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ARTICLE 1 – RECOGNITION 
 
1.01 Recognition 
 

The Canton Local Board of Education, hereinafter called the 
“Board”, hereby recognizes the Canton Local Education 
Association/OEA/NEA, hereinafter called the “Association”, as 
the sole and exclusive representative for the purposes of 
Collective Bargaining as defined in Chapter 4117 of the Ohio 
Revised Code. 

 
1.02 Bargaining Unit Defined 
 

A. The bargaining unit shall include all certificated or 
licensed professional employees including home school 
liaisons as defined in ORC 4117 currently employed or 
to be employed excluding management level employees, 
confidential employees, the nurse, substitutes not under 
contract, and employees in other bargaining units. 

 
B. Hereinafter, employee(s) in the defined unit shall be 

referred to as bargaining unit members(s) or 
employee(s). 

 
1.03 Employee Rights 
 

All employees of the bargaining unit as described herein are 
entitled to all rights, benefits, and privileges of this Contract 
unless otherwise specified. 

 
 

ARTICLE 2 – NEGOTIATIONS PROCEDURE 
 
2.01 Subjects of Negotiations 
 

The Board and Association shall negotiate in good faith on all 
matters related to wages, hours, or terms and other conditions of 
employment and the continuation, modification, or deletion of an 
existing provision of this Agreement. 

 
2.02 Requests for Negotiations 
 

If either of the parties desires to negotiate any subject covered 
by Article 2.01 of this Agreement, it shall notify the other party in 
writing between 60 and 100 days prior to the expiration of this 
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Agreement.  Notification in writing from the Association shall be 
served on the Superintendent, and notice from the Board shall 
be addressed to the President of the Association.  A meeting 
shall be scheduled within fifteen (15) calendar days or a mutually 
agreed to date at which time proposals shall be exchanged. 

 
2.03 Negotiations Meetings 
 

A. Negotiations meetings shall be scheduled by mutual 
agreement. 

 
B. Negotiations are to be completed within forty-five (45) 

calendar days, unless mutually agreed otherwise. 
 

C. Negotiations shall be closed to the media. 
 

D. During the course of a negotiation meeting, either party 
may recess for caucuses of reasonable length at any 
time. 

 
2.04 Representation 
 

A. Representation at negotiation meetings shall be limited 
to four (4) representatives of the Association and four (4) 
representatives of the Board.  Only those individuals 
designated by the Association and the Board shall 
attend meetings unless parties agree otherwise. 

 
B. Each bargaining team shall be clothed with the authority 

to make proposals, counterproposals, and to arrive at a 
tentative agreement on any and all negotiation issues. 

 
C. If negotiation meetings are scheduled during work hours 

of any Association bargaining team member, he/she 
shall be granted release time. 

 
2.05 Information 
 

Prior to and during the period of negotiations, the parties agree 
to furnish, upon written request, in a reasonable time, and at no 
cost available information concerning the financial status of the 
district and such other available information as will assist the 
parties in the development and evaluation of proposals. 
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2.06 Progress Reports 
 

A. During negotiations, interim reports may be made to the 
Association by its representatives and to the Board by its 
representatives. 

 
B. All releases to the news media during negotiations shall 

be mutually agreed upon before release. 
 
2.07 Agreement 
 

A. As tentative agreement is reached on items which are 
the subject of negotiations, the agreement on those 
items shall be reduced to writing and initialed by the 
designated representatives of each party but such 
initialing shall not be construed as final agreement. 

 
B. If tentative agreement has been reached on all issues, 

the agreement shall be reduced to writing and submitted 
by the Association to the Association membership for 
approval.  If ratified by the Association membership, the 
agreement shall be submitted to the Board for approval 
not later than the next regularly scheduled Board 
meeting.  If approved by both parties, the agreement 
shall then be signed by the representatives of each party 
and be adopted in resolution form as the policy of the 
Board. 

 
C. If agreement is not reached forty-five (45) days prior to 

the expiration of the contract, the parties shall jointly 
prepare a request for a mediator and direct such request 
to the Federal Mediation and Conciliation Service 
(FMCS).  Any costs shall be shared equally between the 
Association and the Board. 

 
The assigned mediator shall have the authority to call 
meetings for the purpose of promoting an agreement 
between the parties, but shall not have the authority to 
extend the time limits of any existing agreement or bind 
the parties to any agreement.  Mediation shall continue 
for up to thirty (30) days after the first session, unless the 
parties mutually agree to extend this procedure. 

 
Mediation, as described in this article, constitutes the 
parties mutually agreed upon and exclusive dispute 
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settlement procedure and shall operate in lieu of any and 
all of the dispute settlement procedures set forth in the 
Ohio Revised Code. 

 
 

ARTICLE 3 – ASSOCIATION RIGHTS 
 
3.01 Representative Visitation 
 

Representatives of the Association may transact official 
Association business on school property as long as they do not 
interfere with or interrupt any instructional programs or work 
schedules of employees.  Association representatives should 
report their presence in the building to the building office. 

 
3.02 Building and Equipment Use 
 

A. Subject to availability and approval by the appropriate 
administrator, the Association shall have the right to use 
for Association business, school buildings and 
equipment. 

 
B. The charges to the Association for the use of the school 

buildings and equipment shall be as follows: 
 

Cost of Board consumable office supplies utilized by the 
Association. 

 
3.03 Bulletin Boards – Mail 
 

A bulletin board shall be placed in each building on which the 
Association shall have the privilege of posting notices of its 
activities and matters of Association concern.  The Association 
shall be permitted the use of mailboxes and the internal mail 
system of the school for communications to the employees. 

 
3.04 Communications with the Board 
 

The Association shall be supplied with an agenda of each Board 
meeting at least 24 hours in advance of the meeting.  Minutes of 
the Board meetings shall be provided to the Association 
President. 
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3.05 Representation 
 

No employee shall be required to attend all grievance hearing or 
disciplinary conference without a representative of the 
Association present. 

 
3.06 Board Policy Manual 
 

A complete up-to-date copy of the Board Policy Manual shall be 
made available online. 

 
3.07 Association Release Time 
 

A. The Association will be granted four (4) days leave per 
school year (July 1 through June 30).  The President will 
notify the Superintendent of the member who will use the 
leave and the date the leave will be taken. 

 
B. This leave shall be granted upon written request from 

the Association President.  The leave request must be 
submitted at least five (5) days in advance to the Office 
of the Superintendent and shall include the name(s) of 
the Association representative(s), and the date(s) for 
which leave is requested. 

 
C. At his/her discretion, the Superintendent may approve 

additional Association leave. 
 

D. The Association President will be given one extra 
planning period per day. 

 
3.08 Communication with Employees 
 

The Association shall be permitted to make announcements at 
general staff meetings, building meetings, and total staff 
meetings at the end of such meetings and use the public 
address system for Association announcements subject to usual 
building procedures. 

 
3.09 Communicating the Contract 
 

Upon completion of this Agreement, it will be made available on-
line.  The Association President and the Superintendent will 
jointly decide the number of contracts to be printed at the 
expense of the Association and the Board. 
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3.10 Payroll Deduction of Union Dues 
 

A. The Board agrees to deduct from the wages of any 
employee member of the Association, the dues of the 
Association, upon presentation of a written deduction 
authorization from the employee-member of the 
Association.  All moneys deducted for such purpose 
shall be paid within ten (10) days after deduction to the 
Association. 

 
B. Deductions for Association dues will be made in equal 

installments beginning with the next pay period following 
the presentation of authorization and ending with the last 
pay period in August. 

 
C. In the event an employee severs employment, the 

Treasurer shall deduct all owed and remaining dues 
from that employee’s last check. 

 
3.11 Calendar 
 

The Association shall have input into the development of the 
yearly school calendar. 

 

 
ARTICLE 4 – CALAMITY DAY 

 
4.01 A. The first five (5) days school is closed due to a calamity 

as defined by ORC 3317.01 (B) shall not be 
rescheduled. After the 5th Calamity Day the 
Superintendent does not require the staff to report, up to 
three (3) days may be used for staff development 
without any additional pay.  These days are in addition to 
professional development days in Article 19.  The 
Superintendent shall discuss the scheduling of such staff 
development with the Labor Management Committee. 

 
B. Should the Board determine that days should be made 

up, then additional days will be scheduled during the 
time that is mutually agreed upon by the Labor 
Management Committee. 

 
C. Any day in which there is a two-hour delay, certified staff 

will be required to report to school at the regular start 
time. 
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D. If a two-hour delay turns into a calamity day and the day 
must be made up at the end of the year, the make up 
day will be done as a two-hour delayed start. 

 
 

ARTICLE 5 – DISCIPLINE 
 

5.01 A. No employee shall be disciplined, reduced in rank or 
compensation, demoted, non-renewed, without “just 
cause” and compliance with applicable provisions of this 
contract.  The provisions of this section shall not apply 
until an employee has completed three years of service 
in the district and been renewed for the succeeding 
school year. 

 
B. Termination proceedings shall be under Ohio Revised 

Code 3319.16. 
 
C. Disciplinary Actions - The Board shall attempt to utilize 

lesser disciplinary sanctions prior to suspension or 
termination, except in cases of serious misconduct as 
determined by the Superintendent or where health or 
safety is involved. 

 
Letters of reprimand or oral reprimands may be issued to 
staff members for lesser infractions which, in the judgment 
of the responsible administrator, do not warrant a 
suspension without pay.  A suspension with pay may be 
imposed at any time by the superintendent either 
separately or in conjunction with an oral or written 
reprimand. 

 
A member of the bargaining unit may be suspended from 
his or her duties without pay (but continuing other 
benefits) for a cumulative total of five (5) days per school 
year, upon a determination by the superintendent that the 
conduct of the teacher is detrimental to the goals and 
objectives of the School District.  No suspension shall be 
imposed until the teacher has had an opportunity to 
appear before a responsible administrator to explain his 
or her actions.  Such suspension(s) shall not be grieved 
under the grievance procedure provisions of this 
Agreement. The employee shall, upon request, be 
provided written reasons for the suspension(s).  Nothing 
herein shall preclude the Board of Education from acting 
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to nonrenew or terminate any employment contract as 
permitted by the applicable laws and by this Agreement. 

 
 

ARTICLE 6 – DRESS CODE 
 
6.01 Prior to adopting a change in the dress code, the Board shall 

bargain with the Association. 
 

Male teachers are to be attired in dress slack and dress shirt 
and/or polo shirt with Canton Local logo, dress pants/dockers (no 
tie required except when requested by administration for 
conference day, grandparent’s day, Veteran’s Day, etc.) 

 
Jeans shall be viewed as appropriate dress once per month as 
designated by the building principal and on other days allowed 
for by the superintendent. 
 
 

ARTICLE 7 – DRUG FREE WORKPLACE 
 
7.01 A. The Board may suspend with pay, pending the outcome 

of any investigation and/or trial, an employee accused of 
a drug-related offense. 

 
B. The conviction, guilty, or no contest plea of an employee 

for unlawfully manufacturing, distributing, possession 
and/or use and/or dispensing any controlled substance 
as defined in federal and state law while engaged in 
work or in the workplace shall be sufficient grounds for 
termination of employment. 

 
 

ARTICLE 8 – EVALUATION OF PERFORMANCE OF 
 CERTIFIED STAFF 

 
8.01 A determination of the efficiency and effectiveness of the 

teaching staff is a critical factor in the overall operations of the 
District.  The Board evaluates teachers and counselors in 
accordance with State law and the standards-based statewide 
teacher evaluation framework adopted by the State Board of 
Education. 

 
 The Board directs the Superintendent/designee to implement this 

policy in accordance with State law. 
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 Notwithstanding Ohio Revised Code section 3319.09, this policy 
applies to any person employed under a teacher license issued 
under Ohio Revised Code chapter 3319, or under a professional 
or permanent teacher’s certification issued under former section 
3319.222, and who spends at least 50% of the time employed 
providing content-related student instruction.  This teacher 
evaluation policy does not apply to substitute teachers. 

 
 Ohio Revised Code Section 3319.133 states that each school 

district Board of Education must adopt a school counselor 
evaluation policy.  The local Board of Education will also provide 
for professional development to accelerate and continue school 
counselor growth and provide support. 

 
8.02 Purpose 
 

A. The purposes of teacher evaluation are: 
1. To serve as a tool to advance the professional 

development of teachers. 
2. To improve instruction. 
3. To assist teachers and administrators in identifying and 

developing best educational practices in order to provide 
the greatest opportunity for student learning and 
achievement. 

4. As evidence of a teacher’s performance. 
5. To make employment and re-employment decisions. 

 
8.03 Credentialed evaluators 
 

Evaluation carried out under this policy are conducted by 
persons holding evaluator credentials established by the Ohio 
Department of Education. 
 

8.04 Effectiveness Rating 
 

Teachers are assigned an effectiveness rating of Accomplished, 
Skilled, Developing or Ineffective.  The final summative 
evaluation level that is assigned to a teacher that is based on the 
holistic review of all Evaluation Factors, observed during the 
Evaluation Cycle. 
 
Annually, the Board submits to the Ohio Department of 
Education, the number of teachers assigned an effectiveness 
rating, aggregated by the teacher preparation programs from 
which, and the years in which, the teachers graduated.  The 
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name of, or any personally identifiable information about, any 
teacher reported in compliance with this provision cannot be 
required. 
 

8.05 Teacher Performance Calculation 
 

Teachers and counselors are evaluated via two formal 
observations and periodic classroom walk-throughs.  Other 
evidence includes, but not limited to, student information 
affecting educational progress, student interest or learning style 
surveys, newsletters, classroom rules, lesson plans, student 
portfolios, summative assessments, and student work samples. 
 
The Board directs the Superintendent/designee to develop 
procedures for these evaluation tools in consult with the 
evaluation committee. 
 

8.06 High Quality Student Data (HQSD) 
 

Each evaluation shall contain two (2) measures of high quality 
student data (HQSD).  When applicable to the grade level or 
subject area taught by the teacher being evaluated, HQSD shall 
include the value-added progress dimension as one (1) source of 
HQSD. 

 
8.07 Professional Growth and Improvement Plans 
 

Teachers and counselors whose evaluation rating is 
Accomplished shall develop a self-directed plan to continuing 
professional growth and may choose the credentialed evaluator 
for their next evaluation cycle as set forth in this agreement. 
 
Teachers and counselors whose evaluation rating is Skilled shall 
develop a professional growth plan jointly with his/her 
credentialed evaluator and may have input on the selection of 
the credentialed evaluator for their next evaluation cycle as set 
forth in this agreement. 
 
Teachers and counselors whose evaluation rating is Developing 
shall develop a professional growth plan that is guided by their 
assigned evaluator. 
 
Teachers and counselors whose evaluation rating is Ineffective 
will be placed on a professional improvement plan developed by 
their assigned evaluator. 
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8.08 Evaluation Timeline 
 

District administrators evaluate teachers and counselors 
annually.  Annual evaluations include two formal observations at 
least 30 minutes each and periodic classroom walkthroughs.  
Teachers and counselors, who are on limited or extended limited 
contracts pursuant to State law and under consideration for 
nonrenewal, receive at least three formal observations during the 
evaluation cycle. 
 
The Board will evaluate teachers and counselors receiving 
effectiveness ratings of Accomplished on those teacher’s/ 
counselor’s most recent evaluations carried out under this policy 
every two years.  Biennial evaluations conducted under this 
policy are completed by May 1 of the evaluation year.  Teachers 
evaluated on a biennial basis are provided a written copy of their 
evaluation results by May 10 of the evaluation year. 
 
All teacher/counselor evaluations are completed by May 1.  
Teachers/counselors evaluated under this policy are provided 
with a written copy of their evaluation results by May 10. 
 
There shall be at least four (4) weeks between each formal 
evaluation. 
  

8.09 Retention and Promotion 
 

The Board uses evaluation results for retention and promotion 
decisions.  The Board adopts procedures for use by district 
administrators in making retention and promotion decisions 
based on evaluation needs.  Promotion does not include the 
awarding of administrative positions. 
 
Seniority shall not be the basis for making retention decisions, 
except when choosing between teachers/counselors who have 
comparable evaluations.  Only teachers who are designated as 
Accomplished shall be comparable to Accomplished, only 
teachers who are designated as Skilled/Developing shall be 
considered comparable to Skilled/Developing. 
 

8.10 Poorly Performing Teachers 
 

The Board uses evaluation results for removing poorly 
performing teachers.  The Board adopts procedures for removing 
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poorly-performing teachers based on evaluation results.  Such 
procedures shall be those contained in the Ohio Revised Code. 
 

8.11 Professional Development 
 

The Board allocates financial resources to support professional 
development in compliance with State law and the State Board 
of Education’s evaluation framework. 
 

8.12 Orientation 
 

Not later than September 30 of each year, or in the case of a 
new teacher/counselor or a transfer, within thirty (30) days of the 
first day worked, each teacher/counselor shall be notified in 
writing of the name and position of his or her evaluator. 
 
The evaluation shall be completed not later than the first day of 
May, and the teacher/counselor being evaluated shall receive a 
written report of the results of this evaluation, including the 
assigned evaluation rating, not later than the tenth day of May. 
 
Orientation shall be provided to teachers who are transferred to 
new positions. 
 

8.13 Observations 
 

One formal observation may be preceded by a conference 
between the evaluator and the teacher/counselor in order for the 
teacher/counselor to explain plans and objectives for the work 
situation to be observed. 
 
A post-observation conference shall be held after each formal 
observation and shall be used to inform the teacher/counselor if 
observed instructional practices are aligned with the 
expectations that are identified in the teacher’s/counselor’s 
professional growth or implementation plan. 
 
A teacher/counselor may request a formal observation at any 
time in addition to those required by this procedure. 
 

8.14 Walkthroughs 
 

The teacher/counselor shall be provided a copy of the completed 
walkthrough form. 
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8.15 Finalization of Evaluation 
 

Completion of Evaluation Cycle: 
 
The evaluation report shall be signed by the evaluator.  The 
evaluation report should then be signed by the teacher/counselor 
to verify notification to the teacher/counselor that the evaluation 
will be placed on file, but the teacher’s/counselor’s signature 
should not be construed as evidence that the teacher/counselor 
agrees with the contents of the evaluation report.  Failure of the 
teacher/counselor to sign shall not nullify the evaluation.  The 
evaluation report shall be completed by May 10, signed by both 
parties, and sent to the superintendent. 
 
The Board shall evaluate each teacher/counselor assigned an 
evaluation rating of Accomplished on the teacher/counselor’s 
most recent evaluation conducted under this article once every 
three school years.  The Board shall evaluate each teacher/ 
counselor assigned an evaluation rating of Skilled on the 
teacher/counselor’s most recent evaluation conducted under this 
article once every two school years.  In these cases, the 
evaluation shall be completed by the first day of May of the 
applicable school year, and the teacher shall receive a written 
report of the results of the evaluation by the tenth day of May of 
that school year. 
 
Response to Evaluation:  The teachers/counselors shall have the 
right to make a written response to the evaluation and to have it 
attached to the evaluation report to be placed in the teacher’s/ 
counselor’s personnel file.  A copy, signed by both parties, shall 
be provided to the teacher/counselor. 
 

8.16 Due Process 
 

A teacher/counselor shall be entitled to Union representation at 
any conference held during this procedure in which the teacher/ 
counselor will be advised of an impending adverse personnel 
action. 
 

8.17 Legislative Changes 
 

This Article shall be changed to comply with any legislative 
changes. 
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ARTICLE 9 – RESIDENT EDUCATOR PROGRAM 
 
9.01 The Resident Educator Program will align with the requirements 

of the legislature and the Ohio Department of Education. The 
Association and Board will work collaboratively to determine an 
aligned plan. 

 
 

ARTICLE 10 – GRIEVANCE PROCEDURE 
 
10.01 Definitions 
 

A. A grievance is a complaint by a bargaining unit member 
of the local association that there has been a violation, 
misinterpretation, misapplication, or deviation of a 
specific provision of the contract agreement between the 
Canton Local Board of Education and the Canton Local 
Education Association. 

 
B. A grievance procedure is a method by which an 

individual or group of individuals or the Association can 
express a complaint, problem or dispute without fear of 
reprisal and obtain a fair hearing at progressively higher 
levels.  Said procedure shall provide democratic 
interpretation and application of personnel policies and 
practices. 

 
C. Days are defined as calendar days exclusive of 

Saturdays, Sundays, and legal holidays, whether or not 
school is in session. 

 
10.02 Time Limits 
 

A. A grievance shall be filed within fifteen (15) working days 
following the incident that provoked the grievance. 

 
B. A grievance shall be filed at the “lowest possible level”.  

The “lowest possible level” means that level of the 
grievance procedure at which the administrator deciding 
the grievance has authority to make a decision. 

 
C. Except for the Informal Procedure, before a grievance 

can move to the next level, the grievant must first 
discuss the grievance with the Association President for 
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their evaluation.  The Association Board shall have full 
authority to process or deny any grievance. 

 
D. The grievant may be represented at any and all levels of 

the grievance procedure by the Association or its 
affiliates.  When a grievant is not represented by the 
Association, the Association shall have the right to be 
present and to state its view at any level of this 
procedure. 

 
E. Before a grievance is taken to the next level, the 

Association has the option of withdrawing its support and 
the grievance procedure stops. 

 
F. If a decision on a grievance is not appealed within the 

time limits specified at any step of the procedure, the 
grievance will be deemed settled on the basis of the 
disposition at the step and further appeal shall be 
barred. 

 
G. Failure at any step of these procedures to communicate 

the decision on a grievance within the specified time 
limits shall permit the Grievant to proceed to the next 
step. 

 
10.03 Informal Procedure 
 

The grievant shall discuss the grievance with the principal, or 
his/her immediate supervisor, who shall endeavor to affect a 
solution. 

 
10.04 Formal Procedure 
 

At the formal level a grievance must be reduced to writing on the 
appropriate Grievance Report Form (Appendix A). 

 
A. Level I 

 
If a satisfactory solution is not effected in fifteen (15) 
days, the grievant shall request a formal review of the 
grievance, in writing, with the Superintendent. 

 
Within fifteen (15) days of this request, the 
Superintendent shall hold a hearing on any grievance 
and will advise, counsel and take steps which are in 
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her/his judgment desirable or necessary to effect a 
solution. 

 
B. Level II 

 
In the event the Level I step does not result in a solution 
within fifteen (15) days satisfactory to the grievant, 
he/she may request the grievance be submitted to 
arbitration. 

 
10.05 The fact that an individual files a grievance shall not be recorded 

in his/her personnel file or in any file used in the transfer, 
assignment, or promotion process; nor shall such fact be used in 
any recommendation for re-employment or recommendation for 
other employment; nor shall the grievant, the Association or its 
officers or other individuals in the district be placed in jeopardy or 
be the subject of reprisal or discrimination for having followed or 
participated in the grievance procedure. 

 
10.06 Arbitration 
 

A. Robert Stein shall be the permanent arbitrator.  If he is 
unable or unwilling to serve, then an arbitrator shall be 
selected from a list of fifteen (15) arbitrators which the 
Association representative and the Board representative 
shall request from the American Arbitration Association.  
Within ten (10) days following the receipt of this list, the 
Association representative and the Board representative 
shall meet for the purpose of naming the arbitrator either 
by mutual agreement or by striking process, whereby 
each shall alternately strike a name from the list until a 
final name remains who shall be the arbitrator.  The 
person striking first shall be determined by the single 
toss of a coin.  The hearing shall be held within ten (10) 
days of selection, if possible.  The decision reached by 
the arbitrator shall be binding on both parties. 

 
B. Both parties shall equally share all expenses of the 

arbitration. 
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ARTICLE 11 – HEALTH AND SAFETY 
 
11.01 The Board shall be responsible to ensure and maintain 

conditions of employment that are free of hazards that are 
causing or are likely to cause accident, injury, or illness to 
employees. 

 
11.02 Only certified/licensed medical personnel shall be required to 

perform medical procedures. 
 
11.03 Any employee may choose to have a Hepatitis B immunization at 

Board paid expense.  If an individual chooses to have the 
immunization, he/she shall not be required to perform duties 
outside their job description as a result of obtaining the 
immunization. 

 
 

ARTICLE 12 – HIRING/REHIRING RETIREES 
 

The Board may, in its sole discretion, choose to hire/rehire individuals 
who have retired with any public retirement system.  If such individual is 
hired/rehired, the following terms and conditions shall govern: 
 
12.01 The individual shall be issued a one-, two- or three-year limited 

contract which shall automatically expire and as a condition of 
employment, the employee waives his/her right to a continuing 
contract under Ohio law. 

 
12.02 The employee must waive any rights he/she may have or accrue 

under 3319.11ORC, 3319.111ORC. 
 

12.03 The employee waives any rights he/she may have or accrue to 
severance pay either under Ohio law or Board policy. 

 
12.04 The employee waives any rights he/she may have or accrue to 

any type of retirement incentive program. 
 
12.05 The employee agrees to be placed on the salary schedule at 

step 7 with column placement based on education level.  The 
employee shall stay at step 7 of the salary schedule for the entire 
duration of the retire/rehire period. 

 
12.06 The following articles of the collective bargaining agreement 

shall not be applicable to individuals hired/rehired under this 
article: 
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Article 8 Evaluation of Performance of Certificated Staff 
Article 28 Salary Schedules 
Article 31 Severance Pay Policy 
Article 35 Vacancies and Transfers 

 
12.07 Positions held by retirees that are to be rehired, are not required 

to be posted and filled under the terms of the collective 
bargaining agreement. 

 
 

ARTICLE 13 – INSERVICE 
 
13.01 Bargaining unit members may be required to attend up to twenty 

(20) hours inservice meetings per year, in addition to the current 
182 days, under the following conditions: 

 
1. The dates for the inservice shall be agreed upon by the 

Labor/Management committee. 
 

2. The rate of pay shall be based on the BS-0 hourly rate 
for that year.  

 
3. Inservices conducted during the summer months shall 

be paid based on the BS-0 hourly rate for that year with 
a two- (2) hour minimum, unless the inservice is held 
within 1.5 days prior to convocation and after 1 day after 
the last teacher workday. 
 

4. Work schedules, vacation or other extenuating 
circumstances are reasons for an individual to be 
excused from summer attendance, unless the inservice 
is held within 1.5 days prior to convocation and after 1 
day after the last teacher workday. 

 
5. At least fourteen (14) days notice will be given for 

inservice. 
 
6. Mandatory inservice will be scheduled no earlier than 

two (2) weeks before convocation and no later than the 
end of the school year. 

 
13.02 Student Delayed Start 
 

Student Delayed Start is an acceptable method of scheduling 
inservice or faculty meetings. 
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ARTICLE 14 – INSURANCE 
 
14.01 In order to be eligible for insurance, an employee must be 

contracted for at least 30 hours per week. 
 

Employees may not be paid cash in lieu of insurance benefits. 
 

Coverage Overview:  See Plan Booklet for more detailed 
coverage information 

 
14.02 Medical 
 

A. The Board will pay the 85% for medical insurance of the 
premium and the employee will pay the remainder of the 
percentage for each of the above years to equal 100% 
for full-time employees. 

 
B. Stark County Schools Council 
 

The Board of Education may fully meet its obligations to 
provide health care benefits and services under this 
collective bargaining agreement by participating in the 
health benefits program of the Stark County Schools 
Council (COG).  The Board shall provide health, dental, 
vision and life insurance through the COG. The coverage 
shall be the standardized COG specifications. 
 

C. Preferred Provider - Doctors/Hospitals 
 

1. The parties agree that one or more Preferred 
Provider Organization (PPO) programs for 
hospital and physicians' services shall be 
provided through the Stark County Council of 
Governments (COG) Health Insurance Program.  
Anyone, as of August 1, 2009, who has the 
traditional Mutual Health Program instead of the 
PPO, may continue such participation. 

 
2. The selection of the PPO(s), the types of 

benefits/programs, or any changes therein, shall 
be mutually determined by the representative of 
the COG and the Stark County OEA office 
representative. 
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D. Preferred Provider - Prescription Drugs 
 

The Board shall provide, through the Stark County 
Council of Governments, a preferred provider drug 
program that, if the employee chooses to utilize, will 
include the following: 

 
1. The program will be available to employees and 

their dependents who have "primary" coverage 
under the District's insurance. 

 
2. The employee will pay the 20% co-payment to 

the provider and the remaining 80% will be 
direct billed to the insurance company.  If the 
yearly maximum has been reached, provisions 
will be made to refund the employee's 20% co-
payment. 

 
3. The deductible will be waived. 

 
4. The list of covered expenses shall be agreed 

upon by the COG and the Stark County OEA 
office representative. 

 
5. Mail order prescription:  Mail order must be used 

for maintenance drugs in order for the insurance 
provisions to apply. 

 
6. Generic: Generic drugs must be substituted 

where applicable in order for the insurance 
provisions to apply. 

 
14.03 Life Insurance 

 
The Board shall provide term life and accidental death and 
dismemberment coverage in the amount of $70,000 for each 
teacher. 
 
Bargaining unit members may purchase additional term life 
insurance at the group rate, in $5,000 increments, up to a 
maximum of $60,000 coverage in addition to Board paid 
coverage.  Modifications to this provision may be necessary to 
comply with requirements of the insurance carrier.  The value of 
the life insurance reduces by 50% at age 65.  The specific terms 
of the policy are contained in the life insurance contract. 
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14.04 Dental Insurance 
 

The Board shall provide dental coverage and pay 85% of the 
premium. 
 

14.05 Section 125 – Tax Shelter 
 

Tax sheltering of the individual’s contribution for health costs, 
unreimbursed medical expenses and dependent coverage will be 
provided, under IRS Section 125. 
 
All COG employers must offer the IRS Section 125 tax shelter 
provided through the COG.  If an employee elects to utilize any 
of the IRS 125 benefits, the administrative cost shall be shared 
equally between the employee and the employer. 
 

14.06 Premium Holidays 
 

If the employer receives a premium holiday(s), the employees 
shall not be required to pay their portion of the premium(s) for 
the holiday month(s). 
 

14.07 Spousal Coverage 
 

Any new participants to the COG, after June 30, 2015, with 
working spouses who have the ability to be covered under an 
insurance plan through his/her place of employment, will be 
required to take his/her plan as their primary plan.  This provision 
does not apply to a participant who had insurance with one COG 
employer and immediately thereafter, moved to another COG 
employer.  If the spouse is required to pay forty percent (40%) or 
more of the premium with his/her employer, the requirements of 
this section shall not apply. 
 

14.08 Same Sex Marriage 
 

If State law recognizes same-sex marriage, the COG plan 
specifications will be modified to include those individuals. 
 

14.09 Vision Insurance 
 

The Board shall provide vision coverage and pay 100% of the 
premium. 
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ARTICLE 15 – LABOR MANAGEMENT COMMITTEE 

 
15.01 A Labor Management Committee (LMC) shall be established.  

The Superintendent and Association President shall each be 
members of the committee and each shall appoint up to four (4) 
other members to serve on the committee.  The committee shall 
meet at the request of either party. 

 
 

ARTICLE 16 – LEAVES 
 
16.01 Personal Leave 
 

Each regular employee shall be entitled to three (3) days of 
unrestricted personal leave which shall not accumulate from year 
to year and not be deducted from the employee’s sick leave.  
Requests for personal leave are to be made with the 
Superintendent. 

 
A. Restrictions 

 
1. Personal Leave may not be used during the first 

or last week of school, on inservice days, on 
days immediately before or after a holiday or for 
profit-making businesses. 

 
2. Only five (5) percent of a building staff may have 

personal leave granted on any given day. 
 

B. Procedures 
 

1. Requests for personal leave shall be made on 
the form prescribed by the administration at 
least one week prior to the day of the requested 
leave.  In an emergency situation, the 
requirement for one week advance written 
notification may be waived by the 
Superintendent.  If a waiver is granted, a 
completed personal leave request form must be 
submitted to the Superintendent within one week 
following usage of the personal day.  In all 
instances of emergencies where advanced 
notice has not been given, the building principal 
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must be notified so that arrangement can be 
made for a substitute teacher. 

 
2. Responsibility rests with the employee to notify 

his/her building principal or supervisor when the 
request is submitted. 

 
C. Falsifications/abuse of personal leave shall be grounds 

for termination. 
 

D. If no personal leave days are used, the employee shall 
receive a stipend of $300.  If no more than one (1) 
personal leave day is used, the employee shall receive a 
stipend of $150.  The payment of this stipend shall be no 
later than the last pay in June. 

 
16.02 Sick Leave 
 

A. Annual Allowance 
 

Each employee shall be granted sick leave on the 
following basis:  One and one-fourth (1-1/4) days for 
each completed month of service or fifteen (15) days for 
each completed year of service.  Each new employee 
who has exhausted his/her accumulated sick leave may 
be entitled to an advancement of five (5) days sick leave.  
This advancement shall be deducted from the sick leave 
he/she subsequently accumulates.  This provision 
prevails over ORC 3319.141. 

 
B. Reporting Absence (teachers) 

 
1. Teachers needing a substitute are to report to 

the principal or someone designated by the 
principal.  As much advance notice as possible 
should be given. 

2. Teachers who are absent should, when 
possible, report to the principal by 2:00 p.m. 
whether or not they plan to be present the 
following day. 

 
C. Accumulation 

 
1. Sick leave credit will continue to accumulate 

while on sick leave. 
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2. Effective July 1, 2025, maximum sick leave days 

accumulated shall be three hundred sixty (360) 
days. 

 
3. Bargaining unit members who are part time shall 

be entitled to sick leave for the time actually 
worked at the same rate as that granted like full 
time employees.  Each day’s absence will be 
considered as one day to be deducted from 
accumulated sick leave. 

 
4. Each day’s absence allowed under sick leave 

policy will be considered as one day to be 
deducted from accumulated sick leave. 

 
D. Usage 

 
Sick leave may be used for personal injury or illness, 
pregnancy, exposure to contagious disease or injury, 
illness or death of a member of the immediate family, or 
to attend the funeral of relatives outside the immediate 
family or close friends. 

 
1. Sick leave may be used at any time for 

members of the immediate family or such other 
person for whom the employee takes the major 
responsibility for care and aid.  In cases wherein 
an employee’s request for sick leave under this 
clause is questionable, the final decision shall 
rest upon the discretion of the Board of 
Education. 

 
2. Employees shall be allowed to use up to three 

(3) days of sick leave, and additional days if 
approved by the local Superintendent, in the 
event of a death of a sister, brother, father-in-
law, mother-in-law, brother-in-law, or sister-in-
law. 

 
3. An employee shall be allowed to use one (1) day 

of sick leave, and additional days if approved by 
the local Superintendent, to attend the funeral of 
an aunt, uncle, nephew, or niece.  An employee 
shall be allowed to use one (1) day of sick leave 
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to take part in a funeral of any other deceased 
person’s family. 

 
4. Sick leave cannot be used for personal business 

or visiting. 
 

5. No employee shall lose the accumulative sick 
leave allowance by reason of having been on 
leave of absence, nor shall sick leave 
accumulate while on leave. 

 
E. Exhaustion of Sick Leave 

 
An employee who exhausts sick leave may be granted 
additional sick leave time with the approval of the 
Superintendent. 

 
16.03 Parent/Maternity Leave 
 

A. Leave Rights 
 

Any employee who is expecting a child or who is 
adopting a child five (5) years old or younger shall be 
granted (upon application) a leave of absence without 
pay.  The leave shall be no longer than one academic 
school year.  However, it may be extended an additional 
year upon approval of the Board. 
 

B. Application for Leave 
 

Application for parental leave shall be in writing and shall 
contain a statement of the expected date of birth, or in 
the case of adoption, the date of obtaining custody, the 
date on which the leave of absence is to commence and 
the date the employee anticipates to return to service. 

 
C. Reinstatement of Rights 

 
Upon return from approved parental/maternity leave the 
employee shall be entitled to reinstatement to the same 
or similar position with the same contractual status which 
he/she held prior to the leave.  If that position is no 
longer available, an equivalent position will be assigned.  
The employee shall notify the Board by March 1st of the 
intent to return to work. 
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16.04 Assault Leave 
 

Definition 
 

Any employee who suffers illness or injury (physical or 
psychological) that is caused by a job-related assault, be it on or 
off the Board’s premises, shall be granted assault leave for the 
length of the absence. 

 
The employee must furnish a signed statement on a prescribed 
form to justify use of assault leave.  Falsification is grounds for 
suspension or termination.  A statement from a licensed 
physician or licensed mental health professional must also be 
provided stating the nature of injury and the anticipated length of 
time an employee is unable to return to work. 

 
1. Employees shall report immediately to their supervisor or 

acting principal all cases of assault suffered by them in 
connection with their employment. 

 
2. Whenever an employee is absent from work as a result 

of an illness or injury caused by such an assault, he/she 
will be paid his/her full wages and benefits for the period 
of such absence for up to forty-five (45) days. 

 
3. Use of assault leave shall not be deducted from sick 

leave or personal leave. 
 
All documented medical/emergency costs as a result of 
an assault and not covered by Worker’s Compensation, 
the employees insurance or other sources shall be paid 
by the Board of Education. 

 
4. Any amount of salary payable under this section shall be 

reduced by the amount of any Worker’s Compensation 
awarded. 

 
5. The Board shall have the right to require the employee 

to be examined at Board expense by a physician 
designated by the Board for the purpose of establishing 
the length of time during which the employee is 
temporarily disabled from performing his/her duties.  In 
the event that there is no length of time established 
through Worker’s Compensation proceedings, and there 
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is a dispute between the employee’s personal physician 
and the Board’s designated physician, the Board shall 
designate a third person (at Board expense) to examine 
the employee.  The majority opinion of the three 
physicians shall prevail. 

 
16.05 Compulsory Leave 
 

Release time shall be granted for required appearances in court 
or other tribunal where the bargaining unit member is a 
defendant or subpoenaed witness.  If an employee is dismissed 
with more than half of his/her scheduled time remaining, the 
employee shall return to his/her regular assignment. 

 
16.06 Jury Duty Leave 
 

Employees shall be excused from performing their regular duties 
when summoned for jury duty.  When serving on jury duty, the 
employee shall receive his/her regular rate of pay.  Upon 
completion of jury duty, the employee shall remit all jury duty pay 
(less mileage and meal allowances) to the Board Treasurer. 

 
16.07 Professional Leave 
 

Any employee may receive compensation and expenses for 
days on which he/she has prior approval of the Superintendent 
to attend professional meetings.  Expenses must be documented 
in accordance with current policies or procedures. 

 
16.08 Unpaid Leaves 
 

A. The Board may grant unpaid leave upon written request 
to the Superintendent to any employee. 

 
B. The leave may be granted for period of up to one (1) 

year.  Such leave may be renewed by the Board upon 
request for up to one (1) additional year and thereafter 
may be renewed upon request with Board approval. 

 
C. All requests for unpaid leave shall specify the reason(s) 

for the leave, the proposed beginning date and the 
proposed duration. 

 
D. An employee on unpaid leave shall inform the 

Superintendent in writing of his/her intention to return to 
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duty at least thirty (30) calendar days before the 
expiration of the leave. 

 
E. Any employee on an unpaid leave for one (1) year or 

more must notify the Superintendent by March 1 of the 
school year before they intend to return to duty. 

 
F. Upon return from leave, the employee shall resume the 

same contractual status which was held prior to the 
leave.  

 
16.09 Family Medical Leave 
 

A. If an employee takes a leave granted under this Article 
for a reason covered by the Family and Medical Leave 
Act, the leave shall be administered under the provisions 
of the FMLA. 

 
B. Upon approval of the Superintendent and Association 

President, this Section may be modified as necessary to 
comply with federal law and rules and regulations. 

 
C. The Board shall make a copy of the FMLA policy 

available on line. 
 
16.10 At the Superintendent’s discretion, the provisions of these leaves 

may be extended. 
 
 

ARTICLE 17 – LENGTH OF SCHOOL DAY 
 
17.01 The teacher workday shall be a maximum of seven and one-half 

(7.5) hours in length, which shall include no less than a thirty (30) 
minute duty-free lunch.  This may be adjusted when the teacher 
and administrator mutually agree upon a different arrangement. 

 
17.02 Bargaining unit members may be required to attend one (1) 

meeting in any one month, before or after the teacher workday 
called by the building principal or Superintendent.  A meeting 
called in any one month shall not exceed sixty (60) minutes in 
length. 

 
17.03 Required meetings in excess of the above limitations may be 

called for emergency purposes.  An emergency meeting may be 
called for extenuating circumstances resulting from an 
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unforeseen event that could be potentially disruptive to school 
operations. 

 
17.04 Nothing in this article shall prohibit the scheduling of voluntary 

meetings. 
 
17.05 Each bargaining unit member shall have a minimum of forty (40) 

minutes per day of planning or may be adjusted when the 
teacher and administrator mutually agree, but will be the 
equivalent of two hundred (200) minutes in a five (5) day week. 

 
17.06 The following compensation will be provided for classroom 

coverage needs: 
 

A. A rate of $25 per coverage period will be paid to staff who 
are asked and agree to cover a fellow teacher’s class during 
their own personal planning period.  This rate would also be 
applied to a staff member who is asked and agrees to 
provide intervention during their personal planning period. 
 

B. Teachers who cover classes at the same time they are 
teaching their own classes or who assume responsibility for 
students placed in their room with their classes will be paid 
at a rate of $25 per class.  If students are split among two or 
more teachers, the teachers absorbing the extra students 
shall receive $25 per class on a prorated basis. 
 

C. Coverage is optional but encouraged when the need is 
present. 

 
This section shall also apply to elementary teachers who must 
“cover” an art, music or physical education class due to the 
absence of a special area teacher where no substitute for that 
teacher has been provided. 

 
17.07 Except for the reasons stated in the above sections, no 

bargaining unit member will be required to lose a preparation 
period for building or curriculum meetings. 

 
 

ARTICLE 18 – LENGTH OF SCHOOL YEAR 
 
18.01 The regular school year for full time members of the bargaining 

unit shall be no more than 182 days (183 for new hires during 
their first year of employment).  Under mutual agreement of the 
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bargaining unit member and the Superintendent, the bargaining 
unit member may work less than 182 days. 
 
The days shall be used as follows: 

 176 student days of instruction (or hourly equivalent) 

 1.5 parent-teacher conference days 

 1 day -convocation (prior to the first day of instruction) 

 2.5 days (3.5 days for new hires during their first year 
of employment.  The extra day for new hires during 
their first year of employment will be for new staff 
orientation to be held no earlier than 2 weeks before 
convocation.).  1.5 days of guided professional 
development will take place immediately preceding 
convocation.  One day will take place in a time set 
forth in the school calendar. 

 1 day at the end of the instructional year for grade 
completion and record keeping 

 
18.02 A day is equivalent to seven and one-half hours (which includes 

lunch). 
 
18.03 If the last teacher day is in the month of June, teachers have the 

right to replace that day by working in their classroom one day 
between August 1st and the first scheduled professional 
development day of the year. 

 
 

ARTICLE 19 – NON-DISCRIMINATION 
 
19.01 The Board shall not discriminate with regard to disability, race, 

color, creed, ancestry, national origin, sex, religion, marital 
status, age, sexual orientation, gender identity, union 
membership or union activities. 

 
 

ARTICLE 20 – PAYROLL DEDUCTIONS 
 
20.01 Employees shall be paid in twenty-four (24) equal pays paid on 

the 5th and 20th of each month. 
 

If the pay date falls on a Saturday, Sunday or holiday it will be 
paid the first business day prior to the 5th or 20th. 
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This change is contingent upon the Canton Local Classified 
Association agreeing to modify the pay from twenty-six to twenty-
four pays. 

 
20.02 Timelines for Establishing or Changing Payroll Deductions 
 

A. Establishing or changing of TSA may be made at any time 
during the year.  The payroll authorization form must be in 
the Administrative Center no later than two weeks prior to 
payday.  The TSA company must be notified prior to payroll 
authorization. 

 
B. The establishment or change for Credit Union deduction may 

be done at any time during the year.  The payroll 
authorization forms must be turned into the Administrative 
Center one week prior to payday. 

 
C. Changing exemptions for purposes of Federal and State 

income tax withheld may be made at any time during the 
year.  W-4 forms and IT-4 forms must be turned in to the 
Administrative Center one week prior to payday. 

 
D. Establishing or changing a city income tax deduction may be 

made at any time during the year.  Payroll authorization 
forms must be turned into the Administrative Center one 
week prior to payday. 
 

 Payday 
Effected 

Deadline 

TSAs Any payday One week prior to next payday 

Credit Union Any payday One week prior to next payday 

W-4, It-4 Forms Any payday One week prior to next payday 

City Income Tax Any payday One week prior to next payday 

Union Dues Any payday One week prior to next payday 

 
20.03 All employees shall be enrolled in direct deposit of payroll. 
 
 

ARTICLE 21 – RETIREMENT INCENTIVE 
 
Effective July 1, 2025 through June 30, 2026, a retirement incentive of 
$20,000 will be offered for staff members who are first-time eligible to 
retire from STRS with unreduced benefits.  Staff members that retire 
from STRS with reduced benefits will also qualify for the incentive. 
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Effective July 1, 2026, a retirement incentive of $15,000 will be for staff 
members who are first-time eligible to retire from STRS with unreduced 
benefits.  Staff members who retire from STRS with reduced benefits will 
also qualify for the incentive. 
 
The staff member must notify the Board in writing by March 1st of the 
year in which they are retiring to be eligible for the incentive.  Payment of 
the incentive will be made upon the staff member submitting paperwork 
from STRS showing their retirement effective date (first retirement check 
may be used as proof of retirement) and the number of years of service 
credit obtained at retirement. 
 
 

ARTICLE 22 – PERSONNEL FILES 
 
22.01 Maintenance of One File 
 

Only one personnel file must be maintained for each employee.  
All file entries shall be signed and dated by the supervisor 
submitting the entry and the bargaining unit member shall 
receive a copy when the entry is made.  The file shall contain a 
record of those who reviewed the file and the date of the review. 

 
22.02 File Contents 

 
The file shall be limited to work performance, discipline, and 
routine personnel data.  No misleading, inaccurate, invalid 
information or anonymous documents shall be included in the 
file. 

 
22.03 Review of File 
 

The employee shall be permitted to review the contents of the 
employee’s file at all reasonable times and may be accompanied 
by an Association representative 

 
22.04 Employee’s Right to Respond 
 

The employees shall have the right to rebut or add comments to 
any information in the file. 

 
22.05 Expungement of File 
 

All disciplinary documents placed in the file shall automatically 
be expunged seven (7) years from the date of filing provided the 
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employee has not been guilty of the same infraction within that 
time period. 
 
 

ARTICLE 23 – PROCESS FOR A CONTRACT 
WAIVER FOR A BUILDING 

 
23.01 Procedure 
 

A member of the bargaining unit or an administrator who wants 
to initiate a practice that would not be permitted under the 
current contract language could obtain a waiver by following the 
sequence below: 
1. The plan must be put in writing and contain: 

a. the intended practice 
b. ramifications and implication for the buildings as a 

whole 
c. duration 
d. financial implications 

 
2. The plan will first be submitted to the building principal, 

CLEA and Superintendent.  They may jointly revise, 
approve, or disapprove the plan before it reaches Step 
#3. 

 
3. An opportunity for open discussion on the proposal must 

be provided preferably at a staff meeting. 
 

4. The plan will than be voted on by secret ballot by the 
CLEA members in the building.  Eighty-five percent 
(85%) of the members must approve for the plan to 
remain viable. 

 
5. The plan shall become an Appendix to this contract upon 

approval of the CLEA and the Superintendent. 
 
 

ARTICLE 24 – PROFESSIONAL DEVELOPMENT 
 
24.01 A Local Professional Development Committee (LPDC) shall be 

established in the Canton Local School District by September 
1998.  The committee shall have the responsibility for approving 
individual professional development plans submitted by 
certificate/licensed education employees.  The LPDC must 
comply with all state laws.  The District and Association shall be 
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considered full partners in the establishment of the committee 
and shall work collaboratively to plan the LPDC structure.  Any 
issues arising out of this committee that impact wages, hours, 
and/or terms and conditions of employment must be bargained 
with the Association. 

 
24.02 Local Professional Development Committee (LPDC) 
 

A. The LPDC shall be a five member Local Professional 
Development Committee consisting of five members 
who are employees of the Canton Local Board of 
Education.  A majority of the members shall be members 
of the bargaining unit and shall be appointed by the 
Canton Local Education Association.   Initial terms of 
bargaining unit members shall be two members 
appointed for terms of three years and one member 
appointed for a term of two years.  Nonbargaining unit 
members of the LPDC will be appointed by the 
Superintendent, with one LPDC member appointed for a 
term of three years and one member appointed for a 
term of two years.  Vacancies shall be filled in the 
manner of original appointment. 

 
In any vote/decision affecting a license, certification or 
professional development plan of a nonbargaining unit 
member, only one of the three bargaining unit members 
of the LPDC may vote. 

 
B. Meeting of the LPDC 

 
The LPDC shall act only by resolution voted upon by the 
LPDC and recorded in its minutes, such resolution 
having received a recorded affirmative vote by a majority 
of its membership. 

 
The LPDC shall meet as it may determine. 
 
Minutes of meetings and records of actions and 
proceedings of the LPDC shall be prepared and 
maintained. 

 
C. Duties and Powers of the LPDC 

 
The duties of the LPDC shall be strictly limited to the 
review and approval of professional development plans 
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for recertification and licensure as specified in Ohio Law 
governing such committees, and to the adoption and 
amendment of its bylaws.  The LPDC shall adopt bylaws 
governing its operations and reflecting the mission of the 
LPDC.  Such policies must be adopted by the LPDC 
prior to any action related to recertification or licensure. 
 
The LPDC shall report on its actions in a prompt and 
timely manner to the BOARD. 

 
D. Limitations 

 
The LPDC shall have no duties other than those 
explicitly stated herein. In the exercise of such duties, 
actions of the LPDC shall be limited in scope by and 
must be consistent with the adopted policies of the 
BOARD.  Only those educators who are renewing a 
license/certificate shall be required to submit an 
individual professional development plan. 

 
No action of the LPDC shall bind the BOARD or the 
Association in any manner that may be contrary to any 
provision of the Negotiated Agreement, this policy, other 
board policy or any law or regulation governing the 
operation of local school districts.  No action of the 
LPDC shall bind the BOARD in any manner that may 
affect bargainable terms and conditions of employment. 
No action of the LPDC shall bind the BOARD or the 
Association in any manner that may be construed as 
requiring the expenditure of any funds without express 
prior approval of the BOARD. 

 
E. Appeal of a Decision of LPDC 

 
The bylaws of the LPDC shall include provisions for the 
appeal of LPDC decisions denying the approval of 
professional development plans.  Such appeal 
provisions shall include methods for the designation of 
independent hearing officers to hear and decide such 
appeals. 
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F. Release Time 
 

LPDC member may, upon approval of the 
Superintendent, be released from their responsibilities 
for meetings during the regular school day. 

 
 

ARTICLE 25 – REDUCTION IN FORCE 
 
25.01 Definition 
 

A. Reduction in force shall be defined as the reduction, the 
elimination of a bargaining unit position through contract 
suspension. 
 

B. When a reduction of bargaining unit members is deemed 
necessary due to suspension of schools, decreased 
pupil enrollment, lack of funds or territorial changes 
affecting the district, the Board of Education shall 
implement such reduction in compliance with this Article. 

 
25.02 Attrition 
 

Where known and where possible, the number of persons 
affected by a reduction in force (RIF) will be kept to a minimum 
by not employing replacements for employees who retire or 
resign. 

 
25.03 Notification of Anticipated RIF 
 

A. If the employer determines a RIF may occur, the Board 
shall notify the Association in writing, not less than 
twenty (20) work days prior to the date the RIF is to be 
implemented.  The notification shall include the 
reason(s) for the RIF; the position(s) to be reduced, 
eliminated, or not filled; the name of the employees to be 
affected, the date of the Board action to implement the 
RIF and the effective date of the RIF. 

 
B. The Board shall develop and provide the Association 

with a RIF list of potentially affected employees which 
shall be based on seniority and contract status within 
areas of certification, license, or entry-level requirement. 
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C. Within ten (10) days of receipt of the notification, 
representatives of the Board and the Association shall 
meet to review the proposed RIF.  

 
25.04 Seniority Defined 
 

Seniority shall mean the length of continuous employment in a 
bargaining unit position as follows: 
 
A. Seniority shall begin to accrue from the first day worked 

in a bargaining unit position. 
 

B. Seniority shall accrue for all time if employee is on active 
pay status or is receiving worker’s compensation 
benefits. 

 
C. Time spent on inactive pay status (unpaid leave or 

layoff) shall not contribute to the accrual of seniority but 
shall not constitute a break in seniority. 

 
D. Full-time employees shall accrue one (1) year of 

seniority for each year worked. 
 

E. Part-time employees shall accrue seniority pro-rated 
against the minimal full-time standard. 

 
F. No employee shall accrue more than one (1) year of 

seniority in any work year. 
 

G. Employees under continuing contract shall have greater 
seniority than employees employed under limited 
contract for layoff purposes. 

 
H. It is agreed that seniority for staff hired out of the “60 day 

rule” will begin with their 61st day of employment.  This 
will become their official hire date and will apply 
beginning with the 2001-2002 school year. 

 
25.05 Equal Seniority 
 

A. A tie in seniority shall occur when two (2) or more 
employees have the same amount of seniority credit as 
determined by the seniority list. 
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B. Ties in seniority shall be broken by the following method 
to determine the most senior employee: 

 
1. The date of the Board meeting at which the 

employee was hired; and then by 
 

2. total professional experience 
 

3. scope of contribution to the total program including 
supplemental assignments; and finally by 

 
4. the decision of the Superintendent 

 
25.06 Loss of Seniority 
 

Seniority shall be lost when an employee retires or resigns; is 
discharged for cause; or otherwise leaves the employment of the 
Board, unless retire/rehire is agreed upon by the Board and 
employee. 

 
25.07 Posting of Seniority List 
 

A. The seniority list shall be posted annually, by November 
1st of each work year.  The Board shall prepare and post 
on the designated bulletin board in each building a 
seniority list indicating, by area of certification, license, or 
entry-level requirement, the first day worked, the date of 
the Board resolution to hire, and the contract status 
(Limited or continuing) of each employee.  Said list shall 
be provided to the Association President on or before 
the date of posting. 

 
1. The names of employees on the seniority list shall 

appear in seniority rank order within areas of 
certification, license, or entry-level requirement, with 
the name of the most senior employee appearing at 
the top of the listing and the name of the least senior 
employee appearing at the bottom of the listing. 

 
2. The names of employees who are certified, licensed, 

or otherwise minimally qualified in more than one (1) 
area shall be included on the listing for all areas of 
certification, license or entry-level requirement. 
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3. The names of any part-time employees shall appear 
on the seniority list but shall be listed in accordance 
with seniority as defined in this article. 

 
25.08 Correction of Inaccuracies 
 

Each employee shall have a period of thirty (30) days after 
posting of the seniority list in which to advise the Board or its 
agents in writing of any inaccuracies which affect his/her 
seniority.  The Employer or its agents shall investigate all 
reported inaccuracies and make sure adjustments as may be in 
order and post the updated list immediately.  No protest shall be 
considered after thirty (30) days of the posting of the seniority list 
and the list shall be considered as final until the next posting. 

 
25.09 Implementation of RIF 
 

A. The Local Superintendent shall determine the specific 
areas of certification and the specialties, as well as the 
specific position and/or work locations to be affected by 
the reduction in force.  The Board shall proceed to 
suspend contracts for teachers who have been 
evaluated in accordance with the evaluation procedure 
required by HB153.  In determining the position(s) to be 
reduced, eliminated, or not filled, the following sequence 
shall be used: 

 
1. First, position(s) vacated as a result of voluntary 

resignation, retirement, or death will not be filled. 
 

2. Second, limited contract teachers shall be reduced 
first utilizing the following order: 
a. Licensure/Certification 
b. Competency as determined by formal evaluation 
c. When evaluations are comparable, seniority in 

the district shall prevail 
d. Comparable will be defined as follows: 

i. All teachers defined as “Accomplished” 
shall be deemed comparable to one 
another. 

 
All teachers defined as “Skilled” or 
“Developing” shall be deemed comparable 
to one another; 
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ii. All teachers defined as “Ineffective” shall be 
deemed comparable to one another. 

 
Tutors hired after 7/1/2017 shall be on a 
separate lay-off/recall listing only with other 
tutors. 

 
3. Third, continuing contract teachers shall be reduced 

by utilizing the following order: 
a. Licensure/Certification 
b. Competency as determined by formal evaluation 
c. When evaluations are comparable, seniority in 

the district shall prevail 
d. Comparable will be defined as follows: 

 
i. All teachers defined as “Accomplished” shall 

be deemed comparable to one another; 
 

All teachers defined as “Skilled” or 
“Developing” shall be deemed comparable 
to one another;  

 
ii. All teachers defined as “Ineffective” shall be 

deemed comparable to one another. 
 

Tutors hired after 7/1/2017 shall be on a 
separate lay-off/recall listing only with other 
tutors. 

 
B. Layoff shall occur by suspension of contract.  The limited 

contract of an affected employee that expires prior to the 
effective date of the RIF shall be renewed and then 
suspended to implement the layoff. 

 
C. An employee to be laid off due to RIF shall be given 

twenty (20) work days advance written notification prior 
to the implementation of the RIF.  The Association shall 
be sent a copy of said notification at the same time.  The 
notice shall state the reason for RIF, the effective date of 
contract suspension and the date of the Board’s action 
to implement the RIF. 
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25.10 Limitations 
 

A. No new hire shall be employed in a bargaining unit 
position until all certified and qualified, laid off employees 
have been offered such position. 

 
B. Personnel changes such as transfer, reassignment, or 

reclassification may be made due to declining student 
enrollment, curriculum requirements, legislative 
mandates, etc.  These changes shall not be made for 
the sole purpose of preventing the recall of an employee 
on layoff status. 

 
25.11 Layoff Rights 
 

An employee on layoff status shall have the following rights: 
 

A. The right to retain seniority credit during the period of 
layoff. 

 
B. The right to notification of all postings for bargaining unit 

positions, therefore they will be posted on the district 
web site. 

 
C. The unchallenged right to unemployment compensation 

benefits when that employee has not been offered an 
equivalent bargaining unit position for which a teacher is 
certificated during layoff. 

 
D. 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 Board prior to recall. 

 
25.12 Recall Rights 
 

A. Laid off employees shall be recalled in reverse order of 
RIF in keeping with contract status, certification, license, 
comparability category or other entry-level requirements 
for the bargaining unit position. 
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B. Notice of Recall 
 

If a vacancy becomes available which is equivalent to 
the employment position held by the teacher prior to RIF, 
the Board shall recall the teacher to active employment 
status by giving written notice to the teacher.  Said 
written notice shall be sent to the teacher by registered 
or certified letter to the teacher’s last known address.  It 
shall be the responsibility of each teacher to notify the 
Canton Local Board of any change in address.  If the 
teacher fails to accept equivalent re-employment in 
writing to the Superintendent of the Canton Local 
Schools, he/she shall be deemed to have rejected the 
offer and shall be removed from the RIF list.  Written 
notice of acceptance of re-employment must be 
postmarked within ten (10) calendar days from the date 
notification was delivered. 

 
C. Time on RIF List – Status Upon Return: 

 
Each limited contract teacher shall remain on the RIF list 
for two (2) years from his/her last day of active service in 
the system, unless he/she fails to accept a recall or 
waives his/her recall rights in writing.  A limited contract 
teacher who is recalled to a regular full-time position 
shall not be credited with sick leave accumulation and 
years of service for salary schedule placement while 
he/she is on RIF status. 

 
 

ARTICLE 26 – SALARY SCHEDULE PROVISIONS 
 
26.01 Training and Experience 
 

A. All training and experience must be properly certified 
and a record of the same must be on file in the office of 
the Local Superintendent.  Each teacher must file a 
complete and current transcript of credits with the Local 
Superintendent.  This certification of training becomes a 
part of the teacher’s permanent file.  No salary will be 
adjusted for any training not properly approved or which 
has not been obtained prior to the beginning of the 
school term.  Deadline for submitting verification of 
additional training is September 15. 
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B. The Bachelor’s (150) column requires that 150 semester 

hours of college work be completed upon receipt of 
Bachelor’s Degree. 
 

Employees holding a Bachelor’s degree with fewer than 
150 semester hours will be moved to BS 150 once they 
have attained 150 hours in the teaching field as 
evidenced by the state teaching certificate or in the field 
of education.  The semester hours to be considered 
must be from an accredited institution.  This provision is 
not retroactive and shall become effective with the 2000-
2001 contract year. 
 

C. The Bachelor’s plus 15 refers to the number of semester 
hours of graduate training received after the date the 
Bachelor’s Degree was awarded and must be in the 
teaching field as evidenced by the state teaching 
certificate or in the field of education.  The semester 
hours to be considered must be from an accredited 
institution. 
 

D. The Master’s plus 15 and Master’s plus 30 refers to the 
number of graduate semester hours received after the 
date the Master’s Degree was awarded and must be in 
the teaching field as evidenced by the state teaching 
certificate or the field of education.  The semester hours 
to be considered must be from an accredited institution. 

 
26.02 Home/School Liaison 
 

A. Salary: 
 

The professional position of home/school liaison will be 
compensated based on the negotiated teachers’ salary 
for pre ’97 hires. Compensation shall be based on 
training and years of Canton Local experience.  Salary is 
based on a B.A. Degree and holding a license for social 
worker or equivalent. 
 

B. Home/school Liaison will adjust their daily schedules to 
account for the necessary evening meetings within the 
time frame. 
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ARTICLE 27 – EXTRA DUTY SALARY 
 
27.01 If requested by the Superintendent and the teacher agrees to 

work on projects scheduled beyond the regular work day or work 
year (excluding supplementals), the teacher will be compensated 
for time worked based on the BS-0 hourly rate for that year.  
Teachers shall fill out weekly time sheets for time worked.  
Payment shall be made in the regular pay in the pay period in 
which it was earned.  This shall include after-school programs 
working with students as requested by the administration. 

 
 

ARTICLE 28 – SALARY SCHEDULES 
 
28.01 2025-2026: 1% on the base/3% lump sum payable with 

1.5% payable first pay in November and 
remaining 1.5% payable first pay in March, one 
step movement, if eligible.  Reinstate steps 
frozen in 2010-11 and 2012-13 for those staff 
members who had steps frozen during those 
years and have been in continuous employment 
in the district since those dates. 

 
 2026-2027: 1% on the base/3% lump sum with 1.5% 

payable first pay in November and 1.5% payable 
first pay in March; one step movement, if eligible 

 
2027-2028: 1% on the base/3% lump sum with 1.5% 

payable first pay in November and 1.5% payable 
first pay in March, one step movement, if eligible 
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28.02 A.  Salary Schedule for Employees hired before July 1, 1997 
 

2025-2026 School Year 

 

  
BA/BS 

BA/BS 
150 BA+15 MA/MS 

MA/MS
+15 MS+30 

EXP STEP 
      0 1 43,563 44,652 45,741 47,919 48,791 49,662 

1 2 45,959 47,179 48,420 50,882 51,840 52,798 
2 3 48,355 49,705 51,099 53,844 54,889 55,935 
3 4 50,751 52,232 53,779 56,806 57,939 59,071 
4 5 53,147 54,759 56,458 59,768 60,988 62,208 
5 6 55,543 57,285 59,137 62,731 64,038 65,345 
6 7 57,939 59,812 61,816 65,693 67,087 68,481 
7 8 60,335 62,339 64,495 68,655 70,136 71,618 
8 9 62,731 64,865 67,174 71,618 73,186 74,754 
9 10 65,127 67,392 69,853 74,580 76,235 77,891 
10 11 67,523 69,919 72,532 77,542 79,285 81,027 
11 12 69,919 72,445 75,212 80,504 82,334 84,164 
12 13 72,315 74,972 77,891 83,467 85,383 87,300 
13 14 74,711 77,499 80,570 86,429 88,433 90,437 

        15 
 

78,073 80,986 84,195 90,318 92,412 94,506 
20 

 
78,633 81,567 84,800 90,967 93,076 95,185 

25 
 

79,193 82,148 85,404 91,615 93,739 95,863 
30 

 
79,940 82,923 86,210 92,479 94,623 96,767 
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28.02 A.  Salary Schedule for Employees hired before July 1, 1997 
 

2026-2027 School Year 
 

  
BA/BS 

BA/BS 
150 BA+15 MA/MS 

MA/MS 
+15 MS+30 

EXP. STEP 
      0 1 $43,999 $45,099 $46,199 $48,399 $49,279 $50,159 

1 2 46,419 47,651 48,905 51,391 52,359 53,327 
2 3 48,839 50,203 51,611 54,383 55,439 56,495 
3 4 51,259 52,755 54,317 57,375 58,519 59,663 
4 5 53,679 55,307 57,023 60,367 61,599 62,831 
5 6 56,099 57,859 59,729 63,359 64,679 65,999 
6 7 58,519 60,411 62,435 66,350 67,758 69,166 
7 8 60,939 62,963 65,141 69,342 70,838 72,334 
8 9 63,359 65,515 67,846 72,334 73,918 75,502 
9 10 65,779 68,066 70,552 75,326 76,998 78,670 
10 11 68,198 70,618 73,258 78,318 80,078 81,838 
11 12 70,618 73,170 75,964 81,310 83,158 85,006 
12 13 73,038 75,722 78,670 84,302 86,238 88,174 
13 14 75,458 78,274 81,376 87,294 89,318 91,342 

        15 
 

$78,854 $81,797 $85,038 $91,222 $93,337 $95,452 
20 

 
$79,420 $82,384 $85,648 $91,877 $94,007 $96,137 

25 
 

$79,986 $82,971 $86,259 $92,532 $94,677 $96,822 
30 

 
$80,740 $83,753 $87,072 $93,405 $95,570 $97,736 
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28.02 A.  Salary Schedule for Employees hired before July 1, 1997 
 

2027-2028 School Year 
 

  
BA/BS 

BA/BS 
150 BA+15 MA/MS 

MA/MS 
+15 MS+30 

EXP. STEP 
      0 1 $44,439 $45,550 $46,661 $48,883 $49,772 $50,660 

1 2 46,883 48,127 49,394 51,905 52,882 53,860 
2 3 49,327 50,705 52,127 54,927 55,993 57,060 
3 4 51,771 53,282 54,860 57,948 59,104 60,259 
4 5 54,216 55,860 57,593 60,970 62,215 63,459 
5 6 56,660 58,437 60,326 63,992 65,325 66,659 
6 7 59,104 61,015 63,059 67,014 68,436 69,858 
7 8 61,548 63,592 65,792 70,036 71,547 73,058 
8 9 63,992 66,170 68,525 73,058 74,658 76,257 
9 10 66,436 68,747 71,258 76,080 77,768 79,457 

10 11 68,880 71,325 73,991 79,101 80,879 82,657 
11 12 71,325 73,902 76,724 82,123 83,990 85,856 
12 13 73,769 76,480 79,457 85,145 87,100 89,056 
13 14 76,213 79,057 82,190 88,167 90,211 92,255 

        15 
 

$79,642 $82,615 $85,888 $92,134 $94,271 $96,407 
20 

 
$80,214 $83,207 $86,505 $92,796 $94,947 $97,099 

25 
 

$80,786 $83,800 $87,121 $93,457 $95,624 $97,791 
30 

 
$81,548 $84,591 $87,943 $94,339 $96,526 $98,713 
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28.02 B.  Salary Schedule for Employees hired July 1, 1997 to June 30, 2025 

 
2025-2026 School Year 

 

  
BA/BS BA/BS 150 BA+15 MA/MS MA/MS+15 

EXP STEP  
    0 1 43,563 45,741 46,830 47,919 50,097 

1 2 44,870 47,048 48,137 49,662 51,840 
2 3 46,177 48,791 49,880 51,404 54,018 
3 4 47,919 50,533 51,622 53,582 56,196 
4 5 49,662 52,711 53,800 55,761 58,810 
5 6 51,840 54,889 55,978 58,374 61,424 
6 7 54,018 57,503 58,592 60,988 64,473 
7 8 56,632 60,117 61,206 64,038 67,523 
8 9 59,246 63,166 64,255 67,087 71,008 
9 10 62,295 66,216 67,305 70,572 74,493 
10 11 65,345 69,701 70,790 74,057 78,413 
11 12 68,830 73,186 74,275 77,978 82,334 
12 13 72,315 77,107 78,196 81,898 86,255 
14 15 73,186 77,978 79,067 82,770 87,126 
19 20 74,493 79,285 80,374 84,077 88,433 
24 25 75,800 80,592 81,681 85,383 89,740 
29 30 77,107 81,898 82,988 86,690 91,047 
30 31 77,542 82,552 83,641 87,562 91,918 
31 32 77,978 83,205 84,294 88,433 92,789 
32 33 78,413 83,859 84,948 89,304 93,660 
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28.02 B.  Salary Schedule for Employees hired July 1, 1997 to June 30, 2025 

 
2026-2027 School Year 

 

  
BA/BS 

BA/BS 
150 BA+15 MA/MS 

MA/MS 
+15 

EXP. STEP 
     0 1 $43,999 $46,199 $47,299 $48,399 $50,599 

1 2 45,319 47,519 48,619 50,159 52,359 
2 3 46,639 49,279 50,379 51,919 54,559 
3 4 48,399 51,039 52,139 54,119 56,759 
4 5 50,159 53,239 54,339 56,319 59,399 
5 6 52,359 55,439 56,539 58,959 62,039 
6 7 54,559 58,079 59,179 61,599 65,119 
7 8 57,199 60,719 61,819 64,679 68,198 
8 9 59,839 63,799 64,899 67,758 71,718 
9 10 62,919 66,878 67,978 71,278 75,238 

10 11 65,999 70,398 71,498 74,798 79,198 
11 12 69,518 73,918 75,018 78,758 83,158 
12 13 73,038 77,878 78,978 82,718 87,118 
14 15 73,918 78,758 79,858 83,598 87,998 
19 20 75,238 80,078 81,178 84,918 89,318 
24 25 76,558 81,398 82,498 86,238 90,638 
29 30 77,878 82,718 83,818 87,558 91,958 
30 31 78,318 83,378 84,478 88,438 92,838 
31 32 78,758 84,038 85,138 89,318 93,718 
32 33 79,198 84,698 85,798 90,198 94,598 
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28.02 B.  Salary Schedule for Employees hired July 1, 1997 to June 30, 2025 

 
2027-2028 School Year 

 

  
BA/BS 

BA/BS 
150 BA+15 MA/MS 

MA/MS 
+15 

EXP. STEP 
     0 1 $44,439 $46,661 $47,772 $48,883 $51,105 

1 2 45,772 47,994 49,105 50,660 52,882 
2 3 47,105 49,772 50,883 52,438 55,104 
3 4 48,883 51,549 52,660 54,660 57,326 
4 5 50,660 53,771 54,882 56,882 59,993 
5 6 52,882 55,993 57,104 59,548 62,659 
6 7 55,104 58,659 59,770 62,215 65,770 
7 8 57,771 61,326 62,437 65,325 68,880 
8 9 60,437 64,437 65,548 68,436 72,436 
9 10 63,548 67,547 68,658 71,991 75,991 

10 11 66,659 71,102 72,213 75,546 79,990 
11 12 70,214 74,658 75,768 79,546 83,990 
12 13 73,769 78,657 79,768 83,545 87,989 
14 15 74,658 79,546 80,657 84,434 88,878 
19 20 75,991 80,879 81,990 85,767 90,211 
24 25 77,324 82,212 83,323 87,100 91,544 
29 30 78,657 83,545 84,656 88,434 92,878 
30 31 79,101 84,212 85,323 89,322 93,766 
31 32 79,546 84,878 85,989 90,211 94,655 
32 33 79,990 85,545 86,656 91,100 95,544 
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28.02 C.  Salary Schedule for Employees Hired after July 1, 2025 
 

2025-26 School Year 

       

  
BA/BS 

BA/BS 
150 BA+15 MA/MS MA/MS+15 

EXP. STEP 
     0 1 $43,563 $45,741 $46,830 $47,919 $50,097 

1 2 44,870 47,048 48,137 49,662 51,840 
2 3 46,177 48,355 49,444 51,187 53,365 
3 4 47,484 50,097 51,187 53,365 55,543 
4 5 49,226 51,840 53,365 55,543 58,157 
5 6 50,969 54,018 55,107 57,285 59,899 
6 7 52,711 55,761 56,850 59,028 61,642 
7 8 54,454 57,939 59,028 61,642 64,691 
8 9 56,196 59,681 60,770 63,820 67,305 
9 10 58,374 62,295 63,384 66,434 69,919 

10 11 60,553 64,473 65,562 69,047 72,532 
11 12 62,731 67,087 68,176 71,661 75,146 
12 13 65,345 69,701 70,790 74,711 78,196 
14 15 67,958 72,315 73,404 77,324 81,245 
19 20 70,572 74,928 76,017 79,938 84,294 
24 25 73,621 78,413 79,502 83,423 87,344 
29 30 77,107 81,898 82,988 86,690 91,047 
30 31 77,542 82,552 83,641 87,562 91,918 
31 32 77,978 83,205 84,294 88,433 92,789 
32 33 78,413 83,859 84,948 89,304 93,660 
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28.02 C.  Salary Schedule for Employees Hired after July 1, 2025 
 

2026-2027 School Year 
 

  
BA/BS 

BA/BS 
150 BA+15 MA/MS 

MA/MS 
+15 

EXP. STEP 
     0 1 $43,999 $46,199 $47,299 $48,399 $50,599 

1 2 45,319 47,519 48,619 50,159 52,359 

2 3 46,639 48,839 49,939 51,699 53,899 

3 4 47,959 50,599 51,699 53,899 56,099 

4 5 49,719 52,359 53,899 56,099 58,739 

5 6 51,479 54,559 55,659 57,859 60,499 

6 7 53,239 56,319 57,419 59,619 62,259 

7 8 54,999 58,519 59,619 62,259 65,339 

8 9 56,759 60,279 61,379 64,459 67,978 

9 10 58,959 62,919 64,019 67,098 70,618 

10 11 61,159 65,119 66,218 69,738 73,258 

11 12 63,359 67,758 68,858 72,378 75,898 

12 13 65,999 70,398 71,498 75,458 78,978 

14 15 68,638 73,038 74,138 78,098 82,058 

19 20 71,278 75,678 76,778 80,738 85,138 

24 25 74,358 79,198 80,298 84,258 88,218 

29 30 77,878 82,718 83,818 87,558 91,958 

30 31 78,318 83,378 84,478 88,438 92,838 

31 32 78,758 84,038 85,138 89,318 93,718 

32 33 79,198 84,698 85,798 90,198 94,598 
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28.02 C.  Salary Schedule for Employees hired after July 1, 2025 
 

2027-2028 School Year 
 

  
BA/BS 

BA/BS 
150 BA+15 MA/MS 

MA/MS 
+15 

EXP. STEP 
     0 1 $44,439 $46,661 $47,772 $48,883 $51,105 

1 2 45,772 47,994 49,105 50,660 52,882 

2 3 47,105 49,327 50,438 52,216 54,438 

3 4 48,439 51,105 52,216 54,438 56,660 

4 5 50,216 52,882 54,438 56,660 59,326 

5 6 51,994 55,104 56,215 58,437 61,104 

6 7 53,771 56,882 57,993 60,215 62,881 

7 8 55,549 59,104 60,215 62,881 65,992 

8 9 57,326 60,881 61,992 65,103 68,658 

9 10 59,548 63,548 64,659 67,769 71,325 

10 11 61,770 65,770 66,881 70,436 73,991 

11 12 63,992 68,436 69,547 73,102 76,657 

12 13 66,659 71,102 72,213 76,213 79,768 

14 15 69,325 73,769 74,880 78,879 82,879 

19 20 71,991 76,435 77,546 81,546 85,989 

24 25 75,102 79,990 81,101 85,101 89,100 

29 30 78,657 83,545 84,656 88,434 92,878 

30 31 79,101 84,212 85,323 89,322 93,766 

31 32 79,546 84,878 85,989 90,211 94,655 

32 33 79,990 85,545 86,656 91,100 95,544 

 
 
28.03 Longevity Eligibility Requirements/Salary Schedule 
 (applies to pre-1997 hires only- per 1997 negotiated agreement) 
 

A. With all experience in Canton Local – 15 years in Canton 
local, longevity pay starts in 16th year. 

 
B. With 1-5 years experience in another school district – 15 

years in Canton Local before receiving longevity pay. 
 

C. With 6-20 years in another school – longevity pay starts 
at the beginning of the 21st year of experience. 

 
D. With more than 20 years of experience before 

employment by Canton Local – the new staff member is 
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placed on the longevity step indicated by the total years 
of experience. 

 
A staff member who meets the above eligibility requirements will 
have his/her salary increased by the following index applied to 
the 13th step on the salary schedule in each classification (B.S., 
B.S. (150), B.S.+15, M.S., M.S.+15, M.S.+30): 
 

15 years .045 

20 years .0525 

25 years .06 

30 years .07 

 
The longevity pay as listed above has been factored into the 
Salary Schedules in 28.02 A. 

 
 

ARTICLE 29 – SPECIAL NEEDS STUDENTS 
 
29.01 Special Needs Students 
 

A. Integrated Classrooms 
 

When special needs students are assigned to regular 
classrooms, the district will attempt to make the 
assignment equitable within each grade or subject level. 

 
B. Written Work 

 
Bargaining unit members responsible for writing two (2) 
or more IEP’s in a two week period will be given one 
hour release time per IEP. 

 
 

ARTICLE 30 – STRS PICK-UP 
 
30.01 Pick-Up with Reduction 
 

A. The Board agrees to “pick-up” (utilizing the salary 
reduction method and at no cost to the Board) 
employee’s contributions to the STRS for the purpose of 
reducing current tax for unit members under the 
following conditions: 
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1. The amount to be “picked-up” on behalf of each 
employee shall be equal to the employee’s 
required contribution to the STRS.  The 
Employee’s annual compensation shall be 
reduced by an amount equal to the amount 
“picked-up” by the Board for the purpose of state 
and federal tax only. 

 
2. Shall be uniformly applied to all members of the 

bargaining unit. 
 

3. The pick-up shall become effective August 1, 
1990, and shall apply to all compensation 
(including supplemental earnings) thereafter. 

 
4. Payment for all paid leave, sick leave, personal 

leave, and severance pay, including 
unemployment and worker's compensation, shall 
be based on the employee’s daily rate of pay 
prior to reduction. 

 
B. Each unit member will be responsible for compliance 

with Internal Revenue Service salary exclusion 
allowance with other tax deferred compensation plans. 

 
C. 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. 

 
 

ARTICLE 31 – SEVERANCE PAY POLICY 
 
31.01 Severance Pay 
 

A. A certificated employee of Canton Local School District 
who is eligible to retire under provisions of the State 
Teachers’ Retirement System or State Employees’ 
Retirement System and who has at least ten years of 
service in Ohio Public Schools shall be eligible for 
severance pay.  Those retiring directly from employment 
in the Canton Local School District will be granted 
severance pay based on the employee’s rate of pay at 
the time of retirement, in an amount not to exceed     
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one-fourth of the accrued, but unused sick leave, and 
not to exceed a maximum of ninety (90) days.  Credit for 
the final year is conditional upon completion of a 
minimum of 120 days of duty.  The retiree may receive 
said payment only once, payable within sixty (60) days 
of the employee’s retirement. 

 
B. The retiree may tax shelter his/her severance pay to a 

Section 403(b) annuity or Section 457 Plan (Ohio 
Deferred Compensation) by making written request of 
the Treasurer prior to the Board of Education accepting 
the employee’s retirement and prior to the retiree 
receiving any severance pay and prior to the employee’s 
last day of employment.  It is the sole responsibility of 
the employee to ensure that any of the deferral limits on 
income as stated in the IRS code have not been 
exceeded. 

 
C. If an employee is eligible to retire under STRS or SERS 

and dies prior to retirement, severance pay due shall be 
paid to the employee’s estate. 

 
 
ARTICLE 32 – SUPPLEMENTAL SALARY SCHEDULE 

 
32.01 Rationale 
 

A. Job Descriptions:  To list the specific functions of the 
position, to signify the number of students involved in the 
program, to state the amount of time to carry out the 
responsibility. 

 
B. Revision of Titles:  To adjust the titles and positions to a 

middle school program and also to allow the head 
coaches to identify their supporting personnel. 

 
C. Index Revision:  To bring the supplemental salaries into 

a more comparable and competitive level with those of 
the other county and league schools. 

 
D. New Paid Positions:  To re-establish those positions 

which were dropped during the financial cut-back and/or 
to compensate those individuals for programs that 
extend beyond the regular school day. 
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E. Longevity:  To help supplement the Index Factors so that 
our salaries are comparable and competitive.  The main 
reason, however, is to entice our coaches to stay in 
coaching and to reward those who do. 

 
32.02 The supplemental assignments and salary schedule are subject 

to the following conditions: 
 

A. Placement on the longevity experience scale will be 
based upon Board minutes and/or individual contracts.  
In the event these are not available, the Treasurer of the 
Board will determine placement on the longevity scale 
based upon records he/she believes will withstand the 
audit procedures in place at this time.  This decision will 
be final.  The years of experience are to be retroactive. 

 
B. For purposes of longevity, the following percent(s) will be 

added to the stated percent for experience within the 
same area.  There are two areas: 

 
Extra-curricular assignment 
Co-Curricular assignment activities, Level 1 only 

 
Longevity experience schedule: 
 

At the Beginning 
of: 

To the 
Completion of: 

Additional 
Percent: 

0 years 3 years 0 percent 

4 years 6 years 1 percent 

7 years 9 years 2 percent 

10+ years  3 percent 

 
Those who held a supplemental contract with Canton 
Local during 2009-2010 whose experience level earned 
4% or 5% additional at the end of the 09-10 contract will 
maintain that % for that position. 

 
C. The Board’s decision will be final as to who is to be 

assigned a position; whether or not the position will be 
staffed; if employment justifies the position; and the 
number of positions to be staffed.  The Board may, with 
the approval of those in the position(s), or expressing 
interest in the position(s), combine the percent and 
redivide it among the positions. 
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D. Any additional supplementals not listed herein will be 
negotiated prior to the start of duty. 

 
E. The schedule and longevity experience for supplemental 

salaries will be based on the BA-O step of the salary 
schedule.  When the teacher salary increases the 
supplementals will be based on the BA-0 Step of the 
increased salary schedule.  In addition, the following 
positions will also be increased at that time: 

 
32.03 Extra Curricular Assignment Percentage 
 

Athletics 
FMMS Athletic Administrator 10.0 
Site Manager 12.0 

 
Baseball 

Head Varsity  12.5 
Assistant Varsity  9.5 

 
Basketball Boys 

Head Varsity 21.5 
Assistant Varsity 12.5 
Reserve 12.5 
Freshman 9.5 
Eighth 9.5 
Seventh 9.5 

 
Basketball Girls 

Head Varsity 21.5 
Assistant Varsity 12.5 
Reserve 12.5 
Freshman 9.5 
Eighth 9.5 
Seventh 9.5 

 
Bowling   

Head Varsity 9.0 
Assistant Varsity 5.0 

 
Cross Country (Boys/Girls)  

Head Varsity 12.0 
Assistant Varsity 5.0 
Middle School 9.0 
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Extra Curricular Assignment Cont’d Percentage 
 

Football 
Head Varsity 21.5 
Assistant Varsity  12.5 
Freshman 9.5 
Middle School 9.5 

 
Golf Boys 

Head Varsity 9.0 
Assistant Varsity 5.0 

 
Golf Girls 

Head Varsity 9.0 
Assistant Varsity 5.0 
 

Golf 
Middle School 6.0 

 
Soccer Boys 

Head Varsity 12.5 
Assistant Varsity 9.5 

 
Soccer Girls 

Head Varsity 12.5 
Assistant Varsity 9.5 
 

Soccer 
 Middle School 8.0 

 
Softball 

Head Varsity 12.5 
Assistant Varsity 9.5 
Freshman 9.5 

 
Tennis 

Head Varsity (Boys) 9.0 
Head Varsity (Girls) 9.0 
Assistant Varsity 5.0 
 

Track (Boys/Girls)  
Head Varsity  12.5 
Assistant Varsity  9.5 
Head Middle School 8.0 
Assistant Middle School  7.5 
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Extra Curricular Assignment Cont’d Percentage 
 

Volleyball 
Head Varsity 12.5 
Assistant Varsity 9.5 
Freshman 8.5 
Middle School 8.0 

 
Wrestling 

Head Varsity 21.5 
Assistant Varsity 12.5 
Head Middle School 9.5 
Assistant Middle School 9.5 

 
Cheerleading 

Head Varsity 16.0 
Assistant Varsity 12.0 
Freshman 11.0 
Middle School 9.0 

 
32.04 Co-Curricular Activities 
  

Level I 
Annual Advisor 9.0 
Academic Challenge 4.0 
Choreographer (Fall) 3.0 
Choreographer (Spring) 3.0 
Jazz/Concert Band 12.0 
Marching/Summer Band 9.0 
Assistant Marching/Summer Band 6.0 
Vocal Music 12.0 
Majorette Advisor 4.0 
Psychologist 6.6 
Sound of South 3.0 
Speech 11.5 
Speech, Assistant 4.5 
Spring Musical (HS) 6.0 
Spring Musical, Assistant (2) 3.0 
PAC Event Manager 12.5 
FMMS Musical 6.0 
FMMS Musical Assistant (2) 3.0 
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Co-Curricular Activities Cont’d Percentage 
 

Level II 
Annual-Middle School 1.5 
Art Show (up to 4)  1.5 
Bleacher Creature 1.0 
Business Prof. of America (up to 3) 1.5 
Chess club 1.5 
  (1 per level if compete outside of school) 
Class Advisors – CSHS (1 per grade level) 2.0 
Department Chairs 

Elementary (4) 6.0 
Middle School (4) 1 per content area 6.0 
High School (4) 1 per content area 6.0 
District Arts (1) 6.0 
District Special Education (3) 6.0 

FFA 1.5 
FMMS band 3.0 
FMMS choir 3.0 
Graduation Coordinator 2.0 
HOSA (up to 2) 1.5 
LPDC Member (1 per building) 2.5 
Math Counts (up to 5) 1.5 
Mentors for Resident Educators 4.0 
Middle School Jazz Band 3.0 
Middle School Overnight Field Trips $120 
8th Grade Trip Coordinator* 2.0 
5th Grade Camp Coordinator* 2.0 
6th Grade Trip Coordinator* $200.00 
7th Grade Trip Coordinator* 2.00 
National Board Certified Teacher 3.0 
N.H.S. 2.0 
National Technical Honor Society 1.5 
Pep Band 3.0 
Prom Coordinator 1.5 
Scholarship Coordinator 2.0 
Sixth Man Mentoring (up to 2) 3.0 
Skills USA 1.5 
Student Leadership Council 2.0 
Thespian Honor Society 2.0 
Tri-M 2.0 
Veteran’s Day Coordinator  4.0 
Vocal Music (Walker)   3.0 
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*Middle school overnight field trip of $120 does not apply to 
5th, 6th, 7th and 8th grade trip coordinators 

 
32.05 A committee of three (3) members appointed by the 

Superintendent and three (3) members appointed by the 
Association President shall study the supplemental salary 
schedule.  Upon unanimous agreement of the committee, 
any changes shall be made a part of the Agreement. 

 
32.06 A promoting innovative programs for students fund may be 

provided to the principals in collaboration with the Labor 
Management Committee. 

 
32.07 Extracurricular Assignments will be paid out in 2 installments 

as follows: 
  

Sports 1st pay on: 2nd pay on: 

Fall September 15th November 1st  

Winter January 15th  March 15th  

Spring April 15th  May 31st  

 
Cheerleading stipends will be paid in 4 installments:  
September 15th, November 1st, January 15th and March 15th. 
 
If any of these dates falls on a weekend or a holiday, the 
payment will be made the business day prior to that date. 
 

32.08 Where a bargaining unit member holds both the boys and 
girls Track Head Coaching positions they will be paid at the 
full indexed amount for the first contract, and one half the 
amount of the second contract. 

 
 

ARTICLE 33 – TEACHER CONTRACTS 
 
33.01 Teachers not eligible for continuing contracts who are renewed 

shall be granted limited contracts in the following sequence: 
three one-year limited contracts, then two 2-year limited 
contracts and thereafter 3-year limited contracts until eligible for 
continuing contract or resigns or retires or employment is 
severed. 

 
33.02 Teachers shall confirm eligibility with the Superintendent (i.e. 

appropriate certification and experience by September 15th). 
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ARTICLE 34 – TEACHER PROFESSIONAL ORGANIZATION 

 
34.01 Upon written request of the TPO, TPO members assigned to 

conduct TPO business shall be compensated for days of service 
in excess of 185 normal teaching days and such compensation 
shall be based on the position held within the TPO.   

 
Five dollars per member from the local dues will be set aside to 
fund the CLEA/Mary Lou Barclay Scholarship.  All remaining 
local dues shall be used to compensate officers and 
representatives of the Association according to the following 
percentages (no member can be compensated for more than 
one position except a bargaining team position): 

 
TPO President – 35% 
TPO Vice President – 12.5% 
TPO Treasurer – 7.5% 
TPO Secretary – 7.5% 
 
Building Representatives (including committee chairs) – 12.5% 
to be shared equally between representatives 
Head Negotiator (bargaining years only) – 10% 
Bargaining Team Members (bargaining years only) – 15% 
shared equally between bargaining team members 
 
For non-bargaining years, the 25% allotted for the Head 
Negotiator and Bargaining Team Members will not be paid out in 
compensation to officers or representatives. 
 
The total available compensation will be provided to the 
Treasurer’s Office by April 1st of each year by the Association.  
Payment will be made to the eligible members on the last pay in 
May each year. 
 

34.02 The TPO shall reimburse the Board for all salaries, retirement 
contributions, Medicare contributions and workers compensation 
contributions paid in connection with TPO duties.  In addition, an 
administrative fee of 2% of the total salaries and benefits will be 
paid to the Board by the TPO. 
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ARTICLE 35 – VACANCIES AND TRANSFERS 

 
35.01 Definitions 
 

A. A vacancy shall be any position in the bargaining unit 
resulting from: 

 
1. An employee’s leaving employment as a result 

of a termination, resignation or death. 
 

2. An employee’s transfer to another position. 
 
3. An employee’s assuming a non-bargaining unit 

position. 
 
4. An employee’s unpaid, non-medical leave of 

absence for more than two (2) calendar years. 
 
5. The creation of a new position that falls within 

the bargaining unit. 
 

6. The Board is not required to fill a position. 
 

B. A transfer is an employee’s change in assignment/ 
building. 

 
35.02 Posting of Vacancy Notice 
 

A. A vacancy notice shall be posted openly on bulletin 
boards in all school buildings.  At the same time the 
notice is posted, a copy of the notice will be sent to the 
Association President. 

 
B. The vacancy notice shall include:  the position title, and 

building. 
 

C. The posting period shall be for five (5) work days.  
However, the five (5) days are waived if the vacancy 
occurs within three (3) weeks of the start of school or for 
emergency openings during the year. 

 
D. The central office through its principals agree to post, in 

each building when school is in session and to include a 
notice with the paychecks when school is not in session, 
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a notice of all bargaining unit positions which may be 
filled, exclusive of leaves of absence.  Positions that 
open after the last pay period in July and prior to the first 
teacher work day for the next school year do not have to 
be posted. 

 
35.03 Voluntary Transfers 
 

A. Persons wishing to transfer should send a request to the 
superintendent within five (5) days after the 
announcement of the vacancy and will have an interview 
with the superintendent or his/her designee before the 
vacancy is filled.   

 
B. A teacher may withdraw a request for transfer anytime 

prior to the actual notice of transfer. 
 

C. The administration will advise candidates of the outcome 
as soon as possible following selection of a candidate for 
a given position.  If so requested, a post conference may 
be arranged by the applicant to discuss with the 
superintendent reasons for the applicant's rejection. 

 
D. A transfer initiated by the administration will be made 

only after a    meeting between the affected teacher and 
the Superintendent. 

 
E. Employees may request a meeting with the 

Superintendent to discuss reasons for denial. 
 

35.04 Filling of Vacancies 
 

A. If a vacancy is not filled by a bargaining unit member, 
the Board shall fill the position by hiring an outside 
applicant. 

 
B. The Superintendent shall notify the Association 

President.  Such notification shall include the position 
filled and the name of the person filling the vacancy. 

 
 

ARTICLE 36 – TUTOR CONTRACTS AND COMPENSATION 
 

36.01 Tutors hired after July 1, 2017 shall be compensated at the BA-0 
rate.  Tutors will not gain seniority credit for purposes of Article 
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25 for years serving as a tutor, except in relation to other tutors.  
However, tutors may only displace a less senior tutor within each 
comparable classification. 

 
Tutors subsequently hired as a full-time classroom teacher or 
intervention specialist will receive years of experience credit for 
placement on the salary schedule. 
 
Tutors shall not be eligible for continuing contract status, and 
tutor service shall not count toward continuing eligibility as a 
teacher. 
 
The provisions of this Article will not apply to tutors employed 
prior to July 1, 2017. 
 
 

ARTICLE 37 – PART-TIME CERTIFIED STAFF 
 

37.01 Teachers that are not full time shall not be given credit for a year 
of service for salary schedule placement unless the staff member 
has worked at least 120 days during the contract year. 
 
 

ARTICLE 38 – CCP CLASSES 
 
38.01 Teachers who teach AP classes will be compensated as per 

Article 26 – Extra Duty salary for scheduled meetings outside of 
the contracted work day. 

 
38.02 Teachers who teach CCP classes approved by the Ohio Board 

of Regents will receive a $300 stipend per College Credit Plus 
class taught, per semester.  This $300 stipend is for each Ohio 
Board of Regents approved CCP class, and not per section.  
Additionally, each teacher who teaches a CCP class approved 
by the Ohio Board of Regents will be entitled to one professional 
day per-semester. 

 *The professional day must be approved in advance by building 
administration. 

 *The teacher must complete their work at the school building. 
 
38.03 Any evaluation done by the Higher Education institution of a 

bargaining unit member teaching a CCP class will not have that 
evaluation impact the teacher’s individual OTES evaluation. 
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ARTICLE 39 – SCHOOL BUS DRIVER REFERRAL BONUS 

 
39.01 Any employee covered by the CLEA Bargaining Agreement who 

refers a school bus driver to Canton Local would be eligible for a 
one-time $500 bonus.  This bonus will be paid out once the 
referred driver successfully completes their driver training and 
completes one year of service to Canton Local as a contracted 
bus driver.  The employee making the referral must still be 
employed by Canton Local School at the end of the one year 
driver completion date to be eligible for the bonus. 

 
 

ARTICLE 40 – TRANSPORTATION OF STAFF MEMBER OPEN 
ENROLLMENT STUDENTS 

 
40.01 Employees of Canton Local School District may have their 

child/children attend school in the Canton Local School District 
tuition free.  Employees will be required to complete the steps 
necessary for open enrollment, in order to maximize funding that 
Canton Local Schools will receive for the student. 

 
 

ARTICLE 41 – EFFECTS OF THE CONTRACT 
 

41.01 This Agreement shall be in full force and effect from July 1, 2025 
through June 30, 2028. 

 
41.02 The Board and the CLEA acknowledge that during the 

negotiations which preceded this Agreement, each had the 
unlimited right and opportunity to make demands and proposals 
with respect to any subject or matter not removed by law from 
the area of collective bargaining/negotiations and that the 
understandings and agreements arrived at by the parties after 
the exercise of that right and opportunity are set forth in this 
Agreement. 

 
41.03 Therefore, for the life of this Agreement, the Board and the CLEA 

each voluntarily and unqualifiedly waives the right, and each 
agrees that the other shall not be obligated to negotiate 
collectively with respect to any subject or matter referred to, or 
covered in this Agreement, or with respect to any subject or 
matter not specifically referred to or covered in this Agreement, 
even though such subjects or matters may not have been within 
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the knowledge or contemplation of either or both of the parties at 
the time they negotiated and signed this Agreement. 

 
41.04 This article shall not operate to bar negotiations over any subject 

or matter which the Board and the CLEA mutually agree to 
negotiate. 

 
IN WITNESS WHEREOF, the parties have caused this Agreement to be 
duly executed. 





70 

APPENDIX A 
 

GRIEVANCE REPORT FORM 
 
 

Grievance No. _______ Distribution Form: 
 
 1. PR&R Building Representative 
 2. Superintendent 
 3. Immediate Supervisor 
 4. Parties in Interest 
 5. P.R.&R. Chairperson 
 6. Grievant 
 
 

GRIEVANCE REPORT 
 

Building __________      Assignment __________________ 
 
Name of Grievant _____________ Date ___________ 
 
 

STEP I. 
 

A. Date Cause of Grievance Occurred _____________ 
 
B. 1. Statement of Grievance __________________ 
 
 
 2. Relief Sought __________________________ 
 
 
 
 
 
   ______________________  
   Signature  (Date) 
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STEP II. 
 

 Distribution of Form: 
 
 1. Grievant 
 2. P.R.&R. Chairperson 
 3. Immediate Supervisor 
 4. Parties in Interest 
 5. P.R.&R. Building Representative 
 6. Superintendent 
 
A. Position of Grievant and/or Association ______________ 
 
 
 
   ______________________ 
   Signature  (Date) 
 
 
B. Date Received by Superintendent or Designee ________ 
 
C. Disposition by Superintendent or Designee ___________ 
 
 
   ______________________ 
   Signature  (Date) 
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APPENDIX B 
 

ASSAULT LEAVE FORM 
 
 

Date ____________  Date of Assault ______________ 
 
Time of Assault ________ Witness, if any _____________ 
 
I hereby verify that the Assault Leave requested will be according to 
Article 17.04 of the current Negotiated Agreement between the Canton 
Local Board of Education and the Canton Local Education Association.  
The leave will be taken for the reasons indicated: 
 
 _____ Employee assaulted, where injury or illness results 
 
 _____ Assault by student(s) 
 
 _____ Assault by parent or party(ies) known or unknown 
 
 _____ Assault requiring medical attention of any kind 

(physician’s report attached) 
 
 _____ Employee will be absent 1 – 45 days with pay (not 

deducted from any other leave) 
 
 
 
__________________________  _______________ 
Employee’s Signature    Date 
 
__________________________  _______________ 
Principal’s/Supervisor’s Signature  Date 
 
__________________________  _______________ 
Superintendent’s Signature   Date 
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SETTLEMENT AGREEMENT 
 
 

WHEREAS, a dispute exists between the Canton Local Board of 
Education (hereinafter referred to as “BOARD”) and the Canton Local 
Education Association (herein after referred to as “ASSOCIATION”), 
regarding the seniority, bumping and layoff rights of individuals assigned 
to the Multi-County Attention Center; and 
 
WHEREAS, the BOARD and ASSOCIATION have negotiated and 
executed a collective bargaining agreement which covers the terms and 
conditions of employment for members of the bargaining unit; and 
 
WHEREAS, the collective bargaining agreement contains a grievance 
procedure to resolve disputes; and 
 
WHEREAS, grievances have been filed concerning the dispute between 
the parties; and 
 
WHEREAS, the parties are desirous of settling and resolving their 
dispute at the earliest possible time; and 
 
NOW THEREFORE, the BOARD and ASSOCIATION in consideration of 
and for the mutual promises and covenants contained herein agree to 
settle and resolve their dispute in the following manner: 
 
 1. Other than the exceptions contained herein, there shall 

be separate seniority lists for employees assigned to the 
Multi-County Attention Center and those assigned to 
work in a Canton Local school as provided in the 
Memorandum of Understanding agreed upon by the 
parties prior to the 2007-2008 school year, which MOU 
remains in full force and effect. 

 
 2. Employees that have been/are involuntarily or voluntarily 

transferred from working in a Canton Local school 
building to Multi-County, shall be on the same seniority 
list for purposes of a reduction in force as those 
assigned to a Canton Local school building.  i.e. if the 
position of the transferred employee is eliminated at 
Multi-County or reduced from full-time to part-time, the 
employee shall exercise bumping rights in the group of 
employees working in the Canton Local schools as if the 
reduction in force occurred in a Canton Local school 
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building under **Article 25 (Reduction in Force) of the 
Collective Bargaining Agreement between the parties. 

 
 3. The grievances filed by CLEA, Don Bates, Katherine 

Catlett, Susan Krauter, Barbara Kroft and Susan Kerzan 
are withdrawn with prejudice. 

 
The BOARD and ASSOCIATION agree that the sole consideration for 
the execution of this Agreement is the terms as stated above ant that 
they fully understand the meaning and intent of this Agreement. 
 
This Agreement represents the entire agreement by the parties and any 
other claimed verbal or informal understandings are null and void and 
shall have no effect on the written terms contained in this agreement. 
 
This agreement is a binding contractual commitment.  The parties 
acknowledge and agree that this agreement may be enforced in the 
event of a breach in any court of competent jurisdiction. 
 
The agreement is not considered as a right or past practice of any 
employee. 
 
In witness whereof the parties hereto have caused this Agreement to be 
executed in duplicate. 
 
 
NOTE:  **Article number has changed effective July 1, 2020 Contract 
 




