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COLLECTIVE BARGAINING AGREEMENT 

BETWEEN THE ATHENS COUNTY BOARD OF DEVELOPMENTAL DISABILITIES 

AND THE 

ATCO-BEACON EDUCATION ASSOCIATION 

This contract is made by and between the Athens County Board of Developmental Disabilities and 
the Atco-Beacon Education Association, hereinafter refetTed to respectively as the "Board" and the 
"ABEA." 

Wherever the following tenns arc used, they shall be defined as ftlllows: 

Board - Wherever "Board" is used, it shall mean The Athens County Board of Developmental 
Disabilities. 

Association Wherever "Association" is used it shall mean A teo Beacon Education Association. 

J:mployee -Wherever "Employee" is used it shall mean Bargaining Unit Member. 

Member- Wherever "Member" is used it shall mean Bargaining Unit Member. 

SECTION 1.01 

ARTICLE I 
RECOGNITION 

RECOGNITION 

The Board recognizes the ABEA, an atllliate of the Southeastern Ohio Education Association; the 
Ohio Education Association; and the National Education Association as the sole and exclusive 
bargaining representative, for the purposes of and as defined in Chapter 4117 of the Ohio Revised 
Code, for negotiating wages, hours. or tetms and conditions of employment and provision for all 
members of the bargaining unit, including, but not limited to, the following classifications: 

Bargaining Unit 1 

Both fhll and part-time instructors (by way of example: Beacon Instructors, E.l. Specialists, physical 
development specialist); Instructor Assistants (by way of example: Beacon assistants, E. l. 
assistants); Workshop Specialist 2 (by way of example: production, habilitation, community 
inclusion specialist, training coordinator); Habilitation Specialist ll(by way of example: Habilitation 
Specialist-Life Skills Trainer, Speech and Language Pathologist Assistant, Transition Coordinator. 
Job Sampling Coordinator, job developer; physical therapist, physical therapy assistant, speech and 
language development specialist, occupational therapist, occupational therapy assistant, , and adult 
service aides. 

The ACBDD and ABEA acknowledges that funding from a cooperative agreement with the 
WCBDD involving Pathways II project will be used to increase the part-time Transition Coordinator 
position (initial part-time funded by Title VI-B funds) to a full-time position and create a full-time 
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Job Sampling Coordinator position. Both parties agree and acknowledge that if funding is lost 
because the above mentioned cooperative agreement is terminated, the full-time Job Sampling 
Coordinator position will be abolished and the full-time Transition Coordinator position will revert 
back to part-time status without following the procedures contained in Article XIII. Reduction in 
Working Force. Both parties also agree that if the Title Vl-B funds cease for the Transition 
Coordinator the position will revert to part-time (if Pathways II funds continue) or be abolished if 
Pathways funds discontinue and Article XL Vacancy, Transfer, and Promotion and Article XU. 
Reduction in Working Force need not be followed. 

Bargaining Unit 2 

Habilitation Specialist 2 (by way of example: Behavior Specialist) 

Exclusions 

Excluded positions fi'mn the bargaining unit are the Superintendent, Assistant Superintendent, 
business manager, general manager, case manager, workshop production manager, workshop 
business manager, Director of Nursing, maintenance supervisor, transportation supervisor, bus 
dtivers, secretaries, cooks, janitors, job trainers. and all other confidential classifications not 
included in this contract. 

In the event that a new position is created by the Board, the Board shall determine whether a new 
position will be included in or excluded from the bargaining unit and shall so advise the ABEA in 
writing within five (5) calendar days. If the ABEA disputes the Board's determination of bargaining 
unit status, the parties will meet to attempt to resolve their disagreement within seven (7) callendar 
days from the ABEA's notification to the superintendent. If the parties agree on the d•~termination, 
it shall be implemented as agreed by the Board and the ABEA. If the parties do not agree, the 
position( s) shall be subject to challenge by the ABEA to the State Employment Relations Board 
pursuant to Chapter 4117 of the Ohio Revised Code and the SERB Rules and Regulations. 

The Atco/Beacon Education Association bargaining unit shall not be eroded due to the conv•::rsion 
from sheltered workshop employment to community employment. Furthermore, no bargaining 
member will lose employment due to the conversion process. Conversion shall be defined as the 
reallocation of facility based resources (staff), to community based resources (staff). No work 
duties currently being performed by bargaining unit members shall be subcontracted to A teo, Inc. 
employees without direct negotiations between the board and designed representatives of the 
Association. 

ARTICLE II 
COLLECTIVE BARGAINING 

SECTION 2.01 PROCEDURE 

A. Either the ABEA or the Board may initiate negotiations in accordance with the Ohio Revised Code 
4117 and SERB rules, not earlier than the one hundred twenty (120) days and no later than the sixty 
(60) days prior to the expiration of the contract. Within fifteen (15) days of the tnmsmittal of said 
notice, the parties shall hold their first negotiations session. 
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B. Negotiating Terms: The collective bargaining procedure shall be conducted between representatives 
of the Board and the ABE A. Bargaining collectively means to perform the mutual obligation of the 
public employer by its representatives, and the representatives of its bargaining unit members to 
negotiate in good faith at reasonable times and places (as agreed to by members of both parties) 
with respect to wages, hours, terms and other conditions of employment, and the continuation, 
modification or deletion of an existing provision of a collective bargaining agreement, with the 
intention of reaching an agreement or to resolve questions arising under the agreement. This 
includes executing a written contract incorporating the terms of any agreement reached. The 
obligation to bargain collectively does not mean that either party is compelled to agree to a proposal 
nor docs it require the making uf a concession. 

C. Negotiating in Executive Session: All negotiations shall be in executive session, meaning: only 
members of the teams, third party consultants as provided for in this procedure, and others as 
mutually a1,'Teed to between the teams shall be in the room in which the negotiating session is being 
held. 

D. Consultants: Either team may utilize the assistance of consultants or staff personnel as it deems 
necessary, at any session to assist in the process. Cost of such consultants or staff personnel shall be 
borne by the party utilizing them. 

E. u: after forty-five (45) calendar days fl·om the first negotiations session, agreement has not been 
reached on all items under negotiation, either party may call for the services of the Federal 
Mediation and Conciliation Service to assist in negotiations. If a party calls for mediation 
involvement, the other party shall join in the request. 

SECTION 2,02 NO WORK STOPPAGES I NO LOCKOUTS 

A. The purpose of this Agreement is to insure working hannuny for its duration and in furtherance of 
such objective the parties have provided for the resolution of grievances or disputes by binding 
arbitration. 

B. Accordingly, the Board agrees that during the term of the contract it shall not shut out or lock out 
the bargaining unit members. The ABEA agrees that during such term its members shall not engage 
in any work stoppage, slow down, sit down or sympathy strike, nor honor any picket line by non
Board bargaining unit members unless failure to do so reasonably would jeopardize the personal 
safety of the ABEA member involved. 

C. In the event activity proscribed in section l of this Article occurs, ABEA will immediately instruct 
the unit bargaining unit members involved, orally and in writing. that they are ordered to retum to 
the proper performance of their assigned work. 

SECTION 2.03 CONTRACT DISTRIBUTION 

Within thirty (30) calendar days after this contract is signed, copies shall be printed and distributed to 
each employee by the Association. The expense of printing and distributing shall be bome equally by 
the Association and the Board. 
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SECTION 2.04 ENTIRE AGREEMENT 

The Board and the ABEA for the duration of this agreement each waives and acknowledges that the 
other party is not obligated to bargain collectively with respect to any matter specifically covered in this 
agreement. 

SECTION 2.05 LABOR MANAGEMENT MEETINGS 

A. In the interest of sound labor/management relations, unless mutnally agreed otherwise, the 
labor/management shall meet at least quarterly for a maximum of two (2) hours commencing on a 
mutually agreed upon date and time. 

B. Agenda items will be exchanged between labor and management at least five (5) days prior to the 
meeting when possible. The agenda will serve only as a guide and will not be a limitation of the 
topics to be discussed. These meetings are not intended for the purpose of negotiations or to bypass 
the grievance procedure. The purpose of such meetings may include but not be limited to the 
following: 

I. discuss the administration of this agreement 
2. notifY the Association of changes made by the employer which affect bargaining unit members 
3. discuss ways to increase productivity and efficiency 
4. consider health and safety matters related to employees 
5. receive input from the Association on present and proposed work rules, policies and procedures 
6. addressing the concerns of bargaining unit members whose job security may or will be affected 

by Vacancies, Transfers, Promotions, and Reductions in Force as desclibed in Article II and 
Article 12 of this agreement 

ARTICLE III 
MANAGEMENT RIGHTS 

SECTION 3.01 MANAGEMENT RIGHTS 

A. Unless a public employer agrees otherwise in a collective bargaining agreement, noilhing in Chapter 
4117 of the Revised Code impairs the right and responsibility of each public employer to: 

I. Determine matters of inherent managerial policy which include, but are not limited to areas of 
discretion or policy such as the functions and programs of the public employer, standards of 
services, its overall budget, utilization of technology, and organizational structnre; including 
without limitation determining the scope of and types of courses, classes, programs and services 
to be offered; detennining the manner and method by which such programs and services shall 
be rendered; 

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

3. Maintain and improve the efliciency and effectiveness, safety and order, of its operations; 
including determining the amounts and types of equipment and supplies to be utilized; 
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4. Detcnnine the overall methods, process, means, or personnel by which governmental operations 
are to be conducted; 

5. Suspend, discipline, demote, or discharge tor just cause, or lay oil transfer, assign, schedule, 
promote, or retain employees; 

6. Determine the adequacy of the work force; including dctennining the number of certified 
bargaining unit members to be actively employed rrom time to time and the statllng patterns for 
utilization of such bargaining unit members; detennining the duties to be perfonned by any 
bargaining unit member; 

7. Detenninc the overall mission of the employer as a unit of government; 

8. Effectively manage the work force; 

9. Take actions to carry out the mission of the public employer as a governmental unit. 

B. The employer is not required to bargain on subjects reserved to the management and direction of the 
governmental unit except as affect wages, hours, tenns and conditions of employment, and the 
continuation, modification, or deletion of an existing provision of a collective bargaining agreement. 
A public employee or exclusive representative may raise a legitimate complaint or file a grievance 
based on the collective bargaining agreement. 

ARTICLE IV 
GRIEVANCE PROCEDURE 

SECTION 4.01 DEFINITIONS 

A. A "grievance" is a claim by a member(s) of the bargaining unit or the Association that there has 
been violation, misinterpretation, or misapplication of any provision(s) of this agreement. 

B. "Giievant" is the person or the Association initiating the grievance. 

C. A "party in interest" is the person or persons or Association making the claim and any person who 
might be required to take action or against whom action might be taken in order to resolve the claim 
in accordance with provisions of this Ab'feement. All parties involved in any or all stages of a 
grievance procedure agree that these procedures shall be confidential. 

D. The tenn "days" when used in this article shall mean working days unless otherwise indicated. 
Thus, weekend and vacation days are excluded. Illness or other physical incapacity by either party 
will extend the grievance procedure. Every et1ort shall be made to adhere to the time limits as 
specified, but if either party cannot, he/she may seek written extension. 

For the purpose of counting days when an issue or grievance is presented, the following day begins 
the count. 

E. The tenn "immediate supervisor" shall be defined as the lowest level proper administrative authority 
who has the authority to make a decision resolving the grievance (i.e. "immediate supervisor could 
refer to the Superintendent in certain situations such as classitlcation changes). 
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F. The term ··employment agreement" shall be defined as position descriptions and/or supplemental 
contracts. 

SECTION 4.02 PURPOSE 

The purpose of this procedure is to seeure, at the lowest possible administrativ<~ level, equitable 
solutions to grievances. The proceedings shall be kept as informal and confidential as may be 
appropriate at all levels ofthe procedure. 

SECTION 4.03 PROCEDURE 

A. Since it is important that grievances be processed as rapidly as possible, the number of days 
indicated at each level should be considered as a maximum, however, they may be extended by 
mutual written agreement. 

B. The grievance procedure will follow its regular pattern except for the grievant(s) or immediate 
supervisor's vacation period. The grievant must notify the appropriate administrative pmiies at the 
arrived level, of his/her vacation dates, so that the grievance may be resumed after his/her vacation 
has terminated. 

C. A grievant may be represented at any level of this grievance procedure by a person(s) appointed by 
the ABEA. The Association shall be present at the resolution of all grievances. In each facility, at 
least one (I) person shall be naJned ABEA Grievance Representative and shall normally act as the 
representative at facility level grievances and other normal times that a bargaining unit member 
desires a representative. If no other time except during working hours is possible, necessBrr-y release 
time will be provided these representatives for hearings. The bargaining unit member must be 
present if possible at all levels. 

D. Upon request of the immediate supervisor of his/her designated representative, the grievant and/or 
at least one (1) member of the affected group must be present at level two (2) or three (3) hearings. 

E. Meetings and hearings held under this procedure shall be conducted at a time <Uld place that is 
mutually agreed upon by both pmies. If a meeting or hearing cannot be held within the 
contractually-specified time limit, then the parties shall agree in writing to extend 11he time limit by 
no more than five (5) days unless mutually agreed otherwise. Subpoenaed witnesses shall be 
permitted to attend an arbitration hearing without loss of pay or benefits. 

LEVEL 1 (IMMEDIATE SUPERVISOR) 

A. Not later than tltleen (15) days at1er the event or circumstances giving rise to the grievance has 
occurred and the grievant knew or should have known, a bargaining unit member with a grievance 
shall first discuss it with his/her immediate supervisor with the objective of resolving the matter 
informally. The grievant will inform the supervisor that the problem is a potentially grievable issue. 
The Supervisor will respond to the grievant within five (5) days of the original meetilng. 

LEVEL 2 (SUPERINTENDENT) 

A. Within five (5) days of the immediate supervisor response, a date for a hearing shall be arranged 
between the bargaining unit member, the Superintendent or his/her designated repr<:sentative 
(who must be someone other than the bargaining unit member's immediate supervisor), and/or 
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the Board's Personnel Committee and a representative of the ABEA, and other parties that may 
be needed to give intonnation relative to the claim. The hearing shall occur within thirty (30) 
days of the initial request to the Superintendent. A decision shall be rendered in writing within 
ten (I 0) days of the hearing. 

LEVEL 3 (ARBITRATION) 

A. In the event the grievant is not satisfied with the disposition at Level 2, or no decision has been 
rendered within ten (I O) days after the Level 2 hearing, the grievance may be submitted through the 
Association to arbitration. The American Arbitration Association shall be petitioned by the parties 
to provide a list of fifteen (15) arbitrators. If there is no mutually selected arbitrator, another list of 
fifteen ( 15) arbitrators shall be sent The arbitrator shall be appointed by the American Arbitration 
Association, according to its voluntary rules and regulations. lnfonnation submitted to the arhitrator 
shall be con tined to the infonnation and position related to the lower levels of the grievance and 
proceeding relative to the parties concemcd. The arbitrator shall not have the authority to add, 
subtract from, modify, change or alter any of the provisions of the current Collective Bargaining 
Contract. The arbitrator shall expressly confine himself/herself to the precise issue(s) submitted ti.w 
arbitration and shall have no authority to decide any other issue(s) not so submitted to him/her. 

B. Th~: arbitrator shall issue his/her award within thirty (30) days of the close of the hearing to the 
Supetintendent and the Association, or as detennincd at the close of the hearing. His/Her decision 
shall be final and binding upon both parties. Cost of the arbitrator's services shall be home equally 
by the Board and the ABEA. 

C. Following resolution of grievance there will be a meeting held by the Labor Management 
Committee for evaluation within 30 days. 

SECTION 4.04 MISCELLANEOlJS 

A. The grievant may be represented at any level of the grievance procedure and is recognized to have 
the right to counsel. Such counsel or representative may be any person so designated by the 
J,'lievanl. Nothing contained herein shall prevent any grievant from presenting a grievance and 
having it adjusted without intervention or representation by the AREA. 

B. Nothing in this procedure shall be construed as so to deny the ABEA or its representative the right 
to redress before an appropriate administrative agency or through the courts, if such a course seems 
to them, at their sole discretion, more appropriate. Nothing in this procedure shall be constmed to 
deny the individual, the ABEA or its representatives, or the administration the right to seek redress 
by law. No settlement shall be in conflict with any provision of this agreement. 

C. No grievant shall be denied the right to legal advice and/or counsel in any levels listed above. The 
Board may use legal counsel at its discretion. 

D. A grievance may be withdrawn at any level without prejudice or record, but would be considered 
resolved. 

E. Copies of all written decisions of grievances shall be sent to all parties involved: the ABEA 
President, the grievant, the Superintendent, and the appropriate supervisor. 
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F. No records, documents, or communications concerning a grievance shall be placed in the personnel 
file of any of the participants in procedures described in the Agreement. All documents, 
communications, and records dealing with the processing of a grievance, if retained, will be filed 
separately from the personnel files of the participants and shall be treated as confidential materials. 

G. Fonns for processing grievances shall be made available, duplicated and distributed by ABEA. 
Forms will be found in Appendix B of this agreement and may be obtained from the Administrative 
Secretary to the Superintendent, building representatives, Chairperson of ABEA Grievance 
Committee, and the President of the ABEA. 

ARTICLE V 
EMPLOYEE DISCIPLINE 

SECTION 5.01 EMPLOYEE DISCIPLINE PROCESS 

A. The Board shall have the right to discipline bargaining unit members for just cause. Disciplinary 
action shall he implemented within twenty (20) working days of the alleged otTense or knowledge 
by management of the offense. Within 2 days (as defined in Section 4.0 10) of discovery, the 
Administration will notify the employee an allegation that may result in disciplinary action has been 
made against him/her and further information will be shared as soon as possible following the 
completion of the investigation. The administration will make every effort to keep the disciplinary 
process as confidential as possible and to discipline in as private a manner as possible. 

B. Depending on the severity of the offense, the Board may initiate discipline at any step of the 
following progressive discipline procedures. 

I. Oral waming 
2. Written reprimand 
3. Disciplinary suspension 
4. Termination 

C. Removal, reduction in pay or classification, or suspension of a bargaining unit member shall be only 
for just cause. 

D. The Board may duplicate any step in an appropriate case or may adjust the duration of the 
disciplinary suspension as it deems appropriate, depending upon the offense involved, the 
bargaining unit member's work record, the number of other effective record offenses possessed by 
the bargaining unit members and the presence or absence of mitigating circumstances. 'TI1e Board, 
however, will treat similarly situated bargaining unit members as similarly as is possible and 
practical under the circumstances. 

E. A bargaining unit member cannot be disciplined twice for the same offense and the Board shall 
investigate every disciplinary case as promptly and as thoroughly as is practical. Should new or 
additional evidence, however, be discovered within five (5) days of imposition of discipline which 
evidence reflects upon the severity of the offense or reveals other or additional offenses, the 
discipline imposed may be adjusted appropriately in light of such new or additional evidence. 

F. Offenses for which the penalty assessed was an oral waming or a written reprimand shall remain 
effective as a part of the bargaining unit member's record for a period of one (I) year after date of 
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assessment. Offenses for which the penalty assessed was a disciplinary suspension shall remain 
effective of record for a period of three (3) years after the last day of such suspension. Offenses for 
which the discipline was termination shall remain a part of the permanent record. 

G. The Board, in connection with a potential disciplinary case, may suspend a bargaining unit member 
from duty pending investigation. The bargaining unit member's regular pay shall continue during 
any such investigative suspension and said suspension shall not be deemed to be a fonn of 
discipline nor treated as a disciplinary suspension tor any purpose. 

H. A bargaining unit member, upon request, shall be provided with a copy of any memo or oral 
warning, written reprimand, or record of disciplinary suspension invoked. 

I. A bargaining unit member who has been disciplined will be given a copy of the notice describing 
the reason or reasons for which he/she has been disciplined. 

SECTION 5.02 PRE-DISCIPLINARY CONI<"ERENCE 

A. Prior to implementing discipline, when the Superintendent or design<..>e determines that an employee 
has committed an offense which may cause reduction in pay or position, suspended or terminated, a 
pre-disciplinary conference will be scheduled to inform the employee of the nature of the charge or 
allegation. 

B. Pre-disciplinary conferences will be conducted by an outside neutral administrator who will be 
selected by the Superintendent from those persons not directly in the chain of command of the 
employee. T11e neutral person will be another depattment supervisor. 

C. Not less than five (5) days prior to the scheduled starting time of the conference, the Superintendent 
or designee will provide to the employee a written outline of the charges which may be the basis for 
disciplinary action. This outline will state the datc(s), location(s), and nature of the alleged 
offense(s). If known and applicable, the written outline will also include the approximate time of 
day that the alleged offense(s) occurred. (Example: '"time of day" would not be applicable if the 
charges dealt with loss of certification or conviction of a felony, etc.) 

D. At the pre-disciplinary conference, the neutral person will ask the employee or his/her union 
representative to respond to the allegations of misconduct which were outlined to the employee. 
Employees are not required to respond. 

E. At the conference the employee may present any testimony, witnesses, or documents which explain 
whether or not the alleged conduct occurred. The employee has the right to union representation. 

F. The conference shall be informal. The neutral person will prepare a written conclusion as to 
whether or not the alleged conduct occurred. The Superintendent will decide what discipline, if 
any, is appropriate, and notify the employee in writing. A copy of the neutral person's report will be 
provided to the employee within five (5) days following its preparation. Any discipline shall be for 
just cause. 
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ARTICLE VI 
RIGHTS OF THE ASSOCIATION 

SECTION 6.01 ANNOUNCEMENTS/MAILBOXES 

A. TI1e Board shall grant such exclusive rights necessary to provide for proper representation of the 
staff, including use of a designated bulletin board at each site and use of employees' mailboxes. The 
Board and the Association will be the only authorized entities to place material in mailboxes. 

B The ABEA will be permitted to post written materials on faculty bulletin boards which will be 
provided by the Board. The ABEA will be permitted to make ABEA announcements at general 
staff meetings and an ABEA representative will be recognized and given the opportunity to address 
the Board at all regular Board meetings. 

SECTION 6.02 ASSOCIATION LEAVE 

A. The Association shall have a total of seventy-five (75) hours leave with pay for Association 
business. The President of ABEA will notifY the Superintendent in writing of tl11: days to be used 
by ABEA members, not to exceed two (2) at any given time, except by mutual agreement, shall be 
granted Association leave. 

SECTION 6.03 BOARD AGENDA/PUBLIC DOCUMENTS 

The Board will give the designated ABEA representative the board agenda before each hoard meeting 
and to give a copy of the minutes after each board meeting. The Board will make available to the 
ABEA and furnish copies of public information and documents requested by the ABEA to allow the 
ABEA to be knowledgeable in areas that may be negotiated. 

SECTION 6.04 LOUNGE 

An appropriate furnished room with a telephone will be reserved as a stafflounge for alii barga.ining unit 
members. 

SECTION 6.05 MEETINGS/EQUIPMENT/SUPPLIES 

As the recognized agent for collective bargaining, ABEA will be permitted to use program buildings for 
meetings. These meetings shall not interfere with and shall not occur during the normal work day, and 
shall not interfere with nor interrupt normal instructional programs. The ABEA will be permitted to use 
Board-owned, designated equipment such as the approved copier and the approved compllter. All 
materials and supplies used by ABEA tor ABEA business shall be furnished by ABEA. 

SECTION 6.06 NEW EMPLOYEES 

The Board will notify the President of the Association of the appointment of any individual to 
classifications within the bargaining unit. ·1be notice will show name, work location, classification and 
effective date. 
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SECTION 6.07 NEW POSITIONS: SPECIAL SERVICES 

When money or title grants for additional professional positions or special services become available to 
the Board, the staff of the program shall be given the opportunity to discuss with the Management Team 
and provide input concerning the types of services or staiT needed. 

The Management Team will meet with the staff to provide recommendations tor program or personnel 
according to grant guidelines. Bargaining unit members will have an opportunity to work in 
conjunction with the Management Team to establish its priorities for these services and positions. 

The priorities as established by the bargaining unit members and Management Team shall be submitted 
in writing to the Board for its consideration. 

SECTION 6.08 TELEPHONE 

Association officers and building representatives shall have the right to reasonable use of the Board 
telephone in order to carry out his/her official Association responsibilities, provided such use does not 
interfere with program operations. Cost of such calls is to be borne by the Board except f(Jr long 
distance calls, which the Association must pay. 

SECTION 6.09 UNION REP. ACCESS 

The OEA Consultant representative shall have the right to contact employees during otr duty time 
(before and after work hours and during break) on Board premises. Such contacts shall not inte1rupt 
instructional or work time of employees. The OEA representative and Union oftlcers shall report to the 
building otlice to notify the appropriate administrator when visiting work locations other than their 
own. Upon prior approval of the Superintendent or his/her designee, Association representatives may 
meet with employees and/or the Administration during duty hours. 

ARTICLE VII 
INDIVIDUAL RIGHTS 

SECTION 7.01 ACCESS TO RULES AND REGULATIONS 

A. Copies of the following most current rules and regulations shall be available and easily accessible to 
the staff tor reference as soon as available. 

8. In each facility: 

1. Most current State Manual of Civil Service Laws. 

2. Most current State Manual of the Administrative Rules of the Ohio Department of 
Administrative Services. 

3. Ohio Department of Administrative Services specification sheets for positions in the bargaining 
unit. 

4. Department of Developmental Disabilities Rules, Regulations and Standards for the 
Establishment and Operation of Programs for Training the Developmentally Disabled. 
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5. Department of Developmental Disabilities Regulations and Standards for Licensure of 
Residential Care Facilities for the Developmentally Disabilities. 

6. Athens County Board of Developmental Disabilities Rules and Regulations. 

7. Minimum standards set down by the Department of Education. 

SECTION 7.02 ASSIGNMENTS 

Upon employment with the Board, the bargaining unit member will be given a copy of his/her job 
description specific to job classiti.cation, duties and responsibilities. Any bargaining unit member 
presently employed will have the same assignment for the following year unless notified to the contrary 
in writing per "Re-assignment" provision. All contracts will include the building, class assignment or 
departments in which the services are to rendered and job classification. 

SECTION 7.03 CIVIC ORGANIZATIONS 

Employees have the right to participate in professional and civic organizations for their personal benefit 
and interest as long as it does not occur on the program premises or during the regular program day. 

SECTION 7.04 DAMAGE REIMBURSEMENT 

Bargaining unit members are aware of possible damage to personal apparel or effects in the course of 
employment and, accordingly, are expected not to attire themselves with items of unusually high value 
for the work required. Any personal property, such as eye glasses, clothing, wat,~hes or jewelry, 
damaged by a client or student shall be replaced by the Board without cost to the bargaining unit 
member, provided the incident is promptly reported and properly documented. 

SECTION 7.05 HEALTH AND SAFETY 

A. The Board shall provide safe and healthful working conditions for all men1bers of the bargaining 
unit at each work site and facility in or around which members have assigned responsibilities. 

B. The employer shall ensure that there is reasonable access to adequate First Aid kit(s) at each work 
site, which shall be maintained at designated locations. 

C. The Board shall maintain a program of infectious and communicable disease eontrol. 

D. Board approved vaccinations will be provided to those direct service employees who request such 
vaccination. Any bargaining unit member who declines Board approved vaccinations shall be 
required to sign a waiver which holds the Board harmless of any liability. 

E. Members of the bargaining unit shall abide by negotiated Board policies in effect at the~ time of 
employment, unless his/her personal safety is threatened. 

F. Labor-Management will develop a procedure to address bargaining unit members eoncems 
regarding their health and safety while serving individuals with challenging behaviors. 
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SECTION 7.06 NON DISCRIMINATION 

Neither the Board nor the ABEA shall discriminate against any bargaining unit member, student, or 
applicant with respect to hire, promotion, or any terrn or condition of '-''lnployment or provision of 
services, with respect to ABEA membership because of handicap, race, color, creed, national origin, 
sex, or ages, membership status, or activities on behalf of the ABEA. 

SECTION 7.07 POLITICAL ACTIVITY 

Political activities arc governed by Section 124.57 Ohio Revised Code. 

SECTION 7.08 WEARING O.F INSIGNIAS 

Members of the bargaining unit may wear unobtrusive insignias, pins, or other identification of 
membership in the ABEA or other organizations, civic or professional on program premises. However, 
this in no way entitles them to verbal solicitation regarding these organizations during the program 
hours. 

ARTICLE VIII 
COMPENSATION 

SECTION 8.01 SALARY SCHEDULES 

A. The salary schedules and index for Beacon bargaining unit members on a schedule for August 22. 
2010 - August 21, 2013 are set forth in Article VIII, Section 8.02, Salary Schedules to this 
Agreement. The salary schedules and index tor Atco bargaining unit members on a schedule for 
August 22,2010 August 21, 2013 are set forth in Article Vlll, Section 8.04, Salary Schedules to 
this Agreement. The index identified as 1.000 (BA/C column, step 0, on Beacon schedule and BA 
column, step 0, at A teo schedule) shall be increased by 3% tt)r 20 l 0-11, 3% for 2011-12 and 3% tor 
2012-13. 

B. The Salary Schedules shown in A1ticle Vlll, Section 8.02, Items C and F; and Section 8.04, Item C 
shall remain in effect August 22, 2010- August 21, 2013, unless the Board or ABEA initiates 
negotiations in accordance with the Ohio Revised Code 4117 and SERB rules, not earlier than one 
hundred and twenty (120) days and no later than the sixty (60) days prior to the expiration of the 
contract. 

C. Any year a bargaining unit member fails to receive a step increment, he/she shall receive a longevity 
supplement equal to 1.5% of his/her current salary on the Beacon or A teo Schedule for each year of 
the contract. 

D. Bargaining unit members at Beacon School hired after August 21,1995 shall be placed on the salary 
schedule found in Article VIII, Section 8.02, Items D, E, and F. 

E. Effective August 22, 2010 Occupational Therapist, Occupational Therapy Assistant, Physical 
Therapist, Physical Therapy Assistant, and Speech Therapist positions are on separate pay 
schedules. (Items G, H, and I) Tile salary schedules for occupational therapy, physical therapy, and 
speech therapy bargaining unit members on a schedule for August 22, 2010, - August 21, 2013 arc 
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set forth in Article VIII, Section 8.02, salary schedules G, H, and I. The index identified as 1.000 on 
schedules G, H, and l shall be increased by 3% for 2010-2011,3% for 2011-2012 and 3% for 2012-
2013. 

F. The Speech Language Pathologist Assistant will be compensated on the Instructor Assistant 
Beacon Salary Schedule and Index (Per Apri\14, 2010 Labor Management Meeting). 
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SECTION 8.02 BEACON SALARY SCHEDULES AND INDEX 

A BEACON SALARY SCHEDULE AND INDEX 201 0·2011 
For Staff Hired Before 8/22/95 

STEP INST. AST BAIC BAIC+23 MAIC MAIC+30 
0 23,383 32,749 35,205 37,661 39,954 

0.714 1.000 1.075 1150 1.220 

24,627 34,386 36,842 39,462 41,755 
0.752 1.050 1.125 1.205 1.275 

2 25,904 36,024 38,480 41,264 43,392 
0.791 1.100 1.175 1.260 1.325 

3 27,149 37,661 40,117 43,065 45,193 
0.829 1.150 1.225 1.315 1.380 

4 28,361 39,299 41,755 44,866 46,995 
0.866 1.200 1.275 1.370 1.435 

5 29,605 40,936 43,392 46,667 48,796 
0.904 1.250 1.325 1.425 1.490 

6 30,882 42,574 45,030 48,468 50,597 
0.943 1.300 1.375 1.480 1.545 

7 32,127 44,211 46,667 50,269 52,398 
0.981 1.350 1.425 1.535 1600 

8 33,371 45,848 48,305 52,071 54,199 
1.019 1.400 1.475 1.590 1.655 

9 34,616 47,486 49,942 53,872 56,001 
1.057 1.450 1 525 1.645 1.710 

10 35,860 49,123 51,579 55,673 57,802 
1.095 1.500 1.575 1.700 1.765 

11 50,761 53,217 57,474 59,603 
1.550 1.625 1.755 1.820 

12 52,398 54,854 59,275 61,404 
1600 1.675 1.810 1.875 

13 54,036 56,492 61,077 63,205 
1.650 1.725 1.865 1.930 

14 55,673 58,129 62,878 65,006 
1.700 1.775 1.920 1.985 

25 36,842 56,983 59,603 64,515 66,480 
1.125 1.740 1.820 1.970 2.030 
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B BEACON SALARY SCHEDULE AND INDEX 2011-2012 
For Staff Hired Before 8/22/95 

STEP INST. AST BA!C BAIC+23 MAIC MAIC+30 
0 24,084 33,731 36,261 38,791 41 '152 

0.714 1.000 1.075 1.150 1.220 

25,366 35,418 37,948 40,646 43,007 
0.752 1.050 1.125 1.205 1.275 

2 26,681 37,104 39,634 42,501 44,694 
0.791 1.100 1.175 1.260 1.325 

3 27,963 38,791 41,321 44,357 46,549 
0.829 1.150 1.225 1.315 1.380 

4 29,211 40,478 43,007 46,212 48,404 
0.866 1.200 1.275 1.370 1.435 

5 30,493 42,164 44,694 48,067 50,260 
0.904 1.250 1.325 1.425 1.490 

6 31,809 43,851 46,381 49,922 52,115 
0.943 1.300 1.375 1.480 1.545 

7 33,090 45,537 48,067 51,778 53,970 
0.981 1.350 1.425 1.535 1.600 

8 34,372 47,224 49,754 53,633 55,825 
1.019 1.400 1.475 1.590 1.655 

9 35,654 48,910 51,440 55,488 57,681 
1.057 1.450 1.525 1.645 1.710 

10 36,936 50,597 53,127 57,343 59,536 
1.095 1.500 1.575 1.700 1.765 

11 52,284 54,813 59,198 61,391 
1.550 1.625 1.755 1.820 

12 53,970 56,500 61,054 63,246 
1.600 1.675 1.810 1.875 

13 55,657 58,187 62,909 65,101 
1.650 1.725 1.865 1.930 

14 57,343 59,873 64,764 66,957 
1.700 1.775 1.920 1.985 

25 37,948 58,692 61,391 66,451 68,475 
1.125 1.740 1.820 1.970 2.030 
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c BEACON SALARY SCHEDULE AND INDEX 2012-2013 
For Staff Hired Before 8/22/95 

STEP INST. AST BA/C BA/C+23 MA/C MA/C+30 
0 24,807 34,743 37,349 39,955 42,387 

0.714 1.000 1.075 1.150 1.220 

26,127 36,480 39,086 41,866 44,298 
0.752 1.050 1 125 1.205 1.275 

2 27,482 38,218 40,823 43,777 46,035 
0.791 1.100 1.175 1.260 1.325 

3 28,802 39,955 42,560 45,687 47,946 
0.829 1 '150 1.225 1.315 1.380 

4 30,088 41,692 44,298 47,598 49,857 
0.866 1.200 1.275 1.370 1.435 

5 31,408 43,429 46,035 49,509 51,767 
0.904 1.250 1.325 1.425 1.490 

6 32,763 45,166 47,772 51,420 53,678 
0.943 1.300 1.375 1.480 1.545 

7 34,083 46,903 49,509 53,331 55,589 
0.981 1.350 1.425 1.535 1.600 

8 35,403 48,641 51,246 55,242 57,500 
1 019 1.400 1.475 1.590 1.655 

9 36,724 50,378 52,983 57,153 59,411 
1.057 1.450 1.525 1.645 1.710 

10 38,044 52,115 54,721 59,064 61,322 
1.095 1.500 1.575 1.700 1.765 

11 53,852 56,458 60,974 63,233 
1.550 1.625 1.755 1.820 

12 55,589 58,195 62,885 65,144 
1 600 1.675 1.810 1875 

13 57,326 59,932 64,796 67,054 
1.650 1.725 1.865 1.930 

14 59,064 61,669 66,707 68,965 
1.700 1,775 1.920 1.985 

25 39,086 60,453 63.233 68.444 70,529 
1.125 1.740 1.820 1.970 2.030 
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D BEACON SALARY SCHEDULE AND INDEX 2010·2011 
For Staff Hired After 8/21/95 

STEP INST. AST BNC BNC+23 MNC MNC+30 
0 20,304 32,749 34,714 37,006 38,807 

0.620 1.000 1.060 1.130 1.185 

21,287 34,059 36,187 38,644 40,445 
0.650 1.040 1 '105 1 '180 1.235 

2 22,269 35,369 37,661 40,281 42,082 
0.680 1.080 1150 1.230 1.285 

3 23,252 36,679 39,135 41,919 43,720 
0.710 1 '120 1 '195 1.280 1.335 

4 24,234 37,989 40,609 43,556 45,357 
0.740 1.160 1.240 1.330 1.385 

5 25,217 39,299 42,082 45,193 46,995 
0.770 1.200 1.285 1.380 1.435 

6 26,199 40,609 43,556 46,831 48,632 
0.800 1.240 1.330 1.430 1.485 

7 27,182 41,919 45,030 48,468 50,269 
0830 1.280 1.375 1.480 1.535 

8 28,164 43,228 46,503 50,106 51,907 
0860 1.320 1.420 1.530 1.585 

9 29,146 44,538 47,977 51,743 53,544 
0.890 1.360 1.465 1.580 1.635 

10 30,129 45,848 49,451 53,361 55,182 
092 1.40 1.51 1.63 1.69 

11 31,111 47,158 50,924 55,018 56,819 
0 950 1.440 1.555 1.680 1.735 

12 32,094 48,468 52,398 56,656 58,457 
0.980 1.480 1.600 1.730 1.785 

13 33,076 49,778 53,872 58,293 60,094 
1.010 1.520 1.645 1.780 1.835 

14 34,059 51,088 55,346 59,930 61,732 
1.040 1.560 1.690 1.830 1.885 
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E BEACON SALARY SCHEDULE AND INDEX 2011-2012 
For Staff Hired After 6/21195 

STEP INST. AST BA/C BA/C+23 MA/C MA/C+30 
0 20,913 33,731 35,755 38,116 39,972 

0.620 1.000 1 060 1.130 1.185 

21,925 35,081 37,273 39,803 41,658 
0.650 1.040 1.105 1.180 1235 

2 22,937 36,430 38,791 41,490 43,345 
0.680 1.080 1150 1.230 1.285 

3 23,949 37,779 40,309 43,176 45,031 
0.710 1.120 1.195 1 280 1.335 

4 24,961 39,128 41,827 44,863 46,718 
0.740 1.160 1.240 1.330 1.385 

5 25,973 40,478 43,345 46,549 48,404 
0.770 1 200 1.285 1.380 1.435 

6 26,985 41,827 44,863 48,236 50,091 
0.800 1.240 1.330 1.430 1.485 

7 27,997 43,176 46,381 49,922 51,778 
0.830 1.280 1.375 1.480 1.535 

8 29,009 44,525 47,898 51,609 53,464 
0.860 1 320 1.420 1.530 1.585 

9 30,021 45,875 49,416 53,295 55,151 
0.890 1.360 1.465 1.580 1.635 

10 31,033 47,224 50,934 54,982 56,837 
0.92 1.40 1.51 1.63 1.69 

11 32,045 48,573 52,452 56,669 58,524 
0.950 1.440 1.555 1.680 1.735 

12 33,057 49,922 53,970 58,355 60,210 
0.980 1.480 1.600 1.730 1.785 

13 34,069 51,272 55,488 60,042 61,897 
1.010 1.520 1.645 1.780 1.835 

14 35,081 52,621 57,006 61,728 63,584 
1.040 1.560 1.690 1.830 1.885 
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F BEACON SALARY SCHEDULE AND INDEX 2012-2013 
For Staff Hired After 8/21/95 

STEP INST. AST. BA/C BNC+23 MNC MNC+30 
0 21,541 34,743 36,828 39,260 41,171 

0620 1.000 1.060 1.130 1.185 

22,583 36,133 38,391 40,997 42,908 
0 650 1.040 1 105 1.180 1.235 

2 23,625 37,523 39,955 42,734 44,645 
0.680 1.080 1.150 1.230 1.285 

3 24,668 38,912 41,518 44,471 46,382 
0.710 1.120 1.195 1.280 1.335 

4 25,710 40,302 43,082 46,209 48,119 
0.740 1.160 1.240 1.330 1.385 

5 26,752 41,692 44,645 47,946 49,857 
0 770 1.200 1.285 1.380 1.435 

6 27,795 43,082 46,209 49,683 51,594 
0.800 1.240 1.330 1.430 1.485 

7 28,837 44,471 47,772 51,420 53,331 
0.830 1.280 1.375 1.480 1.535 

8 29,879 45,861 49,335 53,157 55,068 
0.860 1.320 1.420 1.530 1.585 

9 30,921 47,251 50,899 54,894 56,805 
0.890 1.360 1.465 1.580 1.635 

10 31,964 48,641 52,462 56,632 58,542 
0.92 1.40 1.51 1.63 1.69 

11 33,006 50,030 54,026 58,369 60,280 
0.950 1.440 1.555 1.680 1.735 

12 34,048 51,420 55,589 60,106 62,017 
0.980 1480 1.600 1.730 1.785 

13 35,091 52,810 57,153 61,843 63,754 
1.010 1.520 1.645 1.780 1.835 

14 36,133 54,199 58,716 63,580 65,491 
1.040 1.560 1.690 1.830 1.885 
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G Occupational Therapy Schedule and Index 
For Staff hired after 8/22/2007 

Occupational Therapist Occupational Therapist Assistant 

:;: 2010-2011 2011-2012 2012-2013 2010-2011 2011-2012 2012-2013 
STEPO 46,490 47,885 49,321 29,180 30,055 30,957 

1 1 1 1 1 1 

STEP 1 48,350 49,800 51,294 30,347 31,258 32,195 
1.040 1.040 1.040 1.040 1.040 1.040 

STEP 2 50,209 51,716 53,267 31,514 32,460 33,434 
1.080 1.080 1.080 1.080 1.080 1.080 

STEP 3 52,069 53,631 55,240 32,681 33,662 34,672 
1.120 1 '120 1.120 1 '120 1 '120 1.120 

STEP 4 53,928 55,546 57,213 33,849 34,864 35,910 
1.160 1160 1.160 1.160 1 '160 1 '160 

STEP 5 55,788 57,462 59,186 35,016 36,066 37,148 
1.200 1.200 1.200 1.200 1.200 1.200 

STEP 6 57,648 59,377 61 '158 36,183 37,269 38,387 
1.240 1.240 1.240 1.240 1.240 1.240 

STEP 7 59,507 61,293 63,131 37,350 38,471 39,625 
1 280 1.280 1.280 1.280 1.280 1.280 

STEP 8 61,367 63,208 65,104 38,517 39,673 40,863 
1.320 1.320 1.320 1.320 1.320 1.320 

STEP 9 63,227 65,123 67,077 39,685 40,875 42,101 
1 360 1.360 1.360 1.360 1.360 1.360 

STEP10 65,086 67,039 69,050 40,852 42,077 43,340 
1.400 1.400 1.400 1.400 1.400 1.400 
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H Physical Therapy Schedule and Index 
For Staff hired after 8/22/2007 

Physical Therapist Physical Therapist Assist<lnt 

2 2010-2011 2011-2012 2012-2013 2010-2011 2011-2012 2012-2013 
STEPO 48,203 49,649 51' 139 29,865 30,761 31,684 

1.000 1.000 1.000 1.000 1.000 1 000 

STEP 1 50,131 51,635 53,184 31,059 31,991 32,951 
1.040 1.040 1.040 1 040 1.040 1 040 

STEP 2 52,059 53,621 55,230 32,254 33,222 34,218 
1.080 1.080 1.080 1.080 1.080 1.080 

STEP 3 53,987 55,607 57,275 33,449 34,452 :35,486 
1.120 1.120 1120 1.120 1.120 1.120 

STEP4 55,915 57,593 59,321 34,643 35,683 36,753 
1.160 1.160 1 160 1.160 1.160 1.160 

STEPS 57,844 59,579 61,366 35,838 36,913 38,020 
1.200 1.200 1.200 1.200 1.200 1.200 

STEP6 59,772 61,565 63,412 37,032 38,143 <!9,288 
1.240 1.240 1.240 1.240 1.240 1.240 

STEP 7 61,700 63,551 65,457 38,227 39,374 40,555 
1.280 1.280 1.280 1.280 1.280 1.280 

STEP 8 63,628 65,537 67,503 39,422 40,604 41,822 
1.320 1.320 1.320 1.320 1.320 1.320 

STEP9 65,556 67,523 69,548 40,616 41,835 43,090 
1.360 1.360 1.360 1.360 1.360 1.360 

STEP10 67,484 69,509 71,594 41,811 43,065 44,357 
1.400 1.400 1.400 1.400 1.400 1.400 
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Speech Therapy Schedule and Index 
For Staff hired after 8/22/2007 

Speech Therapist 

2010-2011 2011-2012 2012-2013 
STEPO 47,539 48,965 50,434 

STEP 1 49,440 50,923 52,451 
1 040 1.040 1 040 

STEP 2 51,342 52,882 54,468 
1.080 1 080 1.080 

STEP 3 53,243 54,841 56,486 
1 120 1.120 1.120 

STEP4 55,145 56,799 58,503 
1 160 1 '160 1.160 

STEP 5 57,046 58,758 60,520 
1.200 1.200 1.200 

STEP 6 58,948 60,716 62,538 
1.240 1.240 1.240 

STEP 7 60,849 62,675 64,555 
1.280 1.280 1 280 

STEP 8 62,751 64,634 66,573 
1.320 1.320 1.320 

STEP9 64,653 66,592 68,590 
1.360 1.360 1.360 

STEP10 66,554 68,551 70,607 
1.400 1.400 1.400 
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SECTION 8.03 BEACON CLASSIFICATION DEFINITIONS 

A. Instructor Assistant 

c. 

This classification requires ninety (90) quarter hours andJor appropriate experience with DD 
population. This position will entail instructional duties under the supervision of a classroom 
teacher such as construction of education materials under the direction of a teacher, sup•ervision of 
children for brief periods of time when it is necessary for teachers to be out of the room. Bargaining 
unit men1ber would not progress this column unless he/she is reclassified or promoted. 

This classification will be the minimum entry level for all teaching personnd in the Beacon 
program. Bachelor's degree with certification by the Department of Education of the Department of 
Development Disabilities as required with job classifications determined by state standards. 

Bachelor of Arts with certification by the Department of Education or Division of Deve:lopmental 
Disabilities as applicable plus twenty-three (23) quarter hours in Special Education or allied fields 
as approved by the Board. 

D. MA/C 

Masters Degree in Special Education of allied field as approved by the Board with certification by 
the Department of Education and/or the Department of Developmental Disabilities. 

E. MC/C+30 

Masters Degree in Special Education of allied field as approved by the Board with certification by 
the Department of Education andJor Department of Developmental Disabilities plus thirty (30) 
quarter hours in Special Education of allied fields as approved by the Board. 

F. The Occupational Therapist, Occupational Therapy Assistant, Physical Therapist, Physical Therapy 
Assistant, and Speech Therapist, hired after August 22, 2007 are on salary schedules G, H, and I. 
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SECTION 8.04 ATCO SALARY SCHEDULE AND INDEX 
A ATCO SALARY SCHEDULE AND INDEX 2010-2011 

ND-1 ND-11 NC-11+23 GF BA BA+23 MA 
STEP 0 18.731.70 25,123.00 28,255.72 34,868.11. 34,014.35 36,017.79 37,684.50 

0.5507 0.7386 0.8307 1.0251 1.0000 1.0589 1.1079 

STEP 1 19,752.13 26,483.57 29,616.29 36,507.60 34,684.43 37,684.50 39,351.20 
0.5807 0.7786 0.8707 1 0733 1.0197 1.1079 1.1569 

STEP 2 20,772.56 27,844.15 30,976.87 38,147.09 36,017.79 39,351.20 41,021.31 
0.6107 0.8186 0.9107 1 '1215 1.0589 1 '1569 1.2060 

STEP 3 21 '792.99 29,204.72 32,337.44 39,786.58 37,351 '16 41,021.31 42,688.01 
0.6407 0.8586 0.9507 1' 1697 1.0981 1.2060 1.2550 

STEP 4 22,813.42 30,565.29 33,698.02 41,429.48 38,684.52 42,688.01 44,354.71 
0.6707 0.8986 0.9907 1.2180 1.1373 1.2550 1.3040 

STEP 5 23,833.85 31,925.87 35,058.59 43,072.37 40,017.88 44,354.71 46,021.41 
0.7007 0.9386 1.0307 1.2663 1.1765 1.3040 1.3530 

STEP 6 24,854.28 33,286.44 36,419.16 44,711.86 41,351.24 46,021.41 47,688.12 
0. 7307 0.9786 1.0707 1.3145 1.2157 1.3530 1.4020 

STEP 7 25,874.72 34,647.02 37,779.74 46,351.35 42,684.61 47,688.12 49,354.82 
0.7607 1.0186 1.1107 1.3627 1.2549 1.4020 1.4510 

STEP 8 26,895.15 36,007.59 39,140.31 47,994.25 44,021.37 49,354.82 51,024.93 
0.7907 1.0586 1.1507 1.4110 1.2942 1.4510 1.5001 

STEP 9 27,915.58 37,368.16 40,500.89 49,633.74 45,351.33 51,024.93 52,691.63 
0.8207 1.0986 1.1907 1.4592 1.3333 1.5001 1.5491 

STEP 10 28,936.01 38,728.74 41,861.46 51,273.23 46,688.10 52,691.63 54,358.33 
0.8507 1.1386 1.2307 1.5074 1.3726 1.5491 1.5981 

STEP 11 48,021.46 54,358.33 56,025.03 
1.4118 1.5981 1.6471 

STEP 12 49,354.82 56,025.03 57,695.14 
1.4510 1.6471 1.6962 

STEP 13 50,691.58 57,695.14 59,361.84 
1.4903 1.6962 17452 

STEP 25 29,956.44 40,089.31 43,222.03 54,555.61 53,358.31 61,028.55 62,695.25 
0.8807 1 '1786 1.2707 1.6039 1.5687 1.7942 1.8432 

HIRED PRIOR TO 1998: 
Community Inclusion Specialist 52,504.55 
Passion Works Coordinator 52,504.55 

1.5436 
Work Evaluator 66,450.43 

1.9536 
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B ATCO SALARY SCHEDULE AND INDEX 2011-2012 

ND-1 ND-11 NC-11+23 GF BA BA+23 MA. 
STEP 0 19,293.65 25,876.69 29,103.39 35,914.15' 35,034.78 37,098.33 38,815.03 

0.5507 0.7386 0.8307 1.0251 1.0000 1 0589 1.10i'9 

STEP 1 20,344.70 27,278.08 30,504.78 37,602.83 35,724.96 38,815.03 40,531. 7'4 
0.5807 0.7786 0.8707 1.0733 1.0197 1.1079 1.1569 

STEP 2 21,395.74 28,679.47 31,906.17 39,291.51 37,098.33 40,531.74 42,251.9'4 
0.6107 0.8186 0.9107 1.1215 1.0589 1.1569 1.2060 

STEP 3 22,446.78 30,080.86 33,307.57 40,980.18 38,471.69 42,251.94 43,968.65 
0.6407 0.8586 0.9507 1.1697 1.0981 1.2060 1.2550 

STEP 4 23,497.83 31,482.25 34,708.96 42,672.36 39,845.05 43,968.65 45,685.35 
0.6707 0.8986 0.9907 1.2180 1.1373 1.2550 1.3040 

STEP 5 24,548.87 32,883.64 36,110.35 44,364.54 41,218.42 45,685.35 4?,402.06 
0.7007 0.9386 1.0307 1.2663 1.1765 1.3040 1.3530 

STEP 6 25,599.91 34,285.04 37,511.74 46,053.22 42,591.?8 47,402.06 49.118.7•6 
0.7307 0.9786 1.0707 1.3145 1.2157 1.3530 1.4020 

STEP 7 26,650.96 35,686.43 38,913.13 47,741.89 43,965.15 49,118.76 50,835.47 
0.7607 1 0186 1.1107 1.3627 1.2549 1.4020 1.4510 

STEPS 27,702 00 37,087.82 40,314.52 49,434.07 45.342.01 50,835.47 52,555.67 
0.7907 1.0586 1.1507 1.4110 1.2942 1.4510 1.500'1 

STEP 9 28,753.04 38,489.21 41,715.91 51,122.75 46,711.87 52,555.67 54,272.313 
0.8207 1.0986 1.1907 1.4592 1.3333 1.5001 1.549'\ 

STEP 10 29,804.09 39,890.60 43,117.30 52,811.43 48,088.74 54,272.38 5e:,989.0B 
0.8507 1.1386 1.2307 1.5074 1.3726 1.5491 1.59811 

STEP 11 49,462.10 55,989.08 57,70s.n' 
1.4118 1.5981 1.6471 

STEP 12 50,835.47 57,705.79 59.425.9£1 
1.4510 1.6471 1.696:2~ 

STEP 13 52,212.33 59,425.99 61 '142. 70 
1.4903 1.6962 1.7452 

STEP 25 30,855.13 41,291.99 44,518.69 56,192.28 54,959.06 62,859.40 64,576.11 
0.8807 1.1786 1.2707 1.6039 1.5687 1.7942 1.8432 

HIRED PRIOR TO 1998: 
Community Inclusion Specialist 54,079.69 
Passion Works Coordinator 54,079.69 

1.5436 
Work Evaluator 68,443.95 

1.9536 
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c. ATCO SALARY SCHEDULE AND INDEX 2012-2013 

ND-1 ND-11 NC-11+23 GF BA BA+23 MA 
STEPO 19,872.46 26,652.99 29,976.49 36,991.58 y 36,085.82 38,211.28 39,979.48 

0.5507 0.7386 0.8307 1.0251 1.0000 1.0589 1.1079 

STEP 1 20,955.04 28,096.42 31,419.93 38,730.91 36,796.71 39,979.48 41,747.69 
0.5807 0.7786 0.8707 1.0733 1.0197 1.1079 1.1569 

STEP 2 22,037.61 29,539.85 32,863.36 40,470.25 38,211.28 41,747.69 43,519.50 
0.6107 0.8186 0.9107 1.1215 1.0589 1.1569 1.2060 

STEP 3 23,120.19 30,983.29 34,306.79 42,209.59 39,625.84 43,519.50 45,287.71 
0.6407 0.8586 0.9507 1.1697 1.0981 1.2060 1.2550 

STEP 4 24,202.76 32,426.72 35,750.22 43,952.53 41,040.41 45,287.71 47,055.91 
0.6707 0.8986 0.9907 1.2180 1.1373 1.2550 1.3040 

STEP 5 25,285.34 33,870.15 37,193.66 45,695.48 42,454.97 47,055.91 48,824.12 
0.7007 0.9386 1.0307 1.2663 1.1765 1.3040 1.3530 

STEP 6 26,367.91 35,313.59 38,637.09 47,434.81 43,869.54 48,824.12 50,592.32 
0.7307 0.9786 1.0707 1.3145 1.2157 1.3530 1.4020 

STEP 7 27.450.49 36,757.02 40,080.52 49,174.15 45,284.10 50,592.32 52,360.53 
0.7607 1.0186 1.1107 1.3627 1.2549 1.4020 1.4510 

STEP 8 28,533.06 38,200.45 41,523.96 50,917.10 46,702.27 52,360.53 54,132.34 
0.7907 1.0586 1.1507 1.4110 1.2942 1.4510 1.5001 

STEP 9 29,615.63 39,643.89 42,967.39 52,656.43 48,113.23 54,132.34 55,900.55 
0.8207 1.0986 1.1907 1.4592 1.3333 1.5001 1.5491 

STEP 10 30,698.21 41,087.32 44,410.82 54,395.77 49,531.40 55,900.55 57,668.75 
0.8507 1.1386 1.2307 1.5074 1.3726 1.5491 1.5981 

STEP 11 50,945.97 57,668.75 59,436.96 
1.4118 1.5981 1.6471 

STEP 12 52,360.53 59,436.96 61,208.77 
1.4510 1.6471 1.6962 

STEP 13 53,778.70 61,208.77 62,976.98 
1.4903 1.6962 1.7452 

STEP 25 31,780.78 42,530.75 45,854.26 57,878.05 56,607.83 64,745.18 66,513.39 
0.8807 1.1786 1.2707 1.6039 1.5687 1.7942 1.8432 

HIRED PRIOR TO 1998: 
Community Inclusion Specialist 55,702.08 
Passion Works Coordinator 55,702.08 

1.5436 
Work Eva1 uator 70,497.26 

1.9536 
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SECTION 8.05 ATCO CLASSIFICATION DEFINITIONS 

A. REGISTERED EMPLOYEES 

WORKSHOP SPECIALIST II 
WORKSHOP SPECIALIST II /PRODUCTION 
WORKSHOP SPECIALIST 11 /TRAINING COORD INA TOR 
WORKSHOP SPECIALIST II/HABILITATION 
WORKSHOP SPECIALIST ll!COMMUNITY INCLUSION SPECIALIST 
WORKSHOP SPECIALIST ll/PASSION WORKS COORDINATOR 
ADULT SERVICE AIDE 
WORKSHOP SPECIALIST II/JOB SAMPLING COORDINATOR 
ADULT PROGRAM AIDE 

Effective with the 1998 - 200 I contract, all employees hired for the above Workshop Specialist 
II classifications shall be placed in accordance with their training and experience on the A TCO 
Salary Schedule columns titled N.D. (non-degree) and N.D +23 (non-degree with 23 quarter 
hours). Effective with the 2001 - 2004 contract, these Atco Salary Schedule columns will be 
retitled; N.D. (non-degree) will become N.D. II (non-degree II), and N.D.+23 (non-degree with 
23 quarter hours) will become N.D. II +23 (non-degree li with 23 quarter hours}, while 
continuing to be the salary schedule columns under which all bargaining unit membe,rs in the 
Workshop Specialist II classification will remain or new hires to this classification are placed. 
Also effective in the 2001-2004 contract, all employees or new hires in the Adult Service Aide 
classification shall be placed in accordance with their training and experience on the A TCO 
salary schedule titled ND I (non-degree 1). A bargaining unit member will not progress past this 
column unless he/she is reclassified or promoted. Must have registration as detem1ined by 
current State Adult Service Standards and must be registered by the Department of 
Administrative Services by the end of the probationary period required by the State. 

All employees in these classifications, hired prior to the ratification of the 1998-2001 contract shall 
be grandfathered into the Salary Schedule column titled G.F. (grandfathered) unless specifically 
identified elsewhere. 

B. CERTIFIED EMPLOYEES 

JOB DEVELOPER 
HABILITATION SPECIALIST 
LIFE SKILLS TRAINER 
BEHAVIOR SPECIALIST 
TRANSITION COORDINATOR 

Effective with the 1998 - 2001 contract, all employees hired for the above classifications shall 
be placed in accordance with their training and experience on the A TCO Salary Schedule 
columns titled BA (Bachelor's degree) and B.A.+23 (Bachelor's degree with 23 quarter hours) 
and MA (Master's Degree). This classification will apply to Habilitation Specialist 2, n~quiring 
certification as defined by current Adult Service Standards. 
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c. 

All employees in these classifications, hired prior to the ratification of the !998-200 I contract, 
shall be grand fathered into the Salary Schedule column titled BA + 23 and advanced three 
experience steps in order to reflect their base and step increase. 

l. Bargaining unit members employed in the position of Adult Service Aide shall be employed 
for a 248-day work year. 

2. This work year shall include the following paid holidays: 
New Year's Day Labor Day 
Martin Luther King Day Columbus Day 
!'resident's Day Thanksgiving Day 
Independence Day Christmas Day 
Memorial Day Veteran·s Day (taken Friday following Thanksgiving) 

3. This work year will include vacation with pay as follows: 

Length of Service 
0 7 years 
8 14 years 
15-24 years 
25 plus years 

Vacation Days 
I 0 work days 
15 work days 
20 work days 
25 work days 

Vacation time may not be used until the probationary period is completed. 

D. In the event a bargaining unit member fails to maintain required registrationlcertitlcation they will 
be placed on unpaid leave status fbr up to I 0 working days. Upon failure to renew their 
registration! certification after that time period they will be tenninated. 

SECTION 8.06 PAY PERIOD 

All bargaining unit members employed by the Board shall be paid according to the following pay 
period: total of twenty-six (26) pays with pay on every other Thursday. This procedure will be 
followed except under extenuating circumstances (such as if the county Auditor's office changes the 
date of issuance). 

SECTION 8,07 PAYROLL DEDUCTIONS 

A. Certain deductions are made from an employee's paycheck, as required by law, in accordance with 
employee benefit plans, or as requested by the employee. These deductions are iKmized on the 
employee's pay statement, which accompanies his or her bi-weekly paychecks. 

B. In addition, bargaining unit members may authorize payroll deduction to the County Auditor for 
the following items: 

1. A teo-Beacon Education Association, 
Ohio Education Association, 
National Education Association, 
Southeastern Ohio Education Association 
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2. Department of the OEA as found on their yearly enrollment form 

C. For the duration of this contract, bargaining unit members that are currently authorizing or who 
hereinafter authorize dues deductions for the ABEA, OEA, NEA, and SEOEA will remain members 
except as prescribed under the following procedure: 

D. Annually, between December l-15, members of the bargaining unit may opt to cancel their 
membership in the ABEA, OEA, NEA, and SEOEA in accordance with the following method: 

1. Cancellation of dues check off will be on a mutually agreed upon form which shall be 
completed and signed by the bargaining unit member. 

2. Cancellation of dues check off forms will be provided upon request by the Clerk of the Board 
between December 1-15. Names ofbargaining unit members who complete cancellation tonns 
under this provision will be sent to the ABEA President via certified mail. Canc·ellation of 
membership will not be processed until five (5) days from the date of receipt of nam,~(s) by the 
ABEA President. 

3. For the ABEA, OEA, NEA, and SEOEA no cancellation of dues check off authorization will be 
processed in any other manner except as provided herein above. 

SECTION 8.08 FAIR SHARE FEE 

A. PAYROLL DEDUCTION OF FAIR SHARE FEE 

The employer shall cause to be deducted from the pay of members of the bargaining unit who 
elect not to become or to remain members of the (Local), a fair share fee for th'~ Union's 
representation of such non-members during the term of this contract. (No non-memb•~r filing a 
timely demand shall be required to subsidize partisan political or ideological causes not germane 
to the Union's work in the realm of collective bargaining.) 

B. NOT!FlCA TION OF THE AMOUNT OF FAIR SHARE FEE 

Notice of the amount of the annual fair share fee, (which shall not be more than l 00% of the 
unified dues of the Union), shall be transmitted by the Union to the Business Manager of the 
Board prior to the f1rst payroll of each contract year, during the term of this contract for the 
purpose of determining amounts to be payroll-deducted, and all amounts deducted shall be 
promptly transmitted in the same manner as union dues. 

C. SCHEDULE OF FAIR SHARE FEE DEDUCTIONS 

Payroll deduction of such armual fair share fees shall commence on the first pay date, which 
occurs on or atter January 15th armually and shall continue to be deducted in equal installments 
for the remainder of the contract year. In the case of unit employees newly hired after the 
beginning of the contract year, the payroll deduction shall commence on the first pay date on or 
after the later of: 
l, the end of the probationary period or 
2. January 15th 

ABEA 2010-2013 CONTRACT Page 30 of96 



D. PROCEDURE FOR REBATE 

The Union represents to the employer that an internal rebate procedure has been established in 
accordance with Section 411 7.09(C) of the Revised Code and that a procedure for challenging 
the amount of the representation fee has been established and will be given to each member of 
the bargaining unit who does not join the Union and that such procedure and notice shall be in 
compliance with all applicable state and federal laws and the Constitutions of the United States 
and the State of Ohio. 

E. ENTITLEMENT TO REBATE 

Upon timely demand, non-members may apply to the Union for an advance reduction/rebate of 
the fair share fee pursuant to the internal procedure adopted by the Union. 

F. NON-DEDUCTION OF FAIR SHARE FEE 

The employer will be relieved trom causing the deduction of Fair Share Fee from an employee upon 
the employee· s: 
I) tennination from employment 
2) transfer to a non-bargaining unit position 
3) placement on a unpaid leave of absence 
4) no longer receiving a paycheck 

SECTION 8.09 TEMPORARY WORKING LEVEL PAY ADJUSTMENT 

A. Each bargaining unit member that is temporarily assigned to duties with a higher pay range than is 
the bargaining unit member's own, shall be eligible for a working level pay adjustment. This pay 
adjustment shall increase the bargaining unit member's base rate of compensation to the l:,'feater of a) 
the classification salary base of the higher level position, or b) a rate of pay at least tlve (5) percent 
above his curTent base rate of compensation. This pay adjustment shall in no way affect any other 
pay supplement, which shall be calculated using the bargaining unit member's normal classification 
salary base. 

B. This working level adjustment shall be for temporary assignment of a continuous period in excess 
of two (2) weeks, but not more than ten (I 0) weeks. In those cases where the period of added 
responsibility exceeds ten (I 0) weeks, the bargaining unit member shall either return to his regular 
position or the appointing authority shall recognize the continuation ofthe added responsibilities by 
promoting the bargaining unit m~o"Tnber to the higher position on either a temporary or permanent 
basis. 

SECTION 8.10 SUPPLEMENTAL PAY 

A. Any agreement to act as supervisor for extra-cunicular activities tor which additional compensation 
is to be paid is by supplemental contract. Each bargaining unit member performing a supplemental 
duty will be given a written, one year, limited supplemental contract specifying the duty(s) to be 
pcrfonned, the compensation to be paid, the duration of the supplemental contract and when and 
how compensation for supplemental duties is to be paid. Bargaining unit members performing the 
same or similar supplemental duties shall receive the same compensation. 
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B. Supplemental positions and the qualifications for each position shall be posted by April 30 and bid 
for in accordance with the same procedures utilized for regular positions except that qualified 
bargaining unit members will be given first consideration to fill vacant positions in order of program 
seniority. If no qualified bargaining unit member applies for the vacant position, then it may be 
advertised outside the program. 

C. In the event the supplemental duty is for a shorter duration than noted, the pay will be prorated. 

D. The bargaining unit member's perfonnance of contracted supplemental duties may not adversely 
affect personnel decisions regarding the bargaining unit member's regular employment. 

SECTION 8.11 SUPPLEMENTAL SALARY SCHEDULES 

A. REC NIGHT COORDINATORS (2), School Age 

Purpose: To coordinate and arrange for after hours recreation activities for Beacon School 
students 16 and older. 

Hours: Two individuals, one night per month; 2:00 p.m. 9:30 p.m. !i)r nim: months, 
September- May 

Compensation: $750.00 per individual per nine month period 

B. BOWLING, Community 

Purpose: To coordinate and anange tor after hour bowling activities. 

Hours: Year round activity, Scheduled quarterly: up to 2 nights per week. 

Compensation: Coordinator: $897 per quarter, $460 summer quarter and total $3151 per 
year. 

C. CAMPING 

Purpose: To coordinate and accompany two weekend camping trips. 

Hours: Two (2) weekends, Friday-Sunday. 

Compensation: Coordinator: $240.00 per trip. 

D. LOCAL PROFESSIONAL DEVELOPMENT COMMITTEE 

Purpose: To verify and approve professional growth necessary for teacher certification/licensure 
in the state of Ohio. 

Hours: As required. 

Compensation: $15.00 per hour for those meetings occurring outside the workday. 

ABEA 2010-2013 CONTRACT Page 32 of96 



E. TUESDAY NIGHT RECREATION ASSISTANT 

Purpose: To provide assistance during Tuesday Night Recreation 

Hours: Tuesdays from 4:00pm to 6:00pm. 

Compensation: $368 per quarter totaling $1472 per year (per November 12, 2008 Labor 
Management meeting). 

F. .MENTORING TEACHER 

Purpose: To provide mentoring to insure that resident educator will have a pathway to transition 
from a provisional teaching license to a professional teaching license (per Ohio 
Resident Educator Transition Program). 

Hours: Will depend on the needs of the resident educator being mentored throughout the school 
year. 

Compensation: $800 per resident educator being mentored (paid quarterly). 

G. Additional supplemental contracts will be created by the labor-management team as needs are 
identified. 

SECTION 8.12 TUITION REIMBURSEMENT/PROFESSIONAL GROWTH 

A. TUITION REIMBURSEMENT 

1. The Board shall appropriate tour thousand ($4000.00) dollars to be used for reimbursement of 
appropriate college credit hours earned by bargaining unit members with at least two years full 
time employment with the Athens County Board of DO. The appropriated money shall be 
divided equally among those members who have applied in w1iting to the Superintendent by 
August 15 up to a maximum of eight hundred dollars ($800) per member per year. In addition, 
each bargaining unit member must notify the Superintendent in writing of course enrollment by 
the last day of registration. The course work will be job related and approved by the 
Superintendent. 

2. Only course fees will be reimbursed. The bargaining unit member will be reimbursed upon 
successful completion of course work and receipt of transcript and receipt of payment. Any 
"incomplete" course must be resolved within the next academic quarter or semester or the 
member will forfeit the reimbursement. 

B. WORKSHOP/CONFERENCE ATTENDANCE 

l. The Board will provide each member of the bargaining unit with travel expenses and lodging 
and fees to participate in one (I) workshop and/or one (I) instructional conference of the 
bargaining unit member's choice to help in training or to continue the member's education. The 
workshop or conference shall be approved by the Board and if not approved, wdtten notice must 
be given to the bargaining unit member(s) stating the reason(s). 
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2. The Board shall appropriate five thousand dollars ($5,000) annually to be used f(Jr workshops or 
conferences as specified above. Each employee will be reimbursed expenses incurred for 
registration, hotel, meals, mileage and parking, to a maximum of three hundred dollars ($300) 
annually. 

SECTION 8.13 SALARY AND PLACEMENT 

A. In consideration of the service rendered by the bargaining unit member, the Board agrees to pay said 
bargaining unit member a base annual salary as prescribed by the salary schedule of the Board. The 
initial compensation to be paid under a contract shall be according to the existing salary schedule 
and that amount shall appear on the contract. When hiring new bargaining unit members the Board 
will consider the individual's degree, training and years of experience. 

B. All bargaining unit members hired will be given credit on the existing salary schedule for the 
highest step for years experience for which they qualify, as determined by the Board, on the salary 
schedule which is in effect at the time their contract begins. 

C. A bargaining unit member must have completed 120 days of work in order to advance to the next 
experience step at the beginning of a contraet year. 

SECTION 8.14 SEVERANCE PAY 

A. Upon retirement, which shall mean official notification to the Board that public barga.ining unit 
member retirement system benefits are being received, full-time bargaining unit members with ten 
(I 0) or more years service with the Board shall receive payment based upon th<~ bargaining unit 
m~;.,'lllber's rate of pay at retirement for 25% of the bargaining unit members accrued but unused sick 
leave, not to exceed sixty (60) days pay. 

B. Full time bargaining unit members with fifteen or more years service with the board shall receive 
payment based upon the bargaining unit members rate of pay at retirement tor 30% of the 
bargaining unit members accrued but unused sick leave, not to exceed seventy-two (72) days pay. 

C. Full time bargaining unit members with twenty or more years of service with the Board shall 
receive payment based upon the bargaining unit members rate of pay at retirement for 40% of the 
bargaining unit members accrued but unused sick leave, not to exceed ninety-six (96) days pay. 

SECTION 8.15 PERS/STRS EMPLOYEE RETIREMENT PAYMENT 

The Athens County Board of Developmental Disabilities, herewith agrees with the Atco-Beacon 
Education Association to, effective January l, 1986, pick-up (assume and pay) contributions to the 
Public Employees Retirement System and the State Teachers Retirement System, upon behalf of the 
members in the bargaining unit on the following tem1s and conditions: 

A. l11e amount to be picked-up and paid on behalf of each bargaining unit member covered by PERS 
shall be I 0% of the bargaining unit member's compensation. The amount to be picked-up and paid 
on behalf of each bargaining unit member covered by STRS shall be I 0% of the bargaining unit 
member's compensation. The bargaining unit member's annual compensation shaH be reduced by 
an amount equal to the amount picked-up and paid by the Board. 

B. The pick-up percentage shall apply unifonnly to all members of the bargaining unit. 
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C. No bargaining unit member covered by this provision shall have the option to elect a wage increase 
of other benefit in lieu of the employer pick-up. 

D. The pick-up shall become ctlective and shall apply to all compensation including supplemental 
caming thc.,'feafter. 

E. Payment for sick leave, personal leave, severance, supplemental pay, extended service, etc., 
including unemployment and worker's compensation shall be based on the bargaining unit members 
gross or daily gross compensation prior to the reductions. 

SECTION 9.01 

ARTICLE IX 
EVALUATION PROCEDURE 

GENERAL PURPOSE 

The Performance Evaluation Program is intended to be a system of communication between the 
supervisor and the bargaining unit member. lt provides tor a systematic periodic evaluation of the work 
of each bargaining unit member in the program. If conscientiously applied, it will enable the bargaining 
unit member to have an increased awareness of his/her work and what is expected of him/her. He/she 
will be able to tell in what respect his/her work is most in need of improvement or is worthy of praise 
and recognition. It will also enable the supervisor to tind some of the gaps and limitations in his/her 
own supervision. It may be helpful in suggesting needs for various types of training programs. The 
ratings themselves may be useful in considering potential candidates for promotion and in determining 
the sequence of bargaining unit members to be laid off when that type of action is necessary. 

SECTION 9.02 SUPERVISORS TO DO APPRAISALS 

Each bargaining unit member should be rated by the immediate supervisor with appropriate certification 
in the teaching or training of, to whom he/she is regularly assigned. If a bargaining unit member has 
been re-assigned to a new supervisor within one (I) month of the rating date, the present and former 
supervisor should cooperate in the evaluation. If a bargaining unit member receives approximately 
equal supervision from two (2) persons, the supervisors should cooperate on a rate and both should sign 
the report as raters. 

SECTION 9.03 TYPES OF EVALUATIONS 

A. PROBATIONARY EV ALUA TJONS 

All employees in probationary status will be evaluated twice during the probationary period. The 
first evaluation is to be made at the mid-point of the probationary period. The second evaluation is 
to be made within ten (I 0) days prior to the end of the probationary period. When making the final 
probationary evaluation, the Supervisor shall indicate on the evaluation whether the employee is to 
be retained or the employee is not to be retained. This recommendation is subject to review and 
approval by the Superintendent. If a recommendation is approved for retention, the assumption will 
be made that the probationary period has been satisfactorily completed. 

B. ANNUAL EVALUATIONS 
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All employees who are not on probationary status are to be evaluated once a year. The' evaluation 
will cover the employee's performance since the previous evaluation or during the time elapsed 
since the completion of the probationary period. 

C. SPECIAL EVALUATIONS 

Additional use may be made of the evaluation procedure at the discretion of the administration, i.e. -
to document outstanding perfonnance, to docwnent close supervision following an unsatisfactory 
evaluation, at the request of the employee, or upon employee resignation. 

The procedure followed for special evaluations shall be the same as annual evaluations. 

SECTION 9.04 OBSERVATION 

The employee will be notified of a formal observation five (5) days prior to the intended week 
observation may take place. This notification will take place by Pre-Observation Discussion which 
will include: 

a. An orientation on the evaluation process which shall include an explanation of the 
evaluation form. 

b. Clarit!cation of items expected to meet approval during the observation. 
The performance interview shall take place no later than five (5) days following the observation. 

It is the responsibility of the observer(s) to enter the training area in such a ma:tmer as to make both the 
bargaining unit member and the trainees feel as relaxed as possible. The observer(s) must take notes 
either in the training area or immediately upon leaving so that suggestions will be based upon fact. 

SECTION 9.05 PERFORMANCE INTERVIEW 

A. When an evaluation is completed, the employee's performance rating will be revi,ewed and 
discussed by the supervisor with the employee during a conference called a Perfonnance Interview. 
The fom1 will be completed at the meeting with the employee. The employee shall sign a copy of 
the evaluation as evidence that sueh a performance interview was conducted and shall receive a 
copy of the evaluation at the conclusion of the meeting. After it has been reviewed by the 
Superintendent a copy of this rating shall be placed in the employees personnel file. 

B. The employee signature does not imply concurrence with the evaluation, only that the employee has 
seen the evaluation. The employee has the right to submit a statement of explanation or rebuttal, 
which is to be attached to the evaluation form. If the employee refuses to sign the evaluation fom1, 
the supervisor will call in a witness to verify that the interview was held and to not~~ that the 
employee refused to sign. Refusal to sign the evaluation form shall constitute a waiver of the 
employee's rights to a review of the evaluation. 

SECTION 9.06 RATINGS 

The Performance Interview conference is of benefit to both the employee and supervisor. The interview 
provides excellent opportunity for the employee and the Manager to communicate to ·~ach other. The 
interview will be closed by swnmarizing the strengths and areas of needed improvements of the 
employee's performance (Perfonnance Review System- Appendix Bl-83) and by emphasizing any 
changes needed to produce further improvement. When an employee falls below "me,ets", the 
deficiency will be noted and detailed on the Plan of Assistance for Improvement fonn (Appendix E.) 
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A separate lonn will be completed for each deficiency noted. The supervisor is required to f()llow-up. 
The supervisor will assist the bargaining unit member in obtaining necessary materials and or resources 
to meet their plan of assistance for improvement. Following the completion of correction the 
bargaining unit member and immediate supervisor will schedule a meeting to discuss progress. When 
an employee is noted to be at "meets expectations" or above, the employee will not be rated in the futun: 
on whether they meet the items or not. 

SECTION 9.07 APPEAL PROCEDURE 

If the employee feels the evaluation is not a true reflection of job p~>J"t()nnance, he/she may request a 
review of the evaluation by submitting a written request for review of the evaluation to the next higher 
person in the chain of command for his/her department providing the employee has signed his/her 
evaluation tonn. The written request must specify areas of concern upon which the request is based. 
The supervisor/administrator responsible for reviewing the evaluation must meet with the employee 
within ten (10) days and present the finding to the employee. The employee, if still not satistled after 
the initial review conference, may request further reviews through the chain of command. The final 
review is with the Superintendent. whose decision will be final. 

The evaluation procedure is grievable. The text of evaluations are not grievablc, however, if any 
bargaining unit member is in disagreement with his/her annual rating, then (s) he may attach his/her 
rebuttal to the armual rating in question. 

SECTION 9.08 EVALUATION FORM 

The evaluation tool used will be mutually agreed upon by the ABEA and the Board and attached as 
Appendix B. 

SECTION 9.09 EVALUATION OF ADMINISTRATORS BY BARGAINING UNIT 
MEMBERS 

Bargaining unit members shall evaluate the Superintendent, Lead Teacher, Production Manager, 
Director of Adult Services and any other managers who directly supervise a bargaining unit member, as 
set down in this article on the perfonnance of these individuals. The bargaining unit members shall 
independently fill out the Administrative Perfonnance Evaluation Report fonns. The fonns, upon 
completion, will be placed in individually sealed envelopes and given to the Superintendent. In the case 
of the Superintendent's evaluation, the individually sealed envelopes will be delivered to the Chaimwn 
of the Board. 

The administrative Perfonnance Evaluation tonn shall be adopted by mutual consent ofthe Association 
and the Board. 

SECTION 10.01 

ARTICLE X 
WORKING CONDITIONS 

WORK SCHEDULE 

A. The working hours for full time bargaining unit members assigned to A TCO shall be from 8:00 a.m. 
to 3:30 p.m. Every attempt will be made for bargaining unit employees to work 8:00 - 3:30 except 
when consumer needs dictate othendsc. 
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B. The working hours for the full time bargaining unit members assigned to the pre-school and 
school age programs at Beacon School shall be 8:00a.m. to 3:00p.m. except that the time when 
students are not present in the building (8:00- 8:15a.m. and 2:15-3:00 p.m.) is to be used for 
classroom preparation. committee/task force meetings, individual conferen,;es with parents 
and/or staff members as requested by the school supervisor. No bargaining unit member shall be 
required to attend more than one meeting per week during this time. 

I. Non-flexible bargaining unit positions as defined in Section 10.03 B., of this contract, may 
reschedule work time during the week with the approval of the supervisor, to meet the needs 
of students or class when students are not in the building, however, these non-flexible 
employees shall be in the building not later than 8:15 a.m. when students are present. 

2. In addition, bargaining unit members may be assigned to participate in the f(,llowing 
meetings or activities: staff meetings and IEP Review conferences. Every attempt will be 
made, however, to schedule these meeting and activities during normal working hours and 
will be scheduled as such unless extenuating circumstances prevail. 

C. EJ Specialists and Assistants assigned to the Early Intervention Program at Beacon School will 
meet quarterly to develop a schedule to meet the needs of the consumers in the program. This 
schedule may include flexible hours during each 35 hour week. The schedule will be given to 
the supervisor for approval prior to implementation. 

SECTION 10.02 HOLIDAY PAY 

A. TI1e following ten (I 0) days are to be observed as holidays for two hundred and twenty·s(!Ven (227) 
day bargaining unit members. 

l. Independence Day (July 4) 
2. Labor Day (I st Monday in September) 
3. Columbus Day (2nd Monday in October) 
4. Veterans Day (November II) 
5. Thanksgiving Day (4th Thursday in November) 
6. Christmas Day (December 25th) 
7. New Year's Day (January I) 
8. Martin Luther King Day (3rd Monday in January) 
9. President's Day (3rd Monday in February) 
10. Memorial Day (Last Monday in May) 

B. An A teo (227) bargaining unit member who works on a holiday may take a compensatoty day off 
within the program year, the day to be scheduled with the approval of the Superintendent. Any such 
compensatory day not taken within the program year after the holiday will be forfeited. 

SECTION 10.03 FLEXIBLE TIME 

A. Flexible time for Atco bargaining unit members is defined as 37-1/2 hours per week, som<: or all of 
which may occur outside the standard work week as set forth above in Section I 0.01 paragraph A. 
A bargaining unit member with prior approval of his/her supervisor may arrange flexible hour 
scheduling within the next two (2) pay periods to meet the operational needs of the position. The 
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t1cxible days shall not nonnally exceed ten (I 0) hours per neither day nor more than five (5) days 
per week. Flexible time positions are: 

Job Developer 
Habilitation Specialist 
Life Skills Trainer 
Behavior Specialist 
Transition Coordinator 

These positions will submit their anticipated written itinerary to his/her supervisor or desi!,'!lee on a 
weekly basis. Flexible time activities will be reviewed on a weekly basis by the employee's 
supervisor or designee. All hours in excess of 37 1/2 hours per week will be applied and approved 
under compensation time guidelines. Any position not designated as t1cxiblc may, upon the 
approval of their supervisor, reschedule their work week to meet consumer needs (See Section 
1 0.(14 ), 

When these staff are assisting consumers in attending special events they will receive hour-for-hour 
flex time unless over 40 hours in a week, which, will be t1ex time at time and a half Examples of 
these events are: consumer conferences, sporting events, etc. 

B. Flexible time at Beacon School is defined as thirty-five (35) hours per week, some or all of which 
may occur outside the standard work week as defined in Section 10.01, paragraph B. A bargaining 
unit member with prior approval of his/her supervisor may arrange t1exible hour scheduling within 
the pay period to meet the operational needs of the position. The flexible days shall not nonnally 
exceed ten ( 1 0) hours per day nor more than five (5) days per week. Flexible time positions arc: 

lnstructor 
Pre-School Instructor 
School Age Instructor 

Early Intervention Specialist 
Language Development Specialist 
Physical Therapist 
Occupational Therapist 

Any position not designated above, may, upon the approval of the appropriate supervisor, 
reschedule their work week to meet the needs of the student or program. (See Section 10.04 ). 

SECTION 10.04 RESCHEDULED TIME 

A. Rescheduled Time is awarded on an hour for hour basis for all hours worked over 35 hours 
(Beacon) or 37 1/2 hours (Atco) per week, but no greater than 40 hours per week for registered 
bargaining unit staff The approval or denial of work over 35 hours or 37 1/2 hours or the taking of 
rescheduled time earned shall be put in writing by the employee's supervisor, or, his/her designee 
and given to the employee within 24 hours of the request The written approval must be obtained 
prior to the schedule change, and must be attached to the employee's schedule card for the affected 
pay period. The following positions are eligible for Rescheduled Time: 

37Y, Hours Per Week 
Workshop Specialist II 
Workshop Specialist 11/Training Coordinator 
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Workshop Specialist li!Production 
Workshop Specialist li!Habilitation 
Workshop Specialist II/Community Inclusion Specialist 
Workshop Specialist II/Passion Works Coordinator 
Adult Service Aide 
Adult Program Aide 
Workshop Specialist/Job Sampling Coordinator 

35 Hours Per Week 
Instructor Assistant 

Early Intervention Instructor Assistant 
Pre-School Instructor Assistant 
School Age Instructor Assistant 
Physical Therapy Assistant 
Occupational Therapy Assistant 

B. Rescheduled Time that has been earned during a given pay period shall be taken in full during the 
next two (2) pay periods. If the employee was on sick leave, approved leave, scheduled holiday or 
calamity day during those pay periods, then the Rescheduled Time to be taken shall be extended 
into the following pay period. Iftbe Rescheduled Time is denied, the employee will be paid for the 
hours worked in excess of35 hours (Beacon) or 37 Y, hours (Atco), but no greater than 40 hours, in 
that week on an hour tor hour basis in the following pay period. If the employee does not take the 
approved Rescheduled Time off during the time frame stipulated in Section I 0.04, paragraph A, 
he/she shall lose that time off and shall not receive any compensation through payroll. 

SECTION 10.05 OVERTIME HOURS 

A. The Employer necessarily retains the right to request employees to work more than their regularly 
scheduled hours including more than forty ( 40) hours in a work week, as it detennines the needs of 
the Agency may require. However, each registered, hourly employee will be paid at the rate of one 
and one-half (I I /2) times his or her regular straight-time hourly rate for all hours worked in excess 
of forty ( 40) hours in any one work week. Overtime must be authorized in advance by the 
Employer. For the purposes of calculation, the work week begins at 12:0 I AM on Saturday and 
ends at midnight the following Friday. The toll owing positions are eligible for overtime under the 
circumstances stipulated above: 

A teo 
Workshop Specialist II 

Workshop Specialist Il/Training Coordinator 
Workshop Specialist II/Production 
Workshop Specialist II/Habilitation 
Workshop Specialist III Community Inclusion Specialist 
Workshop Specialist li!Passion Works Coordinator 

Adult Service Aide 

Beacon 
Instructor Assistant 

Early Intervention Instructor Assistant 
Pre-School Instructor Assistant 
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School Age Instructor Assistant 

B. Payment of ovettime shall not be duplicated for the same hours worked, and under nn 
circumstances shall more than one basis of calculating overtime and/or premium pay be used tor 
the same hours. For the purposes of computing overtime pay, holidays, vacation, personal leave, 
sick time and compensatory time taken shall not be treated as hours worked. (*Premium pay is 
defined as pay tor work perfom1cd on holidays in accordance with OR C.) 

SECTION 10.06 LENGTH OF DAY 

A. The El program shall be in operation a total of 238 days. Current El staff will work 182 day 
staggered schedules. The schedule will be mutually agreed to by the bargaining unit member and 
supervisor. The schedules will accommodate a 232 day program tor the current El Specialists and 
Assistants. El statT hired after August 22, 2004 will be required to work 227 days of the programs 
238 days. El specialists and El assistants hired after August 22, 2004 will be placed on the Atco 
salary schedule and index. 

The eleven (II) days difference between program days and the work days shall be designated 
'"tloating days" that each bargaining unit member may request off at his/her discretion with prior 
approval of their supervisor. The bargaining unit member must give three {3) weeks notice of 
his/hl-'T intent to take "floating days''. 

El Coordinator Supplemental Position will provide administrative oversite to the El program. 

B. The Beacon program shall be scheduled for instruction for 182 days. Two (2) of the 182 days (or 
four half days) will be used for professional development {instructional meetings, visitations and 
conferences). These will be counted as days of scheduled instruction to be counted toward the 
required 182 days. Two (2) of the 182 days (or tour half days) may be used for the development of 
the IEP during parent/teacher conferences. ParenVteacher conference days will be counted as days 
of actual instruction. The len!,>th of each school day in Beacon School will be six (6) hours. 

C. The adult program shall be in operation a total of two hundred thirty-eight (238) days for workshop 
employees. Bargaining unit members in the adult program shall be required to work two hundred 
twenty-seven (227) days of the program's two hundred thirty-eight (238) days. The eleven (II) 
days difference between the program year and the work year shall be designated "floating days" that 
each bargaining unit member may request off at his /her discretion with prior approval of the 
supervisor. The bargaining unit member must give three (3) weeks notice of his/her intent to take 
"floating days". 

"Floating days" will be carried over from one year to the next not to exceed a maximum carryover 
accumulation ofthrec (3) years (33 days). Two (2) of the two hundred twenty-seven (227) days (or 
four half days) will be used as professional development days. The length of each program day in 
the Atco program will be six and one half (6.5) hours. 

D. Each bargaining unit member at Beacon shall have thirty (30) minutes of duty free lunch period 
daily. 

E. Each bargaining unit member at Atco shall have 40 consecutive minutes of duty free lunch period 
daily, providing they work a minimum of 3.75 hours that day. In addition Atco bargaining unit 
members shall have a fifteen (I 5) minute break (which is scheduled based on program needs per the 
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supervisor). The break and lunch times may be combined and used in conjunction with paid leave 
time with supervisor's authorization. 

F. The superintendent shall confer with the ABEA President prior to the adoption of the program 
calendar. 

IO.o7 EXTENDED TIME CONTRACTS 

A. Language Development Specialist/Physical Therapist/Occupational Therapist 

I. Newly employed bargaining unit members in the positions of Language Development 
Specialist, Physical Therapist and Occupational Therapist employed under a I 82 day 
contract may be required to work an extended summer contract. For purposes of this 
provision, the current Occupational Therapist will be considered "newly employed''. 

2. Bargaining unit members in these positions shall meet with their supervisor(s) to determine 
their respective extended time schedules by May I of each year. Bargaining unit members 
in these positions may be assigned to work extended contract days to a maximum of forty
five (45) days per contract year, If additional days beyond the forty-five day maximum are 
needed the bargaining unit member may be requested to work. 

3. For the extended contract days worked, each bargaining unit member will be paid at his/her 
current contracted hourly rate for the hours worked. As such, eaeh will be required to 
complete a time sheet for the days and hours worked in order to be paid for his/her time, 
which is in keeping with the schedule that has been approved by his/her supervisor. Time 
sheets must be filed with the business office weekly, and will be processed in keeping with 
the payroll schedule associated with the processing of such time sheets. 

B. Flexible Time, Rescheduled Time, and/or Overtime eligibility for staff working under an 
extended contract during the summer months will be defined in accordance with Sections I 0.03, 
1 0.04, I 0.05. 

SECTION 10.08 IN-SERVICE 

A. Two (2) of the four (4) in-services shall be conducted on the two (2) Professional Development 
Days as part of the regular program calendar. Two (2) of the in-services shall be conducted during 
regular staff meetings. However, when the in-service exceeds the normal working day, attendance 
beyond regular hours is at the discretion of the bargaining unit member. Additional in-services may 
be conducted outside of the regular working day. Attendance at the additional in-services is at the 
option of the bargaining unit member. 

SECTION 10.09 PROBATIONARY PERIOD 

A. Any bargaining unit member who is newly hired, successfully bids into a vacancy, or is re·assigned 
to a new classification under the prior Section, shall serve a probationary period of one hundred 
twenty (120) calendar days to determine the bargaining unit member's suitability tor such new 
position. Such bargaining unit member may be terminated during the probationary period for any 
lawful reason and the Board's determination to so terminate such a newly hired bargaining unit 
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member shall not be subject to the grievance or arbitration provisions of this contract. In the event 
the Board transfers a newly hired bargaining unit member to any classification under this contract 
other than that one for which the bargaining unit member was hired, such shall not have the effect of 
extending the bargaining unit member's probationary period, but the bargaining unit member shall 
serve the qualification period applicable to re-assignments as described below. The newly hired 
bargaining unit member's probationary period, however, may be extended by mutual agreement of 
the Board and the Association. A newly hired bargaining unit member shall be tonnally evaluated 
at the mid-point of his/her employment and 10 days prior to the end of the probationary period. 

B. Any bargaining unit member who successfully bids into a vacancy or is re-assigned to a new 
classification under the re-assignment section of this contract shall serve a qualification period of 
ninety (90) calendar days during which the bargaining unit member's suitability tor such new 
classification shall be tonnally evaluated after thirty (30) and sixty ( 60) calendar days of such 
qualification period. If by the end of the qualification period the bargaining unit member is unable 
to consistently perfonn the required duties successfully, the bargaining unit member shall be 
n:tumed to the fonner position (if in existence) and any bargaining w1it member filling such fonner 
position on a probationary or qualification basis likewise may be retumed to his/her tonner po:;ition 
(if in existence) or released, as the case may be. If any non-probationary bargaining unit member 
tails to qualifY in a new position or is displaced from his/her new position during the qualifYing 
pe1iod by the bargaining unit member who fonnerly held such position, and the bargaining unit 
member's fl1nncr position no longer exists, the Board will make every reasonable eflort to secure a 
suitable position within the system tor such bargaining unit member, including release of any 
probationary bargaining unit member currently holding a unit position. 

SECTION 10.10 SUBSTITUTES 

A. Substitutes will be used to fill in tor absent bargaining unit members. Substitutes may be used to 
meet a temporary abnonnal work load. Substitutes will not be employed to erode the bargaining 
unit. Substitutes initially hired for a period ofless than (60) calendar days will be paid according to 
the Board adopted salary schedule. Labor Management Committee will work collectively and 
attempt quarterly to recmit adequate substitutes. 

B. If~ due to circumstances unforeseen at the time of original hire, a substitute's employment is 
extended beyond sixty (60) consecutive calendar days, he/she shall receive the rate of a regular 
starting bargaining unit member within the classification worked commencing on the sixty-first 
(61 st) calendar day of such employment. 

C. In the event a full-time instructor assistant is required to work for an absent certiticd/liccnsed 
instmctor for three (3) hour or more consecutively, the instmetor assistant will be granted an 
additional thirty dollars ($30.00) per day for such occurrence. In short tenn instmctor absences, the 
instructor assistant shall serve as the instructor substitute, unless they decline. 

D. The Employer will make every reasonable effort to provide a substitute for long tenn absences (ten 
(I 0) consecutive workdays or longer). Such substitutes will be provided for workshop specialists ll's 
in the A WAC and DAC. The employer may provide substitutes tor shorter periods of absence and 
other positions. After ten (I 0) work days, if a substitute has not been found, all habilitation 
workshop specialist II's and Adult Service Aides affected by the absence will receive an additional 
stipend of thirty dollars ($30.00) per day, effective on the eleventh workday of the absence. This 
daily stipend will continue until a substitute has been found or the absent employee retums, 
whichever occurs tirst. 
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1. The supervisor will ask the necessary workshop specialist ll(s) to cover the absent position. 
Requests will be made on a rotating basis, per absence, with the most senior employee. If no 
employee accepts the additional duties, the Supervisor shall assign the work to the least senior 
employce(s) and shall rotate such assignments in reverse seniority. 

2. The supervisor will determine how the work will be assigned. 

SECTION 10.11 STAFF RATIO 

TI1e Board acknowledges that the State promulgates staffing ratio standards deemed adequate for 
achievement of an acceptable educational and vocational experience. The staff ratios shall not exceed 
the standards set by the Ohio Department of Education and the Ohio Department of DD. The Board, 
however, believes that the quality of the educational and vocational experiences improves as the ratio 
approaches the "ideal" for any given classroom or workshop situation. 

A. EARLY fNTERVENTION (0-2) 

The child-to-instructor ratio shall not exceed eighteen ( I8) to twenty-t1ve (25) children. lin addition, 
each student's schedule will be determined according to their individual needs based on the IFSP 
team's recommendations. 

There shall be at least one (I) full-time EI assistant in each early intervention unit. 

B. EARLY CHILDHOOD PROGRAM 

The child-to-teacher ratio shall not exceed a maximum of five (5) full-time children and six (6) part
time children with handicapping conditions in any one (I) Early Childhood classroom, There shall 
be at least one (I) full-time instructor assistant in each early childhood class. 

There shall be six (6) to ten (10) children in a classroom at any given time including a minimum of 
two (2) typically developing peers. 

Each multi-handicapped student schedule will be determined according to their individual needs 
based on the multi-disciplinary team's recommendations and the IEP (Individual Education Plan). 
The schedule may be altered at any time as determined by the team and thus reflected on the IEP. 

C. SCHOOLAGEPROGRAM 

l. Programs for Multi-Handicapped Children 

One special class/learning center teacher shall serve six (6) to eight (8) children. There shall be 
at least one (I) full-time instructor assistant in each special class/learning center for multi
handicapped children. 

2. Programs for Developmentally Handicapped Children 

One special class/learning center teacher shall serve twelve (12) children. 

D. ADULT PROGRAM 
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l. For individuals with severe or profound disabilities who need a program with minor emphasis 
on work skills training and employment, the staff ratios shall be based upon the needs of the 
individuals and shall have no more than six (6) individuals to one (I) direct service staff 

2. For individuals in a program emphasizing work skills training and employment, statling ratios 
shall have no more than twelve (12) individuals to one (I) direct service statl'. 

3. For staff ratios identified in paragraphs 1 and 2 staff in the following adult services certification 
positions may be included: 

a. Habilitation Specialist 
b. Workshop Specialist II 

4. The li.lllowing positions may be included iftheir job desc1iptions reflect direct service similar to 
the direct services provided by positions listed in Section 4 d. as agreed to hy the Board and 
ABEA. 

a. Director of Adult Programs 
b. Workshop Production Manager 

SECTION 10.12 EMPLOYMENT AGREEMENTS 

The Board shall provide each bargaining unit member a written position description. The provisions of 
such written contracts shall be enumerated in the subsections: 

A. Any agreement to act as supervisor for extra-curricular activities, for which additional compensation 
is to be paid, is by supplemental contract. 

B. Any bargaining unit member presently employed will have the same assignment for the following 
year unless notified to the contrary in writing per "Re-assignment" provision. All contracts will 
include the building, class assignment or departments in which the services arc to be rendered and 
job classification. 

C. The signature of the Superintendent and the approval of an employment agreement by the Board 
represent that all necessary implementing resolutions have been adopted by the Board and that a 
copy of the Board's existing rules and regulations affecting the perform~nce of the duties that have 
been given to the bargaining unit member. 

D. Upon employment with the Board, the bargaining unit member will be given a copy of his/her job 
description specific to job classification, class assignment, duties and responsibilities, etc., as per the 
Ohio Department of Administrative Services Personnel Division. 

SECTION 10.13 PERSONNEL FILES 

A. A bargaining unit member shall bave a right of reasonable inspection of his/her official personnel 
file provided sufficient time, 24 hours, has been given to notifY the Supervisor, Business Manager, 
or designee that the file is received unless otherwise mutually agreed upon. All materials placed in 
the employee's personnel file are open to his/her review. 
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B. Personnel files may be examined by any witness or consultant who has written permission from the 
bargaining unit member or who is accompanied by the bargaining unit member when he/she 
examines the personnel file. The Superintendent or his/her designee will be present at llhe time of 
file examination. 

C. The bargaining unit member will be notified within three (3) days of any official records being 
added to his/her file. This shall include, but not be limited to evaluations, job descriptions, 
promotions, derogatory letters or rc.""Primands. 

D. Staff members shall have the opportunity to read any material which concerns job performance, 
conduct, service, character, or personality before it is dated and placed in the mc:mber's personnel 
file. The member shall acknowledge that he/she read the material by affixing his/her signature to 
the copy to be filed and a copy shall be given to the member. The signature shall not indicate 
agreement with the content of the material that has been inspected by the member. It is further 
recommended that where a staff member does disagree with the contents that the following be used: 

"!have read but do not agree with the content." 
Signature 

E. lf a staff member refuses to sign a dated note to that effect will be attached to the material and 
witnessed by a third party. 

F. All personnel files are permanently retained by the Board and may not be removed from the office. 
If the employee disputes the accuracy, relevance, timeliness or completeness of oflicial information 
kept in his/her official personnel file, he/she may request that the Superintendent review the 
infom1ation in light of the employee's objection and render his/her interpretation of the intormation. 
The bargaining unit member shall have the right to add rebuttal on any material in his/her file that 
he/she deems incorrect or incomplete. No anonymous material shall be kept in an employee's file 
nor shall they be made a matter of record. 

G. Personnel records shall include, but are not limited to: 

I. Name, permanent and current address, phone number. 
2. Emergency notification infonnation including name, address, home and work phone number. 
3. Job description, civil service classification (if applicable). 
4. Record of permanent or temporary certification, registration or license, as applicable. 
5. Records of sick leave and vacation. 
6. Record of physical examination, current within one year of initial employment, for persons 

providing direct services to those enrolled in the county board program. 
7. Records of in-service training. 
8. Personnel action forms. 
9. Annual performance evaluations signed by the immediate supervisor, Superintendent, and the 

employee indicating the employee's awareness of the evaluation. For classified employees the 
pertormance evaluation torms used shall be those provided by or approved by the Department 
of Administrative Services. Other evaluation methods may be used in addition to the required 
form. Performance evaluations on unclassified employees shall be based on the requirements of 
the position. 

10. Payroll information. 
11. Retention record requirements. 
12. Application forms. 
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H. The bargaining unit member will be notified within three (3) days if anyone other than the 
bargaining unit member, his/her designee or appropriate administrator makes a request and reviews 
his/her file. 

SECTION 10.14 EXPENSE REIMBURSEMENT 

Employees of the Board are to receive reimbursement for expenses incurred while traveling on otlicial 
county husiness. Employees are eligible for expense reimbursement only when travel has been 
authorized, in writing by the Superintendent or designee. Any expenses tor out-of-county travel, 
including mileage, meals, registration fee reimbursement, parking, etc. must have prior authorization by 
the Superintendent/designee. Expenses shall be reimbursed in the following matter: 

A. MILEAGE, REGISTRATION FEES, PARKING AND TOLLS 

1. Employees shall be reimbursed at the IRS rate actual miles, while on official county business, 
when using their personal vehicles. Such payment is considered to be total reimbursement for 
all vehicle-related expenses (e.g., gas, oil, depreciation, etc.). Mileage reimbursement is payable 
to only one of two or more employees traveling on the same trip in the same automobile. 
Employees must request and recci ve ptior authority for travel. 

2. Charges incurred for parking at the destination and any highway tolls are reimbursable at the 
actual amount. Receipts ti.1r parking costs and highway tolls are required. 

3. Reimbursement of registration fees for approved conferences, conventions, etc. will be paid 
only at the member rate. 

4. The maximum amount of reimbursement for meals is $30 per day or the Board approved 
maximum per day rate. An employee will not be reimbursed for the cost of a meal already 
included in a registration fee paid by the Board, unless his/her supervisor has pre-approved a 
meal reimbursement due to special diet needs of the employee. Employees will not be 
reimbursed tor tips and/or alcoholic beverages. In order to be reimbursed, an itemized meal 
receipt must be attached to the travel expense fom1 completed by the employees. As stated 
previously, prior authorization must be obtained. 

5. No expense reimbursements are paid for routine travel between home and work lo..;ation. An 
employee who departs from home to engage in official business at an alternate work location 
will be paid mileage reimbursement from either home to the alternate work location, or from the 
re!,'Ular work site to the alternate work location, whichever is less. 

6. Requests for expense reimbursement requiring prior approval must be submitted to the 
employee's supervisor at least two weeks in advance. 

B. OVERNIGHT EXPENSES 

Expenses covering the cost of a motel room may be reimbursed or paid using the agency credit card 
- per utilization stipulations in the persmmel policy manual when an employee travels out of the 
county on ot1icial business and such travel requires an overnight stay. Motel expenses will be 
reimbursed or paid using the agency credit card- per utilization stipulations in the personnel policy 
manual only with prior authorization by the Superintendent. 
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C. TIME LIMITATIONS 

Request tor expense reimbursement must be submitted within three (3) months of the date the 
expense was incurred. Otherwise, employees will not be reimbursed for expenses. 

SECTION 10.15 STUDENT TEACHER SUPERVISION 

The Board agrees to cooperate with the training experience of potential teachers, commonly referred to 
as student teachers, and to actively pursue and participate in securing student teachers. 

A. The Superintendent shall be the Board delegated representative in establishing all arrangements for 
student teacher(s) from cooperating institutions. 

B. Cooperating teachers shall be full-time instructors employed by the Board. 

C. Cooperating teachers shall have a minimum of three (3) years teaching experience of which at least 
one (I) shall be in the school district, and shall possess regular certification from the State 
Department of Education or the Department of Developmental Disabilities in the field fiJr which 
they are teaching and in which area they will be cooperating with a student teacher. 

D. Prior to acceptance of student teachers, the faculty of any given building will be notified of 
availability of student teachers and shall have the option to participate as a means of promoting and 
improving the educational profession. 

E. All members of the instructional staff eligible to act as cooperating teachers shall he encouraged to 
participate periodically in this program as a means of promoting and improving the educational 
profession. 

F. A cooperating teacher shall be assigned to no more than one ( 1) student teacher at any given period 
during the school year and no more than one (I) student teacher per school year or in any successive 
school year unless all other eligible teachers (eligibility being determined by the guidelines of the 
supplying university) in the building have had an opportunity and declined a student teacher. 

SECTION 10.16 DELEGATED NURSING 

The Employer will train employees as per OAC 5123:2-1-07 and 5123:2-15-21 for delegatc'd nursing 
tasks. 

SECTION 10.17 CALAMITY DAYS 

A. The Superintendent or designee may authorize an emergency closing for all or part of tbe Board's 
programs/services due to inclement weather conditions or other emergencies (e.g., water main 
break, heating malfunction). 

B. Employees who are affected by the declaration of a calamity day(s) or partial calamity day(s) will 
be paid in the same manner as they are paid for holidays for which they do not work, except as 
noted in this section. 
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C. Employees who are in a non-pay status before and after a calamity days(s) will not be paid f(w the 
calamity day. 

D. Employees who are on extended (ten [10] workdays or greater), pre-arranged sick or vacation leave 
shall be charged for sick, vacation, or professional leave on calamity day(s). 

E. Employees who arc not on an extended leave and who are in a pay status (e.g., paid sick, 
professional, personal, or vacation leave), either the entire day before or after a calamity day, will be 
paid for the calamity day or portion of the day missed and will not be charged for sick, professional 
or vacation leave tor the portion of time they were not expected to report to work. 

F. Employees shall be required to make up calamity days if an excess of calamity days requires 
extending the calendar until the minimum number of required days of actual programming are 
completed. 

G. Employees are responsible for listening to the designated radio stations tor the "calamity day" 
status. Employees having any questions regarding whether their work site is open or closed, should 
call the administrative oftlces between 7:00a.m. and 7:30a.m. 

H. If the allotted amount of calamity days tor Beacon School is exceeded or the Adult Program must 
be closed due to weather or other seriously hazardous conditions, making it necessary to make up 
days, such days shall be designated following consultation with staff at least two (2) weeks bet(>rc 
such make up days are scheduled. 

I. If Beacon School is closed due to inclement weather, the adult program and early intervention 
services will be on a one-hour delay. Staff will ensure that community employment needs are met. 
lf Level Il road conditions cause a bargaining unit member to report late or, if the member resides in 
another county and is unable to report to work due to Level Ill road conditions, the bargaining unit 
member may either utilize Personal Leave/Float Days, if available, or may make arrangements with 
his/her immediate supervisor to make up the time missed. 'lbe second option will be limited to a 
maximum of no more than fifteen ( 15) hours per month. If the supervisor and the employee agree 
that the time is to be made up, it must be done within thirty (30) working days - unless extenuating 
circumstances prevent this, and an alternative make-up schedule has been approved by the 
Superintendent or designee. If he/she has no Personal Leave/Float Days accumulated or is 
unwilling to work a make-up schedule the time missed shall be deducted from the bargaining unit 
member's pay. 
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ARTICLE XI 
VACANCY, TRANSFER AND PROMOTION 

SECTION 11.01 DEFINITIONS 

The Superintendent determines if and when a vacancy exists. When such has been determined: 

A. An encumbered vacancy is a job opening created by a member on any approved leave of absence to 
which that member is expected to return. Upon completion of any leave of absence, the employee 
is to be returned to the position formerly occupied or to a similar position if the employee's former 
position no longer exists. Any individual in the position while an employee is on leave will be 
terminated when the employee returns to work at the end of the scheduled leave - unless the 
individual is a bargaining unit member, who was transferred or promoted into an encumbered 
vacancy; in which case he/she will be returned to his/her previously held position when the 
employee returns. Encumbered vacancies are limited to the duration of the mc:mbers approved 
leave of absence. 

B. An unencumbered vacancy is a job opening to which the member is not expected to return because 
of resignation, retirement, dismissal, or because it is a new position. 

C. Temporary positions are special assignments of limited duration, which are based on the needs of 
the organization. 

D. Voluntary Transfer shall be defined as a full-time permanent employee moving laterally on his/her 
own initiative within his/her classification into an unencumbered or an encumbered vacancy. 
Promotions to a higher classification and Board-initiated reassignments shall not be considered 
transfers. A qualified employee shall be eligible to fill no more than one (I) unencumbered vacancy 
via transfer in any contract year. 

E. Promotion is defined as a reclassification into an unencumbered or an encumbered vacancy, which 
results in a higher pay scale. A full-time employee who is promoted will hav,e their new pay 
determined by placing the individual on the step on the appropriate schedule closest to the:ir current 
pay. The increase will be no less than 5% of the previous salary. 

F. Reassignment is defined as a Board-initiated change in position, either within the same 
classification or a higher classification, for which the employee being assigned is 
registered/certified/licensed but has not applied. 

SECTION 1L02 SENIORITY 

A. Seniority shall be defined as the length of service as a member of the bargaining w1it in active pay 
status. Accumulation of seniority shall begin from the bargaining unit member's first working day. 
If applicable, a paid holiday shall be counted as the first working day. In the event that more than 
one individual bargaining unit member has the same starting date of work, position on the seniority 
list shall be determined by date of job application submission. If they have the same application 
date, tie will break by flip of the coin. 
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B. Part-time bargaining unit members shall accrue seniority on pro-rata basis. Probationary bargaining 
unit members shall have no seniority until the completion of the probationary period at which time 
their seniority shall be computed from their first day of work. 

C. The Board shall prepare, maintain and post the seniority list. The initial seniotity list shall be 
prepared and posted conspicuously in all of the Board's buildings. A copy of the seniority list and 
subsequent revisions shall be furnished to the Association. 

D. Seniority shall be lost by a bargaining unit member upon tcm1ination, resignation, retirement or, 
after completing his/her probationary period, permanent transfer or promotion to a non-bargaining 
unit position. Bargaining unit members shall not lose seniority due to accepting a temporary 
assigmnent to another bargaining unit position. In the case of resignation, a bargaining unit member 
who returns within one (I) year shall retain all senimity rights as if they had not left. 

SJ<:CTION I 1.03 ENCVMBEREO VACANCIES 

Encumbered vacancies of more than nine (9) calendar months shall be tilled by the posting procedure. 

SECTION 11.04 UNENCUMBERED VACANCIES 

A. Unencumbered vacancies shall be filled by job posting procedure. Upon the identification of a need 
to fill such vacancy, the Board shall post the opening at all sites. The Association President sha!l be 
given a copy of each notice of vacancy on or before the date of its posting. 

B. The posting shall list the position's required registration/certification/license, title, location, duties, 
minimum qualifications, hours and wages. It shall be posted on the bulletin board in each facility 
for five (5) working days following the day it was posted. Bargaining unit members shall have live 
(5) days, exclusive ofholiday(s) and weekend, to bid on a vacancy. 

C. Po stings which occur during summer months in programs that are not in operation, will be sent out 
with paychecks piior to the start of the posting period or, where such procedure does not 
accommodate filling such vacancy as promptly as necessary, in lieu of such mailing, a single notice 
of vacancy may be sent to the Association President or designee. 

D. Any full-time employee in the same position/job duties and classitication as the posted vacancy 
shall he permitted to request a transfer to the vacancy. No employee requesting a transfer shall be 
required to take a test or complete any type of probationary/evaluation period. The employee with 
the most bargaining unit seniority who has requested a transfer to said vacancy shall be granted the 
transfer. Per the 5/13/09 Labor Management meeting, regarding what positions would qualify as a 
lateral transfer (same position/job duties and classification, in terms of Atco Adult Services 
positions, it was decided that the Workshop Specialist II!Habilitation and Workshop Specialist 
ll/Developmental Activity Center were lateral transfers. All other Workshop Specialist II positions 
cannot laterally transfer to any other Workshop II position. It was also agreed that the Adult Service 
Aide/Nursing, Adult Service Aide/DAC, and Adult Program Aide were lateral transfers. All 
Habilitation Specialist positions are the same and one Habilitation Specialist could laterally transfer 
into a vacant position. (This does not include the Life Skills Trainer, Behavior Specialist, or Job 
Developer). For Beacon School positions, the Instructor and Early Intervention specialists are not a 
lateral transfer unless the ODE and ODDD requirements are met. The same is true fbr the Instructor 
Assistant and Early Intervention Assistant. Individuals in the Instructor and Instructor Assistant 
positions can laterally transfer to another position in the same classification in a different classroom. 
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E. Any full-time pennanent employee in (I) a different classification or (2) same classification but 
different job duties may apply to fill a vacancy. All in-house applicants shall be: interviewed who 
meet the qualifications as stated on the job posting. In addition, management will consider the 
applicant's experience, previous evaluations, attendance, training and observations .. 

F. The Superintendent/designee will attempt to choose the most qualified applicant, but, if the 
qualifications of two (2) or more bargaining unit applicants are deemed equal, the applic2mt with the 
most bargaining unit seniority shall be awarded the position. If more than one (l)o applicant has the 
same bargaining unit seniority date, the applicant with the greatest bargaining unit seniority shall be 
awarded the job. 

G. At this point, management may hire from within and the process would stop. However, if a 
qualified, internal applicant has not been fmmd, management may exercise its option to advertise 
outside for the position after all in-bouse qualified bargaining unit applicants have been interviewed. 
When this occurs, within ten (10) days the in-house applicant(s) will be infomted that he/she is or is 
not a candidate(s). 

H. If a vacant position is not awarded to the bargaining unit member with the most seniority, or is 
awarded to an applicant outside the bargaining unit, the Superintendent will give the bargaining unit 
member so affected written specific reasons for the denial within five (5) work days of the filling of 
the vacancy. Reasons for the denial of the position shall be based upon written observations and/or 
evaluations, experience and training. In consideration of each applicant, the 
Superintendent/designee shall not be arbitrary or capricious in their selection. 

I. The Superintendent/designee reaffinns its general support of a policy for filling vacancies from 
within its own staff, provided, however, nothing herein shall preclude the Board 11Tom detennining 
that the interests of the system can best be served by actively seeking candidates from outside the 
Program. 

SECTION 11.05 TEMPORARY POSITIONS 

A. Temporary positions of more than four ( 4) months shall be filled by the job posting procedure. 

B. Full-time employees filling an unencumbered temporary position will return to their fonner position 
at the end of the unencumbered temporary position; i.e., their fonner position will be treated as an 
encumbered vacaJ1cy. 

SECTION 11.06 TEMPORARY TRANSFERS 

While both the Board and the ABEA recognize that frequent transfers of certified bargaiming unit 
members from building to building or class/assignment to classlassigrunent is disruptive of the 
educational or training process and should be avoided whenever possible, both acknowledge that in 
some instances, such temporary transfers are unavoidable due to absence or incapacitation of unit 
members. Such temporary transfer shall not exceed thirty (30) working days unless mutually agreed 
upon by the parties involved and shall be on a voluntary basis whenever possible. 
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SECTION 11.07 RE-ASSIGNMENTS 

A. Any re-assignment of a certified licensed or registered bargaining unit member made after July 10 
tor Beacon tor the ensuing program year will be made only after a meeting between such bargaining 
unit member and the Superintendent, at which time, if requested, the bargaining unit member will 
be notified in writing of the reasons tor the re-assignment. The certified bargaining unit member, at 
his/her option, may have a representative of his/her choice present at such meeting. Likewise, the 
Superintendent or Director may have a representative of his/her choice present. 

B. Any reassignment of a registered or certified bargaining unit member in the adult pro~:,>Tam shall be 
made only after the employee has been given thirty (30) days notice and a meeting between the 
bargaining unit member and the Superintendent or Director has taken place as per the same 
procedure in the proceeding paragraph. 

C. Any re-assignment made pursuant to this Section shall be in the best interest of the program 
involved. Any c<.'rlified bargaining unit member re-assigned under this Section shall be re-assigned 
only to a position for which such bargaining unit member has been certified. 

SECTION 12.01 

ARTICLE XII 
REDUCTION IN WORKING FORCE 

LAY-OFF ANI> I>ISPLACEMI<:NT 

A. If it becomes necessary to layoff members of the bargaining unit because of reduction in client 
enrollment, or a change in the program of the Board, a return from a leave of absence, or as 
otherwise noted in Article fl, the following procedures will be tollowed: 

I. Reduction in force shall be defined as the employment of fewer bargaining unit members in an 
area of classification or program area. 

2. Reductions shall first be accomplished by "attrition"- if possible. 

3. The least senior bargaining unit employee in the position to be reduced shall receive a layoff 
notice with at least thirty (30) calendar days notice and shall be given seven (7) calendar days in 
which to exercise his/her displacement rights. Said rights shall be explained in the notice. The 
Association shall immediately be notified when a bargaining unit member is receiving a layoff 
notice. 

B. If the bargaining unit member is the least senior in his/her classification, the bargaining unit member 
shall have the right to displace the least senior bargaining unit member in a different classification 
but within his/her program. The member shall meet the minimum qualifications for the position and 
the displacement shall not result in a promotion. 
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C. A laid-offbargaining unit member may also elect to: 

I. displace a part time bargaining unit member within the same classification or a different 
classification within the program area if he/she meets the minimum requirements according to 
the sequence above. 

2. displace a full time or part time "temporary" bargaining unit member who has not completed 
his/her probationary period for the duration of the temporary assignment and any extension 
thereof with the same limitations as C.!. 

D. Bargaining unit members who have been laid-off or displaced to a different classification shall be 
placed on a recall list for their original classification in the lay-ot1/displacement order. 

E. If a bargaining unit member declines recall in his/her original classification - he/she has resigned the 
original classification. 

F. While on lay otf, a bargaining unit member will have the option to remain an active participant in 
the insurance programs per the provisions of COBRA. 

SECTION 12.02 CLASSIFICATION/PROGRAM 

A. For the purpose of layoff, the bargaining unit shall be divided into the following classifications: 

Ohio Department of Education Certification/Licensure 
Ohio Department of Education Registered 
DO Registered - Adult Staff 
DO Certified - Adult Staff 

B. Program area shall be defined as all: 

Adult Programs 
Child Programs 

SECTION 12.03 RECALL 

A. Laid off bargaining unit members have recall rights for two (2) years following the~ effective date of 
layoff. During that time, the Board shall not hire a new employee, or promote or transfer an 
existing employee into a position vacated by layoff unless the position has first been offered to and 
declined by each bargaining unit member entitled to be recalled to that position under this Article. 

B. Further, no non-bargaining unit employees shall be assigned to fill a bargaining unit position while 
an eligible bargaining unit member remains on layoff status. 

C Work previously pertormed by bargaining unit members shall not be sub<:ontracted while 
bargaining unit members remain on layoff status. 

D. Eligibility for bargaining unit positions shall not be upgraded by the Board to prev<:nt the recall of a 
laid-off employee. 
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E. Laid off bargaining unit members shall be recalled in order of seniority, with the most senior person 
being recalled first for any poSition, which he/she is qualified to fill within hisiber prot:,'fam area 
provided it is not a promotion. 

F. The employee will always remain on the recall list for his/her original classification even if the 
employee exercises displacement/recall rights or declines displacement/recall rights to a different 
classification or classification type. 

G. Whenever a position is posted. a laid-off/displaced bargaining unit member shall retain his/her 
bidding rights on the same basis as other bargaining unit members. 

H. The Board will not contest an unemployment claim if an employee declines a displacement or recall 
right to a difTerent classification or classification type. (It is understood that this does not guarantee 
that the employment compensation office will honor the claim. 

!. A person while on lay otT shall not accrue seniority, but suc:h lay off shall not be considered a break 
in seniority. 

SECTION 13.01 

ARTICLE XIII 
DRUG FREE WORKPLACE POLICY 

AND AWARENESS PROGRAM 

DRUG AND ALCOHOL POLICY 

A. Drug or alcohol abuse in the workplace is dangerous and can be harmful. It is especially important 
that employees not use controlled substances or alcohol in the workplace. Therefore, it is the Policy 
of the Board to establish a drug fi·ee workplace. "Workplace" is defined to mean the site for the 
performance of work done in connection with Atco-Bcacon. The workplace includes any Board 
owned buildings, property, vehicles or Board approved vehicle used to transport individuals to and 
trom the program or Board activities; off Board owned property during any Board sponsored or 
Board related activity, event, or function such as tleld trips or athletic events where students or 
consumers are under the jurisdiction of the Board. 

B. For these reasons the Board is committed to maintaining a drug free workplace, and thercf(Jre, shall 
provide a drug free awareness and education program for all employees. Further, it will enforce a 
policy requiring all employees to refrain from the use, manufacture, distribution, or possession of 
controlled substances or alcohol while on duty or on school premises. Employees who fail to 
comply with this policy may be subject to discipline for just cause. For employees determined to be 
first time offenders in the workplace, the corrective action shall be the completion of an appropriate 
rehabilitation program. 

C. The bargaining unit member must satisfactorily participate in the rehabilitation program as a 
condition of continued employment. The Board feels an obligation to help an employee who has a 
drug and/or alcohol problem. The employee assistance program, however, will be limited to the 
extent of the school's insurance carrier. 

D. Subsequent offenses may result in just cause discipline in accordance with the provisions of the 
collective bargaining agreement. 
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E. Any employee convicted of an offense occurring in the workplace under a criminal drug statute 
must report his/her conviction to the Employer no later than tlve (5) working days after the 
conviction. Failure to do so may result in discipline for just cause. 

SECTION 13.02 DRUG AND ALCOHOL TESTING FOR REASONABLE CAUS!; 

A. Employees may be tested tor alcohol and/or drug misuse when a trained supervisor has reasonable 
suspicion to believe that the employee has been impaired by drugs or alcohol whllle in the scope of 
his/her employment. 

B. "Reasonable Suspicion" shall be based upon specific, articulate, contemporaneous observations of 
the appearance, behavior, speech or body odors of the employee. 

C. In the event reasonable suspicion exists, the trained supervisor shall do the following: 

I. Personally observe the behavior of the employee. 

2. Contact the Superintendent 

3. Make a written record of his/her observations leading to a reasonable suspicion drug or alcohol 
test within twenty-four (24) hours of the observed behavior or before the resUllts of the drug or 
alcohol test are released, whichever is earlier. 

D. An employee who is requested to undergo a "Reasonable Cause" drug/alcohol test must be 
accompanied by a Board representative to the local clinic or medical facility where testing will 
occur. 

E. Alcohol or drug tests will be authorized for reasonable suspicion only if the required observations 
are made during the employee's work day. If an alcohol or drug test is not administered within two 
(2) hours of a determination of reasonable suspicion, the Superintendent will prepare and maintain a 
record explaining why this was not done. Attempts to conduct alcohol or drug tests will terminate 
after eight (8) hours if a viable sample is produced. 

F. An alcohol test may not he conducted by the person who determines that reasonable suspidon exists 
to conduct such a test. 

G. Reasonable Cause Test Procedures: 

I. Reasonable Cause test shall consist of a laboratory analysis of appropriate bodily tluids. Such 
analysis must be made by a NIDA certified laboratory. 

2. Specimens will be taken by appropriate medical personnel. 

3. At the time the specimens are taken, the individual to be tested shall be giwn a copy of the 
sample collection procedures. In addition, the individual must sign a consent fonn authorizing 
the testing and release of the test results to the Superintendent. Refusal to sign the consent form 
or to provide a sample will, in certain circumstances, cause the employee to be assigned to work 
at home until a pre-disciplinary conference can be scheduled. 
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4. Strict procedures on chain of possession will be adhered to in the handling of specimen 
samples. 

H. The Board will bear all costs of alcohol and drug testing, assessment, evaluation, return-to-duty, and 
toll ow-up tests which are not covered by the Board's medical insurance plan. 

ARTICLE XIV 
LOCAL PROI<'ESSIONAL DEVELOPMENT COMMITTEE 

SECTION 14.01 CREATION OF LPDC 

There will be a Local Professional Development Conunittee (LPDC) which complies with Ohio 
Revised Code related to LPDC. It will consist of five (5) members who are employees of the Board. A 
majority nf the members shall be members of the bargaining unit and shall be appointed by the 
President of the Atco-Beacon Education Association. Initial terms of bargaining unit members shall be 
two (2) members appointed tor tenns of two (2) years and one (I) member appointed for a tenn of one 
(1) year. Non bargaining unit members will be appointed by the Superintendent. Vacancies shall be 
filled in the manner of original appointment for two (2) years. The LPDC member shall be appointed 
no later than May 15. 

SECTION 14.02 DUTIES AND POWERS OF THE LPDC 

The LPDC will be responsible tor approving and reviewing professional development plans tor 
recertification and licensure as specified in Ohio Law governing such committees. The LPDC shall 
have no authority to make any decision contrary to any provision of this Negotiated Agreement, Board 
Policy, or any law or regulation governing the operation of DO programs. The LPDC shall not have 
any authority to make any decision requiring the expenditure of Board funds without express prior 
approval of tbe Board. 

SECTION 14,03 MEETINGS OF THE LPDC 

The LPDC shall meet at least four times per year and at other times as it may determine, but shall adopt 
such policies as are required by law for providing notice of meetings of committees of public bodies. 
All meetings of the LPDC shall be public. Minutes of meetings and records of the LPDC shall be 
prepared and maintained in compliance with the laws governing the operation of committees of public 
bodies. 

A. A quorum consists of no less than two members appointed by the Association and one member 
appointed by the Supct~ntendent. 

B. Additional meetings may be convened by a quorum. 

SECTION 14.04 PROCEDURES OF THE LPDC 

The LPDC shall adopt procedures goveming its operations by a three-fourths majority vote of its 
members. The LPDC procedures 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 an independent hearing officer to hear and decide such appeals. The hearing officer may, 
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on the request of the individual requesting appeal, be designated by a professional association to which 
the employee initiating the appeal is a member. 

SECTION 15.01 SICK LEAVE 

ARTICLE XV 
LEAVE PROVISIONS 

A. For purposes of this policy, the "immediate family" is defined as: mother, fath1~r. brother, sister, 
child, foster and/or adopted child, spouse, or person who stands in place of spouse, as significant 
other, grandparent, grandchild, mother-in-law, father-in-law, daughter-in-law, son-in-law, sister-in
law, brother-in-law, legal guardian, or other person who stands in place of the employee's parent. 

B. Sick leave shall accrue when a bargaining unit member is on active pay status. All 182 day 
bargaining unit members shall accumulate sick leave at the rate of 6.5934 hours per 80 hours active 
pay or one and one-forth (1-J/4) days per month for twelve (12) months. 227 day bargaining unit 
members shall accumulate sick leave at the rate of 5.6388 hours per 80 hours active pay or one and 
one-third (1-113) days per month for twelve (12) months. Part-time, seasonal, and intermittent 
bargaining unit member's sick leave credit shall be strictly proportionate to the hours paid in each 
bi-weekly pay period. 

C. Bargaining unit members may use sick leave for absence due to personal illness, pregnancy, injury, 
exposure to contagious disease which could be communicated to other employees, and to illness, 
injury, or death in the bargaining unit member's immediate family. No bargaining unit members 
taking sick leave will be required to arrange for a substitute. 

D. If a bargaining unit member has used up all existing sick leave due to personal illness, he/she will 
then follow Unpaid Leave (15.08) 

E. When a bargaining unit member has exhausted all of his/her accumulated sick leave and 
additional days are still needed, then he/she may request through the Association that the 
additional days be transferred from other bargaining unit member's accumulated sick leave. The 
Association shall establish an internal policy to administer such a transfer. Bargaining unit 
members may donate up to five (5) days per year. Bargaining unit members must maintain a 
minimum balance of eighty (80) hours accumulated sick leave to donate sick leave. A bargaining 
unit member shall be limited to receiving twenty-five (25) days per year. The Association shall 
notify in writing the Treasurer of the Board as to the number of days to be deducted, from whom, 
and the person receiving the transfer of days. Included in the notice shall be a signed statement 
by the bargaining unit member donating days, authorizing the Board Treasurer to transfer the 
days. 

F. If a 182 day bargaining unit member uses three (3) or less sick days during a program year, he/she 
shall be compensated $250.00 in the first pay of the new calendar year. If a 227 day Atco 
bargaining unit member uses four ( 4) or less sick days during the program year, he/she shall be 
compensated $250.00 in the first pay of the new calendar year. To be eligible a bargaining unit 
member must have been employed for a full program year. Half time bargaining unit members 
shall receive one-half of the above amount. 

ABEA 2010-2013 CONTRACT Page 58 of 96 



G. Sick leave maybe taken in quarter (1/4) hour increments. 

H. Included with the second pay of each contract year will be an accurate record of all accumulated, 
unused paid leaves available to the employee (e.g. sick leave, personal leave. professional leave, 
etc) 

1. A bargaining unit member who has been out on an extended period of sick leave due to injury. 
surgery, or a disability/illness which requires a doctor's release must have his/her attending 
physician complete a fitness tor duty fonn in order to return to work. 

J. A bargaining unit member wbo bas been out on an extended period of sick leave due to injury, 
surgery, or a disability/illness which requires a doctor's release may request a rctum to work under 
light duty. Light duty may or may not be related to the bargaining unit member's typical duties. 
Such return to work will be considered based upon the availability of light duty work and a release 
tor such duty by his/her attending physician. A bargaining unit member must provide his/her 
supervisor with a written request for light duty, in addition to having the necessary fitness tor duty 
t(mn completed by his/her attending physician. 

I. The Board will provide a written description of the light duty work to be perfi:>rmcd. 

2. The Bargaining Unit Member will meet with the Supervisor prior to commencing the light duty 
work and mutually agree to the duration of assignment The assignment may be extended at the 
discretion of the Superintendent. 

3. If the Supervisor detem1ines that there is no light duty work available, he/she will notify the 
bargaining unit member in writing. 

SECTION 15.02 COURT LEAVE 

A. The Board shall grant tull pay when a bargaining unit member is subpoenaed for any court or jury 
duty by the United States, the State of Ohio, or a political subdivision thereof: The pay received for 
jury duty during regular working hours shall be given to the Board to deposit in the general 
operating fund. 

B. When granted such leave, the bargaining unit member shall be replaced by a qualified substitute 
according to Board-adopted policy. 

SECTION 15.03 PROFESSIONAL LEAVE 

Bargaining unit members will be entitled to the following professional leaves of absence without loss of 
pay each calendar year: 

A. Three (3) days professional leave if employed one hundred and eighty-two (182) days and tour (4) 
days professional leave if employed two hundred and twenty-seven (227) days. Professional days 
must be taken to the nearest quarter hour. For bargaining unit members hired after the I st of the 
year, Professional Leave will be prorated with a minimum of a half (1/2) day as the base allocation. 
The professional leave may be used at the discretion of the bargaining unit member for attending 
conferences, workshops, and for observation on other programs or facilities to encourage 
professional betterment of the existing programs. 
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B. This leave will be requested in wntmg by the bargaining unit membt:r to the 
Superintendent/designee ten (I 0) working days in advance of the requested leave. 

C. A brief written report will be submitted to the Supervisor highlighting the most salient aspects of 
this leave/visit. 

D. A brief written report will be submitted to the Board highlighting the most salient asp<~cts of this 
leave/visit. 

SECTION 15.04 PERSONAL LEAVE 

A. Bargaining unit members will be entitled to the following personal leaves for absence without loss 
of pay each calendar year: 

B. A maximum of three (3) days personal leave for one hundred and eighty-two (182) day bargaining 
unit members. For two hundred and twenty-seven (227) day bargaining unit members these days 
are available to cover bargaining unit members for personal reasons. The granting of personal leave 
to more than one bargaining unit member in any program will be at the discretion of the Supervisor. 
Personal days must be taken to the nearest quarter hour. For employees hired al~er the I st of the 
year, personal days will be prorated with a minimum of one-half (1/2) day as th,e base allocation. 
Personal leave days cannot be carried over from one year to the next. We will adopt the following 
schedule: 

0-10 years = 3 days 
11-20 years= 4 days 
21 plus years = 5 days 

C. Notice to the bargaining unit member's program administrator that persona! leave will be taken will 
be given in writing at least three (3) days, if possible, prior to the date of taking such leave. 

D. Applicants for such leave will not be required to state the reasons other than they are taking it under 
this Section of the Agreement. 

E. If a bargaining unit member does not use all of his/her personal days during any calendar year, then 
he/she shall be compensated at y, rate for each unused personal leave day at the end of the calendar 
year in the first pay of the new calendar year. To be eligible, a bargaining unit member must have 
been employed for a full program year. Half time members shall receive one half of the above 
amount. 

F. Included with the first pay of each contract year will be an accurate record of all accumulated, 
unused paid leaves available to the employee (e.g. sick leave, personal leave, professional leave, 
etc.) 

SECTION 15.05 ASSAULT LEAVE 

A. If an employee is injured during the course of Board employment as a direct result of violent 
physical outburst of a student or consumer, the employee will be eligible for assault leave. 
Employees must be unable to work and the injury verified by the bargaining unit member 
submitting an incident report. The bargaining unit member must also secure a physician's statement 
which verifies the date of occurrence of the injury and the date of retum to work with or without 
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restnctwns. The Superinlt!ndent may require additional medical verification to continue the assault 
leave. Such expenses shall be borne by the Board. 

B. A member assaulted as a result of employment and temporarily disabled by such assault. shall 
remain on the payroll and shall receive all benefits as if on sick leave as hereinafter provided. The 
member shall apply for Workers' Compensation. If Workers' Compensation benefits arc paid, the 
Board shall pay to the member the difference between the benefits received and the members 
regular salary to make it whole. The decision of the Bureau of Workers' Compensation on granting 
benefits shall have no bearing on the provisions of this Article. Assault leave shall not exceed more 
than thirty (30) days. Assault leave shall not be deducted from the accumulated sick leav~ of the 
member. 

SECTION 15.06 BEREAVEMENT LEAVE 

A. An employee may be granted three (3) bereavement leave days per calendar year in the event of a 
death of an immediate family member or another not meeting the definition of immediate family 
member. 

B. Included with the first pay of each contract year will be an accurate record of all accumulated, 
unused paid leaves available to the employee (e.g. sick leave, personal leave, professional leave, 
etc.) 

SECTION 15.07 RELIGIOUS HOLIDAYS 

A. The Superintendent may grant up to three (3) days of administrative leave, within the calendar year, 
for the observance of a religious holiday if that holiday cannot be observed outside of normal 
working hours. 

B. Where an employee wishes to observe a religious holiday, which can be observed outside of nonnal 
working hours the following is applicable: 

1. Except by special permission, the employee who is exempt from the overtime provisions of the 
federal wage and hour law will be assigned to work this make-up time in advance of the 
religious holidays to be taken. Selection of time to work as make-up time must be approved in 
writing by the Superintendent. 

2. If any of those days granted as administrative leave with pay /~)r observance of religious 
holidays are not made up by the end of the pay period, the employee will have a deduction made 
in that amount from his or her next pay. 

3. Employees who are not exempt from the overtime requirements of the federal wage and hour 
law may request make-up time during the work week in which the relit,>ious holiday falls. 

4. The approved leave cannot place a burden on the operation of programs and services operated 
by the Board. 
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SECTION 15.08 UNPAID LEAVES 

A. The granting of any leave of absence is subject to approval of the Superintendent. Except for 
emergencies, employees will advise the Superintendent thirty (30) days prior to coiUmencement of 
the desired leave, so that the various functions may proceed properly. 

B. Upon completion of a leave of absence, the employee is to be returned to the position formerly 
occupied or to a similar position, if the employee's former position no longer exists. Any 
replacement in the position while an employee is on leave will be tenninated when the employee 
returns to work at the end of the scheduled leave. 

C. An employee may return to work before the scheduled expiration of leave, if requested by the 
employee and approved by the Superintendent. An employee who fails to retum to work within 
three (3) working days of the completion or a valid cancellation of a leave of abs,ence without pay, 
without explanation to the Superintendent or designee, may be removed from his or her position. 

D. Except in the case of educational leave, matemity/patemity leave, military leave, II eave without pay 
cannot be utilized until such time as all other forms of legally available leave have been exhausted 
including vacation, sick, personal leave. 

E. If it is found that the leave is not actually being used for the purpose for which it was granted, the 
Superintendent may cancel the leave and direct the employee to report to work. 

F. The bargaining unit member may continue insurance benefits included in this Contract upon 
payment to the Business Manager on a monthly basis of the cost for the same. 

G. Employees on unpaid leaves of absence, outside of FMLA coverage, are responsible for contacting 
the Business Manager if they wish to continue insurance coverage during their unpaid leave. An 
employee who exceeds ten days of unpaid leave in a calendar year is responsible for I 00% payment 
of insurance benefits for those days missed and any subsequent days missed without pay. 

H. The bargaining unit member will retum to work on the current negotiated salary schedule and will 
for purposes of retirement retain all years of service per the appropriate retirement plan. The 
bargaining unit member will retain years of service as it relates to seniority. 

SECTION 15.09 HEALTH LEAVE 

A. Two (2) weeks unpaid health leave will be granted to bargaining unit members employed! less than 
one (I) year and not on probationary status. Twelve (12) weeks unpaid health leave will be granted 
to bargaining unit members with one (l) to five (5) years employment. After five (5) years of 
employment with the Board, a bargaining unit member may be granted a kave of absence 
without pay for up to one (I) year for health reasons. Requests for such leaves will be supported 
by appropriate medical documentation. 

SECTION 15.10 PERSONAL LEAVE 

A. The Superintendent may grant a personal leave of absence to any employee for a maximum 
duration of six (6) months for any personal reasons of the employee. The employee must be 
employed for a minimum of one (I) year. This shall exclude issues covered under the Family 
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Medical Leave Act. Such a leave may not be renewed or extended beyond six (6) months, 
including any time spent on family or health leave. 

B. Leave may be granted for a maximum period of two (2) years for the purpose of education, training, 
research or specialized experience which would be of benefit to the Board by improved 
perfonnancc or for voluntary (unpaid) service in any governmentally sponsored program of public 
bettennent. 

C. Such leave may be approved only for those bargaining unit members who have worked in the 
Beacon School or Atco Adult Program for live (5) or more years. Subsequent leaves may be 
!,~'llntcd after a minimum of five (5) additional years in the Beacon School or Atco Adult Program 
provided other members of the staff have not filed request tor such leave. Only one (I) bargaining 
unit member may be on such leave, except in such cases that the operational needs of the agency 
wi II not be aftected. 

SECTION 15.11 EDUCATIONAL LEAVE, UNPAID 

A. All bargaining unit members arc entitled to be granted sabbatical leave. 

B. The application for Sabbatical Leave shall include a detailed plan of how the leave is to be spent, 
including an explanation of how it will improve the bargaining unit member's professional 
effectiveness within the district and will contribute to the bargaining unit member's professional 
growth. 

C. No Sabbatical Leave shall be granted unless the Superintendent approves the plan submitted with 
the application, detennines that the Sabbatical is in the best interests of the district, and recommends 
approval of the requested leave to the Board. 

SECTION 15.12 MATERNITY LEAVE 

A. A matemity leave of absen<.;e without pay will be granted to a bargaining unit member f(Jr the 
purpose of child-bearing and/or child rearing as to !lows: 

B. A bargaining unit member who is pregnant will be entitled upon request to a leave of absence not to 
exceed one (I) year. The beginning and ending dates of the total time of absence from work will be 
detem1ined by the bargaining unit member and she must notify the Board of these dates as far in 
advance as possible. She will include with such notice either a physician's statement certif}'ing her 
pregnancy or a copy of the bi1th cettitlcate of her child, whichever is applicable. A bargaining unit 
member who is pregnant may continue in active employment as late into her pregnancy as she 
desires, provided she is able to properly perfotm her essential functions. All or any pottion of a 
leave taken by a bargaining w1it member because of her pregnancy or a medical disability 
connected with or resulting from her pre&'!lancy may, at the bargaining unit member's option, be 
charged to her available sick leave and/or vacation leave. 

C. A male bargaining unit member will be entitled upon request to a leave of absence without pay 
between the time of the bitth of a child to his wife and one (1) year thereafter. A male bargaining 
unit member will be entitled to sick leave upon request for a pregnancy related condition of a 
member of the bargaining unit member's immediate family where the bargaining unit member's 
presence is reasonably necessary for the health and welfare of the bargaining unit member's affected 
family member. 
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D. A bargaining unit member adopting a child will be entitled upon request to a leave to commence at 
any time during the first year after receiving defacto custody of said child, or prior to receiving such 
custody if necessary in order to fulfill the requirements for adoption. The leave of absence is not to 
exceed a total of one (I) year. 

SECTION 15.13 MILITARY LEAVE 

A. Military Leave will be granted to bargaining unit members pursuant to Ohio Revised Code. 
Benefits will be granted as maximum allowahle by law. 

ARTICLE XVI 
INSURANCE PREMIUMS 

SECTION 16.01 EMPLOYER SHARE OF INSURANCE PREMIUMS 

A. For those employees that choose insurance coverage, the Employer shall provide a hospitalization 
and major medical health insurance plan, a vision insurance plan, a dental insurance plan, a 
prescription drug insurance plan, and a group term life insurance plan. Present coverage :is set forth 
in the schedule of benefits attached as Exhibit A. 

B. For those employees that choose insurance coverage, the Employer will pay 100% of the premiums 
for vision and dental insurance. regardless of the type of plan chosen (i.e., single, two-party 
employee/child or employee/spouse, or family.) 

C. For those employees that choose insurance coverage: 

1. The employer shall pay 85% of the single plan premiums for hospitalization and major medical 
health insurance and prescription drug plan, while the employee will pay 15% of the single plan 
premiums. 

2. Effective August 22, 2004, if an employee chooses a plan other than single coverage for 
hospitalization and major medical health insurance and prescription drug insurance, the 
employer shall pay 80% of the plan premiums, while the employee will pay 20% of the plan 
premiums. 

3. A choice of one other plan approved by the Association will be provided (Appendix C). 

a. If the employee chooses the HSA option the deductible will be funded by the Board at 100% 
for calendar year 2011, 90% for calendar year 2012, and 80% for calendar yc~ar 2013. 
Funding of the HSA shall occur quarterly. If an employee's expenses exce<'d their quarterly 
funding, employee shall be required to provide documentation of expenses to the Board. 
The Board shall deposit additional funding to cover the expenses not to ex.ceed the 
maximum deductible. 

4. The employer shall also pay the full cost of group term life insurance in the amount of $50,000 
tor all full-time employees (i.e., those individuals working 35 to 40 hours per week.) 
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D. Employees who work less than 20 hours per week shall not be eligible for the benefits described in 
this Article. 

E. The Employer shall request that the County Auditor's office continue to maintain a Section 125 
Plan (i.e .. insurance premiums only not a cafeteria plan). 

F. An employee on unpaid leave of absence shall continue to be carried on payroll records tor 
insurance purposes, but the employee shall be responsible for payment of I 00% of his/her insurance 
premiums tor the specified time of the leave - except as may be otherwise provided under Board 
policies or Articles in this Agreement for an employee on Family Medical Leave. The employee 
taking unpaid leave shall choose either to pay the amount of the first month's insurance premiums 
directly to the Board prior to the commencement of unpaid leave and directly to the Board prior to 
the beginning of the month for each subsequent month that the employee is on leave, or to authorize 
that the premiums be payroll-deducted from the employee's paycheck. 

G. Employees shall be responsible tor notifying the Persormel Oftice of changes in dependent or 
covered persons as soon as a change occurs. If an employee fails to notify the Personnel Office as 
soon as a change occurs, the employee shall reimburse the Board tor all premiums paid for 
ineligible persons. 

H. An insurance committee will be established to review the insurance coverage provided by the Board 
on an ongoing basis and to investigate other possible carriers and/or policies that may provide either 
a savings in insurance costs or containment of insurance costs. The committee shall be open to 
representatives fi·om t11e ABEA bargaining unit, the OAPSE bargaining w1it, the PGO bargaining 
unit the employees not in any bargaining unit and administrators. The conunittee shall meet with 
the intention of reducing the overall cost of health insurance and with the goal of keeping the 
cuncnt premium increase at or below 30%. The committee shall meet with insurance 
representatives/consultants to discuss insurance and review insurance options. The committee may, 
by consensus, issue one or more recommendations to the Board regarding changes to the cunent 
health plan. 

The committee can make recommendation(s) to the Board regarding insurance only if the 
recommendation(s) has been ratified by each bargaining unit ~>>roup and approved by each non
bargaining unit group. The committee's recommendation(s) to the Board shall be directory only 
and the Board may choose not to implement those recommendations. 

SECTION 16.02 LIFE INSURANCE 

The Board shall purchase tetm lite insurance coverage in the amount of $50,000.00 tor all bargaining 
unit members. 

SECTION 16.03 VISION INSURANCE 

A. The Board shall purchase optical insurance coverage which meets or exceeds the specifications 
below for each member of the bargaining unit, now or hereinafter employed. Cun"Cnt benefit levels 
shall remain in effect, however, any new or existing benefits shall be modified to meet the 
specifications set forth. The full cost of such insurance and any increases thereof shall be paid by 
the Board. The effective date of coverage shall be on the execution of this A&>reement. 
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B. If a bargaining unit member requests family coverage, the Board shall pay the full cost of the family 
coverage and any increases thereof. 

C. The benefit levels are scheduled as follows: 

Eye Examinations - One regular eye examination every 24 months by an ophthalmologist or 
optometrist tor each person covered under the program. A $10 deductible will be paid to the 
doctor. 

Frames - One pair every 24 months, provided the frame is used with lenses prescribed as a result of 
an eye examination. Where new frames are not required, the frames allowanc1~ may be applied 
toward the cost oflenses. 

Lenses - One pair every 24 months is covered. A $15 deductible for the combined benefits of 
lenses and frames payable to the doctor. 

Contacts - The allowance for medically necessary contact lenses listed in the Schedule of 
Allowances will be paid only if: (a) the lenses are necessary following cataract surgery; (b) visual 
acuity cam1ot be corrected to 20/70 in either eye with other lenses, but can be corrected to at least 
20/70 in one eye with contact lenses; or (c) the lenses are necessary for the treatment of 
Anisometropia or Keratoconus. Pzior approval must be obtained by the PANEL doctor to be fully 
covered under this plan. For cosmetic contact lenses, an allowance of$80 will be made toward their 
cost in lieu of all other benefits for that year. 

Other Limitations Include: 

a. Cost of frames in excess of the plan allowance, 
b. Contact lenses (except as specifically provided elsewhere herein), 
c. Blended lenses (no line bifocals), 
d. Two pair of glasses in lieu of bifocals, 
c. Extra cost of oversize lenses, 
f. Tinted or coated lenses (except pinks #I and #2). 

D. The Non-Panel Reimbursement Schedule below provides coverage for patients choosing non-panel 
doctors to the maximum amounts cited. No deductible is applied. 

I. Professional Fees 

Vision Examination, up to $30.00 

2. Materials 

Single vision lenses, up to $25.00 
Bifocal lenses, up to $40.00 
Trifocal lenses, up to $50.00 
Lenticular lenses, up to $80.00 
Frames, up to $25.00 

3. Contact Lenses (in lieu of all other benefits for benefit period) 
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N ccessary * $160.00 
Cosmetic $ 80.00 

*Determination of "necessary" versus "cosmetic" contact lenses under the Non-Panel 
Reimbursement Schedule will be consistent with the panel doctor services. 

Refer to the Vision Service Plan Contract tor additional information relating to benefits and 
limitations. 
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SECTION 16.04 DENTAL INSURANCE 

The Board shall purchase family dental insurance coverage which meets or exceeds the specifications in 
paragraph 2 for each member of the bargaining unit, now or hereafter employed. Th.e full cost of such 
insurance and any increases thereof shall be paid by the Board. 

COVERED SERVICES 

CLASS! CLASS II CLASS III CLASS IV 

Diagnostic & Preventative Basic Major Orthodontic 

Exams Sealants (to age 14) Onlays Exams 
X-rays Fillings Crowns X-rays 
Pulp Tests Endodontics (root canal) Bridges Diagnostic Cast 
Diagnostic Casts Periodontal Services Substructures Appliances 
Prophylaxis (Cleanings) Extractions Partial Dentures Adjustments 
Fluoride (to age 19) Alveoloplasty Full Dentures 
Space Maintainers Hyperplastic Tissue Removal 
Palliative Treatment Incision & Drainage 

Occlusal Adjustment 
Occlusal Guard 
Recommendation 
Relines & Rebases 
Tissue Conditioning 
Repairs 
General Anesthesia 
(for complex oral surgery) 

-BENEFIT COVERAGE 

100% 80% 80% 60% 

No Deductible $25 Individual Deductible Per Calendar Year No Deductible 
$50 Family Deductible Per Calendar Year 

$1 ,000 Individual Maximum Benefit Per Calendar Year $1,000 
Individual 
Lifetime 
Maximum 
Benefit 
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SECTION 16.05 PRESCRIPTION DRUG INSURANCE 

The Board shall provide Prescription Drug insurance with a mandatory generic and mail-order 
requirement. 90 day mail-order Rx: $10 co-pay for generic. $40 co-pay for formulary, $60 co-pay t()r 
brand. Retail Rx: $5 co-pay lor generic drugs, a $20 co-pay for tonnulary, and a $30 brand name 
drugs, fommlary, $60 co-pay for brand. For the HSA plan there are no co-pays. The cost of drugs 
will be applied to the deductible. When the deductible is met drug costs then will be paid by the HSA 
plan at l 00%. 

SECTION 17.01 

ARTICLE XVII 
SUBCONTRACTING 

SUBCONTRACTING 

It is not the Board's intention to erode the bargaining unit through subcontracting. 

SECTION 18.01 

ARTICLE XVIII 
CONTRARY TO LAW 

CONTRARY TO LAW 

ln the event there is a conflict between a provision of this contract and Ohio Revised Code 41 1 7. 10 (a), 
federal or state law or valid rules or regulation adopted by a federal or state agency, as determined by a 
court of competent jurisdiction, Ohio Revised Code 4117.10 (a) or federal or state law or valid rule or 
regulation adopted by a tederal!statc agency shall prevail as to that provision. All other provisions of 
this contract, which are not in cont1ict with Ohio Revised Code 4117 .I 0 (a), federal or state law or valid 
rule or regulation adopted by a federal or state agency, shall continue in full force and effect in 
accordance with their tenns. The parties shall meet to negotiate any necessary changes in this contract, 
relative to the atTected provision, within sixty (60) days of demand by either party. The provisions of 
this contract govern the wages, hours, and terms of employment for all bargaining unit members. The 
provisions of this contract shall be interpreted in accordance with, and subject to, the provisions of 
Chapter 4117 of the Ohio Revised Code. Where this contract makes no specific specification, 
modification, or is silent, regarding any matter, the Board and bargaining unit members are subject to all 
applicable state laws. 

ARTICLE XIX 
DURATION OF CONTRACT 

This contract shall be effective as of 12:00 a.m., August 22, 2010 and shall tenninate at 1!:59 p.m .. 
August 21, 2013, unless the parties mutually agree to extend the contract in writing. 
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ARTICLE XX 
SIGNATURES 

IN WITNESS WHEREOF, the parties hereto have set their hands at Athens, Ohio, this~·-'~---
day of .fE.ifrtc.J.,>-< , 20 j<2_ 

ATHENS COUNTY BOARD OF 
DEVELOPMENTAL DISABILITIES: 

By: 

ATCO-BEACON EDUCATION 
ASSOCIATION: 

FOR THE ATHENS COUNTY 
COMMISSIONERS: 

Date: __ q...,._/_)_,_6,H(I,'"""u_' __ 

APPROVED AS TO FORM: 

Athens Co . ty Prosecutor 
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APPENDIX A 

A TCO/BEACON GRIEY ANCE PROCEDURE FORM 

Name of Grievant ------

Grievance Number ___ _ 

Date Filed _________ _ 

Statement of Grievance _________________________ _ 

--~- ·-~-·-····-·-·-·-·-···-··-··-·-·-----------

Articles and/or Sections 

Relief Sought ___________ . 
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Levell- Immediate Supervisor 

Date of Written Request for Meetin5.-___ _ 

Date of Meeting, _______________________ _ 

Disposition of Immediate Supc1:v1:sor _____________________ " __ _ 

________________________ " ___ _ 

Immediate Supervisor Date 
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Level2 - Superintendent 

Date of Filing Level 

Grievant ______ --------

Date of 

Disposition of Superintendent ____ -----------------·········--

-------------·--

--···----------- ---------------

Superintendent Date 
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APPENDIX 8·1 
ATHENS COUNTY BOARD OF DD 
PERFORMANCE REVIEW SYSTEM 

Name (U.s!) (First) 

Position Title Agency 

Mid Final 

D Probation 0 Probation 

I have prepared this performance review. 
Rater Comments: 

Rater Signature Date 

Reviewer Comments: 

Reviewer Signature Date 

Appointing Authority Signature Date 

TIMELINESS 

Review Dead line 

Rating Perioc 

iM.Ii SS# 

Location 

0 Annual D Special 

I have read the above: I have I have not 
responded on an attached sheet of pap 
may not indicate agreement with the a 

er. My :signature 
bove. I understand 
!e and failure to sign that performance reviews are appealab 

this form waives my right to appeal. 

If an employee feels that the evaluatio n is not a true 
retlection of job performance, he/she t 
request for review to the nexl higher p · 

nay submit a written 
erson in lhe chain of 
written request 

perv·isor/ 
command for his/her department The 
must specify areas of concern. The su 
administrator responsible for reviewin 
must meet with the employee within te 

g the evaluation 
n (I 0) clays and 
f the employee is 
urther reviews 

present the fmding to the employee. I 
still not satisfied, he/she may request f 
through the chain of command~-----up to 
whose decision will be final. 

The evaluation procedure is grievable, 
evaluations are !!Q! grievable, however 
unit member is in disagreement with h 
the he/she may attach his/her rebuttal t 
in questions, 

Employee Signature 

the Superintendent, 

the text of 
, if any bargaining 
is/her annual rating, 
o the arrnual rating 

Date 

Perfonnance of probationary employees will be reviewed twice- midpoint and end of the probation period. Thereafter, review . .; will be conducted 
annually and MUST be completed and signed by all parties by the review deadline. Special n.:views may be conducted at any time 

PURPOSE 
PetiOnnance Review is utiliLcd hr 

Work toward attainment of goals and objectives; 
lnfom1 the employees of strengths, weakness~':S and progress; 
Improve pertOnnance and productivity; 
Strcn&.>then work relationships and improve communication; 
Dcvtlop cmplO)'l~C skill~; 
Recognize accomplishments and good work 

AREA 2010-2013 CONTRACT 

RA TlNG LEVELS 
A. far Exceeds- far exceeds petfonnance exp.~ctations bv 

consistently dem<:~nstrating cx.cellent JX:rforman~e 
B. E\ceeds ~ frequently exceeds pertOnnance c.xpectations. 

High level ofperfonnance. 
C. Meets · meets all petfonnance expectations t(1r the job. At 

times exceeds performance expt.-"Ctations 
D. Partially Meets -meets perfonnance cxpectati(lf1S on .1n 

inconsistent basis. 
E. Docs Not Meet- consistently tails to mt:et pcrfonnance 

Expectation~ 
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P ARAPROFESS!ONAL 

Dimensions 

JOH KNOWLEDGE 

• 
• 
• 
• 
• 

Remains upww~date on current trend~ in the pmft:s~ion . 
Knows practical and riJutine aspc..:b 1)f pn:sc111 joh . 

Stays familiar with hmnions of the Dcpaltmcnl. 

Understands relevant p•Jikies. pwcc:durt'S, and rcgula1itms 
Applio..:s knowledge efl\~Ctivdy to job dutks 

• Uses innovativc idea., 

Comments: 

COMMUNICATION 
+ Employs eftCI..\tiw communication skills when 

listening, speaking and writing 
• Dcmt)nstratcs tact and diplomacy 
+ Informs supervisor about i'\sucs in timdy manner. 

Comments: 

COOPERATION 
• \Vorks with others to solve problems 
• Seeks and acc.:pts input 
• Provides oqk-ctive feeDback 

Comments: 
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Far Exceeds Partially Meets 

Exceeds Does Not Met't 

Meets 

Partially M..:..:t~ 

t-:xcccd~ Docs Not l'vlet·t 

Mcds 

Far Exceeds Partially Meets 

Exceeds Does Not Meet 

Meets 
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PARAPROFESSIONAL 
Dimensions 

TASK MANAGEMENT 
• Manages tasks; upholds safety procedures 

and work rules, 

t Evaluatt.'S needs objectively on a regular basis. 

• Pcrfonns all aspct.:t~ of task 

• Uses time productively 

+ Completes work in timely mariner. 

Comments: 

AGENCY MISSION COMPLIANCE 
• Understands the mission, goals and t)bjcctives of the 

agency and/or division. 

Comments: 
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Far Exceeds Partially Meets 

Exceeds Does Not Meet 

Meets 

Far Exceeds Parttally Meets 

Exceeds Does Not Meet 

Meets 
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PARAPROFESSIONAL 

PERFORMANCE GROWTH OR ACTION PLAN - ~-

JOB KNOWLEDGE 

COMMUNIC AT! ON 

COOPERATION 

TASK MANAGEMENT 

AGENCY MISSION COMPLIANCE 
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APPENDIX 8-2 
ATHENS COUNTY BOARD OF DD 
PERFORMANCE REVIEW SYSTEM 

Name (Last) (First) 

Position Title Agency 

Mid Final 

D Probation D Probation 

I have prepared this performance review. 
Rater Comments: 

Raler Signalure Date 

Reviewer Comments: 

Reviewer Signature Date 

Appointing Authority Signature Date 

TIMELINESS 

Review Dead line 

Rating Period 

(M.I.J SS# 

Location 

D Annual D Special 

I have read the above: I have I have not 
responded on an attached sheet of pape r. My :lignature 

ove. I understand may not indicate agreement with the ab 
that performance reviews are appealabl e and t:,ilure to sign 
this fonn waives my right to appeal. 

!fan employee feels that the evaluation is not a true 
reflection of job performance, he/she r 
request for review to the next higher pe 

nay submit a written 
rson in the chain of 
\Vfitten request 

pervisor/ 
command for his/her department. The 
must specify areas of concem. The su 
administrator responsible for reviewin_ g the evaluation 

n (I 0) days and 
the employee is 

urther reviews 

must meet with the employee within tc 
present the finding to the employee. If 
still not satisfied, he/she may request f 
through the chain of command-up to the Sup•erintendent. 
whose decision will be finaL 

The evaluation procedure is grievable. the text of 
evaluations are not grievable. however, if any bargaining 

s/her annual rating, 
o the annual rating 

unit member is in disagreement with hi 
the he/she may attach his/her rebuttal l 
in questions. 

Employee Signature Date 

Perfonnun~e orprobationacy employees will be n:viewcd twice midpoint and end of the probation period. lll(:reaftcr, review:; will be cunductcd 
annually and MUST be completed and signed by all parties by the review deadline. Special reviews may be conducted at any time. 
PlJRPOSE RATING LEVELS 
Perfonnam:e Review is uttlized to: A. Far Exceeds- far exceeds pertOnnancc cxp!~ctations by 

Work toward attainment of goals and obje<:tivcs; consistently demonsthlting excellent pt•rfonnance 
lntOnn the employees of strengths, weaknesses and progress; B, Exceeds frequently exceeds perfonnancc expectations 
Improve peti(mnance and productivity; High level of pcrt'onnance 
Strengthen work relationships and improve communication; C. Meets- mecls aU perfonnance expectations tl1r the job. At 
Develop employee skills; times exceeds pcrtOnnance expL-ctati{•ns. 
Recognize accomplishments aud good work D. Partiall)' Me~ts- meets pcrtbnnance expectations on an 

inconsistent basis. 
E. Does Not Me~t -consistently fails to m~et p·erfonn;.mcc ~xpectat\ons 
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PROFESSIONAL 
Dimensions 

JOB KNOWLEDGE 
• R.:nwin~ UJHo--J,uc un ...:urn::m tn:nd:.: in rl1e prol\:~siou. 
+ Kn11w:-; the1)reticaL practical. and rnutine aspects nfprcscntjoh 

+ Stays rami liar with !Unctions of the Dep3.t1tm:ntJAgeu..:y. 

+ t tnJl'J"Stands rdt.•van( polides, pmccdurl's, and regulations 
+ Appil..:s knowkdge efll>:etivdy to _job dutit:~. 

lhes innuvativc idea~ 

Comments: 

COMMUNICATION 
+ Employs effective communication skills \Vhl'n 

listening, speaking and wliting. 

+ D<.:nhm'>trates tact and diplomacy 
+ Detn>'•nsm.ltes ability to o.:xplain conccptslido.:as 

to l!sh:m:r 

Comments: 

COOPERATION 
+ W<.H'ks with others to sulv~· pmhh:ms. 
+ Seeks mhJ accepts input. 

+ Provides objective feedback 

Comments: 
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Far Exceeds Partially Meets 

Exceed~ Does Not Meet 

Meets 

Far Exceeds Partially Meets 

Exceeds Docs Not Mcd 

Meets 

Far Exceeds Partially Meets 

Exceeds Dol's Not Meet 

Meets 
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PROFESSIONAL 
Dimensions 

PLANNING, SCHEDULING, AND PRIORITIZING 
+ Organizes and plans personal work assignments. 

+ PerfOrms job ta~k.s in a timely manner. 
t Develops long~rangc plans for work, and objl"\;\ively evaluates 

needs on a regular basis. 

+ Prioritizes. coordinates. and monitors tasks to ensure work 
completion 

+ Genemtes amount of work expected. 
• Manages tasb while upholding agcncyldepartmcnt policies and 

procedures 

Comments: 

PROBLEM SOLVING/DECISION MAKING 
• Identities issues and prohkms 
+ Collects relevant ini(mnation 
+ Detennincs alternative courses of action. 

+ Arrives at sound. practical conclusions. 
+ Suggests and implements solutions on a timely basis. 
+ Monitors efTL'Ctiveness of solutions and suggests changes 

as net.-"ck"<1 

Comments: 

AGENCY MISSION COMPLIANCE 
• Understands the mission, goals, and objectives of the agency 

and/or division. 

• Reinforces, suppmts, and pursues the attainment of agency 
goals and objettive:-; 

• Provides a positive intlucnve of solutions and suggests 
change"' as needed. 

Comments: 
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Far Exceeds Partially Meets 

Exceeds Does Not Meet 

Meets 

Far Exceeds Partially Meets 

Exceeds Does Not Meet 

Meets 

Far Exceeds Partially Meets 

Exceeds Does Not Meet 

Meets 
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PROFESSIONAL 

PERFORMANCE GROWTH OR ACTION PLAN 

JOB KNOWLEDGE 

COMMUNICATION 

COOPERATION 
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PROFESSIONAL 

PERFORMANCE GROWTH OR ACTION PLAN 

PLANNING, SCHEDULING, AND PRIORITIZING 

PROBLEM SOL VINGIDECISION MAKING 

AGENCY MISSION COMPLIANCE 
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APPENDIX B-3 Review Deadline 
ATHENS COUNTY BOARD OF DD 
PERFORMANCE REVIEW SYSTEM Rating Period 

Name ( La~tl (First) !Mil SS# 

Position Title Agency Location 

Mid Final 

D Probation D Probation D Annual D Special 

I have prepared this performance revie\v. I have read the above: - I have I hav(' not 
Rater Comments: responded on an attached sheet of paper. My signature 

may not indicate agreement with the above. l understand 
that performance reviews are appealable and failure to sign 
this iOnn waives my right to appeaL 

If an employee feels that the evaluation is not a true 
rct1ection of job performance, he/she may submit a written 

Rater Signature Date request for review to the next higher person in the chain qf 
command for hjsJher department The written requesl 
must specify areas of concern. The supervisor/ 

Reviewer C ornments: 
administrator responsible for reviewing the t:\taluati~m 
must meet with the employee within ten (l 0) days and 
present the finding to the employee. If the employee is 
still not satisfied. he/she may request further reviews 
through the chain of command~ up to the Superintendent, 
whose decision will be final. 

The evaluation procedure is grievable. the text of 

Reviewer Signature Date 
evaluations are not grievable, however. if any bargaining 
unit member is in disagreement with his/her annual rating. 
the he'she may attach his/her rebuttal to the annual rating 
in 4uestions. 

Appointing Authority Signature Date Employee Signature Date 

TiMEliNESS 
Pcrt{mnan(;C of probationary cmployet:$ will be revh.::wed twicf ·midpoint and end of the probation p..-nod. Thercaft~v•r, n.:vicws will b~· condu(;teJ 
acmua1ly and MUST be compk'tcd and signed by all parties by the review deadline, Spcdal n.'~·iews may bi: conducted <It any lime 
PURPOSE RATING LEVELS 
PL~rfonnancc Review is utiliLed l!r 

\V(•rk toward attainment of goals and obje(.;tivc);; 
hlf()rnl tht: employees of strl.!ngths, weaknessl>s and progress, 
Improve perfommnce and productivity; 
Strellgthen work relationship:;; and improve CI)Jnmunicatiou; 
Lkvelop employee ::skills; 
Recognize accomplishments and good work 
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A. Far Exceeds· far exceeds pcrfonnance expcctatiom by 
conststently demonstmting excellent perform<~ nee 

B. Fxcccds • frequently ex,:ct.•x:is pct{ontt<tnee expectations. 
High level of perfotmancc 

C. Meets~ meets all pert~mnancc expectations for the job. At 
timvs exceeds pl·rfonnance expectations 

D. Partially Meets llk'cls perfonnatK<: I':Xpcctatinns on an 
inconsistent basis. 

E. Does Not Meet consistently fails to m.~et prrt{mnance 
Expcctutions 
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PARAPROFESSIONAL~ WORKSHOP SPECIALIST II ONLY 
Dimensions 

JOB KNOWLEDGE 
• Remains. up-to-dak <.lll currcm trends in the profession. 
• Knows theoretical, pmctical, and routine aspt:cts of present job. 

• Stays familiar with functions of the Department/ Agency 

• Undc~tands rdcvant pohcics. procedures. anJ r<.!gulati•Jns. 
• Applies knowledge etrcctively w job duties. 
t Uses innovative ideas. 

Comments: 

COMMUNICATION 
• Employs cm.'Ctive communication skills when 

listening, speaking and writing. 

t Demonstrates tact and diplomacy. 

• Demonstrates ability to explain concepts, ideas 
hl liiilencr. 

Comments: 

COOPERA T!ON 
• Works with others to solve problems 

• Seeks and accepts input 

t Provides objective feedback 

Comments: 
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Far Exceeds 

Exceeds Does Not Meet 

Meets 

Far Exceeds Partially Meets 

Exceeds Do'" Not Meet 

Meets 

Far Exceeds Partially Meets 

Exceeds Does Not Meet 

Meets 
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PARAPROFESSIONAL- WORKSHOP SPECIALIST II ONLY 
Dimensions 

PLANNING, SCHEDULING, AND PRIORITIZING 
+ Organi/t:S and plans work. 

• 1\:ti'onns Jnb 1ask:; inn timdy nMnncr. 

+ i\ssJsb 111 developing long"111nge plan~ f(·,r work, and oby.x~tivcly 
cvaluutmg n..:cd:-; on a regular basis 

+ Plioriti;c->. \:oordimlll.':s, and monitors tasks 10 ensure work 
~.:ompk:ti\Hl 

+ G..:ucmtcs amuunt of work 1:xpcd~'d 
+ Mwwgcs lil:-.ks while uph<rlding ug:cncy.idcpartm..:nt policies and 

pn1ctdun:s 

CommL'nt~: 

PROBLEM SOLVING/DEC'IS!ON MAKING 

• fdcntili"'~ issues :1nd pmb!ems 
+ Collects rckvant infonnation. 

• Ass isis in dd~.-'f1nining altcrnmivc ..:~IUJ'SCS of uc:.tion 
+ Arrive:- at sound. pm-:ticalcondusions 
• Suggests and implement~ solutions on a timely basis 

t Munitors cffl~ctivcnc;;:, 1)f solutinns and suggests change~ 
,,~ needed 

Comments: 

AGENCY MlSSJON COMPLIANCE 

Far Exceeds 

Exceeds 

Meets 

Far Exceeds 

Exceeds 

Meets 

t Understands the mission, g:oals, and objectives of the ag~:tK)' 
and or division 

Far Exceeds 

• Rcio!Orces, ::;uppmts, and pursues th~; attainment of agem:y 
gtlals and objt"Ctivcs 

t PnwiJ.:., a positi~·c UJilucnc(' of solutions and suggests 
chauges as needed 

Comments: 

ABEA 2010-2013 CONTRACT 

Exceeds 

Meets 

Partially Meets 

Does Not Meet 

Partially Meets 

Does Not Meet 

Partially Meets 

Does Not Meet 
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PARAPROFESSIONAL WORKSHOP SPECIALIST ll ONLY 

PERFORMANCE GROWTH OR ACTION PLAT\ 

JOB KNOWLEDGE 

COMMUNICATION 

COOPERATION 
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PARAPROFESSIONAL ·WORKSHOP SPECIALIST II ONLY 

I'FRFORMANCE GROWTH OR AC'f!ON PLAN 

PLANNING, SCHEDULING, AND PRIORITIZING 

PROBLEM SOL V!NG/DEC!SION MAKING 

AGENCY MISSION COMPLIANCE 
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APPENDIXC 
SCHEDULE OF INSURANCE BENEFITS 

HOSPITAL AND MAJOR MEDICAL INSURANCE - HRA 

Lifetime Maximum .............. $2,000,000 Effective 01/01/2011 no maximum 

Deductible Per Benefit Period* In-Network 
Individual ....................... $! 00 
Family, two or more persons. . $ 200 

Out-of-Pocket Expense Limitation 
Individual ............. . 
Family ............... . 

Annual Co-Insurance Maximum 
Individual ............. . 
Family ............... . 

Office Visits: (Employee co-pay) 
Medical Necessity: 
Child Preventive: 

(including deductible) 
$300 
$600 

90% 
90% 

$17 
$17 ($500 to age I; 

$150/yr. Age 1-9) 

Out-of-Network 
$100 
$200 

$500 
$1,000 

80% 
80% 

Deductiblle, 80% 
Deductiblle, 80% 

Adult Preventive: $17 (I Routine Phys. Exam) Deductible; 80% 
(I Routine PAP, Mammogram per year) 

Emergency Accident Care $50 copay then I 00% $50 copay then II 00% 
Copay waived if admitted. 

Non-network penalty waived for lite-threatening emergencies 

Inpatient & Outpatient: 
Hospital/Surgical 
Lab, X-ray, Diagnostics, 
Chemotherapy, Radiation, 
Inhalation, Therapy, 
Anesthesiology 

Maternity Benefit .......... . 

90% 
Subject to Deductible 

90% 

Mental Health Care and Substance Abuse Services: 
Inpatient 90%; I 4 days 
Outpatient Mental Health 90%; 20 visit 
Outpatient Substance Abuse 90%; $2,000 max. 
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80% 
Subject to Deductible 

80% 

80%; 14 days 
80%; 20 visits 
80%; $2,000 max. 
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Physical Therapy: 90%; $1,500 max. Per year 80%; $1,500 max/year 
Spinal Manipulation: same same 

Human Organ Transplant 90% N/A 

Dependent Children Covered to .... Effective 01/01/2011 Age 26/28 

Covered services include: 
• room and board in semi-private accommodations, general nursing care. 
• use of operating, recovery, delivery room and intensive care units (if medically 

necessary). 
• laboratory tests, x-ray examinations and radioactive isotopes. 
• maternity care and in-hospital initial newbom exam. 
• prescription drugs and medications. 
• blood or blood plasma (first two pints are not covered). 
• surgery, general anesthesia, consultations. 
• chemotherapy, physical therapy, radiation therapy, inhalation therapy. 
• durable medical equipment. 
• prosthetic appliances. 
• hemodialysis. 
• Electrocardiograms, elcctroencephalof,'Tams . 
• medical emergencies (a sudden and serious illness which is so severe that it threatens 

serious harm or even death if not treated immediately). 
• ambulance service at 90% 
• office calls when medically necessary. 
• services in a skilled nursing facility, 30 days per benefit period. 
• private duty nursing, $5,000 benefit period maximum. 
• hospice care tor the terminally ill at 90% 
• preventative services include routine colonoscopy 
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HOSPITAL AND MAJOR MEDICAL INSURANCE- HSA 

Lifetime Maximum .............. No Maximum effective 01/01/2011 

Deductible Per Benefit Period* In-Network 
Individual ....................... $3,000 
Family, two or more persons. . $6,000 

Out-of-Pocket Expense Limitation 
Individual ............. . 
Family ............... . 

Annual Co-Insurance Maximum 
Individual ............. . 
Family ............... . 

Office Visits: 

(including deductible) 
NiA 
N/A 

100% 
100% 

Out-of-Networlk 
$3.500 
$7,000 

$7,500 
$15,000 

60% 
60% 

Medical Necessity: Deductible, l 00% Deductible, 60% 
Child Preventive: I 00% Deductible, 60% 

Unlimited to age I; $500 each birth year age one to age nine 
Adult Preventive: 100% Deductible; 60% 

I Routine Phys. Exam, Routine Pap and Routine Mammogram per year; 

Emergency Accident Care ......... Deductible, I 00% Deductible. I 00% 

Life threatening emergencies covered subject to deductible and 
co-insurance (non-network penalty waived for life-threatening 
emergencies) 

Inpatient & Outpatient: 
Hospital/Surgical 
Lab, X-ray, Diagnostics, 
Chemotherapy, Radiation, 
Inhalation, Therapy, 
Anesthesiology 

Maternity Benefit .......... . 

100% 
Subject to Deductible 

Deductible, 100% 

Mental Health Care and Substance Abuse Services: 
Inpatient Deductible, I 00% 
Outpatient Mental Health Deductible, l 00% 
Outpatient Substance Abuse Deductible, 100% 

ABEA 2010-2013 CONTRACT 

60% 
Subject to Deductible 

Deductible; 60% 

Deductible; 60% 
Deductible; 60% 
Deductible; 60% 
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Physical Therapy: (60 visits per year) Deductible, I 00% 
Spinal Manipulation ( 12 visits per year)Deductible, I 00% 
Human Organ Transplant Deductible, 100% 

Dependent Children Covered to .... effective 0 I /0 I /20 II Age 26/2R 

Cowred services include: 

Deductible: 60% 
Deductible; 60% 
N!A 

• room and board in semi-private accommodations, general nursing care. 
• use of operating, recovery, delivery room and intensive care units (ifmcxlically 

necessary). 
• laboratory tests, x-ray examinations and radioactive isotopes. 
• maternity care and in-hospital initial newborn exam. 
• prescription drugs and medications. 
• blood or blood plasma (first two pints are not covered). 
• surgery, general anesthesia, consultations. 
• chemotherapy, physical therapy, radiation therapy, inhalation therapy. 
• durable medical equipment. 
• prosthetic appliances. 
• hemodialysis. 
• Electrocardiograms, electroencephalograms. 
• medical emergencies (a sudden and serious illness which is so severe that it threatens 

serious harm or even death if not treated immediately). 
• ambulance service 
• otlice calls when medically necessary. 
• services in a skilled nursing facility. 
• private duty nursing. 
• hospice care tor the terminally ill 
• preventative services include routine colonoscopy 
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APPENDIXD 

ATHENS COUNTY BOARD OF DD 
ATTENDING PHYSICIAN'S 
FITNESS FOR LIGHT DUTY 

RETURN TO WORK RECOMMENDATIONS RECORD 

To be completed by the attending physician- Please Check 

PATIENT'S NAME (FIRST) (MIDDLE) (LAST) DATE OF INJURY/ILLNESS 

I saw and treated this patient on ---=-----and: 
Date 

Based upon the attached position description, I understand that even under light duty: 

§ This individual's position/employment includes duties that involve lifting, carrying and moving individuals; 
This employee performs direct and personal care to individuals and must be free from contagion; 
The employee's functioning shall not be impaired by prescription or non-prescription drugs; 

OR 
Based upon the attached light duty description, I understand that: 

0 The employee has requested to return to work in another light duty assignment, which is not related to his/her 
current position description. 

PHYSICIAN TO COMPLETE SECTION I, II, OR III AS APPLICABLE 

1. 0 I recommend that the Patient return to work under his/her current position description, with thEl following light 
duty restrictions: 

2. 0 I recommend that the Patient return to work under the duties described in another available assignment, with the 
following light duty restrictions: 

3. 0 Patient is totally incapacitated at this time. Patient will be re-evaluated on ------· 

Physician's Signature-------------- Date: ___ _ 

Physician's Stamp with Address: 
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-EMPLOYER ONLY-

ACTION 

SUPERVISOR COMMENTS: 

NAME 

RECOMMENDATIONS: 

NAME 

WORKERS' COMP CLAIM 
ASSAULT LEAVE 

REQUEST FOR REASONABLE ACCOMODATION 

BYES 
YES 

DYES 

8NO 
NO 

ONo 

DATI 

DATE 

Explain: ___________________________ _ 

SIGNED TITLE ------------------- -----------

•••••••••••••••••••••••••••••••••••••••••••••••••••••••••••••••••••••••••••••••••• 

APPROVALS: A=APPROVED, D=DISAPPROVED 

Supervisor 
AD ___ _ 

Date 

A 0 
~D-ep-a-rtm_e_n-tH-e-ad~-------- ~D-at_e __ _ 

~~-----------A 0~------
Supervisor Date 

~-:-::----:--::---::---- A D 
Appointing Authority Date 

Remarks: _____________________________ _ 

DATE RECEIVED BY SUPERVISOR: 

DATE RECEIVED IN PERSONNEL: 

DATE RECEIVED IN PAYROLL 
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ATHENS COUNTY BOARD OF DD 
ATTENDING PHYSICIAN'S 

FITNESS FOR REGULAR DUTY 
RETURN TO WORK RECOMMENDATIONS RECORD 

To be completed by the attending physician- Please Check 

PATIENT'S NAME (FIRST) (MIDDLE) (LAST) DATE OF INJURY/ILLNESS 

DIAGNOSIS 

I saw and treated this patient on---=-------"" 
Date 

Based upon the attached position description, I understand that even under light duty: 

B 
This individual's position/employment includes duties that involve lifting, carrying and moving individuals; 
This employee performs direct and personal care to individuals and must be free from contagion; 
The employee's functioning shall not be impaired by prescription or non-prescription drugs; 

PHYSICIAN TO COMPLETE SECTION I, II OR III AS APPLICABLE 

1. 0 Recommend his/her return to work with no restrictions. 

2. Patient has the following restrictions: 

3. 0 Patient is totally incapacitated at this time. Patient will be re-evaluated on _____ _ 

Physician's Signature-------------- Date: ___ _ 

Physician's Stamp with Address: 
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ACTION 

SUPERVISOR COMMENTS: 

NAME 

RECOMMENDATIONS: 

NAME 

WORKERS' COMP CLAIM 
ASSAULT LEAVE 

-EMPLOYER ONLY-

REQUEST FOR REASONABLE ACCOMODA TION DYES 

ONo 
D NO 

ONo 

DATE 

DATE 

•••••••••••••••••••••••••••••••••••••••••••••••••••••••••••••••••••••••••••••••••• 

APPROVALS: A=APPROVED, D=D!SAPPROVED 

A D 
Supervisor Date 

c:-----,-,..--,----- A D -::---
Department Head 

DATE RECEIVED BY SUPERVISOR: 

DATE RECEIVED IN PERSONNEL: 

DATE RECEIVED IN PAYROLL: 

ABEA 2010-2013 CONTRACT 

Supervisor 

-,---...,..-,,.--:--.---.,..--- A D 
Appointing Authority 

Date 

Date 
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APPENDIX E 
PLAN OF ASSISTANCE FOR IMPROVEMENT 

Name: 

Location: 

You are being placed on the Plan of Assistance for Improvement because of unsatisfactory performance as specified in 
the deficiencies outlined below. This program is designed to help you correct these deficiencies. If the program is not 
successfully completed, your future employment with the Board may be jeopardized. 

Upon successful completion of this program, those areas in the program that were identified as deficient will be 
monitored for up to one (I) year. !fan acceptable level of performance is achieved/maintained, you will be returned to 
the regular evaluation cycle. 

L DESCRI('TlONOF DI;FIC!f:NCY (specific standards/job description elements) 

IL SUPERVISOR'S EXPECTATIONS: (specific standards/job description elements) 

IlL RECOMMENDED PROGRAM TO CORRECT DEFICIENCY 

IV. CRITERIA TO BE USED FOR MEASURING CORRECTION 

V. ASSISTANCE AND RESOURCES TO BE PROVIDED: (if appropriate) 

VL MONITORING PROCEDURES: 

VIL DATE WHEN PROGRAM MUST BE COMPLETED: 

My signature indicates that this program has been discussed with me. I understand my signature does not necessarily 
indicate agreement, and that I may respond to all issues raised in this program. 

Note: 
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-·Athens County Board 
- of Developmental Disahilities 

-·Building 011 Abilities 

November 4, 2010 

J. Russell Keith 

ACBDD • Administration 
801 West Union Street • Athens, Ohio 45701 

Phone: 740-594-3539 • Fax: 740-593-3189 

athenscbdd.org 

General Counsel and Assistant Executive Director 
State Employment Relations Board 
65 E. State St., 121

h Floor 
Columbus, OH 43215·4213 

Dear Mr. Keith: 

ZOIO NOV -5 P 3: I 

Following union negotiations this past fall with ABEA, OAPSE and PGO, we reached agreement and 
have finalized the union contracts. I have enclosed signed copies of each of these contracts for your 
file. 

Please let me know if you need any additional information. I can be reached at the above phone 
number or at eyounq@athenscbdd.org. 

Sincerely, 

£h 
Eric Young 
Superintendent 

EY/sjb 
Attch. 

-------- -------------------------------------------------- ----

ACB[)l) "Adminis!r11ti1m 
OcHcon School 

/W1 \Vesf Union Streer 
Athens, Ohio 45701 

Phone: 74!1-5"14-3539 
fn:-;: 7411-5'13-:lllN 

uthenscbUd.llrg 
\_ -- ··---------··· 

A teo Adult Sen:ices 
:!l Soulh Campbell Str~~~ 

A!h~;:ns. Ohio..f:5701 
Phone: 74o-:W?:-6fl5'J 

rax: 740-594-7!-;14 
~ucoinc _org 

Passion W1)rks Studio 
20 East Smlc Street 
Athens. Ohi11 457()1 

PhMe: 7.JH-592-3<i7J 
rnx: 74.0·54:2-4260 

pns~ionv. orks,otg 

Per~unncl Plus 
20 Ki."''ll Strccl, OJlicc 2 

Alhens, Ohio 45701 
Phone: 740-5•>2-3416 
fax: 740-593-1!236 
perstmnelplus.\lrg 

ACBDO is an equal opportunity employer and provider of services 

-- ~------~---- --------- '\ 
Service & SupllOrt 

Admin,, lii/Mlll Dept., 
Transportation Ser\'ices 

IJOJC; Lavelle Rom.l 
A!h(.'l1}., Ohio45701 

Phmw: 7-10,5lJ2-6H(I6 
fax: i40·5114-504t<: 
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