within their areas of certification. 

J. Whenever it is necessary to change assignments within a building, the principal 
shall first attempt to make the necessary changes on a voluntary basis to the 
mutual satisfaction of the bargaining unit members at the affected grade levels. 
If this is not possible then the Superintendent shall make the necessary changes 
and the provisions of paragraphs A - D shall not apply. Bargaining unit members 
may request reassignment within the building in writing. Such requests shall be 
directed to the principal. Any vacancy existing after reassignments within the 
building have been completed will be posted as required by this Article. 
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ARTICLE VIII 
PERSONNEL RECORDS 

A There shall be one (1) official personnel record of each bargaining unit member 
which shall be confidential and shall be maintained in the Central Office. 

B. Any bargaining unit member shall have the opportunity to read any material 
which may be considered critical of the bargaining unit member's conduct or 
service before it is placed in his/her personnel file. A bargaining unit member 
shall acknowledge that the material has been read by affixing his/her signature to 
the copy to be filed. The signature shall not indicate agreement with the content 
of the material, but indicates only that the material has been inspected by that 
individual. Bargaining unit members shall also have the opportunity to reply to 
such critical material in a written statement to be attached to the file copy. 

C. Bargaining unit members shall be informed of any complaint by a parent and/or 
student which is directed toward them which will become a matter of record by 
placement of such in his/her personnel file. Anonymous letters or materials shall 
not be placed in a unit member's file. 

D. A bargaining unit member shall have the right to inspect his/her personnel file 
and may exercise the right to be accompanied by a representative of choice. 
The Administration may require twenty-four (24) hours' notice when, in its 
judgment, it deems such advance appointment is necessary. A bargaining unit 
member shall have the right to copies of any of the contents of his/her personnel 
file, however, he/she shall be assessed the actual cost for such services as 
established by the Board of Education. 

E. All bargaining unit members shall be notified immediately of any request by the 
public to review or receive copies of any public record, as defined by ORC 
149.43, and shall be notified of the person(s) making the request and be 
provided a copy of the request. 

F. Each member of the bargaining unit shall have the right to attach a rebuttal 
statement for those documents and/or other materials in his/her personnel file 
which he/she believes to be irrelevant, untimely, incomplete, and/or inaccurate. 
The member shall have the right to request that the irrelevant, untimely, 
incomplete, and/or inaccurate materials be removed from the file. Such request 
shall be reviewed by the Superintendent. If the Superintendent does not agree to 
remove the materials, the member shall have the right to initiate a grievance at 
Level Three. However, an administrator's exercise of his/her subjective judgment 
in matters such as evaluation and observation may not be taken to Level Three 
under this Article. 
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ARTICLE IX 
GmEVANCEPROCEDURE 

A. PURPOSE 

The purpose of this procedure shall be to obtain at the lowest administrative level 
and in the shortest period of time, equitable solutions to grievances which may 
arise from time to time. 

8. GRIEVANCE DEFINED 

1. A grievance is defined as an alleged violation, misapplication, or 
misinterpretation of this written, Negotiated Agreement between the 
Association and the Board. 

2. A grievant shall mean a bargaining unit member, and/or a group of 
members of the bargaining unit, and/or the Association, who allege(s) 
some violation, misinterpretation, or misapplication of the aforementioned 
agreement. A group grievance shall be signed by each of those 
bargaining unit members who are presenting themselves as parties to the 
grievance Association grievances shall be signed by the President of the 
Association or, in the event of that officer's absence or diminished 
capacity, by his/her designee. Group grievances shall be filed at the 
Superintendent's level unless the parties to a group grievance all work 
under the direction of the same principal or other immediate supervisor. 
Association grievances shall be filed at the Superintendent's level unless 
the building principal has the authority to resolve the grievance. No more 
than two (2) individual grievants to the group grievance shall represent the 
group at each level of the grievance procedure. 

3. A bargaining unit member, and/or a group of members of the bargaining 
unit, and/or the Association, may grieve Board policy if suspended or 
disciplined without pay for five (5) days or more. The Board retains the 
right to amend or add to any board policy without consideration or input 
from MPEA. 

C. GENERAL PROVISIONS 

1. The Grievance Procedure shall be available to all members of the 
bargaining unit and no reprisals of any kind shall be taken against any 
individual on the basis of their initiation of, or participation in, the use of 
the Grievance Procedure. 

2. An individual grievance shall be initiated by the person(s) allegedly 
aggrieved, or by the Association on behalf of the person(s) allegedly 
aggrieved. 

3. A grievant or administrator may have another person present, either as an 
observer or as a representative, at each formal step of the Grievance 
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Procedure. Such observer or representative need not be the same 
individual at each or all steps of the Grievance Procedure, and may be 
another member of the bargaining unit or administration, or an officer or 
agent of the Association. 

4. Failure of the grievant to proceed within the specified time limits to the 
next step of the procedure shall mean the grievance has been resolved by 
the answer stated in the previous step. 

5. Failure of the administration to respond in the time limit stated shall move 
the grievance under consideration to the next step. 

6. Time limitations specified shall be considered as maximum unless 
otherwise extended by mutual written agreement by the parties to the 
grievance and/or their duly constituted representatives. 

7. Nothing contained in this procedure shall be construed as limiting the 
rights of a bargaining unit member from approaching the Board following 
the Superintendent's disposition or from using other professional or legal 
rights in seeking resolution to a complaint or problem. 

A grievant's exercising the option of having a Board hearing will constitute 
an automatic extension of the time by which arbitration must be requested 
to five (5) days beyond the date of the Board's decision on the issue(s). 
The Board shall issue its decision within ten (10) days of the Board 
hearing. Such hearing is to be held within thirty (30) days of the hearing 
request. 

8. A day shall mean any day other than weekends, holidays, and any other 
days when, by established schedule or emergency, no administrative staff 
or the grievant(s) is on duty. 

9. Any party to a grievance may have present at a hearing of the grievance 
any such persons who may provide information and/or assistance related 
to arriving at an understanding and/or resolution of such grievance. 

10. Copies of all grievances filed and decisions rendered at each step shall be 
provided to the grievant and to the Association. 

D. INITIATING AND PROCESSING A GRIEVANCE (SEE APPENDIX B) 

1. Informal Step 

A grievance may be discussed informally with the appropriate 
administrator prior to initiation of a formal grievance. Nothing contained in 
this procedure shall be construed to limit the rights of members of the 
bargaining unit having a complaint or problem to discuss the matter of 
concern informally with members of the administration through normal 
channels of communication, nor the right of members of the administration 
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2. 

3. 

4. 

to initiate informal discussions with members of the bargaining unit relative 
to matters perceived to be of concern. 

Step One - Principal/Supervisor 

A copy of the written grievance shall be submitted to the grievant's 
immediate administrator within thirty (30) days of the act or condition upon 
which the grievance is based. (See Appendix B) 

At a mutually agreeable time within ten (10) days of the filing of the 
grievance, the Principal/Supervisor shall schedule and hold a hearing of 
the grievance which shall be limited to discussion of the issue(s) being 
grieved and the appropriate relief. 

Within ten (10) days of the hearing, the administrator shall provide the 
grievant with a written response stating his/her disposition of the 
grievance. 

Step Two - Superintendent 

If the grievant is not satisfied with the response received in Step One, 
he/she may within ten (10) days of receipt of such written response submit 
the written grievance to the Superintendent as a request for a Step Two 
hearing. (See Appendix B) 

At a mutually agreeable time within ten (10) days of the filing of the 
grievance, the Superintendent shall schedule and hold a hearing of the 
grievance which shall be limited to discussion of the issue(s) being grieved 
and the appropriate relief. 

Within ten (10) days of the hearing, the Superintendent shall provide the 
grievant with a written response stating his/her disposition of the 
grievance. 

Step Three - Binding Arbitration 

a. If the grievant is not satisfied with the response received from the 
Superintendent in Step Two, he/she may, within ten (10) days of 
the receipt of such written response, request the Madison-Plains 
Education Association to support arbitration of said grievance. (See 
Appendix B) 

b. If the Madison-Plains Education Association elects to support 
arbitration of said grievance, the Association President or his/her 
designee shall so inform the Superintendent, in writing, within 
fifteen (15) days of the grievant's receipt of the written disposition of 
said grievance made by the Superintendent at Step Two of the 
Grievance Procedure. 
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c. No member of the bargaining unit shall have the authority or the 
power to initiate or prosecute the arbitration of a grievance without 
the expressed approval and representative participation of the 
Madison-Plains Education Association. 

d. The arbitrator shall be mutually selected by the Superintendent and 
the Association from names submitted by the American Arbitration 
Association (AAA) according to the voluntary rules and regulations 
of the American Arbitration Association. 

e. The parties to the grievance and to this Agreement shall submit 
themselves to the authority of the arbitrator to hold such hearings 
as he/she deems necessary for finding of fact and rendering a 
decision to the grievance as stated on the initial grievance form in 
accordance with the rules, regulations, and procedures of the 
American Arbitration Association (AAA). 

f. The arbitrator shall not have the authority to add to, subtract from, 
modify, change or alter any of the provisions of this Collective 
Bargaining Agreement, nor add to, detract from or modify the 
language therein in arriving at his/her decision concerning any 
issue presented that is proper within the limitations expressed 
herein. The arbitrator shall expressly confine himself/herself to the 
precise issue(s) submitted for arbitration and shall have no 
authority to decide any other issue(s) not so submitted to him/her or 
to submit observations or declarations of opinion which are not 
directly essential in reaching his/her decision. 

g. The decision of the arbitrator shall be final and binding for all 
parties. 

5. The loser, to be specifically designated by the arbitrator, shall pay the fees 
and expenses of the arbitrator and any expenses incidental to the 
arbitration proceeding. Each party, however, shall be responsible for the 
fees and expenses of its representative(s). 

6. Costs of a reporter and/or copies of a transcript of the arbitration hearing 
shall be borne by the party(ies) requesting service and/or receiving copies 
of the transcript. 

E. DISCIPLINE PROCEDURE 

1. No member of the bargaining unit shall be suspended, terminated, or 
otherwise disciplined except for just cause. 

2. Supervisors, directors or any other administrator with the authority to 
discipline will notify an employee that an impending conference is 
disciplinary in nature or that it may lead to discipline, the reasons for the 
possible discipline and that the employee has the right to Association 
representation at such a conference. 

27 



3. If requested, an employee shall be entitled to have a representative of 
his/her choice at any meeting which may lead to or result in disciplinary 
action against the employee. 
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ARTICLE X 
SCHOOL DAY, SCHOOL YEAR, SCHOOL CALENDAR AND 

CONSOLIDATION 

A. SCHOOL DAY 

1. The length of the school day shall be the same for all bargaining unit 
members in the Madison-Plains School District. The length of the day 
shall not exceed 460 minutes. All bargaining unit members shall have a 
minimum of 225 minutes of uninterrupted preparation time per week, with 
not less than thirty (30) consecutive minutes of such uninterrupted 
preparation time scheduled each work day. When preparation time is 
interrupted, bargaining unit members shall be paid at the class coverage 
rate except for pre-conference or post-conference evaluation meetings. 
The school district will notify all employees of the start and end time of 
their respective school building at least thirty (30) calendar days prior to 
the first day of school year, unless the start and end time for their building 
does not change from the prior school year. However, variations from 
these hours require approval of the employee's immediate supervisor. 

2. All bargaining unit members will have a thirty (30) minute duty-free lunch 
period. 

B. SCHOOL YEAR 

The length of the regular contractual School Year shall be no more than 184 
days, except for new employees who would have no more than 185 days 
including the following days: 

1. One (1) day for general and in-service activities before the opening of 
school. 

2. One (1) work day at the beginning of the school year with no students in 
attendance and no meetings to allow for the teachers to prepare their 
classrooms. 

3. A minimum of one (1) in-service day with no students in attendance during 
the school year. 

4. One (1) work day at the close of the school year when the students are 
not in attendance. 

5. Elementary teachers shall be released at least 1 (one) full day from their 
regular duties with pay to grade, state diagnostic tests. 

6. The regular contractual year for unit members shall consist of a maximum 
of 184 days. All unit members shall work and be compensated for two (2) 
extra work days according to their daily salary schedule in effect for that 
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school year. Those two (2) days will be used for in-service Highly Qualified 
Professional Development. 

7. The Board will annually put on the calendar and provide the teacher with 
three uninterrupted sixty (60) minutes of early dismissal days to begin 
before the scheduled dismissal time for students for the purpose of 
grading and recordkeeping at the end of each quarter. 

C. SCHOOLCALENDAR 

Inclusive in the calendar year shall be parent/teacher conference days. The 
elementary/intermediate and junior high school/high school shall hold 
conferences on the same days from the end of the contract time for a period of 
four (4) hours on the first day, and three (3) hours on the second day. 

A Calendar Committee shall be established which shall consist of the 
superintendent or his/her agent, the Association President, who will also select 
one bargaining unit member from K-6 and one bargaining unit member from 7-12 
and other members as determined by the superintendent. The committee will 
serve for the sole purpose of providing input to the superintendent regarding the 
creation of the school calendar. The committee will have met prior to February 1 
in any year which a calendar is being created. Final decisions regarding creation 
rest with the superintendent and the Board of Education. 

1. Association shall have input into the development of the calendar. 

2. The following days to be used as make-up days, if more than five (5) 
calamity days have occurred prior to the Martin Luther King holiday. The 
order shall be: 

First, Martin Luther King Day 
Second, President Day 
Third, Spring Break, except for Good Friday 
Fourth, day(s) following the last regularly scheduled school day that 
students are required to be there. 

Whenever it becomes necessary to adjust the school calendar due to the 
requirement to make-up days, those days shall be determined and scheduled by 
the Superintendent. Notice will be given as soon as possible to the teachers. 

D. CONSOLIDATION 

Should the board become involved in discussions with other board(s) of 
education or outside agencies regarding consolidation, the board shall include 
the Madison-Plains Education Association in their discussions. The MPEA shall 
have all rights to bargain over the effects of such consolidation and all rights 
underORC 4117. 
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ARTICLE XI 
TEACHING CONDITIONS 

A. TEACHING ENVIRONMENT 

1. The following facilities will be provided: 

a. A separate desk, chair and file cabinet, and some lockable space 
within the classroom; 

b. A separate lunch area; 

c. Separate (men and women) restroom and lavatory facilities not 
available to students where possible within existing facilities; 

d. A telephone accessible for bargaining unit members' use in an area 
as private as possible for school business and personal phone calls 
of an emergency nature; 

e. A joint faculty lounge; 

f. Use by bargaining unit members of copying machines and 
computing equipment, when such equipment is not in use for other 
school purposes. This privilege can be denied to a bargaining unit 
member who has demonstrated an inability to use the equipment 
properly. 

2 Adequate equipment, supplies and resource materials will be provided. A 
$250.00 building budget authority will be allocated to each teacher for 
expenditure of instructional supplies, materials and classroom equipment. 
Unspent allocations shall be carried over to the next fiscal year, with a 
maximum carryover of $500. The carryover shall not exceed a two year 
period. 

As required by law, such supplies, materials and classroom equipment 
that is purchased by the board, remains the board's property. 

The building principal shall maintain authority to approve the requisition for 
instructional supplies materials and classroom equipment. Such 
instructional supplies, materials and equipment shall be requisitioned, 
received and paid for by the close of each fiscal year. 

The Madison-Plains Education Association and Madison-Plains Board of 
Education agree to compile a list of supplies, equipment and resource 
materials that have been customarily provided to teachers that will not be 
counted, against the $250.00 credited to each teacher pursuant to the 
above paragraph. 

31 



3. All daily routine announcements over the school public address system 
should be made during the homeroom period or designated 
announcement period. Use at other times shall only be in emergency 
situations. 

B. CLASS SIZE 

The Board and the Association agree that class size is an important factor in the 
quality of education services. The Board and Association therefore agree that: 

1. The class size maximums will be as follows: 

K-2nd grade 22 to 1 
3-61h grade 26 to 1 unless the campus is reconfigured 

?-12th grade 160 students per year for instructional purposes only 
(excludes "specials" such as music, physical 
education, etc.) 

The Board recognizes the increased responsibility placed upon a 
bargaining unit member when more than one recognized 
handicap/disabled student is assigned to his/her class. 

All teachers with special needs students in their classrooms shall be 
trained to deal with the "special needs" of these students during in-service 
training or at an outside training session at additional hourly rated found in 
Article 14(M). 

Each semester, remuneration for excesses in class size provision will be 
$250 per student over the class maximums not to exceed nine (9) 
students. 

a. The teacher shall submit, each semester to the Principal, a 
completed Excess Class Size Payment Voucher (Appendix "F") 
showing the highest number of students on the class roster during 
that semester. 

b. The Principal must receive the Excess Class Size Payment 
Voucher by February 15 for payment of any overage incurred 
during the first semester. The teacher shall receive payment by 
March 15 of that same year. 

c. The Principal must receive the Excess Class Size Payment 
Voucher by the close of Check-Out Day for payment of any 
overage incurred during the second semester. The teacher shall 
receive payment by June 30 of that same year. 

2. Assignment of pupils and teachers to buildings and classrooms is the 
responsibility of the Superintendent or his/her designee. In making such 
decisions the Superintendent shall give consideration to the overall needs 
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of the District, including facility limitations, financial considerations, 
transportation requirements, educational or curricular considerations, 
individual desires, and strengths and qualifications of pupils and teachers. 

3 Bargaining unit members are encouraged to report special problems, 
considerations, situations, or ideas to the administration as early as 
possible. Such reports shall be given priority treatment by the 
administration. 

4. Special area elementary teachers will have a work load expectation of 
thirty-seven (37) classes per week. The superintendent, at his discretion, 
may assign additional classes to the special area teacher's workload. The 
teacher will receive an extended limited contract at his/her pro-rata per 
diem for the additional workload. 

C. LEAST RESTRICTIVE ENVIRONMENT 

1. Individual Education Program (IEP) and 504 Plan Team 

a. Employees, as determined by the administrative staff, whose duties 
would be materially impacted by an IEP or 504 Plan, shall be 
invited to attend and participate at the respective development and 
review meetings. 

b. Every effort will be made to ensure that employees are not deprived 
of instructional planning time to participate in development 
meetings, but the participants shall be released from other 
assignments for this purpose. 

c. The process for student placement shall be collaborative between 
the members and their building administrators. To provide equity 
among members, the administration shall make a good faith effort 
to make classroom assignments and develop schedules which are 
evenly distributed among teachers regarding classes comprised of 
students with disabilities. Administration will take into account 
among other factors, the number of special needs students, the 
nature of the disabilities involved, the class size prior to inclusion 
and the extent of support and assistance being provided by 
ancillary staff members. 

• 2. The Board shall provide necessary training/inservice for employees whose 
duties are materially impacted by IEP or 504 Plan students, and it will be 
student specific when necessary. 

3. Care Procedures 

a. Bargaining unit members, other than qualified school nurses, will 
not be required to perform any "Medical Services" for students. 
Medical/Services are those services defined by Federal and/or 
State statute. 
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d. No bargaining unit member (except Multi-handicapped teacher or 
others specifically trained) shall be required to perform hygienic 
custodial care service. 

D. PUBLIC CRITICISM 

When a complaint is made against a bargaining unit employee, the 
Superintendent or designee will determine the validity and/or seriousness of the 
complaint. Depending upon this decision, the complaint may be disregarded or 
brought to the appropriate person in charge of the stated staff member. If the 
complaint is not referred to the bargaining unit member, then such complaint 
shall be disregarded/not to be placed in the personnel file of the bargaining unit 
member, and may not be used in any subsequent conference, evaluation, or 
other assessment of the bargaining unit member involved. 

Criticism of a bargaining unit member by a supervisor, administrator, or other 
agent of the employer shall not be made in the presence of pupils, parents of 
pupils, other bargaining unit members, or at public gatherings including but not 
limited to all social media outlets. 

Criticism of a supervisor, administrator, or other agent of the employer by a 
bargaining unit member shall not be made in the presence of pupils, parents of 
pupils, or at public gatherings including but not limited to all social media outlets. 

Complaints made against a bargaining unit member, whether it be by the public 
or an employee of the district, shall be initially directed to the unit member who 
has engaged in the alleged conduct complained of, unless immediate 
administrative action is necessary to address the problem. If a complaint is 
made regarding a bargaining unit member, he/she will be given a copy of the 
complaint, if available, and the identity of the complainant. The copy of the 
complaint shall be redacted of student personally identifiable information and any 
other information as required under the law. If the complaint is from an 
anonymous source, the supervisor shall inform the teacher prior to discussing the 
conduct complained of. 

Unless immediate administrative action is necessary, the bargaining unit member 
will be provided an opportunity to promptly discuss the matter with administration 
and, if willing, the complainant. If the complaint cannot be resolved informally, 
then it will be investigated and addressed by the appropriate administrator. 

Should a complaining party bring a concern to the Board, an affected bargaining 
unit member shall be so informed and shall have the right to be present during 
the complaining party's presentation and/or provide the Board information 
concerning the issue. The bargaining unit members shall be afforded the right to 
a representative at any meeting that may lead or be disciplinary in nature. 
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E. NON-TEACHING DUTIES 

Non-teaching duties (cafeteria duty, playground duties, bus duty, study hall duty, 
etc.) may be required during the regular teacher day of any bargaining unit 
member(s) as part of their regular assignment. Duties that are assigned to 
bargaining unit members during the school day shall be distributed in a fair and 
equitable manner district-wide, within each building. Except in an emergency, 
bargaining unit members shall not be required to supervise students outside the 
scheduled arrival and departure time of teachers. 

The parties' intent is to eventually have alternative methods to cover non-
teaching duties. 

F. EMERGENCY WEATHER DAYS 

When schools are closed on a day-to-day emergency basis because of inclement 
weather, snow, ice, utility breakdown, etc., bargaining unit members will not be 
required to report for duty. When the buildings are open, the bargaining unit 
members may go to their buildings to continue planning and preparation for the 
reopening of school. 

G. ACADEMIC RESPONSIBILITY AND DISCRETION 

A bargaining unit member shall follow the prescribed course of study and utilize 
established and effective teaching methods. Further, a unit member shall 
present material appropriate to the level and abilities of the students involved. 
Consistent with the foregoing, a bargaining unit member shall be permitted to 
exercise appropriate professional judgment and discretion in the conduct of 
his/her teaching duties. 

H. HEALTH AND SAFETY 

In accordance with Chapter 4117, a bargaining unit member shall not be required 
or expected to teach in facilities which endanger his/her personal health or 
safety. 

I. EDUCATION SPECIALIST 

1. Elementary/Intermediate (K-6) Music, Art, Physical Education 

The Board of Education shall provide the services of not less than one (1) 
music, one (1) art, one (1) physical education specialists relieving the 
respective grade level teachers in these subject areas. Article XIV, G will 
be applied in the unavoidable absence of the respective subject area 
specialist. 

1. Technology Specialist 

Elementary/Intermediate (K-6) 
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The Board of Education shall provide the services of an 
elementary/intermediate (K-6) technology specialist. 

Junior High (7-8) 
The Board of Education shall provide the services of a junior high school 
(7-8) technology specialist. Relieving the respective grade level teachers 
in these subject areas. Article XIV, G will be applied in the unavoidable 
absence of the respective subject area specialist. 

The positions of Elementary/Intermediate (K-6) Music, Art, Physical Education 
and Technology Specialists are subject to the Reduction in Force provisions of 
this Agreement under Article V on the same terms as apply to any other 
bargaining unit positions. 

J. SMOKING POLICY 

It is the policy of the Board of Education to provide a safe, smoke-free work and 
learning environment for all employees and students. The campus, buildings and 
Board-owned vehicles are smoke-free environments. 
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ARTICLE XII 
STAFF MEETINGS 

The building principals may schedule up to ten (10) hours of faculty meetings per year 
which may extend beyond the teacher day. The meetings shall be no longer than two 
(2) hours in length per meeting. 

Bargaining unit members will be notified at least forty-eight (48) hours in advance when 
or if the building principal plans to schedule a meeting and will be informed of the 
agenda for said meeting. Should the building principal fail to timely schedule a faculty 
meeting at least forty-eight (48) hours in advance, no such meeting shall occur. 

In emergency situations, a special faculty meeting may be scheduled by the principal 
but under no circumstances shall more than "one" emergency meeting be scheduled 
per month. The restrictions in this article shall not apply to meetings held during the 
regular school day. 
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ARTICLE XIII 
LEAVE PROVISIONS 

A. SICK LEAVE 

1. All bargaining unit members shall accrue sick leave at the rate of one and 
one-fourth (1-1/4) days per month. Sick leave may be used for absence 
due to illness, injury, illness due to pregnancy, exposure to contagious 
disease, illness or death in the bargaining unit member's immediate family 
(as restricted below) or for any emergency which warrants sick leave 
privileges as determined by the Superintendent. Immediate family is 
defined as: spouse, children, siblings, parents (or someone who served in 
a similar capacity), grandparents, parents-in-law, aunts, uncles, or any 
person living within the home. A maximum of five (5) sick leave days may 
be used for a death in the immediate family. 

2. In very unusual circumstances where conditions are beyond the control of 
the bargaining unit member, the Superintendent may determine that an 
emergency exists. Should such occur, the bargaining unit member may 
be absent from work and the time will be subtracted from his/her sick 
leave accumulation. The Superintendent will be the administrative officer 
who will determine whether or not the emergency exists. Each individual 
case will stand on its own merits. 

3. Sick leave which has been accumulated while in the employ of another 
Ohio public school district and/or Ohio public agency within the immediate 
ten (10) years prior to employment with the Madison-Plains Local Board of 
Education may be transferred up to a maximum of 185 days. It shall be 
the responsibility of the bargaining unit member to notify the Board 
Treasurer in writing of such sick leave credit within his/her first month of 
employment. 

4. The member must submit a leave of absence request into KIOSK within 
48 hours of returning to work. At the discretion of the Superintendent, a 
physician's statement may be requested for absence of more than three 
(3) occurrences in a month. An occurrence is defined as a separate break 
in the use of sick leave days. 

When sick leave is used, and exceeds more than (5) five consecutive 
school days, a doctor's excuse or sick leave form will be required. For all 
absences, it is the employee's responsibility to notify his/her supervisor of 
absences at the earliest reasonable time. If days of absence in excess of 
thirty (30) are required, further documentation may be required in the form 
of an FMLA request form. A letter requesting extended leave, or a 
doctor's certification of the need for extended absence. 

5. Where sick leave is used due to a major illness (in pregnancy, childbirth, 
heart disorder, injury, etc.) exceeds more than thirty (30) consecutive 
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school days, a doctor's excuse will be requested. Additional days beyond 
the thirty (30) days will be granted only after physician's statement clearly 
states the cause(s) and need for additional sick days. 

6. Bargaining unit members shall not be counted absent when excused to 
attend professional meetings or for school business. In such cases the 
substitute will be paid by the Board of Education. 

7. Bargaining unit members will not be counted absent when school is closed 
because of epidemics or calamities. 

8. Bargaining unit members' medical coverage will be extended for one (1) 
months at Board expense after sick leave benefits have run out. (80/20 
SPLIT) 

9. Sick leave is cumulative to a maximum of 280 days. Sick leave days may 
be used in one-quarter, half, or full day increments only. 

10. Falsification or abuse of sick leave shall be grounds for disciplinary action, 
including suspension or termination. 

B. SICK LEAVE BANK 

1. Between August 15 and August 31 of each school year, each member of 
the bargaining unit will be given the opportunity to enroll in the Sick Leave 
Bank by completing an enrollment form distributed by the Madison-Plains 
Education Association. Each individual may donate a maximum of five (5) 
days. An additional contribution period may be opened when the number 
of days left in the sick leave bank falls below fifty (50) days. The Madison-
Plains Education Association will compile and maintain a record of all 
contributors and the amount of days contributed. 

2. Eligibility for use of the Sick Leave Bank 

a. Only those participating members may use the bank. 

b. Membership is acquired by donating at least one (1) day every 
other year to the sick leave bank during the enrollment period. 

First, Second, and Third year teachers who are new to the Madison 
Plains School District, will not have automatic membership to the 
SLB. Rather, they will be required to donate one (1) day for each of 
their first three (3) years, and will be limited to borrowing up to five 
(5) working days except under unusual circumstances. 

c. All accumulated sick leave including all sick, personal and any 
advances of sick days must be exhausted. This documentation 
should be obtained before applying for sick bank days. You need to 
call the board office and ask them to forward this information to the 
MPEA vice-president. 
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d. Must supply an SLB application and a signed physician's 
statement, to be received within five (5) days of the need for SLB 
days to the SLB chairmen or MPEA president. This statement 
should describe the nature of the illness, its expected duration, and 
the period of time during which the staff member should be relieved 
of his/her duties. See Appendix G. 

e. The SLB was created for the employee's personal illness/injury 
only. (Requests involving the employee's immediate family will be 
considered on a case by case basis.) 

f. The decision of the SLB committee to grant or to not grant an 
application is final and non-grievable. Application by the employee 
does not guarantee approval. 

g. Any employee drawing from the SLB, must payback two (2) days 
by the last pay in September in order to be eligible to apply to draw 
again. 

i. No more than twenty-five (25) working days will be approved at one 
time. Any request over the first twenty-five (25) working days must 
be forwarded for consideration and again approved by the SLB 
committee. Maximum limit is fifty (50) working days in a school 
year. Any requests over fifty (50) working days must first be 
forwarded for consideration and again approved by the SLB 
committee. Only upon approval of the SLB committee, shall any 
requests over fifty (50) working days be considered by the 
superintendent on an individual case basis. The decision by the 
superintendent to grant or deny additional days in excess of fifty 
(50) working days is non-grievable. 

j. While a member is using days from the sick bank, he/she is not 
permitted to attend any after-school or extra-curricular activities. 

3. Procedures 

a. Applications for use of the Sick Leave Bank will be given to the 
Vice-President of the Madison-Plains Education Association. Each 
application will list the name of the bargaining unit member 
requesting the days, the number of days requested, the dates the 
days will be used, the reason for the request, and,. if necessary, an 
evidence of need. 

b. The request will be reviewed by the Sick Leave Bank Committee of 
the Madison-Plains Education Association and decision reached by 
majority vote of that Committee. A letter of notification granting or 
rejecting of the request and, if appropriate, the number of days 
granted, will be delivered to the applicant within ten (1 O) days of the 
request. 
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c. Additional days may be requested in the same manner. 

d. Within five (5) days of the granting of days from the Sick Leave 
Bank, the Madison-Plains Education Association will notify the 
Board Treasurer the number of days granted and the name of the 
grantee. The days will immediately be posted to the applicant's 
sick leave accumulation account. 

e. All days donated and used through the Sick Leave Bank will be 
deducted from the bargaining unit member's accumulation at the 
end of the school year, but no later than June 30th• Additionally, any 
days not used will be returned to the SLB at the end of the school 
year. 

f. The SLB committee will forward Quarterly Reports including 
applicants' names, balance of bank days and days given to the 
treasurer or his/her designee. Notice of sick bank committee 
approvals will be sent to the treasurer within one week of said 
approval, and the recipient will furnish additional sick leave forms or 
other documentation as specified above. 

4. The Madison-Plains Education Association holds the Board harmless 
against any and all claims relating to the Sick Leave Bank. 

C. LEAVES OF ABSENCE FOR PERSONAL ILLNESS OR PROFESSIONAL 
STUDY 

A leave of absence is defined as a period of extended absence from duty by a 
member of the bargaining unit for which a written request was submitted and 
approval given by the local Superintendent and the Board. By law, section 
3319.13, the Board of Education may grant a leave of absence for a period of not 
more than two (2) years for educational, professional or other purposes and shall 
grant such leave where illness or other disability is the reason for the request. 
Upon return to service of a bargaining unit member at the expiration of the leave 
of absence, he/she shall resume the contract status held prior to such leave. No 
leave of absence shall be granted for employment in another business or 
occupation. No leave of absence shall count as a year of experience on the 
salary schedule. 

The local Superintendent is authorized to fix a date upon which a bargaining unit 
member on leave of absence must indicate his/her intention to return to duty. 
The leave of absence becomes a resignation if the bargaining unit member fails 
to comply with the local Superintendent's request. Bargaining unit members who 
have served in the Madison-Plains Schools for not less than two (2) years may 
be granted leave of absence for not more than one (1) year for the purpose of 
approved study. 
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D. MATERNITY, PATERNITY, OR CHILD CARE LEAVE 

The Board of Education shall grant a leave of absence for maternity, paternity, or 
child care, without pay, to any regularly employed bargaining unit member. 

1. A bargaining unit member may request a leave of absence without pay for 
the purpose of maternity, paternity or child care. The written request must 
be submitted to the Superintendent at least thirty (30) days prior to the 
start of the requested leave of absence except in emergency situations. 
The request shall state the anticipated length of absence desired by the 
bargaining unit member. 

2. The duration of a maternity, paternity or child care leave of absence shall 
be no longer than one (1) year, plus any remaining portion of the school 
year which may then be in progress, but may be renewed by the Board 
upon request of the bargaining unit member. The unit member shall notify 
the Superintendent of intent to return from leave no later than March 1, if 
the intent is to return for the ensuing school year. 

Upon returning to the employment of the Board, the bargaining unit 
member shall return to the same position held at the time the leave 
commenced, if available, otherwise to an equivalent position within the 
bargaining unit member's field of certification/licensure. The right to return 
from leave other than the beginning of the school year shall be dependent 
upon an available opening in the unit member's field of 
certification/licensure. 

3. Maternity, paternity or child care leave shall be curtailed or terminated if 
requested by the bargaining unit member, prior to the expiration of the full 
term for which the Board granted the leave, in case of circumstances 
eliminating the necessity for such leave, as soon as a position for which 
the unit member is certified/licensed becomes available. 

4. Bargaining unit members shall have the right to continue to participate in 
all fringe benefits programs at the bargaining unit member's expense 
during the leave period as provided for under COBRA 

5. The continuing contract status of any such bargaining unit member shall 
not be adversely affected by maternity or child care leave, but the normal 
annual salary increment shall not be granted unless one-hundred and 
twenty (120) days of the contract have been fulfilled. 

E. PROFESSIONAL CONFERENCENISITATION LEAVE 

1. Professional days may be used only for educational conferences related 
to the bargaining unit member's assignment or for visitation to exemplary 
programs. Such leaves must be approved by the principal fifteen work 
(15) days in advance of event. 
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2. The bargaining unit member shall inform the Principal at least one (1) 
week in advance of the pending absence. 

3. A Professional Day shall be for the purpose of: 

a. Visitation to view instructional techniques or programs. 

b. Conventions, conferences, workshops or seminars conducted by 
colleges, universities, the OEA, the NEA or the Association, or 
affiliated departments thereof, or by the state educational 
department or a national department, or a national subject matter 
organization. The teacher may be required to file a written report 
within one (1) week of attendance at such visitation, conference, 
workshop, or seminar. 

F. PERSONAL LEAVE 

1. Three (3) days of personal leave per year with pay shall be available to 
each bargaining unit member upon request. 

a. Notification shall be given via KIOSK for Personal Leave to the 
building principal five (5) days in advance, unless in an emergency 
situation, as determined by the Superintendent. 

b. Three (3) days of personal leave shall be authorized subject to the 
following conditions: 

(1) Such leave shall not be used to work a second job. 

c. The Superintendent may grant an exception to any of the above 
restrictions. 

d. Fraudulent use of personal leave shall be considered grounds for 
reprimand and/or suspension without pay and may result in 
termination proceedings. 

e. Not more than twenty percent (20%) of the bargaining unit 
members from any one building shall be granted personal leave on 
any one day. 

f. Such leave will not be used to extend a school recess, vacation, or 
holiday. Under special/unique circumstances, including but not 
limited to graduations, weddings, births and similar like events, this 
provision may be waived by the Superintendent. 

g. Prior to the last regularly scheduled school day, the employee shall 
notify the Treasurer of the option(s) selected for compensation of 
unused personal leave. The employee shall be permitted to 
exercise any or all of the three options in any one school year. A 
copy of the Unused Personal Leave Selection Form (Appendix "D") 
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will be provided to each employee. The elected options are (to the 
nearest 1/2 day): 

(1) All unused personal leave days may be added to bargaining 
unit members' sick leave accumulation at the end of the 
school year. 

(2) Roll up to one (1) day of unused personal leave to the 
following year; 

(3) Cash payment for unused personal leave to be paid at a per 
diem rate using the BA Base, payable to the employee the 
last pay in June. 

G. MILITARY LEAVE OF ABSENCE 

1. In accordance with the provisions of Federal law and the Ohio Revised 
Code 3319.14, military leave of absence will be granted to any regular 
contract bargaining unit member who is drafted or recalled to active duty 
with any branch of the Armed Services of the United States. 

2. A bargaining unit member returning from military service will be returned 
to a position comparable to that held before leave and given full credit on 
the salary schedule for such service. 

3. Voluntary re-enlistment immediately terminates military leave granted by 
the Board. 

H. ASSAULT LEAVE 

In case of an assault on a bargaining unit member on school property or at a 
school related activity, in the course of the unit member's employment, including 
co-curricular activities, which results in the bargaining unit member's being 
disabled from performing teaching duties for which the unit member is qualified, 
the Board shall grant up to ten (10) work days Assault Leave without charge to 
Sick Leave. This will be up to the ten (10) days of absence. Additional days of 
Assault Leave not chargeable to sick leave may be granted by the 
Superintendent or his/her designee. 

I. ATTENDANCE IN COURT (SUBPOENA OR JURY SUMMONS) 

1. Absence in Response to Subpoena or Jury Summons 

a. A bargaining unit member who is summoned for jury duty during 
normal teaching hours or who is party to a court case or 
administrative hearing who is subpoenaed to appear in a court or 
administrative hearing during normal teaching hours will be granted 
a leave of absence from normal teaching duties to permit 
compliance, provided the bargaining unit member meets the 
following: 
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(1) Notifies the Superintendent within two (2) days after receipt 
of the jury summons or subpoena. 

(2) Submits a statement signed by the bargaining unit member 
to the Treasurer stating: 

(a) the date and time in attendance at the proceeding, 

(b) the actual amount of compensation which was 
received as a result of the appearance or, if no 
compensation was received, a statement so stating. 

(3) The amount of any witness fee or other compensation, 
except that which is paid specifically for expenses incurred 
by reason of the subpoena or summons, must be remitted by 
the bargaining unit member to the office of the Treasurer 
before the end of the pay period in which the absence 
occurs. 

b. In cases in which the bargaining unit member is a party in an action 
arising out of such bargaining unit member's employment with the 
Board, the Superintendent may authorize absence with no loss of 
salary in accordance with the provisions of this Section. The 
decision of the Superintendent with respect to such matters shall be 
final. 

J. FAMILY AND MEDICAL LEAVE 

Employees who qualify shall be entitled to a leave of absence under the Family 
and Medical Leave Act of 1993 (FMLA). Such leave shall not limit or lessen the 
leave provisions of this Agreement. To the extent that provisions of the FMLA 
are covered by paid leave provisions of this Agreement, the twelve (12) weeks of 
leave and benefit coverage to which an employee is entitled under the FMLA 
shall run concurrently with existing paid leave benefits. 

K. UNPAID LEAVE OF ABSENCE PROCEDURE 

The following procedure will be utilized by the Madison-Plains Board of 
Education in determining placing employees on unpaid medical leaves of 
absence: 

1. An employee, who has exhausted his/her sick leave balance, sick leave 
days granted through the sick leave bank and FMLA benefits, is eligible 
for unpaid medical leave of absence per ORC 3319.13. 

2. Request for unpaid medical leave of absence per ORC 3319.13 will list the 
name of the Bargaining Unit Member, beginning and ending dates of the 
leave and clearly stating if the unpaid leave of absence is for illness or 
other disability as the reason for the request per ORC 3319.13. 
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3. The board will take formal action to place the employee on an unpaid 
medical leave of absence pursuant to ORC 3319.13, with the starting and 
ending date of the leave. 

4. In the event that an employee requests consideration from the sick leave 
bank, such request and days granted will be in accordance with the 
Master Agreement prior to making a written request to the Board for an 
unpaid leave of absence pursuant to ORC 3319.13. 

L. ABSENCE NOT COVERED BY LEAVE 

Any absence not covered by one of the leave provisions of this article shall be 
without pay. Each day of such unpaid leave shall be deducted from an 
employee's salary at the employee's current per diem rate for each day of 
absence. 
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ARTICLE XIV 
SALARY AND BENEFITS 

A. SALARY AND INDEX 

1. The B.A. Base salary at Step Oshall be: 

1.00% increase on the base for 2019-20, 2.00% increase on the base 
for 2020-21, and 2.00% increase on the base for 2021-22. 

$33,211 for 7/1/19 
$33,875 for 7/1/20 
$34,553 for 7/1/21 

The indexes attached as Appendix J and the salary schedules attached as 
Appendix J, shall be in effect from July 1, 2019 to June 30, 2022 

2. $600 will be added to each bargaining unit member's compensation upon 
reaching the 27th Step of the salary schedule and an additional $600.00 
will be added for each additional year thereafter. This longevity 
compensation shall augment the bargaining unit member's daily rate of 
pay for purposes of determining annual salary, severance, retirement, 
leave pay and extended duty pay. 

3. Bargaining unit members receiving National Board Teaching Certification 
shall receive a one-time $2,000 bonus, payable within 30 days of 
submission of certificate to the Treasurer. 

4. Beginning with the 2019-2020 school year, the District will offer an 
Alternative Compensation System (the "MP COMPASS Schedule") for 
bargaining unit members (Appendix J). An MP COMPASS committee will 
be created and comprised of an equal number of representatives from the 
District and the Association for the purpose of annual review of the MP 
COMPASS Schedule. The Association President shall select the 
representation for the Association and the Superintendent shall select the 
representation for the Board. 

The decision to either remain on the current salary schedule (the "Legacy 
Schedule") or transfer to the new salary schedule is strictly voluntary. If a 
bargaining unit member is rated Developing, Skilled, or Accomplished, he 
or she may choose to move to the Board's Alternative Salary Schedule 
("MP COMPASS"). If rated Ineffective, the bargaining unit member may 
not transfer to the MP COMPASS Schedule. Rather, he or she will remain 
on the current salary schedule and thereafter will move to their next salary 
step increase. 
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With the exception of new staff hired after the opt-in deadline, in order to 
be compensated under the MP COMPASS Schedule in any upcoming 
school year, bargaining unit members must indicate their decision to be 
compensated under either the Legacy Schedule or the MP COMPASS 
Schedule by July 1st each year. Absent a decision, the member will 
remain on their current schedule for the next school year. Note: for the 
2019-20 school year, the opt-in deadline of July 1 will be extended. 

COMPASS SCHEDULE DETAILS 

Initial placement on the COMPASS Schedule: 

If a bargaining unit member is rated Developing and voluntarily chooses to 
move to the COMPASS Schedule, she or he will move to the next 
available step on the COMPASS Schedule which will include their credit 
years of experience and their educational category and which increases 
their salary. 

If a bargaining unit member is rated Skilled and voluntarily chooses to 
move to the COMPASS Schedule, she or he will move to the next 
available step on the COMPASS Schedule which will include their credit 
years of experience and their educational category and which increases 
their salary, plus one additional salary step increase and a one-time $250 
increase to their base salary. 

If a bargaining unit member is rated Accomplished and voluntarily chooses 
to move to the COMPASS Schedule, she or he will move to the next 
available step on the COMPASS Schedule which will include their credit 
years of experience and their educational category and which increases 
their salary, plus one additional salary step increase and a one-time $500 
increase to their base salary. 

Only during their initial opt-in to the COMPASS Schedule can a bargaining 
unit member avail themselves of an additional salary step and a one-time 
increase to the base of either $250 for Skilled and $500 for Accomplished. 

New teachers without any rating may elect to move to the COMPASS 
Schedule under the Developing category with a "0" base. New teachers 
who transfer from another District to Madison-Plains may elect to be 
placed on the COMPASS Schedule based upon their service credit for the 
prior years of teaching and their most recent rating from the transferring 
school district. 

Attendance does not affect a bargaining unit member's initial transfer 
placement onto the COMPASS Schedule. 

If a bargaining unit member chooses to move to the COMPASS Schedule, 
and annually thereafter, the member will receive an election form from the 
Treasurer's office. The election form shall identify the member's current 
salary, their expected salary on the Legacy Schedule, and their expected 
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salary on the COMPASS Schedule for the upcoming school year. The 
member will then select to be placed on the COMPASS Schedule or 
remain on the Legacy Schedule and the election form must be signed by 
the member and Treasurer's office. 

Obtaining an Advanced Degree 

A bargaining unit member's salary shall be adjusted when the member is 
on the COMPASS Schedule and obtains an advanced degree that would 
have qualified the member for a higher category on the Legacy Schedule. 
In order to be adjusted, the member must file with the Treasurer official 
transcripts verifying the advanced degree and qualification. Thereafter the 
bargaining unit COMPASS salary will be adjusted by moving them up to 
the next highest value that is comparable but not less than the dollar 
amount they would have received in the Legacy Schedule. For details on 
the adjustment increase, see Appendix J. 

Determining Attendance Under Compass 

In all cases, when determining a bargaining unit member's attendance 
under the COMPASS Schedule, FMLA use, professional days, and 
assault leave will not be counted against the employee when determining 
their percentage of days missed. (See Appendix J) 

Transferring back to the Legacy Schedule 

After electing to move to the COMPASS Schedule, a bargaining unit 
member must remain on the COMPASS Schedule for the entire school 
year. The member has the option to move back to the Legacy Schedule 
for any following school year so long as that election is made prior to the 
opt-in deadline for the new school year (July 1). However, the member 
must remain on the Legacy Schedule until such time as his/her salary 
reaches the same or higher salary amount she or he transferred over with 
from the COMPASS Schedule. If a member moves back to the Legacy 
Schedule, their longevity compensation was not frozen and he or she shall 
again receive their additional $600 per each additional year upon reaching 
Step 27 of the salary schedule in accordance with Article XIV. 

Extended Contracts 

Bargaining unit members with extended contracts will be treated the same 
as other unit members in that their initial placement on the COMPASS 
Schedule will be based upon their degree and step. The per diem amount 
of the bargaining unit member's extended contract days shall be 
calculated according to the member's pay on the COMPASS Schedule. 
When determining a bargaining unit member's attendance under the 
COMPASS Schedule, extended day absences will not be counted against 
the employee when determining their percentages of days missed. 
However, the bargaining unit member is expected to make up any missed 
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extended day absences unless otherwise approved by the Superintendent 
or his designee. 

For further specific details of the COMPASS Schedule, see Appendix J 
which is attached hereto as part of the Parties' Collective Bargaining 
Agreement. 

8. PAYROLL PRACTICES 

1. Pay Periods 

Pay for bargaining unit members shall be in twenty-four (24) equal 
installments. Payments shall be made on the 5th and 20th of each month 
or the previous workdays if the 5th or 20th falls on a holiday or weekend. 
Payment will made in accordance with practice set forth in paragraph 2 
below. 

2. Payroll 

a. Deductions for any authorized deductions (other than payroll 
deductions for professional association and political contributions) 
will be calculated and deducted in equal installments according to 
the bargaining unit member's pay plan. 

b. During the school term, salary notices ordinarily shall be available 
no earlier than 10:00 a.m. on the appropriate dates applicable each 
month. 

c. Each notice will include those deductions required by law and 
member authorized deductions 

d. Salary payments for supplemental positions that are of an annual 
basis shall be automatically paid in two (2) equal installments on 
the first pay in December and by the last pay in June. 

e. Salary payments for supplemental positions that are one season in 
length shall be paid in accordance with the supplemental payment 
schedule. (See Appendix K). 

g. Each employee may adjust salary withholdings for all supplemental 
positions by submitting a revised W-4 (federal withholding) and IT-4 
(state withholding) to the office of the Treasurer. These forms can 
be obtained at the Treasurer's office and must be submitted fifteen 
(15) school days prior to the scheduled pay date of the 
supplemental. 

h. All employees will be required to utilize direct deposit of their 
paychecks. 

50 



i. Salary shall be computed in the following manner: 

The annual salary shall be determined by multiplying the base 
salary by the index factor for the appropriate column and step. The 
annual salary shall then be rounded up to the next full dollar. To 
determine the daily rate of pay, the annual salary shall be divided 
by the number of days in the SCHEDULED contract year (184 
days) and then rounded up or down to the nearest penny. 

3. Membership Dues Deduction 

a. Membership dues of the Association and its district, state, and 
national affiliates, shall be deducted in twenty (20) equal 
installments beginning with the second paycheck of October of 
each school year on the basis of deduction authorizations supplied 
by the Association to the Treasurer. 

b. The enrollment and withdrawal period for such deduction shall be 
from September 15 to September 30 each year. Written notification 
of enrollment or withdrawal shall be provided to the Treasurer 
during this period. Authorization shall be on a continuing basis 
from year to year unless a request for withdrawal is submitted in 
writing to the Treasurer of the Board, with a copy to the 
Association. Those joining the bargaining unit after September 30 
shall have fifteen (15) days from the date the Board employs them 
to authorize dues deduction. 

c. The balance of annual deductions shall be deducted from available 
earnings in the final paycheck of a member resigning his/her 
position, receiving a leave of absence, or terminating his/her 
employment. 

4. Credit Union Deduction 

The Board will maintain its present payroll deductions for credit union. 

5. Annuity Deductions 

Monthly annuity deductions shall be made for all those bargaining unit 
members presently enrolled, and new companies shall be added if five (5) 
or more bargaining unit members wish to enroll. 

6. IRS 125 Plan 

a. The Board shall have in place an IRS Section 125 Plan to include 
employee portion of any insurance premiums, employee-paid 
medical expenses, and child and dependent care expenses. 

b. The administrative cost of the Section 125 Plan shall be paid by the 
Board. 
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C. CREDIT FOR EXPERIENCE 

1. Bargaining unit members shall receive credit for years of service on the 
salary schedule as follows: 

a. Up to ten (10) years of teaching service as a certified/licensed 
teacher with each year consisting of at least one-hundred twenty 
(120) days under a teacher's contract. 

b. Up to five (5) years of military service. (For purposes of calculation, 
a particular year of active military service of eight (8) continuous 
months or more in the armed forces shall be counted as a full year). 

c. Years of service shall be the sum of service in sub-paragraphs a. 
and b. above, not to exceed a maximum of fifteen (15) total years. 

d. If a bargaining unit member leaves after service in the Madison-
Plains Local School District and is subsequently reemployed by the 
Board, the unit member shall receive the greater of: 

(1) full credit for all full-time Madison-Plains years of service; or 

(2) a maximum of fifteen (15) years of credit, calculated under 
sub-paragraph c., above. 

e. In addition, up to ten (10) years of out-of-state public or non-public 
school teaching experience as a certified/licensed teacher may be 
granted with the approval of the Board, except that a new teacher 
shall receive a total of not more than fifteen (15) years. 

f. No credit shall be given for fractional units of experience. Credit 
. will be given for regular part-time experience of two-thirds (2/3) time 

or more which consists of at least one-hundred twenty (120) days in 
a school year. Likewise, bargaining unit members working at least 
half (1/2) time but less than two-thirds (2/3) time for at least ninety 
(90) days, credit shall be granted on the basis of one (1) step for 
each such two (2) consecutive years of service. 

D. SALARY ADJUSTMENT 

Each bargaining unit member who has completed training at an accredited 
college or university that would qualify him or her for a higher category on the 
salary schedule shall file with the Treasurer of the Board official transcripts 
verifying completion of such training. The following provisions shall apply: 

1. If official documentation (grade slips, letter from college or university, 
and/or transcript) is provided prior to or on September 1, the bargaining 
unit member's salary will be adjusted effective the beginning of the school 
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year. The bargaining unit member's adjusted salary will be reflected no 
later than the first October paycheck. 

2. If official documentation is provided after September 1, but prior to or on 
February 15, the adjustment shall be effective the 13th pay. The 
bargaining unit member's adjusted salary will be reflected beginning with 
the 13th paycheck. 

3 If documentation other than an official transcript is submitted by 
September 1 or February 15, the bargaining unit member must supply the 
transcript within thirty (30) days of the deadline or the adjustment will be 
voided and any increased payments shall be refunded to the District. 
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E. EXTENDED TIME 

Any bargaining unit member whose contractual obligations require that 
bargaining unit member to work an extended year shall receive a supplemental 
contract specifying the length of service and will be paid at the individual 
bargaining unit member's per diem rate of pay. The bargaining unit member's 
regular salary divided by the total regular work days per year equals the 
bargaining unit member's per diem rate of pay. 

F. SEVERANCE PAY 

1. Upon retirement, any bargaining unit member of the Madison-Plains 
School District will be eligible at the time of official retirement with the 
STRS or PERS to be paid cash for one-fourth (1/4) of his/her accrued sick 
leave as shown in the unit member's sick leave file in the office of the 
Treasurer of the Board of Education. Such payment shall be limited to a 
maximum of seventy days (70) days. This will be based on the bargaining 
unit member's salary rate of pay at the time of retirement, it will also 
eliminate all sick leave credit accrued by the unit member. Severance pay 
will be paid only in the year that the bargaining unit member has ceased 
his/her contract with the Madison-Plains School District. Severance pay 
shall be a one-time, lump sum payment to eligible unit members according 
to the following provisions: 

a. Eligibility - An employee's eligibility for severance pay shall be 
determined as of the final date of employment. The criteria are: 

(1) The individual retires from the school system. 

(2) Retirement-disability or service under any state or municipal 
retirement as of the last date of employment. 

(3) The individual must be eligible for disability or service 
retirement as of the last date of employment. 

(4) The individual must within 120 days of the last day of 
employment prove acceptance into the retirement system by 
having received and cashed his/her first retirement check. 

(5) Must have not less than ten (10) years of service with this 
school district, the state, or its political subdivisions. 
However, all employees hired after July 1, 2009 must not 
have less than (10) years of service with this school district. 

(6) Must sign for severance check certifying all eligibility 
requirements have been met. 

b. If an employee expires before his/her scheduled date of retirement, the 
employee's estate or indicated beneficiary shall receive severance 
benefits payable within sixty (60) days of the employee's death. 
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G. COVERING OTHER CLASSES THAN ASSIGNED 

1. In all cases of a bargaining unit member's classroom absence, principals 
shall make all efforts to secure the necessary substitute teachers. Only 
when a qualified substitute is not available or an emergency arises during 
the school day will bargaining unit members be required by the principal to 
cover the classes of an absent teacher. The principal shall be limited to 
assigning a bargaining unit member to cover classes of an absent teacher 
only twice (2) per month. Thereafter, the principal shall request a 
bargaining unit member to cover classes of an absent teacher on an 
equitable basis. 

a. This procedure will be followed in order to assure equity among 
bargaining unit members who substitute: 

(1) Teachers will be placed on a rotation with other teachers 
who have the same planning period. The principal may 
assign a teacher to cover a class of an absent teacher no 
more than two times per month. Teachers will not be 
permitted to decline the two times per month assignment. 
After this, when approached to substitute, an individual 
teacher may decline the offer without retribution, if he/she 
requires the use of that time for personal planning on the day 
requested. A teacher who uses his/her planning period to 
substitute or is covering more than their assigned class will 
be compensated according to the amount established in 
paragraph 1b. 

(2) If no teacher agrees to use his/her planning period to 
substitute, then the students belonging to the absent teacher 
will be sent to study hall. The study hall teacher will be 
compensated according to the amount established in 
Paragraph 1b. 

(3) If the study hall is filled to capacity, then the students 
belonging to the absent teacher will be sent to the library. 
The certificated librarian will be compensated according to 
the amount established in Paragraph 1b. 

b. Bargaining unit members so required and assigned shall be 
compensated at the rate of thirty dollars ($30.00) per class period 
at the secondary level and per class period equivalent at the 
elementary level (See Appendix L). Beginning with the third 
consecutive substitution of the same class the bargaining unit 
member shall be compensated at the rate of thirty-five dollars 
($35.00) per class period at the secondary level and per class 
period equivalent at the elementary level (See Appendix L). 
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(1) The principal shall keep a record of times when each 
bargaining unit member has been assigned such teaching 
responsibilities, as provided above. Payment shall be made 
on the next payroll date. 

(2) Upon approval of the principal, bargaining unit members 
may mutually agree to cover one another's class periods 
without pay. 

H. TRAVEL REIMBURSEMENT 

All bargaining unit members required to use a personal vehicle to perform 
assigned duties shall be reimbursed for mileage. This includes itinerant 
bargaining unit members who travel between buildings during the school day. 

Travel expenses will be paid at the then current IRS mileage allowance. 
Bargaining unit members shall submit monthly travel sheets and return them 
through their building principal or supervisor to the Treasurer. Reimbursement 
shall be within thirty (30) days of submission of the Travel Sheet. 

I. TUITION REIMBURSEMENT 

A. The Board agrees to establish a fund of $50,000 to be used to 
compensate bargaining unit members for full tuition costs for courses 
taken at an accredited university/college and for costs associated with 
renewal of a bargaining unit members' base license incurred and 
completed within the current fiscal year (July 1 through June 30). A 
bargaining unit member shall submit this form by August 1. (See 
Appendix E). 

B. In order to be eligible for reimbursement, the course hours must meet the 
following qualifications: 

1. Course work which is necessary for the employee to renew and 
retain current certification/licensure, or 

2. Course work which is part of a planned program for additional 
certification/licensure that would be offered through ODE or for a 
school-related position (e.g., athletic director), or 

3. Other course work approved in advance by the Superintendent. 

C. Reimbursement for college courses shall be distributed equally and 
proportionately according to the course load of all bargaining unit 
members at the end of each school year. Classes taken the following 
summer, etc., will be reimbursed from the next fiscal year's fund. Upon 
completion of a course, the bargaining unit member shall provide proof of 
completion and cost to the board treasurer to receive payment. 
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D. To receive payment, a bargaining unit member must (1) return to the 
Madison-Plains School District for the following complete year; (2) provide 
a final transcript for the course indicating a passing grade or better; and 
(3) provide a detailed receipt of proof of payment. Any bargaining unit 
member who receives tuition reimbursement of $2,000 or more must 
remain employed by Madison-Plains for two (2) consecutive school years. 
If the member fails to return the next school year, he/she agrees to repay 
the tuition reimbursement by payroll deduction to the Madison-Plains 
Treasurer. Payment will be made by the second (2nd) pay in September. 

E. Any application for tuition reimbursement must be an employee of the 
Board at the time of enrollment and at the time that reimbursement is due. 
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J. INSURANCE 

1. Hospital/Surgical/Major Medical 

The Board shall provide hospitalization, surgical and major medical 
insurance for each member of the bargaining unit who is eligible and 
makes application. 

The Board will provide eighty percent (80%) of the cost of single or family 
premium coverage. The program will provide for eighty-percent (80%) of 
the coverage paid for by the board. The bargaining unit member will be 
responsible FOR twenty percent (20%) of the cost. Subject to the 
exceptions and limitations listed in Appendix I. 

The benefit level as depicted on September 18, 2012 chart as "Original 
80%/20% Plan" (See Appendix I). 

2. The Board will provide eighty percent (80%) of the premium cost of a GAP 
or HRA plan. The program will pay the first ninety percent (90%) of the 
deductible for the 2015-16 school year. Thereafter, the GAP or HRA plan 
will pay the first eighty percent 80% of the deductible (See Appendix I). 

A Insurance Committee 

There shall be formed an insurance committee charged with developing 
alternatives that could create cost savings to the Board and members of 
the Association. The committee shall consist of three MPEA members, 
three OAPSE members and three members from the Board and 
administration for a total of nine members. 

The parties agree to the following: 

1 The Treasurer shall send a complete copy of all Requests for 
Qualifications (RFQ) and Requests for Proposals (RFP) that have 
been issued to either insurance brokers, consultants and insurance 
carrier. Upon receiving a response or reply regarding their RFQ and/or 
RFP the Treasurer shall send a complete copy to all members of the 
insurance committee. 

2. The committee shall conduct interviews regarding the selection of 
a consultant and/or broker. 

3. The Committee shall meet with the broker/consultant for updates or as 
necessary to discuss and explore alternatives to the current health 
care plan and present the alternatives to the insurance committee. 

• 4 During the year the parties' CBA expires, the broker/consultant shall 
meet with the insurance committee every three months, unless 
mutually agreed otherwise, to discuss and explore alternatives to the 
current health care plan and present the alternatives to it. 
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5. The committee shall not be empowered to add to, subtract from, or 
modify any of the provisions of this Agreement, nor add to, detract from 
or modify the language herein. At all times, the committee shall meet 
to discuss possible alternatives to the parties' current health care plan. 
However, should the Board/ Administration and its agents become 
aware of any rate changes by their current insurance carrier they shall 
immediately notify the Insurance Committee as well as the respective 
President of both the OAPSE and MPEA of such change. 

6. The Board may change insurance carriers, at its sole discretion, 
provided there is no less or lapse of coverage unless otherwise 
mutually agreed. 

7. The carrier for medical insurance shall be the choice of the Board, 
provided that said coverage shall not be less than what is in effect as 
of the date of the signing of the Agreement. 

8. The Association shall be notified of any change (30) days prior to the 
effective date of any policy change and be given the right to meet and 
confer with the Superintendent or his/her designees on any such 
change. 

9. Beginning in the 2019-20 school year, if the insurance premium 
increases more than twelve percent (12%) in year, the Insurance 
Committee shall meet and determine what plan design changes to 
make, if any, to bring the insurance increase below the twelve percent 
(12%). The Insurance Committee may develop options or 
recommendations on plan design changes, higher contribution rates or 
a combination of both, etc., which must thereafter be approved by the 
Association. If the Insurance Committee fails to make such 
recommendations to the Association or if the Association does not 
agree to such changes that prevent the insurance premium increases 
from going above the twelve percent (12%) increase, then the Board 
may make only those necessary changes to the plan design to bring 
the premium increase below 12%. However, if the Board chooses to 
not lower the premium increase to below 12%, then both the 
Association and the Board will each pay fifty (50%) of the increase that 
exceeds the twelve percent (12%) increase in premiums. 

B. IRS 125 Section Plan Implementation 

The Board shall fund an IRS section 125 Plan with $325 for the bargaining 
unit member carrying medical insurance by September 30. 

Opt-Out Benefits Provision 

Eligible members may elect to opt-out of the Board approved health 
insurance plan and shall receive an incentive payment amounting to 
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$1,000. To be considered eligible, the employee must carry Medical 
Insurance for at least 12 months before discontinuing coverage. 

The incentive payment will be pro-rated for employees who opt-out of the 
insurance program for less than the full-year. Any eligible unit member 
who elected to opt-out of the health insurance plan provided by this 
agreement who involuntarily loses other insurance coverage through the 
unemployment of spouse, or divorce from spouse or other qualifying 
events will be permitted to re-enroll in the Board approved health plans). 
The incentive payment will be pro-rated for employees who opt-out of the 
insurance program for less than the full contract year. Discontinuing 
coverage will make an employee ineligible for the Employer funded 125 
plan. 

Anyone who elected to opt-out of the Board approved health insurance 
plan provided by this agreement may enroll in the Board approved health 
insurance plan(s) during the next annual open enrollment period. 

Eligible member opting-out of the health insurance provided in this 
agreement shall be reimbursed in accordance with the above provision in 
two installments paid in the last pay in December and the last pay in June. 

In the instance that both a husband and a wife are employees of the 
district, the opt-out benefit would only apply if both parties chose to opt-out 
of the insurance. In this case, they would be eligible for one opt-out 
payment of $1,000. 

2. Life Insurance 

The Board will provide a life insurance policy in the amount of $50,000.00 
for each bargaining unit member who is eligible and applies for said 
insurance. The premium for said policy shall be fully paid by the Madison-
Plains Board of Education. A bargaining unit member who is on leave or is 
retiring shall have the right to retain coverage by paying the premium to 
the company. 

3. Dental Insurance 

The Board will provide comprehensive Dental Insurance Program for each 
member of the bargaining unit and their families who are eligible and 
make application for such insurance. The Board shall pay the full premium 
cost of such coverage and any increase thereof (see Appendix I). 

4. Prescription Drug Plan 

The Board will provide comprehensive Prescription Drug Plan for each 
member of the bargaining unit and their families who are eligible and apply 
for said insurance. (See APPENDIX I) 
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5. Vision Program 

The Board shall provide a comprehensive Vision Program for each 
member of the bargaining unit and his/her families who are eligible and 
make application for such insurance. (See APPENDIX I). 

K. STRS PICK-UP OF RETIREMENT CONTRIBUTION UTILIZING THE SALARY 
REDUCTION METHOD 

The Madison-Plains Board of Education agrees with the Madison-Plains 
Education Association to STRS "pick-up" utilizing the salary reduction method 
contributions to the State Teachers' Retirement System (STRS) paid upon behalf 
of bargaining unit members, at no cost to the Board, under the following terms 
and conditions: 

1. The amount to be "picked-up" on behalf of each bargaining unit member 
shall be the percentage designated by STRS of the unit member's gross 
annual compensation. The bargaining unit member's annual 
compensation shall be reduced at no cost to the Board by an amount 
equal to the amount "picked-up" by the Board for the purpose of State and 
Federal tax only. 

2. The pick-up percentage shall apply uniformly to all members of the 
bargaining unit. 

3. No bargaining unit member covered by this provision shall have the option 
to elect a wage increase or other benefit in lieu of the employer pick-up. 

4. Payment for all paid leaves, sick leave, personal leave, severance and 
supplementals including unemployment and Worker's Compensation shall 
be based on the bargaining unit member's daily gross pay prior to 
reduction as basis (e.g., gross pay divided by the number of days in a 
teacher's contract.) 

Each bargaining unit member will be responsible for compliance with Internal 
Revenue Service (IRS) salary exclusion allowance regulations with respect to the 
"pick-up" in combination with other tax deferred compensation plans. 

If the foregoing "pick-up" provisions are nullified by subsequent Internal Revenue 
Service Rulings, Ohio Attorney General Opinions, or other governing regulations, 
the Board will be held harmless and this Article of the Agreement shall be 
declared null and void. 
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L. TUITION WAIVER 

Bargaining unit members' children shall be entitled to attend the Madison-Plains 
School District tuition-free in accordance with the board's open enrollment policy. 
In the event that a bargaining unit member's child is not eligible for enrollment 
under the district's open enrollment policy, the child will be eligible to attend free 
in accordance with Ohio Revised Code. 

M. ATTENDANCE AT MEETINGS 

Bargaining unit members shall be paid at the rate of thirty ($30.00) per hour 
when it is necessary to attend meetings outside the workday. See Appendix C. 
Bargaining unit members receiving compensation for these meeting via 
supplementals or stipends are not eligible. Staff Meetings are excluded from 
receiving compensation. 

N. RETIREMENT INCENTIVE PLAN 

Employees who have completed either thirty (30) or thirty-one (31) years of 
teaching, according to STRS calculations, by the end of the school year, who 
announce their retirement by January 1, of that school year, shall be 
compensated at a rate of seventy percent (70%) of their final salary. Said 
payment shall be deferred as follows: 

One third (1 /3) of their final salary shall be payable the first January 15 
following retirement; One third (1/3) of their final salary shall be payable 
the second January 15 following retirement; and The final one third (1/3) 
payment of their final salary shall be payable the third January 15 
following retirement. 

The retirement must occur during the school year in which the employee has 
completed their 30th or 31 st year of service. Employees reaching the qualifying 
service during the school year must elect to continue teaching to the end of the 
school year to be eligible for the retirement incentive plan. 

0. ONLINE CLASSES 

1. Bargaining unit members shall be paid at the rate of $30 per hour and the 
time will be based upon the suggested time required for the class(es) listed 
on the online class website. In order to be paid, such time in completing the 
necessary classes wm have occurred outside the teacher established work 
hours. After completing the necessary classes, bargaining unit members shall 
receive their payments no later than the second paycheck of the month of 
October. 

2. In order to be compensated, on-line classes must be completed by the 
deadline issued by Public Works (Online Provider) and the necessary form 
must be filed by October 1. Notice from the District to complete the on-line 
classes will be given at least thirty (30) calendar days prior to the Public 
Works completion deadline. (See Appendix H). 
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Regardless of choice, the bargaining unit member can count these classes for 
contact hours. 

P. OPEN HOUSE AND CURRICULUM NIGHT 

Bargaining unit members shall attend and be compensated for attending open 
houses and curriculum night at the rate of $30 per hour unless excused or 
approved by the employee's immediate supervisor. 

Q. VIRTUAL LEARNING ACADEMY 

If VLA work is not built into the teacher's schedule and plan time or before/after 
school is utilized, then bargaining unit members shall be paid at the rate of $30 
per hour. 
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ARTICLE XV 
SUPPLEMENTAL CONTRACTS 

A Supplemental contracts are issued for those positions defined as extended 
service directly related to contractual duties and/or for those positions defined as 
supplemental. 

B. Bargaining unit members employed under supplemental contracts for extended 
service directly related to their regular contractual duties shall receive a salary of 
their regular per diem rate for each day worked beyond the established school 
year. 

C. Compensation rates for supplemental positions not related to regular contractual 
duties (i.e. coaching, chaperoning, etc.) will be based upon a supplemental pay 
schedule set forth in Appendix B. The schedule shall be calculated using the BA 
Base - Step Oof the Legacy Salary Schedule or $34,500, whichever is greater. 

D. The compensation rates established in paragraph C above shall be determined 
by a joint committee comprised of an equal number of bargaining unit members 
and administrators. 

E. A supplemental contract shall automatically expire at the end of its term without 
further action or notice by the Board. If an employee wishes to be considered for 
that position the following school year, he/she should submit a letter to the 
principal/athletic director according to the following schedule: 

Fall/Winter Athletic Positions April 1 
Band/Choral/Asst. Band Directors/Flag Corps April 1 
Spring Athletic Positions June 1 

Academic Supplementals June 1 

F. A maximum of five (5) years' experience will be awarded to an individual the first 
time that a supplemental contract is issued to him/her while this supplementary 
salary schedule is in effect. This refers to any person who is currently or who 
has been previously under supplemental contract for that sport/activity at any 
level. 

G. Building Leadership Team and District Leadership Team 

The Building Leadership Team ("BLT") and District Leadership Team ("DL T") 
shall be made up of the designated Department Heads/Teacher Leaders, 
Director of Curriculum, and other District administrators as determined by the 
Administration. 

The responsibilities of the Department Heads/Teacher Leaders are as follows: 

1. Organize and lead the work of the teacher-based teams ("TBT"); 
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2. Attend the BLT and DLT meetings; 

3. Work in conjunction with the Curriculum Director to order and 
organize curriculum resources; 

4. Other tasks as assigned by the building administrator. 

H. Bargaining unit members shall be placed on this supplemental salary scale (see 
Appendix K) based on their experience at Madison-Plains, whether it is 
consecutive or nonconsecutive experience, in that activity at any level. With 
respect to high school sports, Madison-Plains bargaining unit members with five 
or more years of freshman level or higher experience in the sport they are 
applying for will have priority to be hired over non-bargaining unit members and 
non-employees regardless of experience, in accordance with the Ohio Revised 
Code. Madison-Plains bargaining unit members with less than five (5) years of 
experience in the sport they are applying for will have consideration to be hired 
but in all cases, shall receive an interview for the supplemental in question. All 
Madison-Plains bargaining unit members may apply to maintain their 
supplemental position. However, if they receive an evaluation rating of average 
or above they will have priority to be rehired into the position. If bargaining unit 
members believes the athletic director violated the procedure or that his/her 
judgment or conclusion is arbitrary, capricious or unreasonable, the employee 
must file a written grievance at Level 1 within ten calendar days after being 
notified that he or she will not be offered a supplemental contract. 

Certificated/licensed and non-bargaining unit members of Madison-Plains receive 
100%. 

Non-employees of Madison-Plains (certificated and non-certificated) start at 50%, 
but they will be able to negotiate with the Superintendent and they could earn as 
much as 100%. 

I. Qualifications 

The Board will seek input from the Association to clearly define qualification 
criteria prior to the posting of any supplemental position. 

Once a supplemental is posted, the qualifications can't be changed without the 
mutual agreement between the Association and the Board. 
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ARTICLE XVI 
CRIMINAL RECORDS CHECK 

The Board will reimburse up to $50 for the cost for state and federal background checks 
required by the Ohio Revised Code as to a unit member. Once the unit member 
completes the background check, he or she must submit a proper receipt to the 
Treasurer office within ninety (90) days after completing the background check. 
Thereafter, he or she shall be reimbursed by the District within thirty (30) calendar days 
by completing APPENDIX M. 

It is acknowledged by the Madison-Plains Education Association/OEA/NEA that the 
Board may employ individuals prior to receipt of a Criminal Records Investigation 
Report, as required by the Ohio Revised Code. It is expressly agreed between the 
Board and the Madison-Plains Education Association/OEA/NEA that the Board may 
discharge any employee who is employed prior to receipt of the Criminal Records 
Check, if the subsequent Criminal Records Check contains a report of any of the 
offenses outlined in Ohio Revised Code which prohibit, by law, the Board from 
employing the individual. If any discharge of a teacher must occur, the mandates of 
ORC §3319.16 (Termination Statute) shall not be required. 
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ARTICLE XVII 
JOINT LABOR MANAGEMENT COMMITTEE 

A Joint Labor Management Committee (JLMC) shall be formed that consists of the 
MPEA President, a representative of each building (appointed by the MPEA President), 
the Superintendent and two administrators (appointed by the Superintendent). 

The JLMC will meet at least quarterly and as needed on a more frequent basis as 
determined by the MPEA President and Superintendent. 

The JLMC will have no authority to alter, amend, or modify existing language of the 
Master Agreement, and the JLMC will not negotiate matters pertaining to terms and 
conditions of employment. 
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ARTICLE XVIII 
LOCAL PROFESSIONAL DEVELOPMENT COMMITTEE 

There shall be a Local Professional Development Committee (LPDC) composed of a 
minimum of five (5) members with District-wide responsibility to perform the functions 
required by Section 3319.22 of the Ohio Revised Code and the administrative rules 
adopted under that statute. Two (2) members shall be appointed by the Superintendent 
from the District's administrative staff, and five (5) members shall be appointed by the 
Association from within the Bargaining Unit The Association will make its best effort to 
obtain one member from each building. Vacancies will be filled by the Superintendent 
or Association whichever applies. The Committee shall determine the length of terms 
and frequency, time and place of meetings. 

Committee members who are part of the bargaining unit shall be paid a stipend in the 
amount of $1,500.00 annually. 
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ARTICLE XIX 
IMPLEMENTATION AND DURATION 

A. NO STRIKE OR LOCKOUT 

It is agreed by the Board and the Association that neither party will sponsor or 
encourage concerted actions such as strikes or lockouts during the life of this 
Agreement as long as all parties operate in keeping with the stated provision of 
the Agreement and Chapter 4117 of the Ohio Revised Code. 

B. WAIVER OF NEGOTIATIONS 

1. It is agreed that, during the course of negotiations leading to the execution 
of this Contract, the parties have had the full opportunity to submit all 
items of interest to the parties respectively. 

2. This Contract, therefore, contains the full and complete agreement 
between the parties on all negotiated items and during the term of this 
Contract, except as otherwise expressly stated within this Contract, 
neither party shall be required to negotiate any issue regardless of 
whether or not such issue has been incorporated into this Contract or was 
discussed in negotiations leading to the execution of this Contract. 

C. SEVERABILITY 

1. This Contract supersedes and prevails over all statutes of the State of 
Ohio (except as specifically set forth in Section 4117.1 0(A) Ohio Revised 
Code), all Civil Service Rules and Regulations, Administrative Rules of the 
Director of State Personnel and all policies, rules, and regulations of the 
Board. However, should the State Employment Relations Board (SERB) 
or any court of competent jurisdiction, determine, after all appeals or times 
for appeal have been exhausted, that any provision herein is unlawful, 
such provision shall be automatically terminated but all other provisions of 
the Contract shall remain in full force and effect. 

2. The parties shall meet within ten (10) days after the final determination to 
bargain over its impact and to bring the Contract into compliance. If the 
parties fail to reach agreement over the affected provision, the statutory 
dispute settlement procedure shall be utilized to resolve the dispute. 

D. MAINTENANCE OF STANDARDS 

The parties recognize that maintaining a quality program for the Madison-Plains 
Local School District is the objective of all concerned. Therefore, all material 
conditions of employment and educational programs not covered by another 
article in this Agreement shall be maintained at not less than the highest 
minimum standards in effect at 7/1/96, provided that such conditions shall be 
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improved for the benefit of employees as required by the express provisions of 
this contract. 

A material change is one which significantly alters or changes a bargaining unit 
member's employment or conditions of work. This Contract shall not be 
interpreted or applied to deprive employees of advantages heretofore enjoyed 
unless otherwise expressly stated herein. The Association agrees that the 
bargaining unit member has the right to elect to an unfair labor practice or a 
grievance under this Article, but not both. 

E. DURATION 

This Agreement between the Madison-Plains Board of Education and the 
Madison-Plains Education Association shall be effective at 11 :59 P.M. on June 
30, 2019, and remain in full force and effect until midnight June 30, 2022. 

F. NO REPRISALS 

The parties recognize that the interests of both the Board and the Association will 
be best served by directing their efforts toward rebuilding their relationship. Both 
the Board and the Association commit to making a good faith effort at enhancing 
their relationship and concentrating their energies on moving the district forward. 
It is hereby agreed that no reprisals of any kind shall be taken by the Board or 
Association or any agents, officers, or members of the Association or the Board 
for any actions that may have occurred in relation to the negotiation of this 
agreement or potential work action. 

FOR THE BOARD: FOR THE ASSOCIATION: 

~~" 

T EASU R 

. , 

I • llatrL 
PRESIDENT 

s~ MPENOEA/NEA" 
Labor Relations Consultant 
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APPENDIX A 

REQUEST FOR CONTINUING CONTRACT 

Madison-Plains Local School District 
55 Linson Road 

London, Ohio 43140 

NAME BUILDING____________ 

GRADE______________ SUBJECT _____________ 

Certificates presently held __________________________ 

How long have you been in Madison-Plains Local School District? ____________ 

Have you ever held a continuing contract before? ____Yes ____No 

If Yes, Where? ______________________________ 

Refer to Article IV - Section B-1 for any other information you want to submit in support of your 
request for continuing contract. 

Superintendent (740) 852-0290 -- Treasurer (740) 852-0290 -- Facsimile (7 40) 852-5895 
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APPENDIX B 

MADISON PLAINS EDUCATION ASSOCIATION 
GRIEVANCE FORM 

Grievance# 

Name of Grievant: 

Building: _________________________ 

A Date of Occurrence: 

B. Date of informal discussion: 

C. Statement of Grievance: 

D. Relief Sought: ______________________ 

Signature of Grievant Date 

Signature of Association President Date 

72 



STEP ONE 

A Signature of Grievant;________________ Date_____ 

B. Date submitted to Principal or Designee:______________ 

C. Disposition of Principal: ___________________ 

Signature of Principal Date 

STEPlWO 

A 

B. 

C. 

Signature of Grievant~------------- Date____ 

Date submitted to Superintendent or Designee:____________ 

Superi~ende~orDe~gnee:__________________ 

Date Signature of Superintendent 
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STEP THREE 

Date: 

REQUEST FOR ASSISTANCE OF AMERICAN ARBITRATION ASSOCIATION 

To:AMERICAN ARBITRATION ASSOCIATION 

Address: 

City, State, Zip: _________________________ 

The undersigned parties to an arbitration agreement contained in a written contract dated 
July 1, 1988, provided for binding arbitration, hereby request binding arbitration thereunder. 

Specification of the act or condition upon which the grievance is based: 

The contractual clause alleged to have been a misinterpreted, violated or misapplied: 

Relief sought: __________________________ 

Signature of Grievant Signature of Superintendent 

Name of Grievant Name of Superintendent 

Address Address 

City, State, Zip Code City, State, Zip Code 

Area Code & Telephone Number Area code & Telephone Number 

* Grievant: fill out Demand for Arbitration form and submit to the Superintendent for his/her signature. 
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APPENDIXC 

MADISON-PLAINS LOCAL SCHOOL DISTRICT 

TEACHERS SCHOOL MEETINGS 

Date: 

I, ___________ attended a/an ___________ 

Meeting on , from to 
(Date) (Time) 

(Signature) 

(Turn form into building principal) 

(Signature of Principal) 

**************************************************************************************************** 

Payment made ___________ 

Account Charged _________ 
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APPENDIX D 

MADISON-PLAINS LOCAL SCHOOL DISTRICT 

UNUSED PERSONAL LEAVE SELECTION FORM 

NAME: ________________DATE: _________ 

EMPLOYING UNIT _____________________ 

I have _____ days of personal leave remaining. Disburse as follows: 

Fill in the number of days on each line (to the nearest one-half): 
(May use any or all options.) 

___ To be added to my sick leave. 

___ To be rolled to personal leave for next year (One day maximum). 

___ To be paid to me. 

Signature of Employee: ____________ DATE: _______ 
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APPENDIX E 

MADISON-PLAINS LOCAL SCHOOL DISTRICT 

APPLICATION FOR REIMBURSEMENT FOR COLLEGE CREDITS/LICENSURE 

(Submit in Duplicate) 

NAME.___________________DATE____________ 

BUILDING.______________________________ 

SPECIFIC ASSIGNMENT _____________GRADE OR AREA~------

COLLEGE CREDIT 
College Offerlng Course: 

Course Taken: 

Department; 

Hours: 

Quarter or Semester: 

Course Information: 

Reimbursement Requested: $ 

LICENSURE 
Licensure Type: 

Fee Amount: $ 

Fee Amount: $ 

Fee Amount: $ 

Application will not be approved unless the following appllcable documentation is attached: 

Course Descrlption 
Proof of Completion 
Detailed Invoice 
Proof of Payment 
Copy of New License. 

Teacher's Signature Date 

0 APPLICATION APPROVED 

0 APPLICATION NOT APPROVED 

Superintendent's Signature Date 
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APPENDIX F 

MADISON-PLAINS LOCAL SCHOOL DISTRICT 

EXCESS CLASS SIZE PAYMENT VOUCHER 

NAME:________________DATE:_______ 

EMPLOYING UNIT____________________ 

I request Excess Class Size Payment for ___________ number of 
students, as my class size was (enter total number of students) _______ 
on (enter date) __________ 

Signature of Employee Date 

Signature of Principal Date 
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APPENDIX G 
MADISON-PLAINS LOCAL SCHOOL DISTRICT 

SICK LEAVE BANK APPLICATION 
Administered by: The Madison Plains Education Association 

Name: 

Building: __________ Number of years in district: ______ 

Home Address: 
Street City State Zip Code 

Home Phone: Alternate Phone: 

Before applying for the Sick Leave Bank please read the information in the MPEA 
negotiated agreement to ensure you meet all eligibility criteria. 

After reading the above qualifications, I am applying for _____ days from the sick leave bank, 
for the following reason(s): (If more room is needed attach additional pages to this form) 

1. 
2.________________________________ 

To be used to 
Date Date 

Applicant's signature: ________________ Date: ________ 

For office use only-Verification of use of leave days 
Personal days used on: ________ Sick days used on: __________ 

Approved: ______ Disapproved: ________ Effective Date: 

Reason for Disapproval: ________________________ 

Committee Chair: MPEA President: 

Return this form to the sick leave bank chairman or the MPEA president. 
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APPENDIX H 

MADISON-PLAINS LOCAL SCHOOL DISTRICT 

ONLINE CLASS COMPENSATION REQUEST FORM 

The bargaining unit member shall be paid at the rate of $30 per hour as noted in Article 14(M) and the 
time will be based upon the suggested time required for the class(es) listed on the online class 
website. If you choose payment, you MUST have completed these classes outside of the school day. 

Do NOT ask for payment if you completed any of the classes during school time!! 

You may always use these classes for contact hours. 

Please go to the website: https://www.publicschoolworks.com/Pages/login.asp?di=303&dia=sai0a 
Log in, and then click "Staff Training" along the top of the page. Then on the left hand side of the 
page click on "Your Transcript." Print a copy of this page because it shows the suggested time 
requirements for each class you took. Payment and professional development hours are based 
on "rated times" these times. Please attach a copy of your transcript to this request. 

You must submit this request (with transcript attached) to your principal by October 1st. 

Payment will be received in the last check of October. 

Total Time Completed Signature 
(Listed on your transcript) 

Print Name 

Principal Signature 
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APPENDIX I 
SUMMARY OF BENEFITS FOR ANTHEM BLUECROSS BLUESHIELD 

Your summary of Benefits 

Eclucafion~l Ptl~chM/ng GQilncil • Maclis(lll"Plains 
L4rnenos 1-fealth Reimbur!lemen.t Ac:0ounts(Viith Copay) 
Eff~ctive: Oqtober 1, .2019 

ErnpiQy~r i'ie~ltli •Reiii)b11rliem!lr/!Acpoit~t Co~trll:i.uff¢1J: 
$iiJgle;/$4;0QO famiM $8;000 • • ••• 
OedticiU:il~ 
The sin.f.Jle-deductil:ile does apply to family coverage. Single: $5,000 Single: $5,750 

Fa11,\ry: $11 ;500farnilY: $10,ooo 

Employee Britjge Amount~ Sin11fo: $1,000 
Family, $2;000 

• 'otit-of~P!><i___k,....et-'.L-'im_i__l "'"·~,-...,....-'--'-~-,'---'-'"-"-'""'"'"~•i-,.·s~~~...:~~1-S-'i""'ng-l"'"~,-$-'7,"'"75-0""".'--'"'"~ 
Family:$12;000 Family: $1$,500 
$?01$2Q ;-;.,--'-',.c-:";.-,..,.-;..,.,--; ~.0% •• •• .• • .••. -Physician Home andOffice Servioe~(PCP/SCP) •• ••• •• • • •• • 

Piit'riary Care P-hysician(PCP)/Spedalty Care Physician (SCP) 
lnC1utji11tJ Office $tilieries and ~ll~rlJY!;erum: No CoslShare 30% 

c:, ,AiiernY1iiJe¢jo11s (PCP <ind SOP) No Cost Share 30%o Allergy testing 
No Qo!it$l1are ~P%o MRA~. MRls, PffS, (>SGans, Nuclear Cardiology 

hliMifig 13tlldie$,.non:rnaternity.related Ultrasifunds and •• 
P.harn1cace~ii9als 

Prevenfive Cafe ~etv.i4e.~ 
o Rou\inemedical exams., Mammograms; Pelvic 

Exams, Pap testing; PSA'tesis, ltnmtmizations; 
Annul\1 dicibeHc eyeex:an'.i, He<Jtingt¢reilnings 
and Vision i,l¢ree,nings Whfoh a(~ lrmit~il to 
Screening tei,ts (i.e. Snellen eye chart) and 
Ocular Photo sc~eening: • •• 

~~--~~~·· ·~··-·•••• -~- -~- -~- -~~~- ·-·-·· ·.i-'-.,..-,-"--"-c-c----,--"-,-"-,-+,_;'-,--~-,.··~~~:-:..-.~::;. 
Etnerge;i9yl11i~ ~rge'tit-C~r~ 

o. E;merijeMYRoorn $ei:yjae~@f:lospital $150 $150 
(fa~iUty/()the(.c9verec1.·.11efii,ices) 
(copeyment waiwdifedmit/ed} 

o UrgentCare 'de11teraSerV1ces $75 

!nJJ?.lieQI, ~n~•. QytpilffeiiJ PJ~fesii()n~I $etvioel 
Incl.ii de bµtliJEI ri.ot limiti!d to: 

o Medica!Care )iisits, Intensive Medical Care, 
6.oncurrenhCare; Consulialions, Surgery 
ari~••a.d.11.1}Qistr~iio.hiaf•gerMal ·~pesthesiA 
aM N~wparn elarfi$ 
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Your Symmary of eenefiw 

lnpat,entfa¢ility ~eriiicl)s (Neiwoxk/Non'N~t.vork_ 
combined) Unlimited days except for: 

o ~o d~YS:ft1r pfotsii~I nieJlicine/reh.~~ (Hri]it 
includes'Da{RehaliiJitiltionThernpy $erv,ltes ()ri 
an outpatientbasis) •··· 

o 180 d~ysfqr :,kiUe{riur.singJacillty 
(>ajpiitli!rlf$]r~ytt6sptti;JiM"t;w~·~t~iv,...e=c~a~re~F-~;i!Tfv- '6% • 

o Surgefyahd administfatiort of • 
ge11er1JI ane~ifoisia•. 

.Qthe.r·outpatiMitS~rilices 
lrtcludjiig ~~tJ,19.tlimite(! ti):: .. . 

o• Non surnlcal OutpatientServices N.o Cqs(Stnire 30% 
For example: MR.ls; c~scant Chemothifrapy, 
Ultrasounds 11ncl.Qther diagn9stlc •• •• 
~utpatieJbervkes. ' ' ' • ' 

o l;liitne cijre Sehii~es 2,00 Visits 0% 
'' J;~~lµ~es1VY11erapy) ' ••••, ' 

.wetwork/Non~network combined) 
o .b1,1rabJeMecliccJl f:quip111,ent; Oftt,9ticsa1ld, NI) QQs(S~are

~rostheii¢s ' ' ' ' 
o Phy$joai fvledicine Therapy pay Np Cost S!latii 

R~h1J9jlih1tion progrnm? ' ' 
o, Hospice care No C<!stShare No CostShare 
o Amh~!<1i,c~ Sefy]fes f-!6 c~~f$"iire No.¢1J#Mare 

• AColdental Denfal Soni foes $:t,O 00 pa ~·,..ac,....c""'1d-..e_n.;..t---",-,,,.----+;.,.C_.,,.o....pa_y_m___e_nt_s...lC..,,.o-in_s_ti....ra_ri_ce'-.... -.,--+--.-30....0/i_o;.,..;...-'·,......;...,_-'----"--'---'l 
·•(f:Jetwprk an<!.NorJ,netviotk,colll~in(ld) base_cl 01rsettl11g where 

coveted senilces are 
t~ceiited. 

lfutpatfont Ther.1py$eni1ces: 
•{Cori\blned Nehiiork &Nori-Niltwbrk limits apply) 

• o PhysicJ11n·HQrne.11nd Offii;.e·Visits(PCPJ$CP) .s2o/$21l ·•~o¾ 
$20 ,30% 

.care ra¢rnw ••• 
o Other outpatient.Servlces:@Hospital/Altemative 

•Limits applyto> •• •• 
<> carctio Rehabilitation: No visit'limit 
<>. P~im 9n<11y R-~tn1bUifati9n: No \Ii sit lirril.t 
Q·· .• Phys1c~li1Wapy;,20 vlsis 
~· occui;W9nc11 ther~w 2.ovisits 
<>. J'pee.~h t6erc1py, gp v1s;b •• ••• •• 

. . •... . . o Ml!!!!eulatlontlietapy: 20 visits . . . . .· ..· ... 
Behavic;;l l:fellltti~ices:~-·-.--..........,.--------
Mentai'illnil$S. anclSllhsfolice Abuse) 

30% 
ct Phyilbian Home ,ind Offi<;eVislts 
o; •J[ip~tl~ryfF~<illlty S¢ri/i()ef ~ehefitfpi<i1,1i\Jlldjn. .. 

.icc(!rdimce with.Fedilral Joo/o 
o Other outpatients ervices@Hospifol/Alternative Mental Health Parity 30% 

:c>c1rnfaciiity • 



• • • • 

Yoyr Summ~ry of Benefiw 

.. .. . .. ...' 

o Acquisition.and.h'a 
·•1-,-,----,----;--ah...·~"""1\i-"'e""'st'c-•an(J sfor~fl....···~-~-~~~-~~---4..,__;..~--~------i.~-~~-~~'---~--1 

SeirYour Prescription 
BeliefltPla11 Sti1tlmary 

See.Your Pt!}scriptlon-
Beileflt PlailSum,naty 

Notes: 

lfrescrlption Orug$:. 

q A11 ..fl)f.di.9<\14$dl)()li.t,l!lS: ,cppayn1ents.•i3n,l.pe,y~~la~.e. (%) COiflSU[Bf'IS~ ap)llYjor1,ardlh~,q~t-'!f•P.(l(;k~i tn~)(fmum (e.)\clw9ingNon:Nttw9rk Ht1man. 
◊rii~n and Tissue 'transpJai)t (H◊H) $M1ii;ei,), On¢e. lhfM,.ilical 00P m~x iii rnel, rjo adqi(ioh'al cost ~haril applies. .. ·.. ·. . . 

•o D~d-~tJlilt(s)•~ppiyfo 9over~fme~.ica(~.e1vi¢~s lls!M vlith. !l.percen.tage (%} coin~vrahee,iti{li,!qini) ci% .. Qn¢t i!ie• d9~_uctibJeJs•i:neL ·lhe 
~pproJiri~le 6oiiistlrance a1iplies • 

.Q ¢¢p~yment\i ai'e..not 1-Wiedtto t!)ii rriedica1 MomlitM 
•0 N~tf1ork. ar{Hop-ne\\VOIi\ :9 ~9iJ<;libles, GOP8YIM~ls;colnsu ra.rJ1Je.·and,.9yl09(po,:;Ke i•·.ma~ fl1U~. a,r~. s9p arafe.-.~nd}o no_t· .~99µmylai ~ ,Iowar:J 

811Cf(/J!]i~I', 
o.· OQpen~eritAge:•lo,eMotflrnmorythwhi9tl 1f1ecHildaltah1s•ag~2Ko 0%'ili~arisi\o cioinsurari>6'eupfo'itie'rr1a~i111umalio¼able·ai'ii◊tint. fibweliifr,when choosij1ga N6n-fretviorkpro\ild(lt,the iilernber is.rtspomlbtifor· 

,,[!1.iy bal?hc~,ilu$ art~r !Ji~ p1ah JiBYlll@L .. .. . . .. .. ..• • • • • 
.o f\~co1Ja~ do accµrnui~l~foward \tie m~iiic~l QOP mWifnUll,\'.l, 
Q• Bxcop~,fs.do•nof:~CGuiiiti1ai~•tow~rctUie,ineiti6a1 oedti(:tibles ri1id.dali11otbii·deducfodirorntheHRA, 
·o $enfill'.p~rfod=fiiiendiwye~ro .rio~iiiiill'sl~i,i ioi /v'.aifriiiiy, Coverage will not be lirniteil lo 1osSii\an 48 iiodrs for av~ginal dBiivei\'.ot96 fio(frs rora ciiesrireari siiclioh: 
'o No HRAcBnllibulion an;;,uhLlil$ybfii:>IIE'd,:,vHt!) lhil. ne><l w~1\ . . .. • 
~ -~~)w_,.;\oi~lH~~i_ih's~_1vJcef Me0i~ih~11lthandSubst~fl()i~ouse oen.ei{is.pl\lVided.il) accord~me wrih Feileriil ~nlal H.e~,t~Pilrlly: ·o RreveniiV~.c1ie s~ivia'es thiit iii~eUh~ 1%uir~menfa oHederaVand stati, lavi; locludirig cerleinsci'eiirirng~;iinriiUnizafioiis ano physician visit$ 

eWcuver~q, . . .. . .· ... . . . .• . .. . ...·....··. . < . . . ... ... . . . . . •• • •• 
,(). ''N6.Cosl Eihare·(NCS};N6 de~dclilifeltopaymeilticoinsurarice up lo !hein~xinioni aliowable iiinolihL 
9 • Prh/a!fD\ilY Nuis)@".Hmit.ed t,6 $2 .vi~tt~/Qalet1dar Y❖ ar, 
Q .•y'ligs iimltet1jf/P~t~PJ1eijt p~rip,j/ ·.· ·...· . .. . . ···... .. .. ·..· .·.. ..· . . . . . . .. .. .. ... .. ·.· . .... .. . .. .. . .cf Visiohlirnited'serviceib addltional viiliori:iE<!Vices·are.co.11iiredwhe11speclfic:ill\lcvded M det~rrriinatibn otrefriidieit(rouline oplithalmoli)gical 

examirialjl,nl.r,¢h.1din(, rf[rw.;tio.n .for,.n.ei<I ilfyd@sJablislwd p~tlen!~; -anif~ Yisual JUOGtional.scre~oihg{or yisLial ac1,1itY .No ~,idilional • 
oJihi hal~1<iio~ ipal."' ~iyic~ ..erf. GOYff l"l_d. ~s P~.rt. qf lh~ mediOal• cqv~ra,~e. 

j w~ ~OlJl<lg\>YQU /q n)V/~r,ll1e,$Ch$';l~~ ct 8Arj6i(\sfqr lim~alf0!\3, 

·*8,rtdge.is hPl•lir1lrJ0Jtfll1Ce'l\lfni.mJ1,j.cloEi~hol@li®rin the. t;;e11ifj\:~le,HRA.fullct§ ~n be.l1saj fotti:JV<li'W/ me9iclllserviG!lSUni)e(Jh.~ lier@frt, p[e~•!3)idge~1\191,lhts mw be·. 
_r%ft\,:;~d i_l_irIJ~flli\ls"l pf" e~nwd arl(_I fy Qqninti0i9n Roll9ver~T!10~nls ifJ~LAlSeq1Jeni yea1s, t mplq/er m1,13frwnd iryorder tore oori;i1dere~aH~~th$ein'l)qrse,mn!Ji;:;couni Etii'Jtv~i:fot1Sfii«iihi~fo ruh<li<i/'the Einiire~ar at rne H~Aiw'ei in<1~aM ••••• ••• • • •••• • •• •• •••• ••• • • • •••• • •• •• ••• 



Precertlfication: • 
•M,rttber., are ~'.1?9Uraged lif$lWays qb[ain p1i6r.apprw.ii vihe~ Uol/lgTIOtJ'.tlel';VOfk: prwitj~, pr,;qerlifi:ati\lflv,jii t\eip !t1<fl)le rrn,er il)ioW if t~e SeiVIJe;; iiri)-portlict€j;e1 nr;,l
mMidailV necEBSaiy. • • • • • • 

_ThiS symmary.of Jii,h~tshasbwnµpdatedto cc,rof)/;'.with federal and ~tatii re(l1lrefii~/i!s, ii\tjl.idir\gappr!Crol4j:,rovisi6ns•or 1J1e·i'eqe1111y erl'd(:\ed(ederaf h8iltth'oare• tilf9,i:ri1 
·.1al)'~iAs 11/.'cl tec~ive addit/onsi guiJarr::ean~ clehf1C/i!10~ ◊nme,nw1 hea_ltl) 9are ref¢rrnlaws fiorri tll(i (,($, J)l)J)a1ini,;nfofl-ieaiih andH~ irl(iri$eJVices, peptiitrrientofLaoor 
and i~teriiai Rwenw servic~; we iiiaylie re(JIJliBd io mak~ additforial cha!l~EB to i1i;: suiiiiiiary of benefils • • • • • • • • • • • • 

Thi!s si.rn)rnar;, Qf _~Mfi!s is.inlil!l~d 16 be abti9fo~Ui~ of c_i,ei13i,e.Jt)!i .ef'Jtlre j)r()\l(l!OOS !,f be.~ii\3 ilfl(! exqlqsji;i~ aii)99nJairte,;lili'ltie Group Coiil*t:.G~ilif!C!lt~ ari!l 
E,(:hedtie.of B~nefils. In nw o/en!of i\ conOic/ btl!~1Ben ifie Gr0up 9(lri~t '.an,d ilfo de::c1Jplion ills) ten1:i, offt)!i .Qrqip .tor,ir<id Wili 'ri·evail, 

l?JJ!.!l!iQD trisJ~tm'f!.<!i_glil~'!!)2f~sj,Ji'I&.}.!lllit~.!!.€fl12:!2d!ie'.F..\'~~21~2.&S vLlb2t!l~'ft) d~!$ ih_ci~;ia_te_o~>•...·._·-·~-~-~--~----~....... 
• ;il.9lt})riz~q i)rl)(lpsiglii:i1Wi'e (if~pplt,a~~} • • · ·. · • · •.• ··. • • • • · ·. · • • • · ·. · • •. • • · ·. · • • • · ·. · • · •.• ··.· • • • • · .· • · •.• ·•. · • • • • • ·.· • ·•.• · O~lf • • 



Notice of:No11discrimination 
F~cieral. civil dghtsJr~wt, prol)ibit qe1tain healt.h prQgra111s at,td a,.:iivi~ies fr91p <liscrhninating on.the bas1s, q:f rare, 
pql01-, n(lti~ual 911gin, r1.ge, (lisabiHty, or .sex,• 'fl\e. laws aPPLY fohealth progra111s and· acfryitkis tlwt receive fur#in& 
f1-wn the Ft>deral goy~r1)iuej:lt, ar¢, tid111ii1istereq,by a Ft;iqera+ Me11cy O;r ,lff offered (?11 a public I{ealth Inst1r~wce .•.• 
Marketpla<;:e, Healthplans that ai.:e subjectto th~ law:;; hielude MediGar~ PartD pla11s, Medicaid plansl heaHh pla1J,$ 
offered by'issuers oh Health Instfrailce M,frketplaces,.ai1d cermli1 employee health benefit plahs. Ifyoh ha\,e 
questions about whetherthese Federal civil rights laws apply to yourplan, please contact your health plan ntthe 
11u111b¢r .in ypi1r be1re:fitpl:ill materials, 

Jf yoqt he~Jth pbn is svbJ¢9t t9 the$e Eeciet1\l civil rigl1ts laViS, Jt GQnW1fos \vitlttlie laws1111cLdoe$ t1ot tliscri111it1ate 
cm the ba,$is, ofrace, cplot, national odgin, age, disability, 6(sex: at1d doe's' iiot e'xclttde' 1)e<)Ple ot ti'Mt thein. 
differeritlybecriitse bf.face, color; 11ational oi'igin, age; disability, 01'sex. • • 

Yom hea:)thpi?n: 

• fr◊vi4¢s approptH1t¢ ,aiqs an:d spryioes,frey 9.f charg~~ whe.n ttec¢ssarJtq eti$utfthat peqple ,vjthx#sabilities 
h~We' an e'q(ti;l oppc:,itUii~tyto comini,iillcate effectively with tfs, :,mch as: • 

• Auxiliaryaids atid sehiices • 
• Written1nformation in either fonnats (large print audio; accessible eleefro1iicfonnats; otherfo1111at<i) 

•;Pi:oviiles latig\lage assist~nce setvices., free ofchatge, :wJ1en,:P-ecq~:;,;ru;y to pr◊Vi~e meani11gfpl ;l'ccess to peopk 
\Yh◊se p1'it,11?1'tla11gin1.g~ is pot English, sttoh afU • • • • 

.. QWi:Iiffod J1\tetptete1tf . ..• 
• I1ifoi111ati0:1i ,vritteniti otherlring(iages 

If:'y9c1 11etci fllesil servic~; c<),11 Cllst◊p.;te1· Care atctfo?'.ph()n\:) ninnl?erop yqur ptlne:f;1t ID card, 

Ify9u b¢li¢Ve Jh¢~~ se,,-vjces J1a;~ie Jiot bee11 liJ?J)I'?i)J'fat~lyprpVj(le:clfo Y◊i.i orNn have beet1 disctimmated ilgaitwt 
011 ihe basis of i'/ii.l¢, c.olor,:i~atfon;ilotigin, .µge, disabiHt);, 01· sex. y~)~l can file a griewitlQe by timil, fax; or efoail 
Withyoi1rheaithpliili's Civil Rights Cboi'dli1ator. , • 

Yqu H}ilY ~l,i;p co11ta~t (,'u~tom:erQi1re and we will, dit.-eqtyoiirgr~ilYatlC~ W your hi)a:1th plan•~ CiyH Right~ 
G'.qqt<Jitiafo.r; 

Nohct.i.sod.1.hinMionGde:vahce•.coorditiator 
PO.BOX 6590; Lee's Stii:i'ilhit, MO 64064-6590 
Phone: 1~866~526~4075 • 
'fl'Y, l,800~$6'3~5488 
Fax: 1-855-245~2135 
F.\11aJl: llPi1dis6J'lJ,tihtaHon@cvsca1:emark.p9in 

Ifyou freed addhio1ialheip filing ll grievance; y<Wfr health pl,frts Civil Rights Coordinator is nVailable to heip tou. 

Yq11 Qan a)spJil.~ a civH rigl1fs C.PWP'lai~1t with theTJ;S, D.;patinJetlf 0flk1:1lth and liunrnn Seryices; OfflceJot GiVil 
llight$ ~lectrq11Jc!1HtJht'oµgbthyQffice fqr·Ctvil Right$ Qon1plai11t·Pottcil, \Wailablt>.at 
https://qCij?orlaLhhs;gov/Qcr/pottal/lobb:y:~sf9i• liy ttiml Oi'}Jhot\i,l at 
US. De'paitt11eiitofHealth and Hti1i1afiSewlces 
200 fodependenceAvenue,,SW 
i<,qo111 $Q9,1\ HfIIJ B11i14ing 
\Vf}fhi~~Qt:i, 119 zoioJ .. . . .... . ....... .1~soo~s@, rnt9, 1~$0o~s37~7q9'.7 cr:no) 
Co:rnplaiiltforrils.are available .athttpd /www;lihs.gov/cic1/offici;i/file/fodex;htnU. 



EPC - MADISON-PLAINS: LUMENOS HRC 

Summ:u:y-0f Benem:s and Coverage~ W!l1rt: this -Plan Covers & Wi..:r:at Y<m Pay F01: Covered Se..rcic::es O:>,erage Paeri,::id~ 10/01/W19--- ®/J1J/2<'.t1.~ 
So-~..hwe:m~m OHE<lucatlonal :Puxchasfug C,;,,mcih ~fadi.~n-Piair;,s HP,.__il,. Ph"m Coverage for~ fodwid.ual + Rm:ttJy f Plan Type~ CDHP 
w/ C.:u-e-?.'il.ru:k - 034 

ss~ooo/mcfu:itlwl o.i: 

$10,(W-0/.fum.ilyfo£ To.-1'-J-etworl:: 
P.r.:o,;;:id,m;_ $5,750/inoi;;irl:m>.l O! 

S.11,5-00/fum:ily fix Out--of-
N.et:woik Pm;;idefl_ This BRA 
ac:rouut,1:ein:ibu..~es v= fur 
certsin dedw:::tilile.s znd 
coms-rmmce amounts upto 
$4;000/ind..<cicrn.al contract or: 

dedl:ictihle 2.m.ount befu.re this ofan beem.s tc vav_ Ifvouc :hii.ve oth& :funtlv:members ou the~- ... ~ .,, 

u~ eacli f'amify- membei: ml.st :i:r.eet their own irui.~d£,d1.ctib:le u.ntil: 
~ 

ilie total amount of 
deducltbk 1::A_!?enses paid by all fum:ify members meets the o:ve;cill frunily deduct1:i-1e-. 
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th.is sectio:a.. 
~·Up to a 31)..day ::a~pply 
l\..iatl-Ot:d= Up to a 90-day ~upply 
You mayneed to obtain~ dro.gs;, 
incli:u:Ellj; c.,,mm &1:)€cial.tf ~~, from. a 
pilfil:ma.qrtlesignated by u::L Certain. d..,<ngs 
mavm'l.'e .a :Pce-Notifa::ation ..:eqmcemem 
o:r may result in at:ighe£ cost. 1fyon 1.1re :a. 
nou-nenvorl;: P.b.ru:maq, yen a::e 

~~ 

* For mo:re information abo..u limitations :and e:s::c-epoom, see plrn o:e policy d:oo..ment:at rrttps:! /eoc2.ra:he:m.com/eocdps/~s.o. 
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use a lowe:r-cost dru:;?;(s} prior to bene5.'11. 
u.rukr ym.,...£ poliq b~mrai.lib'Ie foe 
cerui:n pi:eSrebed d:rn~. 'I'i& 1 
Con~s,;:c_..'el:ed at No Ch~ 

•• • • < • ·, the web-;;ire futed fo.1: iufo:i.mario.-a o:c. d...'"llg:S 
•• , >:•:..•,::·•.<..:.::c::·> cov--d'.ed J:;v7ompla:l. Notlilldro.~are 

·,i, Formore rofourumon about fu:citatioos .md e:;;;ceptians.,_ see pL111 orpoiicyd~:at h.1:tps:// eoccmmem..com/ eocdpsi~so, 
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. 

• Arupun:c,.'ure • He~ga.~s 1/eac eve:i:y 3 y~-s. $2:,500 
~/benefit p:e:riod. 

• :MosteO"Jeca:ge p:rocided outside th,s, Uruted • Pmrate-dnt:ynw:smg =lycovexed in fue • Routine ewe care fadultt .; .... .. 
St'!:tes. See W'W'W.bcbsgkibalcore,com Home. .82 visits/benefit period. 

y.,,m F.:ight.s. t-o Conrinu.e 0::,..-ce~e The.re a.re ~'ies thatc:an help ifyou'wacl: to .confume your CCP.:renge afre:c it ends. The contact m.formati.on fo.r: th.ore 
ageooes i~ D~mofHe:tlfu. :!llldHumim Ser'if,ces, Center fuf. Consume;: lafo.onation :and I&--u.-rauce Ore!Sight,. 1-377-267-2323.:;:61555, 
Ww-w.wjo;cmS.gQ:'2:. 01:he! COV'e.J::a:ge aption-s myhe av.illable to JOU\ too,. iadti,dmg buymg mclividual ii.Nu:tfillCe cove.cage tru:ough me He.al:fu 1ns1ID!£ire 
Market?fac-e. Fo.t more info.cmatioaabo~t the 1'.f?J:::iretph:e.e, visit~.HeaJthC:.u-e.gov ,o.r aTI. 1..:S00-51S-2596. 

y4;;,u,: Grie:s:;;.;,:uce :imd,App,a.··tls-Rights: TheJ:e -are agc....:n.cies tfurt can help .ifyou: have a com)_?bio.t ¾:,oamst yotU: ,"Jlau for: .a ~ ofa d:aim This complaint .1$ 
lCJ.'.'.Iled a g:-.Je.v.mce or:~F01: !l"'..oi:-e iufa.anation abcrut yow:~:!Dok at the e:pk~-011 ofbenefitS' y--ouwill£eceive fut tl:mt medical scfai·m Youz:: :plan 
tlocJ.i!nents iho p:cmf,.de complete m.for:marion to submit a.cl.iiJ:n, ~ -or a gpeUJ.m::::e foz: any L...a;a.."On to yoru: pm Fo:c ma.re m:fomario:n :abOl'lt yo1ir :rig'-.ui:s, 
tb1s :notice, or assis.tmci; oo.nmct.: 

ATTN: Grie-ircllces 21:rd Appeys-, P .0. B:'.}x 10556S,Afunta GA 30348-5568 

Depm:tm.eru: ofHe.!lth :.:n.d Hwnan Se.£Vires~ Cent& fo.c Coe--umer kfrntion zndlns,w:aure Ov-ec~ 1-ST.i-267-2323 ::;:61565,w,.:,;w..cciio.cm:s.gov 
* Fc.t more mfo.r.mru:io:n about liroitations. me! ezceptio:n.s, see plan o.c policy doCl:'.mern: at~: f / eoc.a.t.there.:com.lei.."ted_ps/aso. 
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Does thls pl!m:t pn:::,;nrle 1'.:fmm.lw:u E:,2entiru. Cove1':lge? Yes/No 
Ifyon. dor{t b.ave 1\JI.inimum EsS1Wti:tl Covernp,,, fo:t: a moru:h,. ycU:"li have to make a payment whenyon file you:: tax ren:w:i. ~e.,--s; yon ,qt..afu'Y fot.: :an es:emptiou 
from the .1:equii:emeot that you ha,;e health co'liemge fo:i.: iliat m011th. 

D:.e:s ·this. :p:hm n.~,r ·the ~milin1sll'll V :;tlue Stwda1ns:· Yes/No 
ffyou.:~ doesn"t meet :fl..,, ~11:1m Vrune Stru:11hrds, you mybe eiigihle for :a pre:roinm tcr c::e.dii: to he]p :p:m pay.for a plau fu!:~;gh the n;iru:h--etohice. 

--------------Ti 
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ii: The phul's over:all deductible 
mSoecialist cap,rynu.!nt 
ii Hospital (facility) coin:n:tn:.t1ce, 
B Ofuex 99,i;wtwt...~ 

$5,.000 
$20 
0'/c, 
0% 

This E.~A.1"\fPLE evait includes senices 
like: 
SueckJ:isr offi-ce ,;ifilis (pr~ium:} 
Q.Jildbirth_!DeliveryPm:fession..11 .Semces 
Childbim:l/Da'1re....,y Facility Semces 
D:iasnosri.c test-:, {uJtn:urJ:mJ.· ami f;t1tJ:i ~'f 

ii. The pfan's ,o-,,eraft deductible 
~- Speci-afut cqny-.r:rre.at 
El· Hospiml (fm::ility) .coia-sui::iwa 
]l!! Other coinsuagce: 

$5~-000 
$2:0 
-0% 
0% 

This EXA.:M.PL.E ev-ent includes s-emces 
lih-e: 
Priw.a:r, care phvsician office mts t111dtid.m_i!, 
~R:Mtl.CatlfJ•llj 
Diugnosti.c tests (l,~IJ.w-k) 
Prescription drugs 

Ji- The pL-m's oveiall deduc:rfule 
!iii. Sp-eci:aiisc cgp,;_;p:tffrSJt 
• Hospital (facility) cawSlWfflce 
ffl' Othe:r ccimunru:e 

$5,.-00--0 
$20 

This EX.A.r.."\fPLE even.tinclud~s semces 
like: 
Emer,gem:yroom cro:e (iad;;.di.JJ_g lJJe.di!:af r:.pp!i!SJ 
Diagn.os-ric test {x~rry) 
Dm:a.b1e meclka! equipment {tr,mhb') 
R,;;habilit:i.10-011:. s.emces {}i?J,!i:i::ltkJ'(lpyj 

Specialisx -visit (t11MJ-:thcs·i:t:1} • Du:rabice medical equipment (g/uc1M2 mmf'j 

Tu.du.ctfules $104 
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PRESCRIPTION BENEFIT PLAN 

Madlson~Plains HRA ~ 10/1/2019 
lfyou have any q0eiitions aboµt you(prescription plah cir.cost$, call t.is at i-888-2O2~i 654. We can help any tiMe 
after yt>ur plan starts.FdrTOD assisti.'\hce, please ¢ii.II i~BoO-863~5488. 

ShorHerrn lllledJc:ine$ Long~Tenn Medicines 
cvs caremark Retail CVS Caremark MaiiService or 
Phan:naGY Network cvs Pharmacy locatioris.(up td a 

... JUp to a~Q-oay supply) ·. ~9~9ay~~peiy) 
Generic Mediciries ~10 for a generic medicine $20 fora Qeneric medicine 
Always askyou.r· do¢tqr if thete's a 
generfo 9pti9r\ available, It cou.l.d 

Preterred•Brand-Nah\e 
fy11:!cl1cin~s 

$~.b for ? pr€>fEJr(ecj br.-inc!-ria,me 
ni~dipfile 

$60 for a preferred brand-name111;i:li¢iM . . .. . . . .• ..... ·. .· ...· ··. 

!f agenerfr::ls /i9t ;3,\l!;Jill'!b}Ei ClJ' 
appropriate, ask youfdootor to 
pi:e~cripe, fr9rny9µr pl,m's 
_pr~f1rt~,c1.RttJ,$ )\\it.. . 
Non..:P!1lt¢rr¢cJ 
araod•Na\tte Me<:!icine$ 
brugs ttiat .aren't on your plan's 

$50 f?r {). r'!on-prf!ferre<:l 
brahd-name medicine 

·s1oq fora noh-preferted 
bi:~hcl-har:ne rnediqihe 

preferred lisf will <;ost rnori;). 
.. ·•"'. ...... :. \•:c::-:·· •, ,,_c ., ••• ,,,_ •• ,,,. ~ , ••_ ·-•·,··-· ,.•---·.·•:. o,"-' ., 

Maximum dutcof,Pocket 

Cflrtaih medic?tioris may require priol'ai.ithori;zation. Please «ontac;t 
Prior Authorization· Customei: Care tolHree at i~888°2O2::1654 orvi::;itWWW.'catem3rk.oorn 

..·...• •for ~~(ifi?~tif?••.QfPripr aqth()fi~attoh.t'j99kari}ent$I)1111ifl!ii'Stii1titf{uir~IIJl~lfii;z 
Copctyment, copay'tj' i)oiJ'\$(,lriuJ«f\ /rl~aris'the arn/iunt <1.'r.ilan memllerfsretj\iited!o pay fo( a prootriptiori iri ai::q¢rq,,.nc$ji/Hh aplari which 
maybe fi d~duclible, ·~ p~rdei'Jtci!,iil ofliie pi~~/iptibi1 price/a ftXed amoui1tbr oilier cl\arge,Witlithe balai1c~; if~Y1 p,tjd bya Plan. • 
Yourfaedbacki&' if)1pQrtanl a$ it helps U$ 1mprqv0 our 881'.YICl'),.Plea.se con\ac(us with any questions or cone.ems at 1a888°202-16fi4. 
Yowvriva,;y is impo,tanito ws.. Our;employees 1;1{8 trained re9an;ling Iha i:ippropdateway to har,ctle private health ihfom1alion. 

i471,wkL-iv.¢Hci1og__MocJrhsr_cus.rotvHs1.o· 

Y6ur privacy is'important to us ..Our employees. are tratMd regarding \hE! appropriate way to haridie your piivate heaith information. 
©2018.¢\JS. Carem11rl\,Ai(rlgn\s reserved, 1Q6-46651A 0$2li$ 
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VISION BENEFITS 

YourVision 
Benefits Summary 
Get the.best 1n eye care and eyewearwith Madisoh~Plafns Local 
Sohools and \ispt Visfon Care. 

Ue.ing·yout V$Ph~n~flt·i$ ¢<'l$t 
• Create an account at .vsp;com. Onceyour plan is effective, 

r<Jviewyour.benefit information. 
• f;ind an eye care provider who's tight for you. The decision 

)syouts to make,c.:.choose aVSP provider or. any 
out-of-network.provider..Jo find a V$Pprovtder, visltvsp.ce>m 
or tall soo;a77:11l)s. 

• At your appolntment;'teil them·you have \ISP, There's no ib 
card necessary, ff you'd like /;! 6ard s1s a referen<::e, you cs1n 
pifrif \lne <'.11) vsp.¢0/i'.'i. • 

That's It! We1il handle the rest-there, are no claim forms to 
complete when you see a \ISP provider, 

B~st t:y~ Ci;tre 
yqu·11 t1et ,the. hig\1e$( !eve.I qtca/if, fr\dudJi:ig aV\lel!Visioii 
~i;ar:n~;., thamosri::oi:npreli¢nsfy'e e)(arn ¢les/gt'1¢<:lt.o cit::t$Creye 
ai:id,healJh ¢◊ndit1¢rt Pll!s;W.h~ii yqu see avsp provicier, you'll 
get the mi?.~t¢,ll~ 1fyour benefit. have l9V;t¢(Put-of~PQcketcosts1 
and yoursatlsfa.ction Is guaranteed. 

¢hpi¢~ frr E'.y~wear 
Frqrn classic styles kth<;J lat<;Jst desfgner frame,s, you'IHind 
hundreds of◊ptJq1\s. C~'i:ici~e from ficit.uied. tram~ l:>ranct.s 
like bel;le"',PalVJri.Kl!'Jl~; G.ole H/i\ar:\, Fle><oi1"', Lai:::6ste; Nike; Ni(jt') 
\Nest, 1c1rid. trio.re\ Vliiifvsp.¢ori.i to. fititl ii. Pre1T1.lei: Pr¢9i$rri 
location who carri0$ these brands. • 

.:Plan ·ltjfon:n~tlon 
ysp Gov~ri!ge Eff~l?th/e bate: 09/r:i1/2orn 
V$P ~ro.v1cM N~tWork; V$P $tgnatllre 

Automaticaliy .get an eictra $26 to .spend when you choose a 
featured frame brand like Anne Klein; bebe''\ ¢alvin Klein, 
Flexori'\ Lacostt\ Nike, ~Jlne West; arid more.Viiitvsp.com to 
f!r:itl $. prqv1i;l¢r 1;vh9 carries th¢se' br£ci11di.: 

•~i1f~;W;t~;lr;::,~:1tii~tti:~n$~ 
d.overag~.,arid e~cldsive- ifavthgs.• 
JHid j?l'9ftip~ltjfl~1,fdr•VSP. t'l1emb~r~, 

.•.~~~~~l"l9m.oilon .sti~~!<!.\Q ~~119& 
no14\)Jll!on :Sol.vf¢0.l'lan. Ai1·1tgtitn:roset\lefd.'Vsl?. VSR Vtston·earo toi ute,iindW~IVJifon•Ela!m. 
er~:r.09/st~.1.~9 ~~~~!l'••!oi:.of.1/f~\a,.MJYll'(i .f!!.an, f.le~on.'t~ ~ res!~.,r.!l</..~•ij.el'!)ai~.91:~.~.re.~or·
F.>/!!tNear; !no. All o\hor.com)litiiy,oames and briirlda er~.·uademark$ <iftegl•teiod ttad&liiarl<a 
·o.f .11,~1 /~peit/Xfl•)Yil~•~. " • • • 

_ . . _, -": • Once every service year 

tt~is~~f1g',~!~~:t::;u;;;n;;'1;r;-~:idrs~l;6t,;;;·•·-

$10 

;,Jgs,j(; .- ; 

,-- · · • • oHratne~ • •. 
IaC!Cdod ,0 ,cC !,• . '~-/ - $170 alkiWance for featliied frame 

:"F,~m~ _,_2•c·---~ •. '-':.:~:':fl bt8ridS , Pres~rip1:ion 
.J~~~"8f, ~.'1'1-l • ·2oo/o saVing;:'.rOn th~ amo.unt-o.ver_your·.f Glasses I 

"" • ' aflbviance ' . .·. .·. . ii~/.if'},~I • once av,;,iy oth,;,fservic:eye<'lr 
-----·-•·_]Included In i 

!Pies<iriptJl:i/1 
Glasses['~tilt;.:;;:; ~1Iii;;:''M'''"'' 

$0 
ii50: $i$0!:i~li]~~;~ti"J :·[~~{;r;~~i::f:35°4◊% on other 

1;.'}:'; Ji •li'SC}~_. 

,\\\J • "dnCe ~yecy··~~-iviQS yij~r 
':,:· :i,;-t$1;6 ~li~~~n~.;f;;~;nt~~ts and i -- ·1 

cbritacl iens exain{fittlng and \ 
evalllal!()fi} so 

~~::ei~r;~:~;111::t la-nse~am , _ _ _ I 

,.'::-" -; • -' ~-- - •T~~at~,mt~a~il dlar;;~;;-; ~f ;y~ - • . ~ •-- -- - ~- -~- -7 • 

conditions like pink eye, vision loss 
~nq mi>hflClrliig of qat~ract~. 
glaQcoma and .t:liabetic r\i\inopathy. 
Lili'lltatioris and cobrdinatlbi'l with 
tneaic~icqveraga ma:re:Pi:ily.f\sk 
yow VSP dodorlor de\alls. • • 
As needed 

f¥tr~\i~)~·~[i}?'i}!it!irl11tt1~~~li~~!'.8m~·bra~ds:••_~o to•-, 
$Q%lii\Vi(lg!i on \;idditi6haJglii$SE)S ;3f\i'.J Sll(l9IEi~,s.es, 
lnoh,1ding lens E/llhancemerits, lrom the.same,VSP pro~ii;for 
oruhe.same.dayasyburwellVlsron Exam. 6r get 20% 
ffohi ~n:Y V$P prl'ivJ/for Wii~i.ri 1? 1)1\'.i.iiths ot yout!a~\ 

t~i1!iri~~;}l·faf{{ff,~;;:;9•~0~~:~o-,~:t,0:-~et;n:1·.s::~epln9 

·- ,,;~/ l;i):::;:;:~a;::;~~-~o_a.~~l~i~i~n ~am . 

.;:,);c'\t) • Av,;,rage16o/~ o!Hheregular price or 5'lkoff.the 
,,:,·,1,", 1'1 promotional prlcetdiscounts only available from 

coiit(abtad Jacliit1e.s 
.• AftefSUff,JElry, useyor.irfran:ie.allowance (if eii;i1ble) /or 

•• liisses trotr1•~~Y.Y~~--doct6r • • ·-···- .. _ 
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DENT AL BENEFITS 

0 DELTA DENTAi: 

Delta[)ental PPO (Point-,of~Servi~) 
Sµmmary 9f D~ntal Plan 8enefits 

for Group#5t5$0-10$0, lQ~9 
Madison Plains Local $cho6ls 

This summary of Dental Plan Benefits should be read along with your Certlficate. Your Certificate.provides additional information 
aJ:rciqt yo4r Deilta Qetit<1I pl<;1fl; lhdtJding ir\formatiqn iltioutplan exclusions andJrmiJatlons. If a staternentiri thI$ $ummarv cdtif(lct$ 
with astatement in the certlficiifo,the i;faterneiitiri this sumrriilry applies to yc,u and you should ignore the conflicting itaterngbt1n 
the Certificate, The percent<11::es below are applied to Delta Dent.;11'.s all6wance for each service ancllt may vary due t6the dentist's 
network partrdpati6n.* • 

Benefit Year -January1. through becember 31 

Cov{lred Sel'.\iic{ls -

lflfj~~~ft~1~~~~~;;<e: h ~\~~r!#Gfhi~t@· 
li:;?:ff;relill'~JN$i,i .::Dr1;iD1,avt?:Ci:< 

··"' Wheh vou r~ceJve.i;ervi¢etfroro ~.NoHpartidpiJting Peritk,t, th., p\frcentages ir:\this eolumn indicate the portion of Delta Dehtcil's 
Notipar't/cipilting Dentist Fee that wlil be pald for those servtces, The Nonpartlcipating Dentist Fee may be less than whatthe dentist 
charges arid ybli ate responsible fonhatdifference, • • 

► Oral e>1ams (iri¢1uding i;iv;iluatior:\s Wa specialist) arepayableJWice per calenclciiVear. 
► Prophylaxes (cleanings) are payable twlce per calendaryear. 
► Peopie with spedficat~tisk health conditions may be eliglblefotadditionalprophylaxes.(deanihgs)or fluoride treatment. The 

p.iitletit shc:iLJld talk With his orhefdentrstabc.iut treatment. • • 
► J=luodcle treiltm$Iit$ at!'! pay~ble twi¢e:per calencl;ifyeaY with no age limit 
.► Benef(tsfor bttewin1:: X,rays are unlhnited. Fultrnouth Xorays (which indude bitewing X•rays} are payable once In any three0 year

period. • • • • • • • • • • • 

► sealants are !'f<lYabfg on~f Mi: ~c:ipthper three'-v~arr.erlo<;(fcidhe oc;ch,i~al surfac.e qfpe)'tna/lEmt rnqlars up tq age :1,4. The 
surf/ite rnust ~¢. freefrprf) .decay andrestotatic,(ii 

95 



► \teneersare payable on any tooth once pertoc:ith per five0year period, 
► Composite resin (white)restoratfons are Covered Services on posteriorteeth. 
► rvterailt¢ i(ilays are<:over.¢d$$rylces, 
► Potc;el;iin ahd re.slri fodn~s oh cfowriScire qptlonaltreafrnerit oh postedor teeth. 
► NoCusfomlanguage.Entered! 
► Implants ahd lmplantr~lated services are payable once per tooth in any five-year peHod.
·>' :qcclµs~I gµatds.~re pay~Die qnc¢ in aiiythree~vearperiod, 

H,wing .Delta bentalcoverage makes It easy for youi:o gefdental earn ,iimost everywhere in the world I You.can now receive expert 
dental care when you are butside of the United States through our Passport Dentai program, this program givesyou access to a 
Wqrfdwfde r:ietWqrk of de.n~i.* i;if1d.#ent11l.ci111Ics, Er:igl1$h~sp¢aking ¢ipeMqrfare avaiiabl¢ around theciock to an.~wE\r q\le~tiqris ~nd 
help y6u sched iJle.i;are, For more irifohti~tlt;,n, checkolli-Web site or col1JattY01,lri ben¢fits represerita~iveJo get a ¢opy.of.Our 
PassportbentaHnformailon sheet. • • • 

l\llall.illlurri Paym~rit-$1;500 Per pet~dntotal perBenefitYe~r on all seryi¢~s ei<,tept orthciai:ititiq sehtlces, $1;000 per pifrso1\t9fal 
per lifetime qn or'thodoritl~ .services. 

C>edticti~le -.$25 QedUctibl¢.per per$cil)t¢ti\l per.13eriMit Year limWicl to atiia~irnu.r(i' Deductil:ile pf$50·Per farnlly.Per Benefit Year, 
The Peductible does notiJpply to diagnostic and preventive services, eme.rgency;pallii;itfve freatml'lnt, brush biopsy, X0rays; secilaots; 
and orthodontic services. ••• • • • • 

WaitirigJ.>er1<1~ - Employees who are eligible for dent?! benefits ar;'i i:ove.red on the d/lte of hlre. 

E(igihle. J>ijoplf ~ /\I1.reglifadv scheduled t¢ work er:nPl<iyees of the. C,Qt1tr:actof;subJecfto tf)e b9arcl ¢0ritract (10~0) v,,hq ch,:;ic;\$e the 
dental plan arid COBRA (Consolidated omnibus SudgetRefoticlliatiqhAct 6f19!35) enrollees 110S9J, the cc,stofthis plah will be 
.deterrrirned by the board approved Gontratt. • • • 

Also eli~iple arey<:iur legal spouse and y9ur thildren fo the.end ofthe rnorithf n-Whkh they turn 2fi, indudir:ig your ¢hildr.en who are 
married;who no longer live withyou; who are not your deps,nderits for.Federal income fax purposes, and/or who are not 
permanently. disabiecL • 

Yoµ and your ellgibls, dependents must,eorollfor a minimum pf12 months. lfcoverageJs terminated afterii months, yoll may not 
re0 enroll prior to the open enrollmentthat occurs at least.ii monthsfrom ffie date of termlnation. four dependents may only 
~11r.Q!i ifyqU 'i;lte ei)rQileq (e1<ceptunqEir C◊$RA) a nil mll?t be e11tolle~ lri tbe s-:i.frle pla-t:i 13s yo~, plary ttJaf)ges 11/forili/ ci(iqWed durflig 
e>fleh enrbllri:\¢nt perkSd$; excEipfthafari election mav be/evoked or changed at anV time/ ifthe ¢hange i,s tbe resi.jlt bf a4ualiJYirig 
event as defined llnder Internal Revenue Code Section 125. 

.If yoi/and yciUr;,pQuse '3re !i6th eligtbleto $nfoll in Tbls Pian as Subs¢ri!:>ers,vou rriaYl:ffetJrql IEid tog_eJber ◊rt i;ine application <ir 
sepc1rately on individllai applfcatlons,btit not both, YourDependent Children may only be enrolled onone,application. Delta Dental 
will noh,oordinate benefits between your coverage and yourSpouse's coverage. ifyou and your Spouseare;both covered as 
Sub~<:dber$,uridEif T:!1is Pl.,p, • • • 

Benefits will ceas.e on the ias:t day oHhe month fnwhich the employee is terminated. 

Custqr:(ler SE)rvj~e Tqll,F(e~'N~tnb\li: ll09-.:i24'~.A4:9 (l)Y.\1s¢rs):al[ 711) 
www:Deitabental6H,com 

~ebruarvii, ib1s 
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PREVENTIVE CARE BENEFITS 

Antl1e1n. 
RlmiCross :SluaSl:iidd 

Getting regular chectwps and exams can help you stcl"JWell and catch problems early. It may (Nen sm.reyour i1re. 
our health plans otrer the s1uvices listed In this preventive aire mer at no oost to you.1 When you gettl1eseserv1cestrom doctors In 
your planTs network,you don't have to pey atTyth!ngoutoryour m-vn pocket. You may have to pay partortl1e costs tryou use adoctor 
outside the network, 

Preventive versus diagnostic care 
Whats the difference? PreventNe ca-re hetp-s protectyou rrom getting SICK 01agnost1c care rs used to tJnd the cause or existing 
Jilnesses. F'or (!)(ample, say your doctor suggests you have acolonoscopy because oryour age when you have no s-;mptoms. 1hat's 
im,venuve care. on the other liand, sayyrm have symptoms and your tloctor suggests a colonosropyto see what's causing them 
That's diagnostic care. 
Chllrl prwi:ntiv~ earn 
Praventl'le physlcal exams 
screening tests~ 

o Beha\!loral counseling to promote ahealttw diet 
o Blood pr1:~surtt 
o C:ervlcal clysplasla screening 
o Cholesterol and llpld level 
o Depression screening 
o Development and ba-havlor sc11,enlng 
o Type 2 diabetes screening 
o Hearlng screening 
o Height, welgrItond body mass Index CBMI) 

1nm11.rntut1ons: 
c Diphtheria, tetanus and pertussis ~.vl1ooplng cough) 
<i Haemophiltls lnfluenw typiI b (Hit,) 
o Hepatitis A,md Hepatitis 8 
o Human papl111J111&lrus (Hf'V) 
o lnfluenzm (flu) 
~ Measles, mumps and rubella(MMR) 

Wonum's prevei1tl'1e csrn 
c Weil-woman vlsfts 
o Breast cancer, lncliJdlng exam, mammogram, and, lnclUdlng 

genetic testing for BRCA land BRQ\ 2when c-ert:1!n crlterla 
aremett 

o Breastfeeding: primary care Intervention to pmmote 
breastfeeding support, !illppiie.s and counseling ~emale)M 

o Contraceptive (birth control) counrellng 
o FDA"<lppro;red contraceptive. medical IBr\•lces provlded by a 

doctor, lnclu,:llng sterlllzatlon 
11 Gounsellng related to ct,emopre.rentlon for women with a 

high risk of breast cancer 

11 Hemoglobin ot 11errmtocrlt (blood i::0Un(1 
o HP\J screenlng (female} 
o Lead testing 
c Newborn saeenlng 
o Screilnlng and wunseling for ob11s11.y 
o Oral (dental health) assessrnentwhen done :as PD rt ofa 

prfrventlve i::are visit 
<l Screenlngand counseling for seiually trnnr,mltted lntect1ons 
oVlslon scr~nlngf when d1.1ne as part ofo pre.•entlve care visit 

o Menlngococc;il (rnenlngltls} 
o Pneumot:occ<1I (pne1.1rncmla) 
o Pollo 
ti Rotavtrus 
o 1/atfcella (chickenpox) 

o counseling related to gme!Jctestlng rorwomen with a 
family hlsb31y of ovarian or breast cancer 

o HIV screenlngt 
o Screening and ci,unnellng for lnterperi;onal and 

domesticvlolence 
() Pregnancy scnwnlngs: Includes, but Is not limited to, 

ge:statlomil diabetes, hei:etltl&, asymptomatic bacterillrla, 
Rh lrn:.ompatlblllt;r, syphilis, lron defldency <111em!a1 
gonorrhea, chlamydia and Hl\/1 

(• f'elvlc- exam and Pap tr;s~ lnc-ludlng screetilng for 
cervlc-a I cancer 

1ha pra1ent1,c carnror;ID!ls llsted /119 recommendaUons as a ,-.,:;nit c,flha Atfon:lab!o Care Act (Ai:'.A, orhoollh mm refon11 l,w). ·n,e; sav1ws ll5too n1«1 not be right 
for e,'i,l'.f por,;Qn, Ask ~-our dod,;r wh~t-s rli!ht for )l'.1U1b;1sed on ~~u r ijge and heal U1 trind!Uon/.s), 
ms .:;/wetIs not a cllllinlct 0,1· po!/i;I w,'/:hAsit/;i!lll 9108 Cron md BIili! Shield if &!1.111l1' is JI!)' i!Jffe1ooc-a t..,lll'iiA'! /ti!s die et .;m:l t11~ -groop polcy. Ille ptw'l5ioos of 
1111! gwp ;,\'1/!r:'f l'ti.V ~'Ml. ff~si/ SIM you• t:ombinl!d fM/Ji!~ff of(J(l!wJgl'alld IJJsr:;/.t5;M'e Fwm er C,;r/i'!ica/1! for E,dos/t)1S eruWmtt11ifcn s. 
J,,Wnif.l\13 r~,.D~l( 



Adult prevent!ve r:arn 
Prevent111e phySlcal ~xams 

S-IJteemng tests: 
lfJ Alcohol misuse: related scree.nlngand behavloral counseHng 
o Aortic ::me111ysm screening (men who h<!'fe smoked) 
o Behtrvloral counsellng to promote a healthy diet 
o Blood pressure 
o Bone density test to screen for ostMporosls 
o Chole~terol and llpld (taO level 
o Colorecta! cancer, Including fecal occult blood t"'"st, barium 

enema, flexible slgrnoldoswpy, scmenlng colonoscof.lt and 
related prep kit, and CT colanogmphy (as approprlare) 

o Depression screening 
o He~~3titfc Cvlrus (HCV) for pe<Jpie at high rlsk for Infection and a 

one-time streenlng for adults torn b,ttwoon 1946 and 1965 

1mmun1Zat1ons: 
o Diphtheria, tetanus and pertussls (wlmoplng cough} 
o Hepatitis Aand Hepatitis B 
a HFV 
o Influenza (flu) 
o Menlng,:icoccal (meningitis) 

o 1ype 2 dlabc-1.es i.creenlng 
o fye chart test for vi slon1 

o Hearing screening 
o Helght, weight and BMI 
o Hr~' scroonlng and wunse!ing 
o ob es tty: reJ ate,j screen Ing and counseling 
o Prostate c,rneer, Including digltal rectal exam and PSA test 
o SexUJlly transmltled lnfectlons: related screening 

nnd c,ounsellng 
o 'fobilcco use: related screening and behavioral counseling 
o \/il)ience, Interpersonal and domestic: related scre::;nlng 

zind oounoeflng 

o Measles, mumps and rubella (MMR) 
o Pneumococcal (pnrurnonla) 
o V.'iricella (chlckeflpro;) 
o Zoster (shingles} 

J1• """'(l l"'"ffl>l ,,.,l~~""•"rn<tn< l!zt ffi>><•fl'•l.>dnr,~-.;,rad,~, ""1 t'lll"lf t<l<tl<fht.ollEli!tit i:.·, !l,O:f'11""1 ,n1..u•• IU«'i<RWIJ:,<tffldlmp~-.1i,,,..i..,rnurn"'4 ·~•ttll<!l,nlfll!I 
W,t.!llf,l,o, to,,""'"' Wz..11\ti,U.S lm ..r., 1.,,.,,, l<l:fgi,,J. •12,.,,,..,,,.1111t,. t.Attl') lunittt llhlllll!:ll.-. -;;,m,mi:.,,..,1:,e<,w;;r,,1,t.-ri r,.,.,i,:, !IIC<,3'lcn'lt pi;lln1'rlt>t<,\"lllit\~1'll1rll 
~-•1'JS1l>Jcy l,i/Util>n#..,,,,l;),,™l,O/$.'i>ll>1Rl!l;•-·m"'I h>tol'ti!ll ..~ ..,.,,,..1......-mft!;y.1'""'1Ml>m<&l~t11~••fl<l<$V\ ""l"''otli-.'t•tl "''"ll'" ~.l to - 00>"'1>1't<❖ OKIDcr4 

I '11""~ mH~l"11,".ln111\l""' """'1,a_t1,r1"100Ifntlll.1!1dl!\1'1i!>f•d;~ 
)-,~~•{\Oo1"'1l<ip.-.rn:..tG111l1Jlr.ttm:rd<11»"'11:<lllil•"'•'!.'l•1""'""'~""'•"'"""'"1in;h-!i!j~.lllltll<fJi... 
, l$ l,-"'1/t11;>1,.-m; bllml"'i"lilo !! 
H «st!ll!R"f 'JrJ'/,rJll.-1mrtlJ>'<lltr,t~JJ._, "'-'--, "l"'~l;ofls 
l!loo·f'lr""4v.lfdl'll:rWt 



SALARIES APPENDIX J 
Madison-Plains Local School District 

55 Linson Rd. 
London, Ohio 43140 

Phone: 740-852-0290 / Fax: 740-852-5895 

,,,, ~ifu1 LI t ,: 
fj ''1 i I ~ ~xJ>- fydl f~~ tE 

Employee: MPEA Example 
2018-19 Salary 

Degree/Step: MA/16 Attendance: N/A OTES Rating: N/A 

Salary Schedule ID: Legacy (Traditional Column & Step) 

Schedule: $62,919 Stipend: N/A Longevity: S:_ Total Salary Amount: $~2.919 
2019-20 Salary Election 
(Place an "X" in the appropriate box below indicating your decision to be compensated under the "Legacy Schedule" or the "MP COMPASS Schedule") 

Degree/Step: MA/17 Attendance: N/A OTES Rating: N/A 

Schedule: $63,549 Longevity: .$.:_Frozen Amount (If Returning from MP COMPASS only): N/A 

%Increase: 1.00% $Increase: $630 Total Legacy Salary Amount: $§3/549 

Degree/Step: MA/17 Attendance: 98.40% OTES Rating: Skilled %Earned: 100% 
(Tracking Purposes Only) (Attendance N/A in Opt-in Year) (Default is "Developing" Absent a Rating) (N/A in Opt-in Year) 

MP COMPASS Attendance% Calculation: (Contract Days: 184- (Total Absences: i!, - FMLA Days: Q)) + Contract Days: 184 = Attendance: 98.40% 

% of Increase Earned Determination (OTES Rating/Attendance %1: 
100% = Accomplished/94% or Skilled/97% 90% = Accomplished/<94%, Skilled/94-96.9% or Developing/97% 
50% = Skilled/<94% or Developing/94-96,9% 10% = Developing/<94% or Ineffective 

MP COMPASS Step (opt-in Year only) 25 Schedule: $65,366 Stipend: $250 Longevity: N/A 

Calculation of MP COMPASS Salary Increase IN/A for opt-in year): 

Total Salary:__+# Staff:__= Average Salary: __x Negotiated Increase:~= Compensation Factor: __ 

Compensation Factor:__x Arithmetic Mean (Average Salary+ Employee's Salary):__x % of Increase:__= Salary Increase: __ 

%Increase 4.29% $Increase $2,697 Total MP COMPASS Salary Amount: $65i6i~ 
All bargaining unit members must indicate their decision to be compensated under either the "Legacy Schedule" or the "MP COMPASS Schedule" by July 
1st each year. Absent a decision, the member will remain on their current schedule for the next school year. An employee who returns to the "Legacy 
Schedule" will receive the higher of their most recent" MP COMPASS" salary or their new "Legacy Schedule" degree and step salary. 

EMPLOYEE SIGNATURE DATE 



--------------------
MADISON-PLAINS LOCAL SCHOOL DISTRICT 
Madison-Plains GOMPression Alternative Salary Schedule (MP COMPASS) EXPLAINED 
COMPRESSION MODEL 
Approved by the Board of Education: 

2019-2020 2020-2021 2021-2022 
BASE INCREASE • • 7:276/o . 2:09°/o :2.00°/o 

(based on current estimates at 100% Opt-in) 

RATING COMPENSATION EXPLANATION 

Ineffective Moves to the next step and remains on the "Legacy Schedule" 

Df:vti!oping Moves to "MP COMPASS Schedule" next highest value 

Skilif,d Moves to "MP COMPASS Schedule" next highest value plus one additional 
step, and a one-time $250 stipend. 

Accmnp!ished Moves to "MP COMPASS Schedule" next highest value plus one additional 
step, and a one-time $500 stipend. 

The "2019-2020 Transition Schedule" provides the above values for you using your current placement on the 
"2018-2019 Legacy Schedule" (Teacher Salary Schedule). 

JULY 1ST "IVIP COMPASS SCHEDULE" REQUIRED OPT~!N (OPT~OUT) 
All bargaining unit members must indicate their decision to be compensated under either the 
"Legacy Schedule" or the "MP COMPASS Schedule" by July 1st each year. Absent a 
decision, the member will remain on their current schedule for the next school year. An 
employee who returns to the "Legacy Schedule" will receive the higher of their most recent 
"MP COMPASS" salary, or their new "Legacy Schedule" degree and step salary. 

<.•/i¢AP?YP\T19.N.·9fp.NNQA~.•1N¢RE.f\$E:$.fQRJVlt¢()1Vlf>A~$E.MR~Q'('E.E.S/i•.•······ • 
•• ·.·.··.·.·.·•·.··.• • > (TRJ:\J\l~ITl()N FRC>M ?019-2<>J9 ,2020'.'21 c111d ?0.2Q-21 TQ 2021~22) · 

"MP COMPASS SCHEDULE" ANNUAL 11\lCREASE 
When using "2020-21 & 2021-22 MP COMPASS Calculators" simply type your current year 
salary into the cell indicated and it will provide the values of the increases ($ and %), as well 
as the calculated new salaries for all of the ratings across the line. 

"MP COMPASS SCHEDULE" CHANGE IN DEGREE INCREASE 
A change in degree would result in a new "MP COMPASS OPT-IN CALCULATION" (see 
above) on July 1st for the following new year based on the employees new "Legacy Schedule" 
Degree and Step. However, the "plus one additional step" and "one-time 
$250/$500 stipend" will not be applied. This will reposition the employee on the "MP 
COMPASS Schedule" resulting in an increase in salary for advancing their degree. 
The "MP COMPASS Calculator"would not be used. 



Madison-Plains Local School District 
Certified Staff Salary Schedule 
BASE INCREASE 1.00% 2019-2020 
BASE SALARY $ 33,211 

$33,211 $34,871 $38,192 $39,853 $41,514 

%,fii!~~\:: ItjEl~tg~z ¥~J~i~~~l; ltJ+W~~ti~ :1l~~Jz94i 
$ 36,592 $ 38,252 $ 41,573 $ 43,234 $ 44,894 

Uy/1;6 ~'\?!5 '"'C1t~l~~tfg,W: ;tf~~r2!t ;if#~i?&*~ ;l~!'l~i~~,~ ;ft~~ri{it 
$ 39,973 $ 41,633 $ 44,954 $ 46,615 $48,275 

~~il1~it~ t~:i~tl~t ,}iilI~f~:: Jfitsl~Q~~ i~Ji9Iit€f 
$43,353 $45,014 $48,335 $49,996 $51,656 

rr:,,,fl\JS:\i-1ffiit£5{~41Ji .~$J§~3q'.4)! '.~;$:~,Q;i~~I ;~,J(t1~t} J~§i§~Jj;' 
$46,734 $48,395 $51,716 $53,376 $55,037 

E$'~~}&2~$[ l\$i[0Hi~~< :1$,'~~~'.4ft~9 -~§NQ§g,~ ~~-'.-~~11~!~:,; 
$ 50,115 $51,776 $ 55,097 $56,757 $58,418 

.':L'.LC'i!•cn,,Ki}Iff~'.g~:; [ii~~!i~~;;, ,~{~~~;;7§_g,~ ·i:\i"~'.; :ij1~1(9§:'. 
$ 53,496 $55,157 $ 58,478 $ 60,138 $ 61,799 

i*:01n~~~i' 1:~:~~~~~t~ ;*·6:~ct;~r~·t{'' ~~--~~~?~~1 t,~--~~t~~9}· 
$56,877 $58,537 $61,858 $63,519 $ 65,180 

,._,,,s•_,,;,,-es,.-.•C'."l2jg§;~!zl i~;~Q;~l§:! 1!j\'§~Jj!gi :~j;ff~~g2·~ R{I~~f~~q 
$ 58,567 $ 60,228 $ 63,549 $ 65,209 $ 66,870 

,•"~t-:·,,;;,~C:-'.Y"IX$l~Mii~~ ;};~::~~~[f :~~i;~~f~#l~~ '1~1~-~]gJ i;,1·l~}~~'· 
$ 58,567 $ 60,228 $ 63,549 $ 65,209 $66,870 

};§,;~~:§~§;1,i ;\i~:~Q:%~~3 ~~:Q~;~~~i, '.'\Stq~f~P:%~ f,~{4?;&;:10:: 
$ 60,258 $ 61,918 $ 65,239 $ 66,900 $ 68,560 

,,,:c.,-:'a•~')-1-i-,c-"•:.·kJt~g';~!ey:~· t$,}~fig;l[} {i~wJ:~i\~;, f1Iit1~Jr~~ i{~,;~~lt~~~ 

$ 60,258 $ 61,918 $ 65,239 $ 66,900 $ 68,560 

g~;~Wi1:~\t' :~~ 1~l}2,;t~tz :i~~~~~'~@%~1J i~!~:~!~QPJ \1t:f?~i~ii 
$ 60,258 $ 61,918 $ 65,239 $ 66,900 $ 68,560 

!'.:);,:-:,:'HS·.~c"iocc:J~$i~l1~¥8ll ~$}§}X~:6i{f; ,}$i.§il~loT !i$f{&i\~\)\i iiko/cofi]Ji 
Note: $600.00 will be added to each bargaining unit member's compensation 

upon reaching the 27th step of the salary schedule and an additional 
$600.00 will be added for each additional year thereafter. 



$ 33,875 $ 35,569 $ 38,956 $ 40,650 $ 42,344 

Madison-Plains Local School District 
Certified Staff Salary Schedule 
BASE INCREASE 2.00% 2020-2021 
BASE SALARY $ 33,875 

ls,'<'*.',ie>'ic''.-:n;/J'i~,i~f?~j: £~;'.~o/I}~§I~ ~,~t#I>i~:[~'. ~i~lgJ?[?1~ /:Ii~i}rf9jf 
$ 37,323 $ 39,017 $ 42,405 $ 44,098 $ 45,792 

i~lB~t~~t ,~j;q.otz¥1~1 rt~f,ffi;{*~c '~1iii~%ij::: lt'.#}3/J$;f~:; 
$40,772 $42,466 $45,853 $47,547 $49,241 

It11ti!1~~t i*\~t1f~~\~ tifft&~Ett{" \~\:1,~livr1 ft:ioJ~f¥t 
$44,220 $45,914 $49,302 $50,995 $52,689 

I~1-~!{~l{ ~~tii£f~i/f~ \\$\~}i~l~i (:f~~ti~Wj ,J;~Jff!=t~:i 
$47,669 $49,363 $52,750 $54,444 $56,138 

l~f'(,;;,~';f/i2;i,icfJ7\,~?]~!~f {~Jtt~~f ,;,it(?iji!f~ ;\~ri~uil~~; J~c~Jilfi 
$51,117 $52,811 $56,199 $57,892 $59,586 

1;,,,,,C:)0t';,S'c:i/.,f~;\~li?1t~t {@J~li~i~tr t$:~i~~t ~$j'.iijf~1itJ: i~j}~ll3:il 
$54,566 $56,260 $59,647 $61,341 $63,035 

.;:,;;::c:r;,~:e,:,,Kt~~tf~gl: itl~i~!ift l[f~lti[l{fJ Ilf?ii•~~~:: ti~1k~2:ll:: 
$58,014 $59,708 $63,096 $64,789 $66,483 

k.,,,:c,,,,,,·;"""""i.'C·lt~~'.?~$\?:~~:; 'ti".~iftlt:: llZ~J;§i~": ~Jii~:~i~f[ij ~f;~ij~~!>i 
$ 59,739 $ 61,432 $ 64,820 $ 66,514 $ 68,207 

tt::,~~;t~~~ '~\~t§1i1i;% '~iit§~}~~~ tf~.~Mim~ ,~-~~{~Q'J:;\ 
$59,739 $61,432 $64,820 $66,514 $68,207 

0:~;~~?~~~: :~~~1~4~&~ :f,~i'P:fts~g,; K~-~~~1,~~'1~ ~~:~~}zN,~'; 
$ 61,463 $ 63,157 $ 66,544 $ 68,238 $ 69,932 

•JJiY"c'.~ ,,,:·, c,,{~lJI~~!"i~{; {~!~•~:~Ji~~ i~tij6j~f\; {~j~~}}}t &~0iffeJ~i~¥ 
$ 61,463 $ 63,157 $ 66,544 $ 68,238 $ 69,932 

_,.,,,,.,,....,,,.· ..-.tj}:~fil~~l-' :1~t~~fii1:i '.{{1,~i~~ti:;~:- ~i~~lg~!:~ ;t~::~plQ{~Ji 
$ 61,463 $ 63,157 $ 66,544 $ 68,238 $ 69,932 

:~t:c.?itrnir} }$1?iti~l)i jj\~&~~·~1~ J$}~if9c§i1if!l;@~ff&~-f: 
Note: $600.00 will be added to each bargaining unit member's compensation 

upon reaching the 27th step of the salary schedule and an additional 
$600.00 will be added for each additional year thereafter. 



Madison-Plains Local School District 
Certified Staff Salary Schedule 
BASE INCREASE -- <too% 2021-2022 
BASE SALARY $ 34,553 

$34,553 $36,281 $39,736 $41,464 $43,191 
~;}~"{~I1tii -{~-i~;Qlf ffitt~~~}; f~'~§.}1~%~ V::~·~?i:!19lt~~ 
$38,070 $39,798 $43,253 $44,981 $46,709 

ft~l~fl~J~:i \*~l1f~fj'€~ ~i:zl~~§t~; :t{zt'.61¾{0-" 1~·1sJ1£:f,: 
$41,588 $43,316 $46,771 $48,499 $50,226 

*"-'' -'"cs-~; ,N-''df~'i,~§~~J :t{t$,~;9}lJ~1 ti':l?}jf9lf ;f~;i~-i~ltf tt~~i~l~* 
$45,105 $46,833 $50,288 $52,016 $53,744 

k:-:::es',--:'1;.,,,,,_ :-.c,i·$J~\~}~;?f ~1$Ji~~;M2 i$)~&~~ilri (?$J~j¥~1f~:~ l~~~!~{~~Q~! 
$48,623 $50,351 $53,806 $55,534 $57,261 

:~i:s'0Jsl~21: :,;$1s2_{199~:, {$ts~i~<rs,; ::~t:3~12§~:· \$8~tq~o:: 
$52,140 $53,868 $57,323 $59,051 $60,779 

,,,_-'.lc,;e,_ ,,,,, K~t1~l81~1 i@il~~~z:~ ?i@I~it[&i,; 'i~!P:~?lTh1 iiiii~l~fz:; 
$55,658 $57,386 $60,841 $62,569 $64,296 

IJ?:,x-:::".:;-;';:-SIItt~z:JJ7J, tf-~~riwt4t ~iif@gi~1Wf 1ti,;~Jf~i~~ !iJ112}~] 
$ 59,175 $ 60,903 $ 64,358 $ 66,086 $ 67,814 

)~f§9l~ljf 1%§t~ih~i~t iiE~~1llt;~ ~j'~fi,?li:~ If~1f!17t 
$ 60,934 $ 62,662 $ 66,117 $ 67,845 $ 69,572 

,-,_-.Jc-,_,-,,,-. J~t*~- 1iIA~1~11r \;i:~!J{i~tz? '1*.t~zts,!~{~ t~J-{~~~r 
$ 60,934 $ 62,662 $ 66,117 $ 67,845 $69,572 

tf~Q;g11'l f$,{~~1~~l~ '~t~~;J[%'i i,:.~Vj'$~~:'j t?~f~'~Wt~f 
$62,693 $64,421 $67,876 $69,604 $71,331 

,lfriJ;'~,~~;:c tf~i;#~\z; ;s~;~Jfij~~~ {t~~j~QW~ l~Jqif}~j1:1 
$ 62,693 $ 64,421 $ 67,876 $ 69,604 $ 71,331 

ix,:c,r,,n,c'F;;'/-H{~:@¾f§Pl, i,{~friJ;1~llf ~~{:~7~~gi, ~tt~~~i~~;~ ~f:f(lJ~~J, 
$ 62,693 $ 64,421 $ 67,876 $ 69,604 $71,331 

fj~~1{tiJiI ti!.&.~fik~i frt}~Q}@~~ J$1~r:fi~~; Jil~_JifitN 
Note: $600.00 will be added to each bargaining unit member's compensation 

upon reaching the 27th step of the salary schedule and an additional 
$600.00 will be added for each additional year thereafter. 



Madison-Plains Local School District 
Certified Staff Salary Schedule 
MAX STARTING INCREASE ••. o.oo¾ 
MAX STARTING SALARY $80,000 



Madison-Plains Local School District 2019-2020 
Certified Staff Salary Schedule 
BASE INCREASE 
BASE SALARY 

$32,882 
~i~~;s;sp:: 
$36,229 
.~si71ro· 
$39,577 

ci~41'i~t 
$42,924 
cs4!i:fre') 
$46,272 
jf{,ii#li 
$49,619 
isJfi~i; 
$52,966 
J]};~4g/ 
$56,314 
iii;Mi(: 
$57,987 

~JV2:&i'. 
$57,987 

4~~,Qf/1::\ 
$59,661 

1-(-,,,·,:1,iµ,,,:•a~~~~r~iif' 
$59,661 

'"~!••i<~•~!H tl!l;(B\ff 
$59,661 

1-i'-,,c,~;e,-,-!-il~)·~l\~~'.\: 

> J.00% 
$ 33,21I 

LpO-J\'.Gi'":;!Ci)2~20 \V/J ¾;~ step 
>ineffective < '.•¾< ·F$·· 
$ 34,901 6.14% $2,019 

,$;,!~y'.3fi,jjjf ii\t?'& c§'.liQ~6~ 
$ 38,282 5.67% $2,053 

if;i~~i;:qii[il1¥] ';~:~~ Jt61,q; 
$ 41,663 5-27% $2,086 
t$)\"181il~Ji 1~Jq,~ JiiJii:f 
$ 45,044 4,94% $2,120 
'~t}f}i~J3f "{*'.i~ti j:z;'I]}·; 
$ 48,425 4.65% $2,153 
§/•-f;sp,ut :%~.3~ cf\~;7Q) 
$ 51,806 4.41% $2,187 
X'\'{'I@Ji'lii:: 11ea~/2 \i2@1t 
$ 55,186 4.19% $2,220 
~5-:~,1~?,~t1,:: ~~$if),, ~2,,'@?-?-~ 
$ 58,567 4.00% $2,253 
i;;,}f~,i~i\ UfQQ"J )[s}i.lii 
$ 58,567 1.00% $ 580 
.f:f/ir!~'s~?i.f "ito@ •'~~s.W 
$ 58,567 1.00% $ 580 

J•i.::~i@~j~~ i,f,ft?½. I!2i&'tf 
$ 60,258 1.00% $ 597 

'1Vi~~f:%.~12#f i/i{ifg'J ?~~~~zl 
$ 60,258 1.00% $ 597 

r~~Y~t1a-~~r ~@I◊.ii {'ijizI~
$ 61,948 3.83% $2,287 

,:j;::;,'i'.i~',§\,1\4~) /;'l'.:o'q"Jf }f61fi 
Average +/- 3.47% S1,613 

l'vfadison-Plains Local School District 
Certified Staff Salary Schedule 
BASE INCREASE 
BASE SALARY 

~;\J5Q( 

~tb 
$34,526 

Hii:0'(1'0 :(;,•n~~~iilzw; 
$37,873 

p,~,;,~·,{;,"·..,,~~~;i1r> 
$41,221 

Hc':--c,:.ic•:-·n_\$'iEi;~\5l;:; 
$44,568 

n•-".'~"V·<IJ~~~11g\ 
$47,916 

""' ,,,.-:s,-,,-,;c~~ii?~} 
$51,263 

""-"'''",C."'"''l5Ji;>~1j
$54,610 

·~~~;i~i} 
$57,958 

1--,.,,..,,.-,-,_ .. , ~~~,131 
$59,632 

Ei,'C.~iC.s;•.-:1J51lii~t; 
$59,632 

1,,,-,),"~';•,-:1i~R~t~i; 
$61,305 

10-"')C,ic;;,01',;$6'jj'3{/p;_-; 

$61,305 
E,'?,2C\·,,·'.·:Ui$t$1•,305; 

$61,305 
f:':Ii}.\F' ";J;'?l};:Riffi' 

i.00% 
33,211 

Ll;:OAOY 4Q{!il,'W,yt,f',1,.\l:'$t~ji 
Jneff¢ctive ''J¾/ :\tsf· 

$ 36,562 5.90% $2,036 

iVfJ~~ii'i; f5¥fis ii.Mlt 
$ 39,943 5.47% $2,070 

1fc';~j,~·'ll1Jsfir ii:Klfi I#;iJ~K 
$ 43,324 5.10% $2,103 
l'i1~!f'4~:~It ;;;i'.[~ri :t1ifi§~ 
$ 46,704 4.79% $2,136 

'$/~lK;tsJ~~$~ t\t~?to ;~tf 
$ 50,085 4.53% $2,169 
!t}~iXlmt~ 'i~;Jf~ l'z;'(s}' 
$ 53,466 4.30% $2,203 

'$~t?'.1css;f5J,~ 1'.~S~J., J2;~ip1 

$ 56,847 4.10% $2,237 
:t{'.Ki}tifer: i;t.il~J 1.~12~~ 
$ 60,228 3.92% $2,270 
]Xt ;,ii\2,m; :;;iJi_r~ Ti;'>J/t;; 
$ 60,228 1.00% $ 596 
i":\i~;~:ii;~~s': :~t9-C>6,1, r'~l~9,(I,: 
$ 60,228 1.00% $ 596 

-~'l,ii~~llilW'.: {~;~~i$ \~B1l 
$ 61,918 1.00% $ 613 

i~:f~-:JiiiX~fi# ~JIQ\i'1- f~:~Kffii:: 
$ 61,918 1.00% $ 613 

,~:1;:¼111?t~~Jt, ;')i!f0.g64 'J\i;~} 
$ 63,609 3.76% $2,304 
,'f,,1'~i:wi; ;t~i,\_irJ :-_,:$01i3'6? 

Average +/- 3.38% S1,629 

;:,MJ'CO¥!'.i\S$20l\l:,2QV-----
Developing ''%,S - :$/'.' 

$ 39,447 19.97% $6,565 

-''~~\i)fitf 11,Si½ '.ii~J>k 
$ 39,447 8.88% $3,218 

fiifii;§~i ~ j~6:~§tf iz,J;if 
$41,911 5.90% $2,334 

{f&3;~-W'; Sfalt/4 :*~~~~~"· 
$45,439 5.86% $2,515 

{J;~?,'if}\ i¥q9"~ '#W:i't 
$ 49,263 6.46% $2,991 

t!M,9i¥1W:/ %~~% )2Ii!~1' 
$ 52,341 5.49% $2,722 

H:}4;1Qli'? ;.§,~~~ Jj;~~i 
$ 55,611 4.99% $2,645 

~JH:9,RifiJ ;:.s;aV:½ ji,ffe~; 
$59,086 4.92% $2,772 

::::f:~11,'§_~~, .t~&l. :~:i:.;~~\ 
$59,086 1.90% $1,099 

·,:i~~,i:igtt;,~ JW/l6~ r~i¼\I} 
$59,086 1.90% $1,099 

{((JQ'.t~1fi -:iMf~ '~'MP-5.'. 
$60,292 1.06% $ 631 

rii@~?\i !if*fA {f~~r;: 
$60,292 1.06% $ 631 

{f ,S'.!l0,t~-~ ~',1?06~ .j'.1j$ij_;, 
$62,778 5.22% $3,117 

I$!&£}1_Jfc; i!K5.~ij iJJil4f 
5.20% $2,334 

____ ;,:_:'l:).AIS().i?./ _ _ 
f'.'1M;P,_CQMP~~-~()')9,ito};\ 
Dov~loping '''c¾:/ •=$X\ 

$39,447 14.25% $4,921 
/ef:tJ~;,44:'1,lf \~;ii$ ?~~iii/. 

$40,252 6.28% $2,379 
:;1~:~r;#Xi?-': ~Iii~% !,~W~/54'

$43,639 5.87% $2,418 
:,.¥::~~~1~f,; ~[~~ ;~z_;~M-" 

$47,312 6.16% $2,744
,rijj~:w:} ·.t~'.~3~ J3~9?iJ 

$50,268 4.91% $2,352 
is,s}J~r;;; ~f,~~~ -'i~!i~i" 

$ 54,499 6.31 % $3,236 
tli~~2iJ:A i;fti/~~J J~]'if 

$57,904 6.03% $3,294 
'f:J}>i,1l_sif~ 'Ii\,~½ Jg,~o~-; 

-C~,<':OMPAS1,;;2p)2;2(J'' 
-Skilled. ,. :¾>/'-. ':"-'.·$__ • ;c; 
$40,502 23.17% $7,620 

'lJtl.'~ot ?!%ii~ Wsj:i_~1 
$40,502 11.79% $ 4,273 
'l1fi3~, tiJm~ ~!r!~Jio'.: 
$43,016 8.69% $ 3,439 
J;i~[i~61 {ifi~¼ ~~%i11(' 
$46,616 8.60% $ 3,692 

--~l/~J§~f fMi1<f. )f~:11)g; 
$50,518 9.18% $4,246 
~;;tr~1ll' ~Jfish~ !'sA)s~'.i 
$53,659 8.14% $ 4,040 

J~f~~L J;:J?it•4 ':i'{~t, 
$56,996 7.61% $4,030 

Ji!i~1~i$ tits~J 1ili9J/:-· 
$60,542 7.51 % $ 4,228 

i~~_s,12.. ~~,@~i-¼ ;fl!fss,i'' 
$60,542 4.41 % $ 2,555 

1jii§;#}, ;i_i,}Jj\Jij it~J}.~~ 
$60,542 4.41 % $ 2,555 

@,;tf1i; f;Ji~z. ~~~};i~i;; 
$61,772 3.54% $2,111 

,;f~l'ii1.i1 1!:Iil~i~ {~))Jf1 
$61,772 3.54% $2,111 
}~H'l'l-1' rt§~~ i,i:~,gg, 
$64,309 7. 79% $ 4,648 
,i~;1w~ ?J_Jt?Sr-. tlfg't;t 

7.86% S 3,666 

IJ,Y::-;\',:,,$/IJ§O';'\C~L 
'~,=co'.\vfi>ft;SS •2019<'.2()•/P 
__ $\dJJ~iJ. Jc',%\::c\· ?'6$'•-
$40,502 17.31% $5,976 

!,~%ii?~; {\l~~~ ijJ~@, 
$41,323 9.11% $3,450 
:t~3,iil1<t ,,:~ii.~~1~ ;i~;#s?:' 
$44,780 8.63% $3,559 

'l~§t~ffi~ ?~s,,-¥~%- ~~~,zif': 
$48,528 8.89% $3,960 
'j@lfa~' ~(}~~B}~ I'§A;1g§;· 
$51,544 7.57% $3,628 
Jm€ilf' @%Ji~ 1:t@:()')~,2 
$55,861 8.97% $ 4,598 

Isi![,iiif i\~'ftj~ t\g~~'; 
$59,336 8.65% $4,726 

J§i);ll,f .irtNf?~ 1c,s:t~~f 

BA - Transition 

- ·"cMP:co:MPASS'-201$2()0',\, 
'Aci:oi:nPlishoo _' \¾ - •. •c•_ =:f',' 
$ 40,752 23.93% $7,870 

mtft40:1~2; 11iiiJ% s~·Kf~: 
$ 40,752 12.48% $4,523 

'.f~,;;'.~liJ,,}I,(' t,~i;§?~ '.f3.J5iiJ: 
$ 43,266 9-32% $3,689 
:t·HfA~~~· t§Jfo,;, ":~]Ji:§:: 
$ 46,866 9.18% $3,942 

'$\•."'!"i1l1:1~i W~?~ l1;1s~ 
$ 50,768 9.72% $4,496

,1r:,';:s,U1i{' •,s_q;_i½ ,~;~_;1c\l. 
$ 53,909 8.65% $4,290 

J"C :§~;1',ih ,i~JfJ J4is,i~; 
-L .. 5,?,,?16, .~-~~ ·_,_!44-,:f,4-."~-".J,'c;,;{§2,?,~f '.i~~~!'." .,., . "c v_ 
$ 60,792 7.95% $4,~78 

fil,}iefq/lg;f i~t/8 ,J~,?P$: 
$ 60,792 4.84% $2,805 

~t}0~!{9,i/#'.; iJ~)'ii ;*,t1{ii 
$ 60,792 4.84% $2,805 

~}f::~:!~i~t ;;.\f~i~ ;$4;(\J~'• 
$ 62,022 3.96% $2,361 

~~:'S""~~2;w2} 'I~~ ~st'¥~Xf: 
$ 62,022 3.96% $2,361 

~$s~0ii;g?;i1 ~1t2§~ ·iz,;,e6!f, 
$ 64,559 8.21 % $4,898 

,i,,;;;':-_½\ili~.@9i -~,s'.~j'.1~ j3,2iJ;: 
8,37% $3,916 

2019-2020 

IBA150 -TransitionI 
':C>\c'/'\B;\l§O·J,c' 

\l/;:,t\!P/!c0~;\/!S:,zo15!c'2Q•t:>, 
A,i;comi>lisl\~d t'zli:- 0: 't $\:'" 
$ 40,752 18.03% $6,226 

f)WA'f,f(:i,~:: 1%~tg 1:~\ii1li. 
$ 41,573 9.77% $3,700 

j~\-:-:;t~'f3?:\!<>:: -~1Jt~ •$,t(i:~.. 
$ 45,030 9.24% $3,809 

~$,~';;:11~1§;g~J ~5~'ti}) -:;3,~'!!it; 
$ 48,778 9.45% $4,210 
'.~,'c~'\S~o~t,6\l/ Mi/!!JW -~-~;SM: 
$ 51,794 8.09% $3,878 

\~},;lfi~l\1~ 1#Jl% JiJti{ 
$ 56,111 9.46% $4,848 

1.f;;S~JJc(~t;, \§,Ji!/~ ~$_'1,1&'!! 
$ 59,586 9.11% $4,976 
'f;;ft'&~'l~2.t t~:if1~ J1'.~q~: 

''i~¾i~~~Xi ;:iifi~ t~;~\ ;~hl~;;~, Zs?:;;~~ '.;,~ii~§? '"~'./~::~~~ ,~:~}~ i~;~~~: 
$60,292 1.11% $ 660 $61,772 3.59% $2,140

:1;~<f~22.?i: :d~~m J;f~g;I ;$isi)1J2, 2,;{§]~#1, Y~frSWO:f 
$60,292 1.11% $660 $61,772 3.59% $2,140 

?:'~6,~;'ii~'i;;; ,z~;~~~ t~M'J!:~; l~!M,~; '~"f;'~~~ it.9~~-VJ 
$62,778 2.40% $1,473 $64,309 4.90% $3,004 

iJt~ite!W ',~~0J mtcfi}', ?(\14.{~?ii/, /{itif(j"J I[J;CJQJt 
$62,778 2.40% $1,473 $64,309 4.90% $3,004 

)t~i~1i'1~:/f: ½i;ltrJ Jff#7$0 \$?ili~@ I'i~;~'o6~ iJ@'.W,t 
$64,059 4.49% $2,754 $65,616 7.03% $4,311 

)'~:tiOJ~li:"': j-:iw1® :$1il'/iiq; '$6,}i6rn1 f\Jc-f0I '.\$:~@ri: 
4.71 % S2,254 7.34% S 3,618 

$ 62,022 4.01% $2,390 
.$"'s'.06J,d22, ,;'4~01~ ,§ci,:iJ,,,t 
$ 62,022 4.01% $2,390 

J,~1,p';1;~} ;;.1.:lit4 ~$,~4~t1,l 
$ 64,559 5.31% $3,254 

l§/JJi4~:~~': i-f~tki ii,~~'. 
$ 64,559 5-31% $3,254 

t;S\~:tl'i1~~~-9c: JjiJ~ r~~i¥54·: 
$ 65,866 7.44% $4,561 

Jr1~:i6~;i<'.<lt} ti:~§% ',s2;wr. 
7.83% 3,868 



Madison-Plains Local School District 
Certified Staff Salary Schedule 
BASEINCREASE • ·:::·(_()?¼ 
BASE SALARY 33,211 

':)~t~c 
0 $37,814 

1f;\~Xl1_6:)i :lfs§,thiS:{ 
2 $41,162 

~'t:1lt IJ%~r~ 
4 $44,509 

~llli~W~ ffi.iiR~~ 
6 $47,856 

1%'&%;'1/ \ii\t~ 
8 $51,204 

tth~i~~~tl~ J$J?J~§:?§J
10 $54,551 

hif~~~i:'.&1tl1; .~~R.q*~-~?
12 $57,899 

fi~i\13·H~f( 1f$jfi~~,1~~:·~ 
14 $61,246 

-~~~~i~ii~v ~~i~~~\ 
16 $62,920 

lh~mJ~i~ 
18 $62,920~~w:m.tr.~~~ 
20 $64,593 

~hi-~~~.M 
22 $64,593 

~~y1, :f$'.lsll~fff~ 
24 $64,593 

.11:;~'®J{t1 iji!,s";i~f; 

Madison-Plains Local School District 
Certified Staff Salary Schedule 
BASE INCREASE 
BASE SALARY 

•· .:: ..,:1:00%° 
33,211 

p~velqpiri.g• 
$40,252 

::,§~~i'Af.t({ ,~~i!I,~ :. 
$43,639 

~~~14'1~2:~~ 
$47,312 

§t'.l!J.g~;J :WJ!1~ i}~t 
$ 50,268 5.04% $2,412 

~slt>~)t;,;f,' $~4 Ffi'ffl'.~ 
$ 53,409 4.31 % $2,205 

t~::R;;;~i!/ ','.i:_ti_r,i 
$ 57,904 6.15% 

:~i'~~;oi~? ·I¢r.J ~~wW!il~ 
$ 60,292 4.13% $2,393 

}f#Y&s;;: :5'./Js~ fss;*116\ 
$ 64,059 4.59% $2,813 

'it~~~osJ'.E~ :;~;~J~ ~~Wt~'-91 
$ 64,059 1.81% $1,139 

!Jffi)§f$_~ ;fii1% ffiil.};
$64,059 1.81% $1,139 

1ts'¢r.f®5~ i¼'.i'if.J 1iP1 
$ 65,366 1.20"/o $ 773 

-&RIJ.m¥iB ~@·&".tl?~i 
$ 65,366 1.20"/o $ 773 

t;~,~.S:3§6''\, "1:~bo(P· ~~Jj~ 
$ 68,061 5.37% $3,468

,ii'~sJ,~rc ,¢.11% iif.l!/!i@ 
4.12 % $2,153 

i:>eveiqpiiii;, 
$41,911 . 

J~::13,;~%i ~i1!1 .. 
$45,439 6.15% $2 633 

('fJ1:tfi:~ f$:~iN '.il~i)
$49,263 6.74% $3,110 

{~;sg,2~.'.' ?~.i,t?J :~~iWfa: 
$52,341 5.74% $2,840 

Ci~'3i1ot"; ''@Jz1f ,it?.;~~.~r 
$ 55,611 5.23% $2,763 

rifai,~:i c:~it& ~-
$ 59,086 5.14% $2,891 

'.~;$1w;i$>Jf mil~) ~~ 
$ 62,778 5.43% 

k'!§.@,i;psifJ, 
$65,366 

;,:j'f.-6$';3@,~ Fi/aim 
$ 65,366 1.24% $ 802 

);_j;?f~~-~;;:} \i?~~ }Ji~it: 
$ 65,366 1.24% $ 802 

/i)J;~:~~:? tfi~ :rt~J!fl 
$68,061 2.75% $1,823 

X~iiji(b:@\ ~~-5~ ~jfif:tt
$68,061 2.75% $1,823 

~~s:iisJl,@,\ ~1~•¼ :~.!WE, 
$ 69,450 4.85% $3,212 

i"c~l'i9~:~ ~~% &sis~ 
4.23% $2,301 

$41,323 9.28% $3,509 
J@•&w~ ;;'~\;r,9¥§ ,@~is} 
$44,780 8.79% $3,618 
~I~ hi!&~ 'j~i%fi
$48,528 9.03% $ 4,019 

;i-!M~ &~;~ tt~J?j~
$51,544 7.71% $3,688 

~1m ~IiJii2f 
$54,749 6.92% $3,545 

1:f,~a;l1ll"ll:i ;;tz:ztJ t$J-,J:Wi 
$59,336 8.77% $4,785 

'iJ.&iij? iW1tii.~.f. it~Ji,.z~
.!~!:7,?.2,,. 6;69% $_,3,873_
~$6i1Ao!ii 4;,\'1.1is¾ ~$.~,731<: 
$65,616 7.14% $4,370 

~:?J;iJ:~; f:l\i$j ffi~f~ 
$65,616 4.28% $2,696 

i.•t~ Ifi~~ !fj~!
$65,616 4.28% $ 2,696 
}i~Wm i~:~ii4t11; i$)4..'.fi:ro1~ 
$66,950 3.65% $ 2,357 

l."a&~ t~~~~%. ~'W'.llJ 
$66,950 3.65% $ 2,357 
~~ f&i,~r,i ~"2~l1i 
$69,700 7.91% $5,107 

~~\>;'.?Q<); ,f/5;{8% ";'$°:3:;4~3f 
6.71% S3,582 

>:~u:oi~--
$43,016 9.02% $ 3,558 

t(ti~ ~~iSM~ ~w,1"~-': 
$46,616 8.90% $3,810 
::~t~~~ t~'5?}9~ i{i;~;{J:4\),' 
$50,518 9.46% $ 4,365 

::;s.,1}~J;j;i ,j:)f~Fii ';~'1f1Jfi 
$53,659 8.40% $4,158 

ti}1!1.1r' r{?:~~ ?i~:f1¾i 
$56,996 7.85% $4,148 
B;j§~ ~¢.i!:!i:M r~'isf,rr 
$60,542 7.74% $ 4,347 

til)lt~ *'rill~ ;;~~I
$64,309 8.00% 

{Bi.~ i~z;I!i]/4 
$66,950 6.46% $ 4,060 
~] /f'f3J?if/4 '1';:%¥!i'i 
$66,950 3.70% $2,386 

i~i;,$.k; \:f:i3ii1~ cif?ti~~-, 
$66,950 3.70% $ 2,386 

3,ef~~~1@,1 t-?!iZ?%\ ~J;1,:\#!i:, 
$69,700 5.23% $ 3,462 

~Ji~W:qg:; fi:'$,,iJJ½ ,ri.;t~~t 
$69,700 5.23% $ 3,462 

:li\'tfiJi. tJJ21~ 1~l1ili 
$71,117 7.37% $4,879 

7"~:JJ;f1 ~ffl~ f$~~1 
6.81 % S3,767 

2019-2020 

A¢c¢inpli$he<I 
$ 41,573 9.94% 

JJ;fu\?;J~§§3. }.~~fffl
$ 45,030 9.40% $3,868 

~1®111'~ ~~~ Jg&ti
$ 48,778 9.59% $4,269 

3t$Jl-31!)1Jj) ~~~I :,!!i11!s, 
$ 51,794 8.23% $3,938 
ti{.,~~- :'t~iNi 
$ 54,999 7.41 % $3,795 

;ter:::iit1i.1:> IT,tlff?9 ,If~tiK 
$ 59,586 9.23% $5,035 

:tlt?w1W§!1~J! i:1%~1A~ ~i1~.ii1-s 62,022 7.12% $4,123 
dMiit1?P!l~S l21i;$)]i f{~SI'
$ 65,866 7.54% $4,620 

~W~l!h:-~~iti) ~I~ ]z~ifA 
$ 65,866 4.68% $2,946 

lYm•~~I ?iliWi: 
$ 65,866 4.68% $2,946 
~,~1;~ f{!g })}~~: 
$ 67,200 4.04% $2,607 
~~"f~~-J!i!~l~ 
$ 67,200 4.04% $2,607 

;~~~W;t ~ !$gfi@'b 
$ 69,950 8.29% $5,357 

,:i;;1'.§:;l!~11~~0;: w/1:s~!i'~. ~M,s3• 
7,17% S3,832 

2019-2020 

Average +/-3.14% S1,678 7.26% S4,017 



Madison-Plains Local School District 
Certified Staff Salary Schedule 
BASE INCREASE 
BASE SALARY 

$41,103 
Jli;t;1.1i(' 
$44,450 

J~~lM; 
$47,797 
jJ~:~ti; 
$51,145 

'*~?isW0 
$54,492 

,t½'.lJ$' 
$57,839 

$59,~!-~, 
$61,187 

J?i,S:6f 
$64,534
ifli6,zgf 
$66,208 

'j~:tii-
$66,208 

!•.•••.,,,,_.,,!'I 'i6;(i~,': 
$67,882 

it<itii;J7,; 
$67,882 
~67~8]~' 
$67,882 

;,fg~:is:fi 

• ··.·.-.-.-.·:•:.i·.o.0%_ 
$ 33,211 

,LEGl'-C\',:i:OI9,:2DW7,f%°&$te}i 
Tl)effec[ive. Ii~%,, '.C'.!$'/i 

$ 43,204 5.11% $2,101 
L~, ,tJi/\Y.\lf' '.1il:'io/• :1;fi:K. 
$ 46,585 4.80% $2,135 
~·;:'.,ztt?i2cf3s zJ~ci~ liSz: 
$ 49,966 4.54% $2,169 
Jr,i;fii;iifii: '4fiii¥ ,'tiX~t 
$ 53,347 4.31 % $2,202 
,1:/~Ji:J'sii\~1i flig-J 1j1;iif 
$ 56,727 4.10% $2,235 
it ~ffsii)il~, f~~i1W ,s:2.~f 
$ 60,108 3.92% $2,269 

1:i;;i:,'i\L~1;101i ~';3.§'4~ ~*?jgl!§~ 
$ 63,489 3.76% $2,302 

't:';J),:;;1·sq: (3'.§~f• §2;~ig; 
$ 66,870 3.62% $2,336 

'fi'/t~i~i<i; Wi~ \f§[2f 
$ 66,870 1.00% $ 662 
S'?'\ M;ii'iii {j:.~ t:S.§}?; 
$ 66,870 LOO% $ 662 

Jc :~t~:1~ ti!~¾ ~X~§2,' 
$ 68,560 1.00% $ 678 
I\ "@~:pjQ; {ii@% ii~it 
$ 68,560 1.00% $ 678 
tt:';i¥1~~J~; fit§riJ (iii:~\ 
$ 70,251 3.49% $2,369 
r/cU1f~/\i~';; ii'!;;~ c::iiiwt~ 

Awrage +/- 3.08% Sl,694 

;·; MP'CQMf'/i:SS2Qi9.0.iq•·: 
I)evelopitig ; /,¾ L i/,;~J· 

$ 43,639 6.1 7% $2,536 
'.'•$'.45;439: .• 'li;2A~ '~iiii'ij•: 

$47,312 6.44% $2,862 
,;J'~.;4~~218,;~.~ ;;i~gJ~ (j?},,.{ 

$ 50,268 5.17% $2,471 
•}s~1J4it :,~\li~ 1$.ill'.oC 

$ 53,409 4.43% $2,264 
~~~~~;1i}4{. •ii2i',¥ <f~,~J,:f: 

$56,746 4.14% $2,254 

\~:~M~?? ~tztf. li!i?;{}~
$ 60,292 4.24% $2,453 

];f$,2;7J/:l;, ,"J,jJ5l'j,i ~3;&6;t· 
$ 64,059 4,69% $2,872 

0'~g~;j~i :~:~sfJ :Jf.?Mi 
$ 68,061 5.47% $3,527 

';~:SJ?;o,~JS •1,?PH Jf'.§if 
$68,061 2.80% $1,853 

\:,~!:g!f ~J~ t:t!r 
rf~1ii1'5§? ::{~AH S],z,~~ 

$69,450 2.31% $1,568 
&:f(i*,ll:$.O;;,.. ~l~,l¼ $h5.®:• 

$69,450 2.31 % $1,568 
K~~~@~i{i ~~J~& i¢h@' 

$ 70,867 4.40% $2,985 
•.\;s1fo'.'$fff..'': :Jfs§-.J rti;~f:t 

4.19% $2,370 

:·•¥Pbci~1>20)?•2(); 
•skilled ..'i¾:• 'iS•:\ 
$44,780 8,95% ~ 3,677 
.s4§,~i~; ~·..M.&~ ~$.,$.84Q•· 
$48,528 9.17% $4,078 

ij4,2;~ii t':'i.:i\~~ J}t~)9.' 
$51,544 7.84% $3,747 

~f5.i7~1, rzs.~;,:~ :}J;tis.; 
$54,749 7.05% $3,604 

·~~§[~~' f::c'tila½ {~;4i\1~\ 
$58,154 6.72% $3,662 

Jfi§;~eft f\i:i?'J if:{ii~,
$61,772 6.80% $ 3,933 
$Gli309'. ,;.;iMtlo/,, ,i$4;79oo 
$65,616 7 .24% $ 4,429 
~6§1~()~ ~;ii~~ if4;~9! 
$69,700 8.01 % $ 5,166 
jl;iiJ1~ •'SisJiW: Jsj'.,ifz.; 
$69,700 5.27% $ 3,492 

liif1Q6' ;J;5.~1~ Kf~;f~\. 
$69:,ioo 5.21% $ 3,492 

•s1i;tw :~F:f~f~ ~.~'~:@1 
$71,117 4.77% $3,235 
JiiffiJ if Jii)if$ \t;jJ~t 
$71,117 4.77% $3,235 

f~;i1.1~r:4 ,.~ .'i:1;1%i '.iiiis~: 
$72,563 6.90% $ 4,681 

'$7,7;$'~5( ~!;~1l~~ i$it!)o!l;.: 
6.75% S 3,871 

2019-2020 

JVIA+30 - Trnm;ition 

MA+30' 
'••~col;l:P;:,,;;,:s.261?:29t" 

Accoinp!ished j Yo; • i$/' 
$ 45,030 9.55% $3,927 
J·.c:tif/5,sliit }fsii~ /;4;~1r, 
$ 48,778 9.74% $4,328 
,t...i\49,,L<\;3~ ::X~m ,i3.;~ir 
$ 51,794 8.36% $3,997 

iihif~t!i~: Jij(9.f¾. Jii~i#! 
$ 54,999 7.54% $3,854 

t~~:,,~~'hi~ii;: ~~f#"~~ \:S:ii~ffef: 
$ 58,404 7.18% $3,912 

:sf,t£ll6~i.i2: ~-~~1½ J4i'iffe1: 
$ 62,022 7.23% $4,183 

'lfft6,.~Jiii; 'f~,~'% i~"1Jf 
$ 65,866 7,65% $4,679 

?f:;1};_~'l;?txJ/ .;:~:j)Oo/o J~~j· 
$ 69,950 8.39% $5,416 

'.$, ' '" 6i9£ '{5,~~% ji;j\ff' 
$ 69,950 5.65% $3,742 

., .• .... , '" • •1.,,k.'..".·.•.•.·,.·?·.. 'Ii··•'" ,, ••{ :,~!:!it ;1;~ ~rN!}'
~\:¥HiJ::~~?I '?i~f9'/4 ~~.1;ilK 
$ 71,367 5,13% $3,485 

]% ;;Jij~lf(• ..;~J~ iltj;~~~.~ 
$ 71,367 5.13% $3,485 

~fc,{?ifrw.'s ,f!f;)}~ j~.11~: 
$ 72,813 7,26% $4,931 

'i,$J'.2'il;i,'il.).3, 2,(15~ tit~~ 
7.19% $4,121 



MADISON-PLAINS LOCAL SCHOOL DISTRICT 
Madison-Plains COMPression Alternative Salary Schedule (MP COMPASS) 
COMPRESSION MODEL 
MP COMPASS 2020-21 

Current Salary=> 
(Employee Input) 

Your Arithmetic Mean=> 0.89 

Compensation Factor=> 1,186 

Percentage of Increase=> Your Rating/ Atlendanc 
=> 

}' ,".'.3100'/,· 
Accamplishedl84% 

Slillled I97% 
I 

Accornpllshect I <94% SkillGd I <94% De.vejopingl <94% 
Skilled I 9'!-96.9% Ineffective I 

Oeveloplng I 97% I I 

Your Salary Increase=> 
(Add to Current Year Salary Above) 

Percentage to Associate=> 

Calculated New Salary=> 

$ 1,050 

1.568% 

::$:-:·.·,;· fia,0()0 

$ 945 

1.412% 

$ 525 

0.784% 

$ 105 

0.157% 

$67,055 

Total Regular Pay for T eachlng staff 2019-2020=> 
Total Number of Certified staff=> 
Average Teacher Salary 2019-2020 => 
Percentage of Average 
Compensation Factor 
Overall Increase In Certified Slaff Salaries 

$ 
$110,280 

2019-20 MP COMPASS (Actual Ratings) 

MADISON-PLAINS LOCAL SCHOOL DISTRICT 
Madison-Plains COMPression Alternative Salary Schedule (MP COMPASS) 
COMPRESSION MODEL 

MP COMPASS 2021-22 

Current Salary => 
(Employee Input) 

Your Arithmetic Mean => 

Compensation Factor=> 

0.89 

1,206 

Percentage of Increase=> Your Rating/ Atlendanc 
=> 

/::":":'?11:l(i'/,'····-
Accompllslrnd I94% 

Skilled IS7'lf 
Aecom pllshed I <94% Skilled I <94% DevelopingI<94% 

lneffoctlve ISl@ed I 04-96.9% Oeveloptrjg I 94-96.SV~ 

I Developing I 97% I I 

Your Salary Increase=> $ 1,071 $ 964 $ 536 $ 107 
(Add to Current Year Salary Above) 

Percentage to Associate=> 1.577% 1.420% 0.789% 0.156% 

Calculated New Salary => $68,002cJII~l) s•-··· iSB,859 

$ 1,206 
$112,185 

Total Regular Pay for Teaching Staff 2020-2021=> (District Input) 

Total Number of Certmed Staff=> (District Input) 

Average Teacher Salary 2020-2021 => 
Percentage of Average (District Input) 

Compensation Factor 
overall Increase In Certified Staff Salaries 



Appendix J: AN ILLUSTRATIVE EXAMPLE. 

There are several components which may fluctuate each year in determining the COMPASS Salary Schedule, 
which include the following: 

First, the Total Regular Pay for the Teaching Staff of those participating in the COMPASS Schedule, may vary 
from year to year, and must be determined. 

Second, the total number of Certified Staff participating in the COMPASS Schedule, may fluctuate from year to 
year, must be determined. 

Third, the average teachers' salary of those participating in the COMPASS Schedule, which may vary from 
year to year, must be determined. 

Fourth, the base increase to salaries of teachers participating in the COMPASS Schedule for school year must 
be must negotiated and determined. 

Fifth, the Compensation Factor, which may fluctuate from year to year, must be determined. The 
Compensation Factor is determined by taking the average teacher salary in the school year in question and 
multiplying it by the base increase to salaries. 

By way of example, if the total regular pay for the Teacher staff of 30 bargaining unit members participating in 
the COMPASS Schedule, was $1,800,000 in school year 2019. Take $1,800,000 + 30 = $60,000 (the average 
teacher salary). Take the $60,000 (the average teacher salary) and multiply it by the negotiated base increase 
of 2% which is $1,200. The number $1,200 now becomes the Compensation Factor. 

Sixth, your current salary which will fluctuate from year to year, must be determined. 

Seventh, you must determine your Arithmetic mean, which may fluctuate from year to year and will be different 
than other bargaining unit members participating in the COMPASS Schedule. Arithmetic mean is determined 
by taking the average teachers' salary of those participating in the COMPASS Schedule and dividing it by your 
current salary. 

Assuming your salary is $55,000 then divide $60,000 (the average teacher salary in the above example) by 
$55,000. $60,000 + $55,000 = 1.09. The number 1.09 is now your Arithmetic mean. Take the Compensation 
Factor above and multiply it by your Arithmetic mean. $1,200 x 1.09 (Arithmetic mean factor) and the 
calculated maximum raise is $1,308. 

Eighth, use the Rating and Attendance percentage below to determine the percentage of the calculated 
maximum increase you will receive. Take your current calculated maximum raise of $1,308 from above and 
apply the appropriate percentage to determine your final salary increase to be added to your current base 
salary. 

/.\ccom ,!ished 
fil(il!ed lneffc~ctive 

J:Htemlance 
<94% 

Attendance 
94%- or> 
97% > 

Attendance 
Accomn!ishl'.ld <94% 

Sllllled 94AJ6,9% 
Developinq 97% or> 

$1d't'i(~.t'¾) 

Skil!ed 
Deve!o in 

Aliimdance 
94% 

94--96,9% 

In all cases, when determining a bargaining unit member's attendance percentage under the COMPASS 
Schedule above, only Sick Leave, Personal Leave and Docked Leave will be used (excluding FMLA and 
Assault Leave usage). 



SUPPLEMENTALS APPENDIX K 
Maclison-Plams Local School District 
Supplemental Salary Schedule 2019-2020 
BASEJNCREASE _::_-.:-T:"000./4 
BASESALARY 34,500 



Madison-Plains Local School District 
Supplemental Salary Schedule 2019-2020 
BASEINCREASE 1.00% 
BASESALARY 34,500 



Madison-Plains Local School District 
Supplemental Salary Schedule 2019-2020 
BASE INCREASE .' :.::_·.1.09°/o 
BASESALARY 34.500 



Madison-Plains Local School District 
Supplemental Salary Schedule 2020-2021 
BASEINCREASE 2.09% 
BASESALARY 34,500 



Madison-Plains Local School District 
Supplemental Salary Schedule 2020-2021 
BASEINCREASE :·:·.z.oll'/4 
BASESALARY 34,500 



Madison-Plains Local School District 
Supplemental Salary Schedule 2020-2021 
BASEINCREASE ····2;69% 
BASESALARY 34,500 



Madison-Plains Local School District 
Supplemental Salary Schedule 2021-2022 
BASEINCREASE · .2,0.0% 
BASESALARY 34,553 



Madison-Plains Local School District 
Supplemental Salary Schedule 2021-2022 
BASEINCREASE .;-:.:2.0Cl°/9 
BASESALARY 34,553 



Madison-Plains Local School District 
Supplemental Salary Schedule 2021-2022 
BASE INCREASE 2,00% 
BASESALARY 34,553 



Madison-Plains Local Schools 

SUPPLEMENTAL SALARY PAYMENT SCHEDULE 

FULL YEAR FALL WINTER SPRING 
CONTRACTS SEASON SEASON SEASON 

November 1 

Second Pa in November 

First Pa In December 

March 1 

Second Pay in March 

May20 

Second Pa in June 

"Request Due" means all paperwork and approvals are due in the Central Office on this date. 

If the contract holder does not submit paperwork by the scheduled submission date then payment 
will be made at the next scheduled supplemental pay date. 

If the administration fails to submit paperwork and approvals by the scheduled submission date then 
the contract holder will be paid on the next subsequent payroll. 



MADISON-PLAINS LOCAL SCHOOL DISTRICT 

TEACHER CLASS COVERING PAYMENT REQUEST FORM 

APPENDIX L 

I, 
(name of teacher requesting payment) 

, covered a class 

for on 
(name of teacher for class covered) (date of coverage) 

from to ~ ~ periods* 
(time started) (time ended) (approx. 40 min= 1 period) 

from to ~ ~ periods* 
(time started) (time ended) (approx. 40 min= 1 period) 

,_~from to periods* 
(time started) (time ended) (approx. 40 min= 1 period) 

from to ~ ~ periods* 
(time started) (time ended) (approx. 40 min= 1 period) 

Teacher Signature: ____________ Date: _________ 

Principal Signature: ____________ Date: ________ 

*Approximately 40 minutes= 1 period. For example, if you cover a class for 47 minutes, that is only 1 
period. 

Please return the completed form to your secretary. 



------------------- ----------

APPENDIX M 

MADISON-PLAINS LOCAL SCHOOL DISTRICT 

APPLICATION FOR REIMBURSEMENT FOR CRIMINAL RECORDS CHECK 

Name D~e 

Building ___________________________ 

Specific Assignment ____________ Grade/Area _______ 

Date of Background Check _____________________ 

Cost of Background Check (attach a copy of receipt/cancelled check) 

The Board will reimburse up to $50 for the cost for state and federal background checks 
required by the Ohio Revised Code as to a unit member. Once the unit member completes 
the background check, he or she must submit a proper receipt to the Treasurer's office 
within ninety (90) days after completing the background check. Thereafter, he or she shall be 
reimbursed by the District within thirty (30) calendar days. 

Teacher's Signature ________________ Date ______ 

D APPLICATION APPROVED 
D APPLICATION NOT APPROVED 

Superintendent's Signature _____________Date ______ 




