File: BCE-R1

ADMINISTRATIVE PERSONNEL GUIDELINES

BRECKSVILLE-BROADVIEW HEIGHTS
CITY SCHOOL DISTRICT

Effective:
July 1, 2012

through
June 30, 2015



File: BCE-R1
ADMINISTRATIVE PERSONNEL GUIDELINES

These administrative personnel guidelines (lasseevJune 20, 2011) replace and/or supersede all
previous rules, administrative guidelines and pdaces that pertain to administrative personnel in
the Brecksville-Broadview Heights City School Disttr Any exceptions to these rules shall be noted
in individual contracts.

L Administrative Per sonnel

A. Enumeration of Positions Covered

High School Athletic Director 218 days
Supervisor of Transportation 260 days
Supervisor of Food Service 200 days
Supervisor of Buildings and Grounds 260 days
Coordinator of Community Relations 150 days
Elementary School Principals 210 days
Elementary School Assistant Principal 210 days
Middle School Principal 218 days
Middle School Assistant Principals 210 days
Director of Pupil Services 218 days
Technology Coordinator 218 days
Director of Human Resources 260 days
High School Principal 260 days
High School Assistant Principals 260 days
High School Assistant Principals (hired after 5088/ 210 days
Director of Business Services 230 days
Director of Curriculum and Instruction 260 days

B. Salary Provisions
1. Effective July 1, 2012, employees will be paidret tates shown on the following
schedule at their step placement for the 2012-20b&act year.

2. Forthe 2013-2014 and 2014-2015 contract yearslogmegs will be paid at the rates
shown on the following schedule and step advancefoeservice is frozen at the
applicable step held in the 2012-2013 contract,ysadt shall not be made up in the
future.

3. Atthe Board’s option, to be exercised not latantdune 15, 2015, the Board may
extend the term of the Agreement an additional,y&atil June 30, 2016. In such
event employees will be paid for the additionalnegahe rates shown on the
following schedule and step advancement is frozeneaapplicable step held in the
2012-2013 contract year, and shall not be made tipei future.

4.  Step advancement will resume upon the expiratidgheterm of this Agreement in
2015, or in 2016 if extended.

5. Salary anniversary date to be August 1.

6. Effective upon ratification of this Agreement, teewill be a salary freeze (Years
of Service Factor and Education) with administratiar resume their normal
Service Factor Step and Education Step in 2012-201#® resumption of the
normal step adjustment in 2012-2013 shall occuandigss of rollover.
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Annual increase on the base of the administrabwepensation schedule is included in
these guidelines.

Computation of a day's salary when this deternainasi necessary (deduct day, additional
workday, severance pay, payment for accrued, unugssation days, prorating salary or

benefits in the event the administrator leaves eynguring the term of contract, etc.)

will be done in the following manner for 12-montarponnel:

Total Contract Days 260
Less Holidays 12

(New Year's Day + one day, Martin Luther King DByesidents' Day, Good Friday,
Memorial Day, July 4th, Labor Day, Thanksgivingrealay, Christmas + one day)

Less Vacation Days

Balance divided into Total Annual Salary

Employees who work more than 260 contract daysfiscal year are given an additional
day(s) off to compensate for this, upon notificatio immediate supervisor.

Ohio Deferred Compensation Plan

1.

Administrative personnel may contribute to the @beerred Compensation Plan or any
other Internal Revenue Code Section 457 Plan agghimythe Board of Education via payroll
deductions.

Section 125 Plan ("Cafeteria Plan")

1.

2.

The Board established a "Cafeteria Plan."

The Cafeteria Plan will be designed to meet theinegents of Internal Revenue Code
("IRC") Section 125 and applicable regulations. ércingly, each employee will have
an opportunity on an annual basis to enroll inGhéeteria Plan. The election to participate
must be submitted on or before Septemb8raf®ach school year and may not be revoked
during the current plan year (Octob&through September 8Punless there is a change
in the employee's circumstances that, in accordagtbelRC Section 125, permits the
employee to change his/her election under the(plgn divorce, death of spouse, change in
employment status including employment status tafe@ spouse or dependent, birth or
adoption of a child, a child losing eligibility fooverage, a court order requiring coverage, or
other enrollment rights consistent with federal)ldfwevoked, any account balance will be
governed by paragraph 5 below. Details of the €adePlan will be provided on an annual
b#_sis at the time of enrollment and will also bailalle through the Board Treasurer's
office.

Dependent Care FSA

a. Under the Cafeteria Plan, each employee will el to make a pretax "salary
reduction” election up to the maximum amount allowaunder IRC Section
129 (currently $5000 per year), and receive a sporging credit under a
dependent care FSA. Under the dependent care E8ibursement may be received
for dependent care expenses described in IRC &2

b.  The salary reduction and corresponding creditbaithade and issued in eighteen (18)
equal installments, beginning with the last pa@atober.
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No employee may be entitled to reimbursement frerdépendent care account in excess of the
amount credited to the account.

4. Health Care FSA

a. Under the Cafeteria Plan, each employee will el to make a separate pre-
tax "salary reduction” election up to a maximum amaf $4,000 per year, and
receive a corresponding credit under a health €% Under the health care
FSA, reimbursement may be received for medical.eegps (under IRC
Section 213) that are not otherwise reimbursabl#héyhealth care plans of the
Board or of another employer.

b. The salary reduction shall be made in eighteen éfj8nl installments
beginning with the last pay in October.

5. Forfeiture of Unused Allocations

To comply with the requirement of IRC Section 12%ounts remaining in either the
dependent care or health care FSA at the end &f gaa year will be forfeited.
In the event an employee separates from employment daripan year with a
remaining balance in the FSA account(s), the emsgloyay continue to receive
reimbursements from the account(s) through theoétiwat plan year.

6. Recovery of Health Care FSA Reimbursements in Exoé€redits

In the event an employee's reimbursement undealthheare FSA cannot be offset
by a corresponding credit due to separation frompl@&ment or an unpaid leave, the
Board may withhold the value of the outstandingditrérom the employee's
remaining paycheck(s).

7. Plan Administrator

The Board shall be the administrator of the Cafet€lan, but may delegate
administration to the Board Treasurer's office and/third party administrator. Any
administrative costs associated with a third padgninistrator will be offset by a
service fee of $1 per pay per participating member.

E. Board-Paid Fringe Benefits

1. Life Insurancdincluding Accidental Death and Dismembermentwe times annual
salary (or as noted in individual contracts)

2. Hospitalization and Medical Plan

a. The Board shall provide hospitalization and medicasurance coverage
through the Medical Mutual of Ohio Plan 1A (Attackmh 1) for all
administrators working thirty (30) or more hoursr pgeek. The lifetime
maximum shall be unlimited. Effective January @12, administrators may opt
to participate in the “IDEAL” plan (Attachment 2uihg the open enrollment
period. The Board will pay 100% of the health @nelscription drug premium
costs for any administrator participating in tneEIAL” plan.

b.  The Board will pay 85% of the monthly medical ireure premium.

c. Each administrator enrolled in the hospital and ioa&dglan shall have, on a
4
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monthly basis, 15% of the monthly insurance premdeducted from his/her
paychecks (using the Section 125 Plan).

All administrative employees are encouraged to haveannual physical
examination. The cost of the examination will bedplay the Board to the
extent the administrator's insurance does not cibnecost.

3. Dental Plan

a.

The Board shall provide a Dental Plan comparabléagocurrent Coresource
program (Oasis Trust Dental Plan #B2897), with 8Q,8nnual maximum,
$1,000 lifetime maximum for orthodontics per persodividual deductibility
- $25, and family deductibility - $50, for each doyee regularly working
thirty (30) or more hours per week.

The Board will pay 85% of the dental insurance prem
Each administrator enrolled in the dental plan|dmae, on a monthly basis

15% of the monthly insurance premium deducted fiosiher paychecks
(using the Section 125 Plan).

4. Prescription Drug Plan

a.

The Board shall provide a prescription drug plamparable to the current
Caremark program for each administrator reguladyking thirty (30) or more
hours per week. The co-pays are $5.00 for genauig, $10.00 for name brand
drugs on the formulary list and $18.00 for namendrarugs not on the
formulary list.

The Board will pay up to 85%o0f the premium.
Each administrator enrolled in the prescriptiongdplan shall have, on a

monthly basis 15% of the monthly insurance premdeducted from his/her
paychecks (using the Section 125 Plan).

5. Other Insurance

It is agreed and understood that in any case wlareadministrator is
covered by another non-contributory hospitalizattwrwelfare plan comparable
or better than that provided herein, said admiatsir must choose coverage
under such plan.

6. Spousal Enrollment

a.

Effective November 1, 2012, if an employee’s spouseceligible to
participate, as a current employee or retiree augrhealth insurance and/or
prescription drug insurance sponsored by his/hepl@yer or any public
retirement plan, the spouse must enroll in such leyep (or public
retirement plan) sponsored group insurance covépage
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This requirement does not apply to any spouse wirksMess than thirty (30)
hours per week AND is required to pay more thaty fiercent (50%) of the
single premium to participate in his/her employegi®up health insurance
coverage and/or prescription drug insurance coeerddis requirement also
does not apply to any spouse who is a retiree uagerrblic retirement plan
and enrolled in Medicare coverage

Upon the spouse’s enrollment in any such emplogerp(blic retirement
plan) sponsored group insurance coverage, thatrageewill become the
primary payor of benefits, and the coverage spausdyy the Board of
Education will become the secondary payor of bésefi

Any spouse who fails to enroll in any group insweicoverage sponsored by
his/her employer or any public retirement planreguired by this Section,
shall be ineligible for benefits under such groagurance coverage sponsored
by the ‘Board of Education.

Every employee whose spouse participates in thedBafaEducation’s group
health insurance coverage and/or prescription dnegrance coverage shall
complete and submit to the Board of Education, upeguest, a written
certification verifying whether his/her spouse ligible to participate in group
health insurance coverage and/or prescription dingurance coverage
sponsored by the spouse’s employer or any pubticeneent plan. If any

employee fails to complete and submit the certilcaform by the required

date, such employee’s spouse will be removed imatelgi from all health

and prescription drug insurance coverages sponsbsedhe Board of

Education. Additional documentation may be reqgiire

If the employee submits false information or fadsimely advise the Plan of
a change in his/her spouse’s eligibility for em@oyor public retirement
plan) sponsored group health insurance and/or m@pésa drug insurance,
and such false information or such failure by thgkyee results in the Plan
providing benefits to which the employee’s spousenpt entitled, the
employee will be personally liable to the Plan fermbursement of benefits
and expenses, including attorneys’ fees and costsired by the Plan. Any
amount to be reimbursed by the employee may bectiedidirom the benefits
to which the employee would otherwise be entitlekh addition, the

employee’s spouse will be terminated immediatelgmfr group health

insurance and/or prescription drug insurance c@etader the Plan. If the
employee submits false information, the employeey nhe subject to

disciplinary action by the Board, up to and inchglitermination of

employment.

7. Reimbursement of Spousal Premium

a.

For employee spouses who are enrolled their emptoyesurance plan, the
Board agrees to reimburse employees up to One lddndwenty-Five
Dollars ($125.00) per month of actual documentespum costs paid by the
employee’s spouse to his/her employer for singlelioa and prescription
coverage. Such reimbursement shall be tax freeequésts for
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reimbursement with attached documentation demdmsgrathat such
premium contributions were made shall be submitiedhe Treasurer’s
office.

8. Payment in Lieu of Insurance Coverage

An administrator may elect not to receive the Madidospitalization
insurance coverage provided above and instead &bectceive additional
compensation of $1,500 per year, less applicabyeotiadeductions, to be
paid the first pay in October the following yean. drder to elect this option
and receive this additional compensation, the adstiator must, during the
enrollment period (September 1 through Septembgrir2h given year,
complete, sign and file with the Treasurer/CFOh&f Board a form indicating
his/her election. Once this election is made, #lishemain in effect and the
administrator shall not be entitled to receive ¢beerage provided above for the
duration of the one-year period. In the event ahange in the administrator's
circumstances (e.g., divorce, death of spousessfdoges insurance coverage) after
this election has been made, the administrator efeot to receive the insurance
coverage after a three (3) month waiting perioderéhshall be no pre-existing
condition exclusion for any administrator who rdeza the insurance program
provided above after originally electing not totpapate in said program.

9. Vacation Days

a. 20 days for all 260 day employees -- No vacatianaministrators who
work fewer than 260 days annually. Exceptions mayhbted in individual
contracts. Two hundred and sixty day administratath ten (10) years of
administrative experience with the district shatigive 25 days of vacation.

b. Earned vacation days are to be used August thrdulyhof each year. An
administrator may elect to either be paid for aedrunused vacation, or may
carryover the accrued unused portion of vacati@rry©ver or conversion
of vacation days must be requested in writing ® 8uperintendent by
August 1 in accordance with the following guidetine

a. All vacation days carried over shall be used byddager 31 of each
year.

b. Administrators with less than ten (10) years ofridisexperience may
convert up to five (5) days of accumulated but waugacation.
Administrators with ten (10) or more years of distexperience may
convert up to ten (10) days (Attachment 3).

c. Accrued unused vacation days will be paid in trst fiay in December
(during the contract year) and/or the first pagimgust (following the
conclusion of the contract year) as requested éatministrator.

In the event an administrator's employment is teatedd during the contract year,
vacation days will be prorated, and unused (prdjat@acation will be paid.
Vacation used in excess of the prorated days wipdid back to the district.

10. Personal Leave— Approval to be obtained through the immediatpesusor.
Administrators shall receive four (4) personal dags year. The Superintendent
may approve additional days.
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At the administrator’s discretion, one (1) persotay may be carried over
to the following contract year. The administrataust use this personal day
during the following contract year or the carriedeo personal day is
forfeited. A personal day carried over to thddeing contract year is not
eligible for conversion to sick leave.

At the administrator’s discretion, any personalgithat he/she does not use
during a contract year, with the exception of aiedrover personal day,
may be converted to sick leave and added to thatréstrator’s sick leave
accumulation.

Any administrator who requests that one (1) persdag is carried over to
the following contract year or who wants his/heused personal leave to be
converted to sick leave days, must complete amdituthe “Personal Leave
Carry-Over/Conversion Form” (Attachment 4) to thistfict Treasurer by
June 18 or the benefit is forfeited.

11. Sick Leave In accordance with the Ohio Revised Code andidlf@ving:

a.

b.

Sick Leave Accumulation

a. Each administrator shall be granted sick leavehen t
following basis: one and one quarter (1-1/4) daysfch
completed month of service, or fifteen (15) daysefach
completed year of service.

b. If needed, up to five (5) days of sick leave siha&ladvanced to all
administrators without accumulated sick leave atkiginning of each
school year.

c. Unused sick leave accumulation shall be unlimited.

d. An administrator on an approved leave of absenteef{ahan paid
sick leave) shall neither accrue nor lose accuredlaick leave while
on said leave. An administrator on paid sick leawey accrue sick
leave at the rate of one and one-quarter (1-1/4)s dar each
completed month of service.

e. Any sick leave earned and unused in prior publiwise in Ohio, in
compliance with Section 3319.141 of the Ohio Rel/i€®de, shall be
transferred to the administrator's account in tmecksville-Broadview
Heights City School District at the time of emplagmb, provided that
such re-employment takes place within ten (10) g/edirthe date on
which the administrator was last terminated fronblmu service.
Sick Leave accumulated in prior public service mastpresented at
time of employment. The administrator will only besdited with
the unused balance of the accumulated Sick Leavetouphe
maximum permitted by the public agency with whichet
administrator was last employed. Participationaimy sick leave
conversion plan nullifies the transfer of sick ledrom such prior public
service.

Approved Use of Sick Leave Days
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d.
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a. Each administrator shall be granted paid sick legv® the maximum
number of days that he/she has accumulated.

b. Administrators may use sick leave for absence apeitsonal iliness,
pregnancy, injury, or exposure to contagious dseas

c. Administrators may use sick leave for absenceaiéss, injury, or
death in the immediate family. Immediate familylsba defined as
spouse, child, parent, or people living in the séimesehold as the
administrator and who clearly has stood in the satagonship to the
administrator as a spouse, child, or parent althaag related to the
administrator by law.

d. Members of the family not listed above - Absencaldbe granted up
to but not to exceed five (5) days in any one ¢hpsl year. Family in
this category includes parent-in-law, grandpaignaindparent-in-law,
brother, sister, brother-in-law, sister-in-law, gand uncle.

e. Except for members of the immediate family, abséageovide day
care for individuals who are ill is not considesgdappropriate use of
sick leave.

f. In extenuating circumstances, the Superintendehiséner designee
may grant additional days.

Long-Term Use of Sick Leave

For leaves that exceed sixty (60) consecutive dHs,Superintendent
may, at the Board's cost, require the administratadhe person for whom
the leave is taken to be examined by a doctor getedy the
Superintendent. If the opinion of the doctor sebxttby the
Superintendent is that the continuation of sickvéeds not medically
necessary, the administrator or the person for wiioenleave is taken
shall be examined, at the Board's cost, by a sedontbr selected jointly
by the Superintendent's doctor and the treatingsplign of the
administrator or person for whom leave is takene Tpinion of the
second doctor in regard to continuation of sickéeshall be binding on the
administrator and the Board as to the medical s#gesf the leave. An
administrator who leaves and returns in the sammeosgear shall be returned
to his/her same assignment.

Sick Leave Pool

a. If an administrator is currently absent for thi{®0) consecutive days
or more due to an accident, catastrophic illnessng-term illness
(defined as an illness where it is anticipatedttimaemployee will be
absent at least ten (10) additional working daf/#)e@administrator,
his/her spouse or minor child, and has exhausted lis/her
accumulated sick leave, the administrator may afgplise the sick
leave pool (Attachment 5) and another administratay donate up
to five (5) days (Attachmeit) of his/her accumulated sick leave to
the absent administrator. The requirement of tfi86) consecutive
days absence may be waived in extraordinary cirtamoss at the

9
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discretion of the Superintendent.

b. No administrator may receive more than an aggrexjakérty (30)
donated sick leave days in any one (1) school yéas.thirty (30)
day limit may be waived in extraordinary circumstas at the
discretion of the Superintendent.

c. Donation of sick days shall be initiated by an adstiator on a form
found as Attachment 6, no later than the pay peavitidn which the
sick leave of the absent is exhausted.

d. Donated sick leave shall be added to the accuniutatk leave of
the absent administrator and deducted from the tnga
administrator (Attachment 7).

Compensatory Leave

a.

Due to the unique demands on administrative pewdonmhich often
require duty during other than regular school houns on designated
holidays, each person covered under these progisinay be granted
compensatory leave.

The Superintendent must approve use of compens&ane in advance.
Generally, no more than 16 hours of compensatorg will be approved in
a given contract year.

District Use for Recreational Activities

At the Superintendent's discretion, administratoray attend such civic or
recreational activities that benefit the districy Ipromoting community
involvement, professional interaction and developimthe boosting of morale,
or that increase the overall productivity of thenamstration.

Sabbatical Leave

a.

ama~

Subject to the provision of Section 3319.131 of @ieio Revised Code,
sabbatical leave for study and research may betegtaoy the Board to
administrators who have completed at least five y@rs of service in
Brecksville-Broadview Heights City School District.

The Board of Education shall grant leave to no ntbam five percent
(5%) of the administrators at any one time.

Sabbatical leave may not be granted to an admamistmore often than
once very five (5) years of service, nor may suelve be granted a
second time to the same administrator when otheriradtrators have
filed a request for such leave.

An administrator who is granted sabbatical leavd i required to

return to the employment of Brecksville-Broadviewights City Schools
for at least one (1) year. If he/she does not refor one year, he/she
shall be required to refund the Board monies gif@nsuch leave. This
restriction shall not apply to administrators withenty-five (25) years or

10
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more of teaching in Ohio schools.

A sabbatical leave may be granted for one (1) (@eaveek period, one
(1) semester, one (1) full year, or for the lashaster of one (1) year and
the first semester of the following year. Each adstiator on leave shall
receive a salary equal to the difference betwesthér expected salary
and that of his/her substitute. It is understoaat th computing the
substitute's salary -there shall be added theafasie normal fringe
benefits to be paid to the substitute. Credit shalfiven the same as if
the administrator on sabbatical was active in thgtem. The
administrator on sabbatical may continue at histiost all fringe benefits
at the group rate.

Application for sabbatical leave shall be made initimg to the
Superintendent not later than March 15 or Octob®rpleceding the
school term within which the leave is desired. Tdmplication shall
include a plan for spending the leave in a manaéutated to contribute
to the professional effectiveness of the appliGad the best interests of
the school system.

15. Assault Leave

a.

If, in the course of employment, an administrateraissaulted by a
student/adult, resulting in physical injury to tlaeministrator that is
severe enough to preclude the satisfactory perfocsaf regular duties,
the administrator shall be granted leave for theopeof incapacitation,
except that the length of the leave shall be lithii five (5) days unless a
doctor certifies that the incapacity will continbeyond such time. This
assault leave shall not be charged against any ayppe of leave. Paid
assault leave will be capped at ninety (90) workidgys except in
extraordinary circumstances in which the cap canektended at the sole
discretion of the Superintendent.

The administrator shall not qualify for assault MVeaexcept upon
submission of an application justifying the gragtof assault leave. If medical
attention is required, the employee shall furnistceatificate from the
attending physician stating the nature of the disaband its expected duration.

Payment of assault leave shall be at the regutarafapay in effect for such
administrator at the time of such assault, or atréite which the administrator
may become eligible in accordance with the Ohio i$&el Cod; less any
compensation to which the administrator is entiti@abler the Workers'
Compensation Act of Ohio.

An administrator who has been physically assautieconnection with the
performance of professional assignment of this Boashall
immediately give verbal notice to the Superintenddn extraordinary
circumstances where immediate notice is not passibe administrator must
give verbal notice no later than twenty four (2&uts after the assault has
occurred. In addition, the administrator shall flenritten report signed by
the administrator within two (2) working days oéthssault.

11
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If court action results, said administrator shalgpanted leave of his/her
professional duties with no loss of pay for necgsgane in court.

An administrator temporarily disabled as a restit physical assault shall be
returned to the same position held at the timehef ibcident, or shall be
transferred to the first available teaching positearrying equivalent pay
and equivalent professional duties for which themiagstrator is
certificated/licensed, if the administrator so desi

16. Jury Duty

a.

An administrator summoned for jury duty shaliviediately notify the
Superintendent.

When it is necessary for an administrator talisent from duties due to a jury
summons, the administrator shall not lose anygalar

17. Other Leaves

a.

am~a~

Upon the written request of an administrator, tloaf@ may grant a leave of
absence for a period of no more than two (2) canserschool years for
educational or professional or other purposesshati grant such leave where
illness or other disability is the reason for tleguest. Upon subsequent
request, such leave may be renewed by the BoatthoWirequest, a Board
may grant similar leave of absence and renewatedh& any administrator
because of physical or mental disability, but sadministrator may have a
hearing on such unrequested leave of absencerengsvals.

Upon successful completion of a one-year leavébséace for full-time post
graduate work aimed toward an advanced degreeirande opinion of the
Superintendent, directly related to his/her admtrasve
responsibilities, an administrator shall receivena-year increment. Under no
situation shall an administrator receive more thaa (1) increment of this
type for any one (1) postgraduate degree.

Leave may be requested where illness or disaldigtes to both parent and
where there is no accumulated sick leave daysadlaibr applicable under the
provisions of the sick leave policy.

12
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18. Parental Leave

a.

Parental leave of absence is a leave without pay and shatl the tbalance of the
year (the year being defined as August 1 throudgp 3) in which delivery or
adoption occurs or for a shorter period of time as regdédst the administrator.

Request for parental leave must be made to theriStgrelent no later than one
(1) month prior to the beginning of the parental lea¥ehé one (1) month

notice cannot be given, the administrator shallifgyathe Superintendent
as soon as possible. A request for parental leaxelba withdrawn at any time
before the requested parental leave begins.

Parental leave may begin any time between the birth of a @hildhe child's
first birthday. In the case of adoption, parental leave negynbupon receipt of
custody of a child prior to his/her sixth birthday. Upon request ey th
administrator, sick leave may be used prior torgatdeave following the birth or
adoption of a child if illness or disability requires.

Upon request of the administrator, his/her leave shall be extendewhd (1)
additional school year. At the end of this one (djlinonal school year, and
upon request of the administrator, his/her leaal dfe extended for one (1)
more additional school year. An administrator can be a long-$ebstitute in
the same assignment up to three (3) consecutive years.

Administrators on parental leave shall be notibgdhe Superintendent, in writing,
of the expiration of the leave on or before Mardh dnd the necessity of
notifying the district, in writing, of his/her plans to return. ¥ém notice by the
administrator shall occur no later than April 1asd the delivery or adoption
occurred subsequent to March 15, in which case the administratbhabeal
until July 1 to notify the Superintendent of his/her intention for ¢dbming
school year. If notification is not received on the date spdciftewill be
assumed that the individual on leave does not wish to reétuemployment
with the Board. If notification is received on time, gxministrator shall be
placed in an administrative position as of August 1.

Upon return from approved parental leave, an adstratior shall be entitled
to reinstatement to a substantially equivalenttiposior which the administrator
holds a valid unexpired certificate.

The condition of maternity, pregnancy, miscarriage, abortion, chidhintd
recovery there from or adoption shall not be graifar the termination,
nonrenewal, or failure to issue any contract foniadstrative duties.

Parental leave shall also be given to an administrator who requisbrder to
care for his/her parent(s).

Consecutive parental leaves shall not exceed four (4) coineegears. If an
administrator has utilized parental leave for f¢dy consecutive years, he/she
must be in active pay status for a minimum of 120 days befrental leave
can again be granted. Parental leave of 120 days or moréeitalhsidered to

13
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be a year of parental leave for the purposes ok#ason.

Professional Leave- Approval to be obtained by submitting the appropriate
form to the immediate supervisor. Administrators areoeraged to attend
conferences, including national conferences, as it selaietheir areas of
responsibility.

Professional Dues- Payment of professional association dues up to $750
annually. Payment of one professional associatiopasddetermined by a
percentage of salary for all central office adntmiers (BASA, OASBO, etc.)

Tuition Reimbursement— To provide opportunities for professional grovethd
career enhancement to the administrators, the BriélekBroadview Heights
City Schools will provide a program of tuition résorsement for study at an
accredited college or university. The district wahnually set aside the
equivalent of $2,000 per administrator to use fos thurpose. Part-time
administrators will qualify for a prorated amount.

The administrator completes a request form (Attachment 8) @nits it to
the Superintendent/designee for approval. Followiagproval, the
administrator registers and participates in his/lseurse work. Upon
completion of the course work, the administratobmaits a copy of the
approval, evidence of course completion, and egelef payment.

Mileage-- In connection with job assignment - Paid wifipeoval of
immediate supervisor at the current IRS rate.

Severance Pay

a. Calculation to be 30% of the accumulated sick leav¢he time of
retirement, unless the individual contract providdserwise. Additionally,
upon retirement $1,000 as a lump sum payment or in the form of a tax
sheltered annuity at the election of the retiree.

b. The administrator shall receive full severance paymatitirwtwo (2)
years of his/her retirement. The Board shall pay the retadrginistrator
one- half (1/2) of his/her severance entitlement within the fesir
following the administrator's retirement. The remaining savez pay
entittement shall be paid to the retiring administratothin two (2)
years of the administrator's retirement date.

c. Payment shall be based upon the daily rate of p#yeaime of retirement.
Should an administrator elect to retire prior to the expiratiohigiher
contract, the administrator's compensation and fivezrditlement will be
prorated to reflect the actual dates the contract nveffect.

d. Any employee subject to the Administrative Guidelind®o dies prior to
severing employment who would otherwise have bestieehto severance
pay shall be deemed to have severed employment on the day preceding
his/her death. Payments for such sick leave shah the paid to the
individual's surviving spouse and/or estate in the nammoided by law.
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File: BCE-RI

25. Payment and Deferral of Severance

a.

Notwithstanding anything in this Agreement or Boadligy to the contrary,
the Board shall adopt the "VALIC National GovernrheBmployees
Retirement [the "401(a) Plan"] and the VALIC Tax 8eéd 403(b) Annuity Plan
for government Employees"” [the "403(b) Plan"] witle terms that comply with
the requirements of this Section 22.

The terms of the 401(a) Plan and 403(b) Plan shall include the following

a.

Participation in the 401(a) Plan and 403 (b) Plan shall be mandatory for
any administrator actively employed on or after August 1, 2004, who would
be entitled to severance pay under Section 21 landsaor will be age 55 or
older in the calendar year in which the administregtires.

If a retiring administrator or a resigning retired/rethis@lministrator is a
participant in the 401(a) Plan, an employer contribution diealinade on
his/her behalf under the 401(a) Plan in an amayurdléo the lesser of:

i. The total amount payable to the Participant asraaee pay under
Section 22.

ii. The maximum contribution amount allowable under grent of
the 401(a) Plan.

The required contribution to the 401(a) Plan shall be mathen the
timeframe described in Section 21 regarding themeay of severance pay
provided, however, that if the amount payable to the 401(a) Plan in the
calendar year of retirement would exceed the maximum amountstha
permitted under the applicable federal income tax lawttiat year, the
remaining amount that is permitted under the applicablerdedecome
tax law for that year shall be contributed to thd (4D Plan after the first
payroll date in January of the next calendar ydathere are any
remaining amounts, those amounts shall be contdbtd the 401(a) Plan,
after the first payroll date in January of the following f@¢dy calendar
years, in each such year not to exceed the maxipemmitted under the
applicable federal income tax law for each year.

lii. An administrator who is a participant in the 401(a) Pshall
complete a 401(a) Plan sponsor enroliment package prior to
retirement; and unless and until an administrators de@, no
contribution of severance pay shall be made to 40R{@n on
behalf of the administrator.

iv. If an administrator retires or resigns in the case ofieedétehired
administrator, is entitled to have a contributiaidpto the 401(a)
Plan, and dies prior to such contribution beingddai the 401(a)
Plan, the contribution shall be paid to the 401(a) Plan and then paid
by the plan to a Beneficiary of the administrator in accoreglanc
with the terms of the 401(a) Plan.
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File: BCE-RI
v. The Plan year of the 401(a) Plan shall be the calendar year
starting with January, 2005.

vi. The Board shall attempt to find a reputable companyiding a
401(a) Plan and 403(b) Plan that does not charge any
administrative fees. However, if no such company can be found,
any administrative fees shall be borne by the 401@) Bhd the
403(b) Plan participants.

vii. If an administrator is entitled to Severance Payiamot an eligible
participant in the 401(a) Plan or 403(b) Plan, darhinistrator will
continue to be eligible for any and all severaragngents payable in
accordance with Section 21 of this Agreement atido@ieligible to
receive payments in accordance with that section. The
administrator may elect to defer such payments taxasheltered
annuity that is tax qualified under Internal Rewerfode Section
403(b) (a "TSA") as permitted by law and Board policy.

viii.  All contributions to the 401(a) Plan and 403(b)RPkal deferrals to
a TSA, and all check payments to administrators, shall be subject
to reduction for any tax withholding or other withhimlg that
the Treasurer/CFO, in his/her sole discretion, determises
required by law. The Board does not guarantee any taxtgesul
associated with the 401(a) Plan and 403(b) Plan rdd$eto a
TSA, or check payments made to an administrator.

26. Retirement Contributior Effective July 1, 2011, the Board of Education is
eliminating the STRS/SERS fringe benefit pickup and will be making a
corresponding adjustment to the salary of its administrative personnelite ins
that the federal taxable income of the administrative personnel will be
unaffected by the elimination of the fringe benefit pickup.

27. Medicare— The Board shall pay 100% of Medicare contributionall
administrators.

Review Process

A. All members of the district staff as defined by this document will be eealuat
as per Attachment 9.

Original Adoption: June 24, 1985

Subsequent Revisions: July 1, 1999; March 21, 2001; July 23, 2001; August 1,
2001; June 24, 2002; July 22, 2002, July 28, 2003, May 4, 2004 , February 22,
2005, June 23, 2008, May 18, 2009, June 21, 2010, December 13, 2010, June 20,
2011, and October 22, 2012.
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Brecksville-Broadview Heights City School District

Benefits

Benefit Comparison of Current to 1A

Current Benefits

Network

Non-Network
Facility Charges

1A Benefits

Network

Non-Network
Facility Charges

Benefit Period

Dependent Age Limit

January 15t through December 31st

January 15t through December 315t

26; Removal upon Birthdate

26; Removal upon Birthdate

Working Spouse Language

Does Not Apply

Applies to Medical & Prescription Drug

Pre-Existing Condition Waiting Period None None
Blood Pint Deductible 0 pints 0 pints
Lifetime Maximum Unlimited Unlimited

Benefit Period Deductible - Single / Family?

None $200/ $400 $100/ $200 $200/ $400
Coinsurance 100% 80% 90% 70%
Coinsurance Out-of-Pocket Maximum (Excluding
Deductible) - Single / Family None $500 / $1,000 $250 / $500 $500/ $1,000
Maximum Out-of-Pocket Including Deductible -
Single / Family None $700/ $1,400 $350/ $700 $700/ $1,400

Physician/Office Services

Office Visit (lliness/Injury)?

$10 copay, then 100%

80% after deductible

$10 copay, then 100%

'70% after deductible

Urgent Care Office Visit?

$10 copay, then 100%

80% after deductible

$10 copay, then 100%

70% after deductible

All Immunizations

100%

80% after deductible

100%

70% after deductible




Preventative Services

O_M_nﬂgm: / Routine Physical Exam (Age 21 and $10 copay, then 100% | 80% after deductible 100% 70% after deductible
older
| Well Child Care Services including Exam and $10 copay, then 100% | 80% after deductible 100% 70% after deductible
Immunizations (To age 21)2
Well Child Care Laboratory Tests (To age 21) 100% 80% after deductible 100% 70% after deductible
Routine Mammogram (One per benefit period) 100% 80% after deductible 100% 70% after deductible
Routine Pap Test (One per benefit period) 100% 80% after deductible 100% 70% after deductible
Routine Lab, X-rays and Medical Tests (All ages) 100% 80% after deductible 100% 70% after deductible
Routine Colonoscopy and Sigmoidoscopy 100% 80% after deductible 100% 70% after deductible
Services (All ages)
Outpatient Services - o N
Surgical Services 100% 80% after deductible | 90% after deductible 70% after deductible
Diagnostic Services 100% 80% after deductible 90% after deductible 70% after deductible

Physical Therapy, Occupational Therapy and
Chiropractic Therapy - Facility and Professional
(Professional subject to medical review after 20
visits per benefit period)

~ $10 copay, then 100%

80% after deductible

90% after deductible

70% after deductible

Speech Therapy - Facility and Professional
(Professional subject to medical review after 10
visits per benefit period)

$10 copay, then 100%

80% after deductible

90% after deductible

70% after deductible

Cardiac Rehabilitation

100%

_ 80% after deductible

90% after deductible

70% after deductible

Emergency use of an Emergency Room

100%

$50 copay, then 100%

Non-Emergency use of an Emergency Room?

$25 copay, then 100%

80% after deductible

$50 copay, then 100%

$50 copay, then
70%




Inpatient Facility

Semi-Private Room and Board 100% 80% after deductible 90% after deductible _ 70% after deductible
‘Maternity 100% | 80% after deductible | 90% after deductible | 70% after deductible
‘Skilled Nursing Facility . 100% | 80% after deductible | 90% after deductible | 70% after deductible

Additional Services

Ambulance $25 copay, then 100% | 80% after deductible 90% after deductible 70% after deductible

Durable Medical Equipment including Prosthetics

Appliances and Orthotic Devices 100% 80% after deductible 90% after deductible 70% after deductible

Home Healthcare 100% 80% after deductible | 90% after deductible | 70% after deductible

Hospice 100% 80% after deductible 90% after deductible 70% after deductible

Organ Transplants 100% 80% after deductible 90% after deductible 70% after deductible
| Private Duty Nursing 100% 80% after deductible 90% after deductible 70% after deductible

Mental Health and Substance Abuse - Federal Mental Health Parity

Inpatient Mental Health and Substance Abuse
Services

Outpatient Mental Health and Substance Abuse
Services

Benefits paid are based on corresponding
medical benefits

Benefits paid are based on corresponding
medical benefits

Prescription Drug

Retail Program without Oral Contraceptive
Coverage (Additional Covered Benefits:
Anorexiants (Weight Loss Medications);
Exclusions: Immunization Agents)- 34 Day
Supply

$5 Generic / $10 Formulary Brand / $18 Non
Formulary Brand

$5 Generic / $10 Formulary Brand / $18 Non
Formulary Brand

[4v)
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Mail Order Program without Oral Contraceptive

Coverage (Additional Covered Benefits: . :
Anorexiants (Weight Loss Medications): $10 Generic / $20 Formulary Brand / $36 Non | $10 Generic / $20 Formulary Brand / $36 Non

Exclusions: Immunization Agents) - 90 Day Farmulary Brand Farmulary Brard
Supply

Non-Contracting and Facility Other Providers will pay the same as Non-Network.
Benefits will be determined based on Medical Mutual's medical and administrative policies and procedures.

This document is only a partial listing of benefits. This is not a contract of insurance. No person other than an officer of Medical Mutual may agree, orally or in
writing, to change the benefits listed here. The contract or certification will contain the complete listing of covered services.

In certain instances, Medical Mutual's payment may not equal the percentage listed above. However, the covered person's coinsurance will always be based on the
lesser of the provider's billed charges or Medical Mutual's negotiated rate with the provider.

"Maximum family deductible. Member deductible is the same as single deductible.

2The office visit copay applies to the cost of the office visit only.

¥Copay waived if admitted. The copay applies to room charges only.



Attachment 2

Brecksville-Broadview Heights City School District

Suburban Health Consortium

Suggested Ideal Plan

Networ K Non-Networ k
Calendar Year Deductible $250/$500 $500/$1,000
Coinsurance 90% 70%
Coinsurance Limit $1,250/$2,500 $2,500/$5,000
Out of Pocket Limit $1,500/$3,000 $3,000/$6,000
(includes Deductible)
| npatient Hospital
Inpatient Hospital 90% after deductible 70% aftedaltible
Surgery & Anesthesia 90% after deductible 70% afestuctible
Physician Services 90% after deductible 70% akeludtible
Supplies 90% after deductible 70% after deductibl
Lab/X-ray 90% after deductible 70% after deductible

Qutpatient Surqgery

Outpatient Surgery 90% after deductible 70% afestuttible
M ater nity

Office Visits $20 copay — first visit 70% after dextible
Hospital Services 90% after deductible 70% afteludéble

Prenatal-postpartum

90% after deductible

L4

70% diductible

Mental Health
Inpatient 90% after deductible 70% after deductiblg
Outpatient 90% after deductible 70% after deduetibl

ER/Urgent Care

Emergency Room
(Emergency Use)

$50 copay/90%

70% after deductible

D
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Urgent Care $25 copay/90% 70% after deductibl
M edical Services

Office Visit $20 copay 70% after deductible
Routine Annual Exam $20 copay Not covered
Well Child Care $20 copay 70% after deductible
X-ray/Lab 90% after deductible 70% after deductible
Allergy Tests/Treatments $20 copay 70% after debliact
Other Services

Vision $20 copay Not covered

Skilled Care Facility

90% after deductible

70% nfteductible
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Home Health Care

90% after deductible

70% aftendtiole

Other Services Networ k Non-Networ k
(continued)
Ambulance $25 copay $25 copay
Hospice Services 90% after deductible 70% afteudiole

Durable Medical
Equipment

90% after deductible

70% after deductible

Rehabilitative Services

90% after deductible

70%radeductible

Chiropractic Services $20 copay 70% after deduetibl
Prescription Drug Plan

Retail (30-Day Supply) $10/$20/$40 Not Covered
Mail Order $25/$50/$100 Not Covered

(90-Day Supply)
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Attachment 3

Brecksville-Broadview Heights City School District

Request for Vacation Pay at Per Diem Rate

Name Date

Administrative Personnel
Number of Years In Administrative Positiorthis District
Pursuant to Administrative Personnel GuidelinestiBe E. 8. a., | hereby request permission to
convert __ (five days are allowed through niearg of service with the district or 10 days

with 10 years of service with the district).

APPROVAL BY SUPERINTENDENT

Superintendent Date

Distribution to the following after approval by t&eiperintendent:
o Employee

o Treasurer’s Office

o Personnel File
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Attachment 4

Brecksville-Broadview Heights City School District
Personal L eave Carry-Over/Conversion Form

Administrative Personnel

Name Date

In order to receive the conversion of unused Paiddogave to Sick Leave, this form must
be completed and turned into the District's TreagarOffice by June I5or the benefit is forfeited.
Completed any applicable section:

Conversion of Personal L eaveto Sick L eave

According to my records, during the school year, | had
days of uniBedonal Leave.

| am requesting that of my unused Petdaeve days be converted to
Sick Leave days and then added to my Sick Leagamulation.

Per sonal L eave Carry-Over

| wish to carry-over one Personal Leave day to geat. | understand that | must
use this Personal Leave day during the nexractnyear, or | forfeit this benefit.

Administrator’s Signature:

Date:

Superintendent’s Signature:

Date:
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Attachment 5

Brecksville-Broadview Heights City School District
Application to Use Sick L eave Pool

Administrative Personnel

I, , wish to afauly days of sick leave from
the Brecksville-Broadview Heights City Schools Sigave Pool.

| have reviewed the criteria found on Pages 5 aafitbese guidelines.

I will need days from the Sick Leave Pool because

| understand that all accumulated sick leave mastxXhausted before | can receive days from the
Sick Leave Pool. | additionally understand thay ack leave that accumulates during my
absence will be deducted before days from the Seelkve Pool will be used.

Signature of Employee Date

This form must be forwarded to the Superintenddmt will review the application.

Number of Sick Leave Pool days approved

Signature of Superintendent Date
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Attachment 6

Brecksville-Broadview Heights City School District
Sick Leave Donation

Administrative Personnel

I, , wisloniate day(s)

of sick leave to the Sick Leave Pool to be used by

(employee needing the sick leave)

| understand that | will be notified of the dedoctiwhen it is made.

Signature of Employee Date

This form should be sent directly to the Board Stear/CFO.
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Attachment 7

Brecksville-Broadview Heights City School District
Notification of Use of Sick L eave

Administrative Personnel

The day(s) of sick leave that yowatszhto

has been used and will be deducted from your aclaietlsick leave.

Thank you very much for your concern for your cafige in need.

Signature of Board Treasurer/CFO Date

28



Attachment 8

Brecksville-Broadview Heights City School District

Tuition Reimbur sement Request

(Date)
Administrator: uildBg:
Request Reimbursement for:
$ for the semester/quarter at
(Name of College or University)

during the school year.
Course(s) to be taken:
TITLE HOURS TUITION

$

$

$

TOTALS $

$ This amount is within my annual tuition allotmef$2,000/full-time, $1,000/part-time)

Administrator’s Signature

Upon completion of course work, Administrator msigbmit transcript or documentation indicating
course work has been satisfactorily completed aloitty proof of payment.

Accepted/Approved by:

Superintendent’'s/Designee’s Signature Date

COMMENT:
(Effective 8/1/05)
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Attachment 9
Brecksville-Broadview Heights City School District

Evaluation of Administrative/Supervisory Staff
(Administrators both Professional and Support)

Beginning with the '07-08 school year, the follogiguidelines for the evaluation of
administrative/supervisory personnel will be folkeav

To assist administrators in the development ofr thfessional abilities, to provide information
for employment decisions and to comply with manslatfeOhio law, the following procedures
are employed by the Superintendent/designee inatiagy administrative personnel.

1. Aninitial annual meeting is held by the Superinkent or designee prior to the school
year (defined as®day for students) with administrators/supervigordiscuss specific
measurable objectives and plans for their achiemeém& statement of these objectives
and plans is submitted by each administrator/sup@rto the Superintendent/designee at
the meeting as defined above. These objectiveplamd are to be maintained in each
administrator’s/supervisor’s personnel file.

2. The Superintendent or designee employs the evatuatiteria designed to measure the
administrator’s/supervisor’s effectiveness in perfmg his/her duties. All
administrators/supervisors will be evaluated proothe end of July. (Note: June is
recommended and within the work calendar of theiaidtnator/supervisor being
evaluated.) The evaluator will also assess thdrasirator’'s/supervisor’s progress in
meeting plans and objectives set for that schoat.yAreas of outstanding, satisfactory
and poor performance will be noted. The Superoieahor designee will meet with each
administrator/supervisor to discuss the written@aton. The evaluatee is given a copy
of the evaluation and has an opportunity to disthis®valuation at this meeting.

3. An ongoing dialogue concerning the administratstgervisor’s objectives will continue
and the evaluator and evaluatee will meet as needextjuested throughout the year.

4. For those employees whose contracts are expiritigeagnd of the current school year,
two evaluations must be completed. A preliminargleation must be received by the
employee at least 60 days prior to any Board adiothe employee’s contract. A final
evaluation must include the Superintendent’s orgie®’s intended recommendation for
the contract of the employee. A written copy of final evaluation must be provided to
the employee at least five days prior to the Baaadttion to renew or non-renew the
employee’s contract.

5. The employee may request a meeting with the Boaod o any Board action on his/her
contract. The employee may have a representatinisiner choice at the meeting.

6. A final copy of each evaluation will be forwardedthe Superintendent for his/her review
and for placement in the administrator’s/supervsspersonnel file.

Note: Building principals are to evaluate assistamtcipals assigned to his/her building via the
guidelines here stated.
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Brecksville-Broadview Heights City School District

Professional and Support Administrator’s Appraisal Scale

Name: Position: Date:

Kev for Evaluation:
(1) Outstanding Performance (2) Satisfactory Performance (3) Poor Performance

Column A is for administrator being evaluated to indicate his/her self-evaluation and return to the
superintendent/designee within five (53) work days after receipt.

Column B is for the evaluator to indicate his judgment of administrator’s performance.

Areas of Evaluation

A. Personal Qualities A B
.|Demonstrates positive attitude

Exhibits enthusiasm for his/her work

Dresses appropriately

Demonstrates initiative

Exhibits the courage to deal with unpleasant problems

Accepts administrative decisions and enthusiastically complies

Accepts criticism gracefully

Is empathetic to adults and children

Is free of disagreeable mannerisms

10.|Accepts responsibility willingly

11.|Takes advantage of opportunities for professional growth

12.|Possesses the health and vitality needed to meet the responsibilities of the position
13.|Speaks clearly and concisely in dealing with staff and the public

bood el ot il e i

©

B. Administrative Qualities A B
1.|ls accurate and prompt in filing reports
2.|Demonstrates leadership
3.|Fosters high morale within his/her staff
4.[Commands respect of his/her staff through his/her knowledge and performance
5.|ls consistent in his/her expectancies of his/her staff
6.|Carries forth an adequate schedule of classroom visitations and evaluations
7.|Assists teachers in preparing effective short and long term lesson plans and

regularly reviews these preparations

Exercises good judgment in delegating responsibilities and authority to staff
members

.|Uses constructive criticism when needed in a confidential manner
10.|Administers routine matters efficiently

11.]ls supportive of staff members to students and public

12.|Inspires staff participation in curriculum development
13.|Manages classified personnel effectively

14.|Maintains open and frequent communication with staff

15.|Plans efficient and effective staff meetings

16.|Maintains accurate inventory in his/her areas of responsibility
17.|Anticipates problems

18.|Is resourceful in coping with problems

19.|Minimizes classroom interruptions

20|Encourages staff initiative and innovation

®

©w
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Professional and Support Administrator’s Evaluation Summary

Administrator’s comments on performance objectives:

Evaluator’s comments on performance objectives:

Recommendations of Evaluator:
(If the administrator being evaluated is in the final contract year or next to the last year, and this is the
second evaluation of the year, the evaluator’s contractual recommendation should be included here.)

Administrator’s/Supervisor’s Signature

Evaluator’s Signature

Date

Effective for use: 2007-08 school year
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FAMILY AND MEDICAL LEAVE ACT OF 1993 (FMLA AMENDED in 2009)

A.

1.

Eligibility

Pursuant to the terms and conditions of thigiBe, an eligible teacher may take
up to twelve (12) work weeks of unpaid leave (“FMLAave”) in any school year
(August f'through July 3%), for one (1) or more of the following circumstasc

a.

b.

the birth of a teacher’s child and to care forc¢héd up to age one;

the placement of a child with a teacher for adaptiofoster care, up to a
twelve (12) month period after the placement;

to care for an immediate family member (spousddclorr parent) of a
teacher when that family member has a serioustheaitdition;

the teacher’s inability to perform the functiongdfwé position because of the
teacher’s own serious health condition.

for qualifying military situations arising whenteacher’s spouse, son,
daughter, or parent is on active duty or is caledctivate duty status. (See
Attachment 14).

To be eligible for FMLA Leave, the teacher must:

a.

have been working for the Board for at least twéh2) months before the
leave request (these do not need to be consecuntuéhs); and

have worked at least one thousand two hundred(fif#50) hours during
the twelve (12) month period preceding the FMLAvkea

a teacher who requests FMLA or who is believaedhe eligible per
paragraph E will receive a Notice of Eligibility (®s&chment 11).

In cases in which the Board employs both th&bhad and wife, the total amount
of FMLA leave for the couple for the birth or placent of a child or to care for an
ill parent (not “parent-in-law”) is limited to at@ of twelve (12) weeks. Where the
husband and wife both use a portion of the totaltes(12) week FMLA leave
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entitlement for one (1) of the reasons in this geaph, the husband and wife would
each be entitled to the difference between the amdwe or she has taken
individually under this paragraph and twelve (12eks for FMLA leave for a
purpose other than those contained in this paragrap

4. An eligible teacher may take up to twenty-&%) workweeks of leave during
a single twelve (12) month period to care for aered service member who is the
spouse, son, daughter, parent, or next of kineotehcher. (See Attachment 13).

For purposes of this Section, a qualifying militsifuation arises when a teacher’s
spouse, son, daughter, or parent is on active @utglled to active duty status (i.e.,
not on active duty in the Armed Forces) and inclydaut is not limited to, the
following situations:

a. attendance at official military-sponsored events,

b. to provide or arrange for alternative childcarecmooling,

C. to make financial or legal arrangements to addifessnember’s absence
while on active duty,

d. counseling,

e. rest and recuperation, and

f. post-deployment activities.

For purposes of military caregiver leave, a covesedvice member is a current
member of the Armed Forces, including a memberhaf National Guard or

Reserves, who has a serious injury incurred inlitlee of active duty that renders a
service member medically unfit to perform his or loeities and for which the

service member is undergoing medical treatmentp@@tion, therapy or otherwise
in an outpatient status or on a temporary disgtiétired list.

Serious Health Condition - Defined

1. For purposes of FMLA, “serious health conditicentiting an employee to
FMLA leave means an illness, injury, impairmentpbiysical or mental condition
that involves:

a. Inpatient care (i.e., an overnight stay) in a hospital, hospice, o
residential medical care facility including any ipdr of incapacity (for
purposes of this section, defined to mean inabibtyvork, attend school or
perform other regular daily activities due to therieus health condition,
treatment therefore, or recovery there from), or anbsequent treatment in
connection with such inpatient care; or
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Continuing treatment by a health care provider. A serious health cooditi
involving continuing treatment by a health carevter includes any one or
more of the following:

(1) A period ofincapacity (i.e., inability to work, attend school or

()
3

(4)

(®)

perform other regular daily activities due to therieus health
condition, treatment therefore, or recovery theoem) of more than
three consecutive calendar days, and any subsetpgatinent or
period of incapacity relating to the same conditlmatalsoinvolves:

@ Treatment two or more times by a health care pesyidy a
nurse or physician’s assistant under direct supenviof a
health care provider, or by a provider of healthrecservices
(e.g., physical therapist) under orders of, or eferral by, a
health care provider; or

(b) Treatment by a health care provider on at leastcmoasion
which results in a regimen of continuing treatmender the
supervision of the health care provider

Any period of incapacity due to pregnancy,argrenatal care.

Any period of incapacity or treatment forchuncapacity due to a
chronic serious health condition. A chronic seribeslth condition
is one which:

(a) Requires periodic visits for treatment by a heatidwre
provider, or by a nurse or physician’s assistardeurdirect
supervision of a health care provider;

(b)  Continues over an extended period of time (inclgdin
recurring episodes of a single underlying condjtiamd

(c) May cause episodic rather than a continuingogeof
incapacity (e.g., asthma, diabetes, epilepsy, etc.)

A period of incapacity which is permanent ong-term due to a
condition for which treatment may not be effectifée teacher or
family member must be under the continuing supémi®f, but

need not be receiving active treatment by, a hezdtle provider.
Examples include Alzheimer’s, a severe strokehertérminal stages
of a disease.

Any period of absence to receive multiple tm&nts (including any
period of recovery there from) by a health carevigler or by a

provider of health care services under orders ofroreferral by, a
health care provider, either for restorative swrgdter an accident or
other injury, or for a condition that would likelgsult in a period of
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incapacity of more than three consecutive calerthys in the
absence of medical intervention or treatment, sash cancer
(chemotherapy, radiation, etc.), severe arthriphygical therapy),
kidney disease (dialysis).

Treatment for purposes of paragraph 1 of this @edticludes (but is not limited to)
examinations to determine if a serious health ¢mmexists and evaluations of the
condition. Treatment does not include routine ptglsiexaminations, eye
examinations, or dental examinations. Under paphgra .b.(1)(b), a regimen of
continuing treatment includes, for example, a eafsprescription medication (e.g.,
an antibiotic) or therapy requiring special equiptrie resolve or alleviate the health
condition (e.g., oxygen). A regimen of continuimgatment that includes the taking
of over-the-counter medications such as aspiritihiatamines, or salves; or, bed-
rest, drinking fluids, exercise and other similatiaties that can be initiated without
a visit to a health care provider, is not, by fisalfficient to constitute a regimen of
continuing treatment for purposes of FMLA leave.

Conditions for which cosmetic treatments are adstémed (such as most treatments
for acne or plastic surgery) are not “serious Healinditions” unless inpatient
hospital care is required or unless complicatiorevetbp. Ordinarily, unless
complications arise, the common cold, the flu, aahnes, upset stomach, minor
ulcers, headaches other than migraine, routineatlemt orthodontia problems,
periodontal disease, etc., are examples of conditibat do not meet the definition
of a serious health condition and do not qualifyFMLA leave. Restorative dental
or plastic surgery after an injury or removal ohoarous growths are serious health
conditions provided all the other conditions ofstmiegulation are met. Mental
illness resulting from stress, or allergies maysérous health conditions, but only if
all the conditions of this section are met.

Substance abuse may be a serious health conditiba conditions of this section
are met. However, FMLA leave may only be taken tfeatment for substance
abuse by a health care provider or by a providéreafth care services on referral by
a health care provider. On the other hand, abdeecause of the employee’s use of
the substance, rather than for treatment, doegquaify for FMLA leave.

Absences attributable to incapacity under paragrdph.b. (2) and (3) qualify for
FMLA leave even though the teacher or the immediateily member does not
receive treatment from a health care provider duthre absence, and even if the
absence does not last more than three days. Fompéxaa teacher with asthma may
be unable to report for work due to the onset ofsthma attack or because the
teacher’s health care provider has advised thd¢edo stay home when the pollen
count exceeds a certain level. A teacher who ignaiet may be unable to report to
work because of severe morning sickness.
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C.

1.

Health Care Provider - Defined

The Act defines “health care provider” as:

(@)

(b)

A doctor of medicine or osteopathy who is authatitepractice medicine
or surgery (as appropriate) by the State in whiehdoctor practices; or

Any other person determined by the Secretary tcalpable of providing
health care services.

Others “capable of providing health care sewiénclude only:

(@)

(b)

(©

(d)

()

Podiatrists, dentists, clinical psychologists, omtrists, and chiropractors
(limited to treatment consisting of manual manigiola of the spine to

correct a subluxation as demonstrated by X-rayxiste authorized to

practice in the State and performing within thepgcof their practice as
defined under State law;

Nurse practitioners, nurse-midwives, and clinicatia workers who are
authorized to practice under State law and whoparéorming within the
scope of their practice as defined under State law;

Christian Science practitioners listed with thesEiChurch of Christ,

Scientist in Boston, Massachusetts. Where a teawh&mily member is

receiving treatment from a Christian Science ptiaogr, a teacher may not
object to any requirement from an employer that td@cher or family

member submit to examination (though not treatmngbtain a second or
third certification from a health care provider ettthan a Christian Science
practitioner except as otherwise provided undetiegige State or local law
or collective bargaining agreement.

Any health care provider from whom a teacher’s o teacher’s group
health plan’s benefits manager will accept cedtfan of the existence of a
serious health condition to substantiate a clainbémefits; and

A health care provider listed above who pcastiin a country other than the
United States, who is authorized to practice inoetance with the laws of

that country, and who is performing within the seap his or her practice as
defined under such law.

The phrase “authorized to practice in theeSt@as$ used in this section means that the
provider must be authorized to diagnose and trésfsipal or mental health
conditions without supervision by a doctor or othealth care provider.
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D.

E.

1.

Notice

The teacher shall provide the Superintendent/desigvith written notice no fewer
than thirty (30) days prior to taking unpaid FML&alve for the birth or placement of
a child when the teacher’s need for leave is faask.

Whenever unpaid FMLA leave is necessitated by #nmiss health condition of the
teacher or his/her family member and is foreseebbied upon planned medical
treatment, the teacher shall provide the Supermietetidesignee, not fewer than
thirty (30) days prior to the requested leave comuimgy, with written certification
(Attachment 9 or 10) issued by a health care pevid support his/her request for
leave.

If a teacher requires intermittent leave or a redusork schedule as set forth below,
the teacher shall provide the Superintendent/desigmot fewer than thirty (30) days
prior to commencing the modified work schedule, hwiwritten certification
(Attachment 9) issued by a health care providesuggport his/her request for leave
so long as the need for leave is foreseeable.

If the teacher’s need for leave is not foreskgaintice must be given as soon as
possible and practical, taking into account atheffacts and circumstances in the
individual case. It is expected that a teacher wgive notice to the
Superintendent/designee within one (1) or two (8ykiwng days of learning of the
need for leave, except in extraordinary circumstand he teacher should provide
notice to the Superintendent/designee either irsqreror by phone, telegraph,
facsimile (“fax”) machine or other electronic meaiotice may be given by the
teacher’s representative (e.g., a spouse, familmbee or other responsible party) if
the teacher is unable to do so personally.

Calculation of Total Unpaid/Paid FMLA Leave

The Board shall require that paid sick leave takemler Section 20 of the
Agreement shall be counted as FMLA leave if (1) rkesons for taking it qualify as
FMLA reasons and (2) if the teacher had been netfiby the
Superintendent/designee while on paid sick leasethtis leave would be counted as
FMLA leave.

Where a teacher has earned paid sick leave daygdid leave shall be substituted,
at the teacher’s request, for all or part of angaid FMLA leave taken to care for
an immediate family member or for the teacher’s @enous health condition.

When an employee utilizes sick leave for asaabat the Board believes to be a
“serious health condition” (that of the teacheroban immediate family member),
or if the employee requests FMLA, the employee balnotified in writing by the
Board that said sick leave days count toward his/wenual FMLA leave
entittlement. (Attachment 12, Designation Noticé)the employee does not believe
his/her leave meets the criteria of a “serious theabndition”, the teacher must
notify in writing the Superintendent/Designee witfourteen (14) calendar days of
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receiving the notice and shall explain why his/biek leave use does not meet the
citeia of a “serious health condiion.” Unlesse ttemployee again hears from the
Superintendent/Designee on this specific situattbr, Superintendent/Designee  will
correct the personnel files to reflect that saickdieave use shall not also be
considered to be FMLA leave. If the employee does motify in writing the
Superintendent/Designee within fourteen (14) calerthys, the correction will not
be made.

F. Intermittent Leave and Reduced-Work Schedule

1. Intermittent leave means leave taken in separateds of time due to a single
illness or injury, rather than for one continuowsipd of time, and may include
leave of periods from an hour or more to severatkse Reduced-work schedule
means a leave schedule that reduces the usual nwibeurs per work week, or
hours per work day of the teacher. Examples ofrimitéent leave and/or reduced-
work schedule leave would include leave taken oro@asional basis for medical
appointments related to a serious health conditibthe teacher’'s or that of an
immediate family member’s, or leave taken sevemisdat a time spread over a
period of six (6) months, such as for chemotherapy.

2. When medically necessary, a teacher may take intenh FMLA leave or a
reduced-work schedule to care for a spouse, ahilparent who has a serious health
condition, or if the teacher has a serious heatihdition. The teacher shall make
reasonable efforts to schedule treatment so agonanduly disrupt the regular
operations of the Board.

3. Where FMLA leave is taken because of birth or piaeet for adoption or foster
care, a teacher may take leave intermittently oa eaduced leave schedule only if
the Board agrees.

4. Where a teacher who is principally employed in @structional capacity requests
intermittent FMLA leave or FMLA leave on a reducedrk schedule, and where
the teacher would be on FMLA leave for more thafo26f the total number of
working days over the period during which the FMlg&ave would extend, such
teacher must elect either:

a. to take FMLA leave for a period or periods of atjgaiar duration, not
greater than the duration of the planned mediealtnent; or

b. to transfer temporarily to an available alternatpesition offered by the
Board for which the teacher is qualified, as losgttee alternate position has
equivalent pay and benefits and the Board hasrdieted that this alternate
position better accommodates recurring periodseaivd than the regular
employment position of the teacher.
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G.
1.
2.
3.
4.
H.
1.

Leave Near End of Semester

If a teacher begins any unpaid FMLA leave mitrvan five (5) weeks prior to
the end of a semester, the Board may require #dahée continue taking leave until
the end of the semester, if:

a. the leave is of at least three (3) weeks duratod,

b. the return to employment would occur during theeéh(3) week period
before the end of the semester.

If a teacher begins unpaid FMLA leave for peg® of the birth or placement of
a child or in order to care for a spouse, childparent during the period that
commences five (5) weeks prior to the end of thmeester, the Board may require
the teacher to continue taking unpaid FMLA leav#l tle end of the semester, if:

a. the unpaid FMLA leave is of greater than two (2ekeduration, and

b. the return to employment would occur during the-tmeek period before
the end of the semester.

If a teacher begins unpaid FMLA leave because @fitth or placement of a child

or in order to care for a spouse, child for a aesimedical condition during the

period that commences three (3) weeks prior toetind of the semester and the
duration of the unpaid FMLA leave is greater thae {5) working days, the Board

may require the teacher to continue to take leawiéthe end of the semester.

When a teacher is required to take leave untiketie of a semester and the teacher’s
leave entittement under unpaid FMLA ends before ittveluntary leave period is
completed, the Board is required to maintain hebé&hefits and must restore the
teacher and provide other FMLA entitlements whengériod of leave ends.

Medical Opinion

Additional Certifications: For unpaid FMLA leavthe Board retains the right, at
its own expense, to require the teacher to obteropinion of a second health care
provider designated by the Board. If the secondiopiis in conflict with the
initial certification provided by the original hélalcare provider, the Board may
request, at the Board's expense, the teacher t@ seetually agreed upon health
care provider to give a final and binding opinia@garding eligibility for unpaid
FMLA leave. The teacher and Board must each agbod faith to attempt to reach
agreement on whom to select for the third opinicovger. If the Board does not
attempt in good faith to reach agreement, the Badtdbe bound by the first
certification. If the teacher does not attempt aod faith to reach agreement, the
teacher will be bound by the second certification.
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2. Subsequent Recertification: The Board may retguecertification, at its
own expense, at any reasonable interval but noemtien than every thirty (30)

days unless:
a. The teacher requests an extension of leave.
b. Circumstances described by the original certificathave changed

significantly (duration of illness, nature of ills& complications).

C. The board receives information that casts doubnhujpe continuing validity
of the certification.

d. When the teacher is unable to return to work &L A leave because of
the continuation, recurrence, or onset of a settimadth condition.

Benefits

The Board shall maintain coverage under the groegdth plan for the duration of the

unpaid FMLA leave at the level and under the caowlit that would have been provided if
the teacher had continued to work and not takevele@hese group health plans include
hospitalization, major medical, dental, and predmn drug. The teacher may opt to
continue the life insurance coverage, but payméthelife insurance premium will be at

the teacher's own expense. Payment of the teacheqwired contribution toward the

premium (if any) is due the first day of each morihilure to make payment within thirty

(30) days will result in termination of coverageridg the unpaid FMLA leave. The teacher
shall not accrue seniority, sick leave or any ottr@ployment benefits during the unpaid
FMLA leave.

Return to Work

1. When an employee is medically able to return to kwafter a serious health
condition for unpaid FMLA leave, he/she shall pdevithe Board with a statement
from his/her health care provider (Attachment 1@t the teacher is able to resume
the job functions for his/her position.

2. Upon return from unpaid FMLA leave, the Board shialitore the teacher to the
position he/she held when the leave commenced an tequivalent position with
equal employment benefits, pay and other termganditions of employment.

3. A teacher has no greater right to reinstateroetd other benefits and conditions of
employment than if he/she had been continuouslyiemg during the FMLA leave
period. (In other words, if the Board conducts airR#ion-in-Force [RIF] during
the teacher’s leave period, the Board may denytgbeher reinstatement if his/her
position was one of the ones affected by the RIF.)

4. Should a teacher not return to work at the ehthe unpaid FMLA leave or
contractual leave that is adjacent to the FMLA &dwr reasons other than the
continuation, recurrence, or onset of the seri@adth condition that gave rise to the
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File: BCE-R1
leave or for circumstances beyond the teacher'sraprthe teacher shall
reimburse the Board for the health insurance premiums paid o
during the unpaid FMLA leave period. A teacher shall be reduo support
his/her claim of inability to return to work because bé tcontinuation,
recurrence, or onset of the serious health condition. Cetitiica
(Attachment 9) from the teacher’s health care provider begrovided in a
timely manner, and no later than thirty (30) days dfterclaimed inability
to return. If this certification is not provided antimely manner, the Board
may recover the health benefit premiums it paidnduthe period of unpaid
FMLA leave. In order to avoid having to reimburse the Board for premiums,
the teacher must return to work for thirty (30) slaynless precluded from
doing so by Board action.

Penalties for Misuse

A teacher who fraudulently obtains FMLA Leave from Beard is not protected by
the terms of these provisions (i.e. job restoratiomamtenance of health benefits
provisions may be denied).

Inconsistencies Between the Agreement and FMLA

1. All terms which are not defined specifically inghhgreement shall have the
same meaning as those terms defined in the Fandlyveedical Leave Act of
1993, as amended in 2009 and its implementing aggok. If there are any
inconsistencies between this Section and the FamdyMedical Leave Act of
1993, as amended in 2009 the Family and Medicavd st of 1993, as
amended in 2009 shall prevail.

2. FMLA does not limit or enlarge entitlement to paid or unpaid leave for
which a teacher is otherwise eligible under the Agreement.
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2001-

02 $49,268.13
2002-

03 $50,869.34
2003-

04 $51,378.04
2004-

05 $52,919.38
2005-

06 $54,718.64
2006-

07 $56,496.99

Year Factor
1 0.010
2 0.020
3 0.030
4 0.040
5 0.050
6 0.060
7 0.070
8 0.080
9 0.090

10 0.100
11 0.110
12 0.120
13 0.130
14 0.140
15 0.150

Brecksville-Broadview Heights City School District
Administrative and Supervisor Compensation Schedule

2) Years of Service

2007-08 | $58,304.90
2008-09 | $60,054.05
2009-10 | $61,855.67
2010-11 | $61,855.67
2011-12 | $68,727.84
2012-13 | $68,727.84
Position Factor
HS Principal 1.448
Year Factor Dir/Curr & Instruction 1.418
16 0.160 MS Principal 1.395
17 0.170 Elem Principal 1.305
18 0.180 Dir/Business Services 1.200
19 0.190 Asst. HS Principal (260 days) 1.135
20 0.200 Asst. HS Principal (210 days)* 1.135
21 0.210 Asst. MS Principal 1.120
22 0.220 Dir/Human Resources 1.115
23 0.230 Dir/Pupil Services 1.115
24 0.240 Technology Coord. 1.105
25 0.250 Asst. Elem Principal 1.065
26 0.260 Community Relations Coord. 1.012
27 0.270 Athletic Director 0.920
28 0.272 Bldgs/Grounds Supervisor 0.670
29 0.273 Transportation Supervisor 0.650
30 0.275 Food Service Supervisor 0.650

4) Education

5) Length of Contract

Degree/Hours Factor No. of Days Factor
MA or BA 0.005 150 (0.24)
MA +10 0.010 200 0.09
MA +20 0.020 210 0.16
MA +30 0.030 218 0.21
MA +45 0.040 230 0.29
PhD & EdD 0.060 260 0.36

Salary Factors (from above)
1) Base salary increase shall be recommended for Board approval according to Policy BCE-R1.
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2) Each administrator/supervisor shall be placed on the experience level equal to total number of
administrative/supervisory years of experience unless otherwise determined by
Superintendent.

3) Factor is determined by position.

4) Degree and hours as submitted to the Superintendent, or designee. Submission of additional
hours must be submitted by September 15th and/or January 15th of each year.

5) Number of days determined by individual contract of each administrator/supervisor.

6) Board paid STRS/SERS pickup eliminated for 2011/2012 contract year.

Calculation of Salary
The sum of all factors (items 2 through 5 from above) shall be applied against the base salary.

* For individuals hired after August 1, 2008.

RB 10/22/2012
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