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ARTICLE 1 - RECOGNITION

The Licking Valley Board of Education (hereinafter referred to as the Board)
recognizes the Licking Valley Education Association (LVEA) (hereinafter referred to
as the Association), an affiliated local of the Ohio Education Association {OEA) and
the National Education Association (NEA), as the exclusive representative and
bargaining agent for all bargaining unit members employed by the district.

UNIT OF REPRESENTATION - The bargaining unit shall consist of all full and
part-time teachers {(employed twenty [20] or more hours each week), including
quidance personnel, nurses, librarians, speech and hearing therapists (regardless
of hours employed), and inclusion tutors. All other district employees shall be
excluded from the bargaining unit.

The scope of Negotiations - shall be as allowed by ORC §4117.08.

ARTICLE 2 - NEGOTIATIONS PROCEDURE

GENERAL

1. A written request for negotiations shall be made no earlier than ninety (90)
days or no later than sixty (60) days prior to the expiration of the current
negotiated agreement.

2. All proposals shall be submitted in writing by both parties at the initial
meeting. Thereafter, no new items shall be submitted without mutual
agreement.

3. As negotiated items are agreed upon, they shall be reduced to writing and
initialed by the chief negotiator for each party.

4. Tentative agreement on the negotiations package shall be reduced to writing
and initialed by the representatives of each team, but such initialing shall not
be construed as final agreement. The tentative agreement shall be submitted
to the Association for a vote and then to the Board. After both approvals, it
shall be legally binding on both parties.

DISAGREEMENT

1. If agreement is not reached within ninety (90} days from the first negotiations
session, either party may declare impasse.
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2. It is agreed by the Association and the Board that the terms of the existing
agreement shall be extended throughout the impasse procedure period.

ARTICLE 3 - PROVISIONS CONTRARY TO LAW

If any provision of this document or any application of the document to any member of
the unit of representation or the Board shall be found contrary to law, that provision or
application shall be deemed invalid to the extent prohibited by law, but all other
provisions shall continue in full force and effect.

ARTICLE 4 - GRIEVANCE PROCEDURE

A. DEFINITIONS

A grievance shall mean a complaint by any teacher or the LVEA involving the
violation, interpretation, or inequitable application of the negotiations agreement.

B. INITIATION AND PROCESSING

1. Level One (Informal)

The grievant will first discuss the grievance with the immediate supervisor
involved, with the objective of resolving the matter informally. If the matter is
not resolved to the satisfaction of the grievant, within twelve (12) days after
this informal discussion, the grievance form (Appendix A) may be submitted
to the immediate supervisor. [f no grievance form is submitted within five (5)
days after informal discussion, it shall be presumed that the grievance is
resolved,

2. Level Two

a.  Within five (5) days of the date on the request for a formal hearing, a
meeting shall be held between the grievant, the LVEA grievance
chairperson, legal counsel, if any, and the immediate supervisor involved
in the grievance. By mutual agreement of the grievant and the
immediate supervisor involved, this time factor may be otherwise
arranged. Copies of the written grievance are to be sent by the grievant
to the Superintendent.

b. The immediate supervisor shall communicate his/her decision in writing
within five (5) days of the Level 2 hearing to the grievant, to all persons
at the hearing, and to the Superintendent.
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Level Three

a.

Within five (5) days of receipt by the grievant of the decision rendered by
the immediate supervisor, such decision may be appealed in writing to
the Superintendent. The appeal shall include:

i. A copy of the Level 2 decision;

ii. The grounds for appeal;

ii. The names of all persons officially present at the hearing. Each
person officially present at the hearing shall receive a copy of the
appeal.

The appeal shall be heard by the Superintendent within five (5) days of
the date of the written request. Two (2) days prior to the hearing, written
notice of the time and place shall be given to the grievant, his legal
counsel, if any, the LVEA grievance chairperson, and any administrator
who has previously been involved in the grievance.

Within five (5) days of hearing the appeal, the Superintendent shall
communicate to the grievant and all other parties officially present at the
hearing, his/her written decision, including his/her supporting reasons. A
copy of the decision shall be sent to the LVEA grievance chairperson.

Level Four - Board of Education

a.

If the grievant is not satisfied with the Superintendent's decision, he or
she may, within five (5) days of receipt of the decision rendered by the
Superintendent, file with the Superintendent's office a written request
that the grievance be submitted to the Board within ten (10) days.

Upon mutual agreement between the Board and the Association, the
grievance may bypass Level 4 and proceed to Level 3.

The Board shall render its decision within ten (10) days after its next
regular meeting. The Board's determination shall be communicated to
the grievant and all other parties officially present at the hearing. A copy
of the decision shall be sent to the LVEA grievance chairperson.

Level Five — Arbitration

If the grievance is not resolved at Level Four, it may be submitted to binding
arbitration before an arbitrator acceptable to both parties. If there is no
agreement on the arbitrator within five (5) days, the selection will then be made
from names submitted by the American Arbitration Association. Neither party
shall be permitted to assert in such arbitration proceedings any grounds or rely
on any evidence not previously disclosed to the other. Both the Board and the
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1.

aggrieved agree to be bound by the award of the arbitrator. The cost of any
arbitration under this article shall be shared equally by the Board and the
aggrieved.

a. The arbitrator shall conduct the necessary hearing(s) and issue the
decision within the time limit agreed by the Association, the Board, and
the arbitrator.

b. The arbitrator shall have no power to add to, subtract from, disregard,
alter, or modify any terms of the written provisions of this Agreement, nor
shall he/she make any decisions contrary to [aw.

ENERAL PROCEDURES

Written requests by the grievant should state what the grievance is and how
he/she thinks it should be resolved.

Failure at any step of this procedure to communicate the grievance decision in
writing within the specified time fimits shall permit the grievant to proceed to
the next step. Failure at any step of this procedure to appeal a grievance to
the next step shall be deemed to be acceptance of the decision rendered at
that step.

Copies should be made of each request for a hearing and of each decision
and should be sent to the following:

The Superintendent;

The supervisor invoived,

The grievant;

The LVEA grievance chairperson; and
The LVEA president.

PO T

The LVEA may designate one (1) member as its grievance chairperson.
He/she may attend any meetings, hearings, etc., involved in the steps.

Any party in interest may be represented at all stages of the grievance
procedure by a person of his/her own choosing.

The Board of Education and the administration will cooperate with the
Association in its investigation of any grievance, and will furnish the
Association with such information as is requested for the processing of any
grievance.

It will be the practice of all grievants and/or parties in interest to process
grievances after the regular work day has ended or at other times which do
not interfere with assigned duties. However, upon mutual agreement among
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the grievant, the Association, and the Board of Education, that proceedings
should be held during regular working hours, the grievant and the appropriate
Association representative will be released from assigned duties without loss
of pay.

8. As used in this Article, the term "days" shall refer to calendar days during the
summer months and shall refer to school days when school is in session.

ARTICLE 5 - ASSOCIATION RIGHTS

Rights granted in this section shall be granted only to the Licking Valley Education
Association.

The Association, its agents, and affiliates shall be the only Teacher Association to
have the right to use the school building(s) for meetings. Such meetings shall not
interfere with, or interrupt normal instructional programs or school operations, and
further, shall be in keeping with the provisions of the ORC. The Association, its
agents and affiliates shall ask the district office for the building to be used for a
meeting at least three (3) calendar days in advance of any meeting, except in
cases of emergency.

The Association shall be the only Teacher Association to have the right to use
facilities and equipment and shall be responsible for equipment when operated by
a member of the Association on their own time. The Association shall reimburse
the Board of Education for the cost of consumable supplies. After each use, the
building principal or secretary shall be told: :

1.  The machine used;

2.  Number of copies made;

3. Board materials used, if any, and
4.  Name of user.

The cost of a substitute for one (1) LVEA delegate to attend the OEA Convention,
for up to three (3) days, shall be approved by the Board of Education.

A copy of the Board agenda will be made available to the LVEA president when it
is made available to the Board members. A copy of the official Board minutes will
be made available to the LVEA president within three (3) working days after Board
approval.

The LVEA agrees that it is a professional teachers association whose main concern
is the education of Licking Valley students. As such, the Association does not want
to be involved in administrative decision making unless such decision is a violation
of the employment rights or individual rights of its members.
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ARTICLE 6 - INDIVIDUAL RIGHTS

A. MEMBER RIGHTS

1. The Board of Education agrees that all members of the instructional staff are
entitled to full rights of citizenship regardless of race, color, creed, sex, age,
or place of origin.

2 The Board of Education further agrees that members of the instructional staff
have the right to exercise their constitutional rights of political involvement
without fear of reprisal or discipline in any form, as long as it doesn't interfere
with their classroom instruction.

3. The Board of Education further agrees that the private and personal life of any
teacher is not within the appropriate concern or attention of the Board of
Education as either a condition of employment or renewed employment, as it
does not interfere with his/her teaching duties as proved by the
administration.

4. The Board of Education further agrees that members of the instructional staff
may, while on school premises, wear insignias, pins, or other identification of
membership in the Association or other civic or professional organizations.

5. The Board of Education further provides the right of due process to all
members of the instructional staff in accordance with the Board-adopted
policy on Grievance Procedure regarding questions of misinterpretation or
misapplication of Board policy and/or administrative procedures.

6. The Board will agree to enroll the legally dependent children of bargaining unit
members tuition free who do not reside in the District provided:

a. The Licking Valley Local School District has in existence the required
educational programs and staff to which the child(ren) must be assigned.

b. The child(ren) comply with Board and Administrative policies, rules and
regulations governing the conduct of students.

‘¢. The member provides their transportation.

d. Employees’ children will be subject to the district's open enroliment
policy and will be considered prior to other applicants.

5307702v1
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COMPLAINTS AGAINST MEMBERS

1. When a formal complaint is made, either orally or in writing, to the Board of
Education, any of its members, or a school administrator by a person
concerning a teacher's conduct or other activities that relate to the teacher's
contract, using common sense judgment, the teacher shall be informed of the
stated concern by the appropriate administrator. The appropriate
administrator and/or teacher shall attempt to resolve the concern with the
person.

2 Should the complainant still not be satisfied and bring the concern to a Board
of Education meeting, the teacher shall be so informed and have the right to
provide the Board of Education with information concerning the issue in
executive session and with rights of representation and due process.

3. In no case shall such a complaint be grounds for action or reprimand or
discipline against a teacher without the teacher having prior notice that would
allow a reasonable period of time for the teacher to attempt to resolve the
concern, be provided a hearing with representation if requested, or provide
information on the issue to the administration.

.-'“

This procedure will also be applied to complaints involving supplemental
contracts.

ERSONNEL FILES

1. The Board of Education agrees to notify all professional employees of any
records being kept on said employee pursuant to ORC 1347.01-09.

2. Bargaining unit members shall receive a copy of all items prior to their
placement in their personnel files. All items placed in the file shall be signed
and dated by the person placing the item in the file. Said employee shall
have the right to attach to any document placed in his/her file, a rebuttal; and
said employee shall have the right to request a hearing with the Board of
Education on any material in his/her file that he/she deems incorrect or
incomplete.

3.  Anonymous items shall not be placed in personnel files.

ARTICLE 7 - CONTRACTS

The Board of Education shall provide each member of the instructional staff,
individual written contracts in keeping with the provisions of the Ohio Revised
Code, and Board-adopted policies.
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The contract sequence shall be 1-1-2-3-5. A unit member eligible for a 3 or a 5
year contract may be given a one (1) or two (2) year contract with written reasons
for professional improvement.

Teachers who are eligible for continuing contracts during the period of multi-year
limited contract shall be considered for a continuing contract at the April Board
meeting and may be granted continuing contract status at the beginning of the next
school year. In order to be considered for a continuing contract, a teacher must
provide written notice and proof (proper license/certificate) of eligibility to the
Treasurer's Office not later than October 1 of the year prior to the April meeting
when the Board will consider action upon the request.

The following procedures and/or actions by the Superintendent or Board are
hereby expressly excluded from the foregoing:

1. Termination of contracts, which shall be governed by Section 3319.16 Ohio
Revised Code.

2. Non-renewal of contracts, which shall be governed by Section 3319.11 Ohio
Revised Code.

ARTICLE 8 - VACANCIES, TRANSFERS, PROMOTIONS

The administration shall make known to the certified staff any certified openings or
new positions within the district, so they may express an interest in being
considered for such positions. Teachers interested in transfer or other jobs within
the district should let the Superintendent know of this interest.

The determination of assignments shall be made by the administration considering
the overall effect upon the school district, as well as the individual's wishes.

If more than one (1) teacher has applied for a position, the teacher best qualified
for that position shall be appointed and, qualifications being equal, seniority in the
school system shall control.

Determination of "best qualified" lies with the Superintendent.

This policy shall not apply to contracts issued for a period of less than one (1)
semester.

Prior to any involuntary transfer, the Superintendent will offer to meet with the

teacher and, if the teacher requests a meeting, shall meet and explain the reasons
for the transfer. The teacher may have a representative present if he/she chooses.

10
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If by reason of illness or absence of the Superintendent or the teacher, the meeting
cannot be held prior to the transfer, the transfer wili take place.

All supplemental positions the Board determines to fill and that are not filled by the
individual holding the position the prior school year, shall be posted internally for a
period of not less than five (5) workdays during the school year and not less than
ten (10) workdays during the summer. “Posting” means the Board shall display a
written list of all vacant positions on the district web site during the school year and
on the district web site and in an all staff email during the summer. Hiring
decisions shall be in the sole discretion of the Superintendent.

ARTICLE 9 - REDUCTION IN FORCE

When a reduction in the number of certified staff is deemed necessary because of
a decrease in student enrollment, changes in curriculum, shortage of funds,
changes in use of instructional personnel and for other reasons as identified by the
Board and administration, the Superintendent shall determine the curricular area,
subject, level or program that will lose staff positions, as well as the date that such
reductions are needed. Notice of a potential reduction in force shall be given to the
Association President by the end of the school year if possible and where not
possible, thirty (30) calendar days before Board action to reduce staff.

The Superintendent shall develop a procedure for such reductions in staff giving
due consideration first to the best interests of the school district and in keeping with
the provisions of this contract. When a reduction in force action is to be taken, the
Superintendent shall notify the staff it is necessary to suspend contracts. This
notification will include the certification areas that might possibly be affected.
Teacher(s) and the Association president will be notified in writing by the
Superintendent prior to any Board of Education action.

Any RIF shall be in accordance with the seniority definition herein. Seniority shall
be defined as continuous years of service in the district beginning with the date of
contract approval by the Board of Education. RIF in areas of certification shall be
in reverse order of greatest seniority.

If a teacher is to be suspended from a certification area and holds valid certification
in another area, that teacher shall be given prime consideration in the other area.

If the teacher is not reassigned, he/she shall be given written reasons why not by
the Superintendent.

Recall in areas of certification shall be in order of greatest seniority. Employees

whose contracts are suspended for reasons of reduction in force shall be notified
by certified mail if a vacancy for which they are certified occurs within eighteen (18)

11
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months of their non-renewal or suspension. If interested in the position, the
employee shall be rehired for the job. If interested in being considered for the
position, the teacher shall notify the Superintendent within ten (10) days. No
employee new to the system shall be hired until all members who have heen RIF'd
are either hired back, or have declined employment in writing, or have not
responded within the required period of time.

Teachers hired back or recalled from suspension shall return to duty with ali rights
and benefits under this contract. This provision does not apply to any teacher
whose one (1) year limited contract was non-renewed.

ARTICLE 10 - WORKING CONDITIONS

Any days before the arrival of the students at the beginning of the school year or
after the departure of the students at the end of the school year, which teachers
are asked to work, shall be paid work days.

After school home visitations by teachers shall be encouraged. Methods using
combined school time and after school time may be possible at some buildings
with principal, teacher, aide and volunteer cooperation.

Each teacher shall be provided a forty (40) minute lunch period each day.
Teachers will not be assigned supervisory duties during their lunch period.

Travel time, during the school day, shall not be considered lunch or conference
time. Members of the teaching staff involved in travel from one building to another
during the school day shali be reimbursed at the IRS rate that was effective on the
previous July 1.

All extra duties beyond the normal work day will be voluntary except regularly
scheduled staff meetings and supervision of detention.

Teachers will call SUB CENTRAL or other person/service/operation designated by
the Superintendent when sick. It is up to the Board to secure substitutes.

The teacher year shall consist of no more than one hundred eighty-four (184) days.
It is the statutory right of the Board to determine the school calendar.

Effective the 2009-10 school year, there shall be a representative committee
consisting of equal numbers of administrators appointed by the Superintendent
and unit members appointed by the Association President.

Before the Board adopts a calendar and no later than June 1, the committee will
submit a recommended calendar to the Board for consideration. The

12
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recommended calendar will contain contingencies including records and early
release days and, when possible, the preservation of Wednesday, Thursday, and
Friday as part of Spring Break.

Should the district institute an adjusted student day for in-service purposes, the
Superintendent shall direct building principals to make every attempt to reduce
members’ planning and lunch periods equitably within the building.

PLANNING/CONFERENCE TIME

1. Each teacher at the middle school (6-8) and high schoo! (9-12) shall receive
no less than two hundred (200) minutes of planning/conference time during
the student day each week. Such planning/conference time shall be in no
less than thirty (30) minute blocks.

2. Each teacher at the elementary level (K-5) shall receive no less than an
average over the school year of: two hundred (200) minutes
planning/conference time each week.

As long as the Licking County and Newark City Health Boards' smoking regulations
are legally in effect, do not have a restraining order against them, are not struck
down by a court of competent jurisdiction, or are not facing any legal challenge
such regulations shall be upheld by all bargaining unit members. Members will be
responsible for any individual fine, but not for any district fine. Unit members shall
comply with federal law and Board policy prohibiting the use of tobacco in all
school buildings and on school property.

The Board agrees to reimburse any bargaining unit member who submits evidence
of expense, up to two (2) semester hours reimbursement under the tuition
reimbursement procedure Article 14 for any legitimate program to aid the member
in quitting smoking. The member shall be reimbursed only once during the life of
this contract.

Each bargaining unit member shall be given tentative notice of their building
assignments for the next school year no later than teacher check out day. If there
is a change in this assignment, the principal or superintendent shall notify the
teacher as soon as practical. If such notification is given within one (1) week of the
beginning of the school year, the teacher shall be given two (2} days to prepare,
unless the teacher waives this planning time.

CLASS SIZE
1. In the event the class size of an elementary school teacher, other than a

teacher of music, art or physical education, exceeds thirty (30) students, a
meeting will occur between the teacher and the building principal to discuss

13
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the following options for addressing class size and option A shall be
implemented unless the teacher and principal mutually agree otherwise:

a. The teacher will be given additional compensation at the rate of five
hundred dollars ($500.00) per student for every student in excess of the
thirty (30) students. At the end of the first and second semesters, the
teacher will be given two hundred fifty dollars ($250.00) per student over
thirty (30) if the classroom attendance exceeded thirty (30) for more than

one-half (2) of the semester.
b. Additional aide time will be allotted to the class;
c. Additional teacher provided to divide the class or team teaching;
d. The teacher will be given reduced duty time;
e. The teacher will be given additional planning time; or

f.  Other appropriate mutually agreed to response to the teacher's class
size.

In the event an IEP requires that a student be accompanied by an aide or a
special education teacher in a regular classroom, on a one-on-one basis only,
that student shall not be counted in determining the size of class for purposes
of this article.

In the event a teacher in grades 6-12, excluding teachers of band, vocal
music and study halls, has the responsibility for providing instruction to more
than thirty (30) students per class per semester, a meeting will occur between
the teacher and the building principal to discuss the following options for
addressing class size and option A shall be implemented unless the teacher
and principal mutually agree otherwise;

a. The teacher will be given additional compensation at the rate of five
hundred dollars ($500) per student for every student in excess of thirty
(30) students per block class. At the end of the first and second

semesters, the teacher will be given two hundred fifty dollars ($250) per
student over thirty (30) if the classroom attendance exceeded thirty (30)

for more than one-half (/%) of the semester.
b. Additional aide time will be allotted to the teacher;
c. Additional teacher provided to divide the classes or team teaching;

d. The teacher will be given reduced duty time,

14
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e. The teacher will be given additional planning time; or

f.  Other appropriate mutually agreed to response to the teacher's class
size.

In the event an IEP requires that a student be accompanied by an aide or a
special education teacher in a regular classroom, on a one-on-one basis only,
that student shall not be counted in determining the size of class for purposes
of this article.

3. The class size for vocational agriculture and vocational home economics shall
be in keeping with Ohio Law and State Minimum Standards.

1.  The student day in grades K-5 shall be six (6) hours and forty (40) minutes.
The teacher day shall be seven (7) hours and ten (10) minutes. Teachers
shall not be required to report to work earlier than fifteen (15) minutes prior to
the student day nor remain longer than fifteen (15) minutes after the end of
the student day.

2. The student day in grades 6-12 shall be six (8) hours and fifty (50) minutes.
The teacher day shall be seven (7) hours and ten (10) minutes. Teachers
shall not be required to report earlier than ten (10} minutes prior to the start
of the student day nor remain longer than ten (10) minutes after the end of
the student day.

Staff development committee(s) shall be established to address goals, plans,
concerns and commitments for the district. Such committee(s) may be district,
building or grade level committees. The make-up of each committee will be
determined by the charge of the committee. Membership shall include at least one
(1) representative from each faction of the school community (Board,
administration, teachers) necessary to implement the consensus decision reached
by the committee. Membership shall not be limited by number.

The district will not schedule a school day or district in-service on the day that
Central/COTA has scheduled staff development.

IN HOUSE SUBSTITUTION

1. When a teacher is absent from his/her assigned classroom duties, the Board
shall make a reasonable effort to secure a substitute to carry on those duties.

2. Whenever a teacher is required to perform another teacher’s assigned duties
including study hall as a substitute because of the other teacher's absence
from hisfher classroom for part or all of the school day the substituting
teacher shall be compensated at the rate of $15.00 per hour or any part
thereof up to the current substitute rate per day.

15
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3. in the event a teacher is absent and another teacher is forced to supervise
his/her students, that teacher will be compensated at the in house substitute
rate per hour or any part thereof up to the current substitute rate per day.
This subsection applies to study hall when student-teacher ratio exceeds 60
to 1.

4. Al regular teachers who will be affected by the absence of a special teacher
shall be notified promptly of the special teacher's absence.

If the principal and teacher agree that additional time is needed, special education

teachers shall be granted one (1) additional release day to be used for the writing
of IEP’s.

ARTICLE 11 - EVALUATION

TEACHER EVALUATION PROCEDURE:

All teachers will be evaluated in accordance with the evaluation instruments and
procedures agreed to by the evaluation committee which will be incorporated into this
Agreement as Appendix C.

The evaluation committee shall consist of six (6) members appointed by the
Superintendent and six (6) members appointed by the Association President. The
evaluations committee will periodically review the evaluation instrument and procedures
and make recommendations to the Board for modifications.

A.

Upon agreement of the Superintendent and the Principal that a teacher on a
continuing contract or employed under a multi-year contract is experiencing
performance problems, the observation procedures set forth in the Evaluation
Handbook at Appendix C may be instituted with prior written notice to the teacher.
Such written notice must set forth the areas of concern.

The Board and Association agree that compliance with the evaluation procedure
set forth in this negotiated agreement shall fully satisfy any and all requirements of
law with respect to the adoption and implementation of evaluation procedures for
members of the bargaining unit including, but not limited to, all of the requirements
of Section 3319.111 ORC. The Board and Association intend that the evaluation
procedure set forth in this negotiated agreement shall supersede and take the
place of the evaluation procedure set forth in Chapter 3319 and elsewhere in the
Ohio Revised Code.

The timelines applicable to the year a teacher's contract is due to expire shall be
extended by one (1) day for each day the teacher to be evaluated is absent. [f the

16



5307702v1

application of this rule does not allow for the final evaluation to be completed by
April 201, the member shall be renewed under a one- (1-) year limited contract,

ARTICLE 12 - SICK LEAVE

Granted as prescribed by Ohio Law. |t is earned at the rate of one and one-fourth
(1%) days per month. Effective the 2002-2003 school year, maximum days
accumulated are two hundred eighty (280).

For purposes of sick leave, the definition of immediate family is defined as father,
mother, sister, brother, husband, wife, son, daughter, step-children, father-in-law,
mother-in-law, daughter-in-law, son-in-law, grandchild, grandparents, or person or
child in employee's custody and living in the same household. No deduction of

less than one-half (¥2) day shali be made.

A teacher may use accumulated sick leave once each year for one (1) day for the
death of individuals other than immediate family. Documentation of bereavement
day must be listed on the sick leave form.

If a school employee is absent for reasons covered by sick leave before he/she
has sufficient time to accumulate a sick ieave balance, in an effort to avoid salary
deductions, the following policy will prevail:

1. A deficit of not more than five (5) days may be debited against anticipated
accumulated sick leave.

2. No debit will be for a period extending beyond August 31

3. If an employee's employment is terminated while he/she still has a sick leave
debit, a deduction wiil be made from his/her final pay check to balance his/her
sick leave account.

When absent and sick leave is requested, an employee shall complete a form -
Staterment of Sick Leave Usage - and turn it in to the Treasurer's Office.

Accumulated and unused sick leave may be used for the purposes of medical
appointment, illness or injury due to pregnancy and childbirth. Following childbirth,
a teacher may use accumulated sick leave for absence from work during the pericd
of six (6) consecutive calendar weeks from the date of birth.

If a physician submits written documentation that due to pregnancy related iliness

or injury additional time is needed, a teacher shall be able to use accumulated sick
leave for absence from work.
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This does not prohibit a teacher from using sick leave for other purposes allowed
by law.

ARTICLE 13 - SEVERANCE PAY

In accordance with Ohio Law, the Licking Valley Local School District will pay severance
pay upon retirement to eligible employees.

The criteria are as follows:

A

The amount shall be one-fourth (4) of the total accumulated sick leave, not to
exceed: 51 days.

The number of days times the daily rate of pay at the time of retirement equals the
severance pay.

An employee must make a written request for severance pay and a written
resignation for retirement purposes must be submitted to the Board of Education.

The state retirement board must certify to the district such retirement eligibility.
Severance pay will be received within sixty (60) days of the employee’s retirement

date.

ARTICLE 14 - TUITION REIMBURSEMENT

The Licking Valley Board of Education will reimburse each teacher one hundred fifty
doliars ($150.00) for each quarter hour or one hundred eighty-five dollars ($185.00) per
semester hour for any additiona! educational course work (not to exceed a district total
of thirty-two thousand five hundred dollars [$32,500.00]) under the following conditions:

A.

Teachers must agree to teach in the district for at least one (1) additional year
following payment.

Courses reimbursed must be approved by the Superintendent at [east ten (10)
days prior to the first course meeting.

Each teacher will be limited to reimbursement of eighteen (18) quarter hours or
twelve (12) semester hours each year (June through May). No teacher may be
reimbursed for any more than nine (9) quarter hours or six (6) semester hours any
given quarter or semester during the year. Teachers can request to be reimbursed
only on a quarter or semester basis by each quarter or semester.
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If, at the end of May, there are funds remaining in the tuition reimbursement fund,

members may petition for additional hours to be reimbursed. Should the number of

requests exceed the available monies, the remaining funds shail be divided equally

among the members requesting such additional reimbursement.

Reimbursement will be made within sixty (60) days 'under these conditions:

1. All requirements in items A-C are met.

2.  The teacher submits proof of satisfactory completion of the course in the form
of an official transcript or an official course grade card within three (3) months
after completion of the course.

Teachers shall not be reimbursed for more than the cost of the approved course.

ARTICLE 15 - PERSONAL LEAVE

Each staff member may be granted three (3) days of personal leave each year under
these guidelines:

A

The principal or supervisor is notified in writing (completion of appropriate form)
prior to the use of the day, or within twenty-four (24) hours after returning to work if
the leave was requested for an emergency.

If personal leave is requested on the day before or after a holiday, vacation, first
scheduled student day, or last scheduled student day, or the month of May, the
teacher, with the approval of the building principal, must have a substitute
scheduled prior to requesting the leave.

June 30" shall be considered the end of the personal leave year.

In May the teacher will notify the principal or supervisor in writing (completion of the
appropriate form) three (3) days prior to the use of the day, or within twenty-four
(24) hours after returning to work if the leave was requested for an emergency.

In addition to a loss of compensation, any teacher (employee) who is allowed a
deduct day must, also, pay his/her per diem share of all insurance benefits (health,
life, dental) that are paid by the Board. The per diem insurance share of all
insurance benefits payments may be waived in special circumstances or for special
circumstances at the discretion of the superintendent.

Personal Leave days shall accumulate only for the purpose of retirement.
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Upon notification from STRS of retirement, employees shall receive 25% of
accumulated personal leave at current rate.

ARTICLE 16 - PROFESSIONAL LEAVE

Upon approval of the Superintendent, teacher initiated request for professional
leave up to a maximum of three (3} days per school year may be granted for
attending professional meetings.

Administration required attendance at a professional meeting will not count
against the maximum of three (3) days of professional leave per staff member.

Teachers desiring to use professional leave shall submit a written request to the
appropriate administrator no later than ten (10) work days prior to the date(s) of the
leave. The Superintendent in case of emergency may waive this notification.

Within seventy—two (72) hours of the Superintendent's receipt of the request for
professional leave, the Superintendent or his/her designee will notify the applicant
of approval or denial.

Professional leave may be used for:

1. Attendance at workshops, in-services or seminars related to building and/or
district goals

2. Attendance at workshops, in-services or seminars related to a staff member's
individual professional development plan/goals.

3. Visitations to observe curriculum or teaching techniques.

Staff members attending coaching clinics or taking students to meetings,
competitions, field trips, etc. with approval of the building principal and/ or the
Superintendent shall be considered performing contract duties. This shall not be
considered professional leave.

Reimbursement for expenses/registration fees will be subject to approval by the
Superintendent or his/her designee. Where a teacher is seeking approval for
reimbursement of expenses, the application for professional leave will include an
itemization of the costs for which reimbursement is being sought. If approval for
reimbursement is given, itemized bills must be submitted for reimbursement on
appropriate forms within five (5) work days of return from the professional leave.

1. A staff member may be granted approval to attend a professional meeting
without the allocation of expense reimbursement funds.
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H. No more than three (3) teachers in the district shall be granted professional leave
on any one (1) day unless the teacher(s) are serving on a committee or approved
by the Superintendent. No more than two (2) teachers shali be granted leave to
attend the same workshop unless administratively determined otherwise.

1. Upon return from the professional leave, teachers may be asked to discuss the
substance of the professional meetings with other staff members.

ARTICLE 17 - MATERNITY/ADOPTION LEAVE

A teacher may, with Board approval, be granted unpaid leave for up to one school year
after the birth or adoption of a child.

Maternity/adoption leave requests shali be filed not less than thirty (30) days before the
effective date of such leave except in an emergency or an unusual situation as
determined by the Superintendent. The thirty (30) day notification period may be waived
when an adoptive parent receives less than a thirty (30) day notice from the adoption
agency. The request shall state the anticipated beginning and ending date of such
leave. The ending date normally shall be at the end of a semester or grading period.
Unpaid leave may continue throughout the remainder of the school year for which the
leave was granted but in no event shall said leave extend beyond the next school year.

Members on unpaid leave will be given the opportunity to continue with insurance
coverage as required by COBRA.

An unpaid leave of absence shall not be granted for a period extending beyond the term
of the member’s contract.

Members on unpaid leave shall not receive regular or supplemental salary, accrue sick

leave, nor shall said leave count toward experience level on the salary schedule upon
return,

ARTICLE 18 - ASSAULT LEAVE

Assault leave with pay will be available to members of the bargaining unit who are
unable to perform their contract duties because of injury or illness caused by an assault
on said member while he/she is performing his/her contract duties. All such leaves will
be subject to the following provisions:

A. Assault leave under this provision shall not be charged to sick leave.
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B. Such paid leave will be limited to a maximum of twenty (20) working days per
school year.

C. The teacher shall be required to provide a physician's statement describing the
nature of the disability and its duration.

D. The teacher will be maintained on full pay status with fringe benefits during the
period of paid assault leave.

E. If, upon the exhaustion of both sick leave and paid assault leave of twenty (20)
days, the teacher is still unable to perform hisfher contract duties, he/she shall be
eligible for a disability leave of absence according to the provisions of this
agreement.

F. The employee will return to the Board any worker's compensation income up to
and/or equal to the daily rate of pay provided under assault leave for the twenty
{20) day period.

ARTICLE 19 - SABBATICAL LEAVE

The Licking Valley School District will consider requests for Sabbatical Leave pursuant
to the provisions herein stated and according to the provisions of the Ohio Revised
Code §3319.131.

A member of the instructional staff, upon written request to the Board, may be granted a

leave of absence with part pay for up to one (1) school year. The grounds for refusal of
a Sabbatical shall be the filing of an insufficient plan of professional improvement as
determined by the Superintendent and the Board, financial, lack of a suitable
replacement as determined by the Superintendent, and for other just cause as
determined by the Board.

A. A member of the instructional staff shall have had five (5) years educational
experience in the system.

B. A plan of professional improvement to be completed during the period the
sabbatical leave is requested shall be submitted. '

C. The part salary shall be the difference between the employee's regular salary and
the cost of a substitute.

D. No more than five percent (6%) of the instructional staff shall be granted sahbatical
leave at one time.

E. Additional sabbaticals shall be made available to members of the instructional staff
after completion of five (5) additional years of teaching experience.
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F. Members of the instructional staff returning from sabbatical leave shall be returned
to the same assignment held prior to such leave or an equivalent position.

G. A teacher on sabbatical leave must return to the Licking Valley District for at least
one (1) year or repay all benefits received.

H. Sabbatical leave must be applied for by June 1% of the year in which leave is
requested.

ARTICLE 20 — UNPAID LEAVE

A unit member may request an unpaid leave of absence by submitting a writien request
with reasons to the Superintendent on or before May 1 of the year in which leave is
requested. The request may be denied for lack of a suitable replacement, financial
reasons or other just and good cause as determined by the Superintendent.

To be eligible for consideration, the unit member must have at least three (3)
years of employment by the Licking Valley Board. A unit member will be eligible once
every five years. Use of leave under Article 17 shall not count in determining eligibility.

On or before March 1% of the year in which the leave occurs, a unit member on
unpaid leave must give the Superintendent written notice of intent to return/or resign and
not return the following year. Notice of intent to return must be honored by the unit
member unless the Superintendent in his/her discretion grants a waiver.

The unit member shall return at the beginning of a semester and to the same
contract status he/she had upon commencement of the unpaid leave (e.q. if the person
completed the first year of a two-year contract upon commencement of the unpaid leave,
he/she return to the second year of the contract).

As a condition of being granted unpaid leave the unit member shall agree not.to
seek any service credit for the year of leave.
ARTICLE 21 - INSURANCE
The Board will continue to pay $685 for family coverage and $285 for single coverage
through December 31, 2011.

If the limits should be exceeded on either coverage, then the teacher will pay the
remainder through payroll deductions.

Beginning January 1, 2013, the Board agrees to pay one hundred percent (100%) of

hospitalization, major medical, and family or single health insurance programs until the
monthly cost exceeds:
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A. For family coverage, effective January 1, 2013, six hundred eighty-five dollars
($685.00).

B. For single coverage, effective January 1, 2013, two hundred ninety-five dollars
($295.00).

The teachers will continue to pay the cost of the premium that exceeds the Board limits
up to the current premium cost. The current premium cost (2012) is:

$1,403.37 for family coverage;
$ 583.70 for single coverage.

The teachers’ base share is four hundred one dollars and thirty three cents ($401.33)
for family coverage; one hundred fifty six dollars and eighty two cents ($156.82) for
single coverage.

Effective January 1, 2013, January 1, 2014, and January 1, 2015, any increase in
premium over the current total premium cost ($1,403.37 or $583.70) shall be
apportioned between the Board and the teacher as follows:

Teacher shall pay sixty percent (60%) of the increase;
Board shall pay forty percent (40%) of the increase.

Such that, for the term of this Agreement, the Board will pay:

$685 + 40% of any increase in premium over $1,403.37 for family
coverage,; ‘
$295 + 40% of any increase in premium over $583.70 for single coverage.
The Teacher will pay:

$401.33 + 60% of any increase in premium over $1,403.37 for family
coverage;

$156.82 + 60% of any increase in premium over $583.70 for single
coverage.

The Board agrees to pay one hundred percent (100%) of a dental insurance plan for
family coverage until the monthly cost exceeds thirty dollars ($30.00).

If the limit should be exceeded on the coverage, then the teacher will pay the remainder
through payroll deductions.

The Board agrees to provide life insurance at a dollar value of twenty-five thousand
dollars ($25,000) for each teacher.

24



5307702v1

There shall be a joint Association/Administration Insurance Committee composed of
three (3) teachers and three (3) administrators. The purpose of this committee shall be
to study insurance carriers, benefits, and cost management. The purpose of this
committee shall only be to study the three (3) items listed above and make
recommendations to their respective constituents on these matters.

No changes in an insurance program, carrier, or benefit shall be made without
negotiations and proper and legal ratification between the parties as delineated in
Article 2 of this contract and in ORC §4117.

ARTICLE 22 - SUPPLEMENTAL SALARY

A. Years of experience will be defined as all years coaching in a specific sports area
while employed at Licking Valley.

B. Upon initial employment, the Superintendent may grant years of experience earned
in other districts and for full-time prior service as a volunteer under contract with
the district.

C. The Supplemental Salary Schedule will be adjusted to reflect the same percentage
to the BA Base each of the three years of the contract.

Effective the third year (2011-2012) of the contract implementation of the

reorganization recommendations of the supplemental salary committee will take
place.
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A.

SCHEDULE EFFECTIVE JULY 1, 2012

+1% Supplemental Salary Schedule Effective - July 1, 2012
2012-2013 2012-2013 Schoot Year
CATEGORY
YEARS 1 2 3 4 5 6
0 $3,809 $2,478 $1,905 $1,716 $1,332 $792
1 54,003 $2,621 $1,099 $1,792 $1,380 $816
2 $4,189 $2,761 $2,096 $1,865 51,431 $844
3 $4,3084 $2,805 $2,193 $1,944 $1,478 $874
4 $4,572 $3,051 $2,289 $2,022 $1,525 $903
5 354,765 $3,192 $2,381 32,096 $1.574 $934
] $4,954 $3,336 $2,478 $2,175 $1,618 $965
7 $5,148 $3,475 $2,570 32,248 $1,665 £998
8 $5,334 $3,62C $2,670 $2,324 $1,716 $1,831
9 $5,527 $3,760 $2,761 $2,401 $1,760 $1,067
10 $5,714 $3,809 $2,857 $2,478 $1,812 $1.102
26
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SCHEDULE EFFECTIVE JULY 1, 2013

+5% Supplemental Salary Schedule Effective-July 1, 2013
20132014 2013-2014 Scheol Year
CATEGORY
YEARS 1 2 3 4 5 6
0 $3,828 $2,480 $1.615 $1,725 31,338 $796
1 $4,023 32,634 $2,009 $1,801 $1,387 5820
2 $4,210 $2,775 $2,106 $1.874 $1,438 3848
3 $4,406 $2,920 $2,204 $1,954 51,485 $878
4 $4,595 $3,068 $2,300 $2,032 $1,533 $908
5 $4.789 $3,208 $2,393 $2,108 $1,582 $938
& $4,979 $3,353 $2,490 $2,186 $1,626 $970
7 $5,174 53,492 $2,583 $2,259 31,673 $1,003
8 $5,361 $3,638 $2,683 $2,336 $1,725 $1,036
9 $5.555 $3,779 $2.775 $2,413 $1,769 $1,072
10 $5,743 $3,529 32,871 $2,490 $1,821 $1,108
27
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C.

SCHEDULE EFFECTIVE JULY 1, 2014

+2.5% Supplemental Salary Schedule Effective - July 1, 2014
2014-2015 2014-2015 Schoot Year
CATEGORY
YEARS 1 2 3 4 5 6
0 $3,024 $2,652 $1,963 $1,768 $1,372 38186
1 $4,124 $2,700 $2,059 $1,846 $1,422 3841
2 $4,315 $2,844 $2,159 $1,921 $1,474 $869
3 34,516 $2,993 $2,259 $2,003 $1,522 $900
4 $4,710 $3,143 $2,358 $2,082 $1,571 $931
5 $4 909 $3,288 $2,453 32,159 $1,622 £962
6 $5,103 $3,437 32,552 $2.241 $1,667 $894
7 35,303 $3,579 52,648 $2.315 $1,715 $1,028
8 $5,495 $3,729 $2,750 $2,394 $1,768 $1,062
9 $5,694 $3.873 $2,844 $2.473 $1,813 $1,099
10 $5,887 $4,027 $2,943 $2,552 $1,867 $1,136
28



SUPPLEMENTAL SALARY CATEGORIES

CATEGORY 1

Band Director

Basketball — Head Girls High
Basketball - Head Boys
Football - Head Boys

CATEGORY 2

Baseball - Head

Basketball - H S Reserve Girls

Basketball - H S Reserve Boys

Computer Coordinator (3
positions)

Cross Country - Varsity

Foothall - Asst. Varsity

Golf — Boys Varsity

Golf — Girls Varsity

Soccer - Varsity

Softball - Varsity

Track - Varsily Boys

Track - Varsity Girls

Volleyball - Varsity Girls

Wrestling - Varsity

CATEGORY 3

Band Director — Assistant
Baseball - Freshman
Baseball - Reserve
Basketball - Boys Freshman
Basketball - Girls Freshman
Basketbal! - 8th Grade Boys
Basketball - 8th Grade Girls
Basketball - 7th Grace Boys
Basketball - 7th Grade Girls
Color Guard Coordinator
Football - Freshman
Foatball - Middle Schooi
Goif — Boys Reserve

Golf - Girls Reserve
General Choir Director
Soccer —~ Varsity Assistant
Softbatl - Freshman High Scheool
Softball - Reserve

Track - Middle School Girls
Track - Middle School Boys
Track — Varsity Assistant
Volleyball - 7th Grade
Volleyball - 8th Grade Girls
Volleyball - Freshman
Volleyball — Reserve

Wrestlling - Reserve

Varsity Assistant Wrestling

Varsity Assistant Volleyball

Varsity Assistant Baseball

Varsily Assistant Basketball - Boys

Varsity Assistant Basketball - Girls

Varsity Assistant Softbalt

Yearbook Advisor - High Schoe! (if
only 1 advisor)

Cheerleader Advisor (1 Fall, 1
Winter)

CATEGORY 4
Advisor - Junior Class
Cheerleader - Freshman
Cheerleader - Middle School
Cholir Director/Secondary Musical
{1 per year)
Cross Country — Middle School
Footbail - Freshman Assistant
Football - Middie School Assistant
Play Directar - High School/Drama
{1 per year)
Ptay Directer — High School
Musical
Play Director - Middle School (1
spring, 1 fall}
*Soccer - Reserve
Track -~ Middle School - Assistant
Wrestling - Middie School
Weight Room Supervisar
(Sept. - Dec.)
Weighl Room Supervisar
(Jan. - April)
Weight Room Supervisor
(May - Aug.)
Yearbook Advisor - High
School (if 2 advisors)

CATEGORY 5§

Advisar - Senior Class
Advisor » Sophomore Class
Band - Middle School

Indoer Track Boys Coach - Head

Indocr Track Girls Coach - Head

National Honor Society - HS

*National Honor Scociety - MS

Newspaper - High Schoal

Quiz Team

SADD Advisor

Scribbled Voices Advisor

Siudent Council Advisor - Middle
School

Student Council Advisor - High
School

Leo Club - Middle Schoal

Lea Club - High Schoal

CATEGORY &

Junior Olympics

Spanish Club Adviser and Foreign
Language Advisar

Indoor Track Assistant - Boys

Indoor Track Assistant - Girls

Elementary Music Programs

2 Elementary Yearbook Advisors

Power of the Pen Advisor

Yearbook Advisor - Middle School

Job descriptions for aach new pesition
created under this conlract must be
approved by the Board of Education
prior to filling any new position.

$1000.00 per year for Renaissance Advisors (Cne Contract per building)
1-Elementary, 1-Middle Schoal, 1-High School
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ARTICLE 23 - SALARY SCHEDULE

Effective July 1, 2012, the base salary shall be $32,317 (1%) on the current index or
state minimum base on current index, whichever is greater.

Effective July 1, 2013, the base salary shall be $32,479 (.5%) on the current index or
state minimum base on current index, whichever is greater.

Effective July 1, 2014, the base salary shall be $33,291 (2.5%) on the current index or
state minimum base on current index, whichever is greater.

Effective July 1, 1992, kindergarten teachers who work one-half time for one hundred
twenty (120) days during a school year will advance one (1) step on the salary
schedule.

The Board will offer bargaining unit members the right to participate in a premium only
125 plan.

30
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A.

SALARY SCHEDULE INDEX

STEP |NO-DEGREE BA 5YR MA +30
0 0.8650 1.0000 1.0450 1.1000 1.1500
1 0.9000 1.0400 1.0900 1.1500 1.2000
2 0.9350 1.0800 1.1350 1.2000 1.2500
3 0.9700 1.1200 1.1800 1.2500 1.3000
4 1.0050 1.1600 1.2250 1.3000 1.3500
5 1.0400 1.2000 1.2700 1.3500 1.4000
6 1.2400 1.3150 1.4000 1.4500
7 1.2800 1.3600 1.4500 1.5000
8 1.3200 1.4050 1.5000 1.5500
9 1.3600 1.4500 1.5500 1.6000
10 1.4000 1.4950 1.6000 1.6500
11 1.4400 1.5400 1.6500 1.7000
12 1.4800 1.5850 1.7000 1.7500
13 1.5200 1.6300 1.7500 1.8000
14 1.5600 1.6750 1.8000 1.8500
15 1.6000 1.7200 1.8500 1.9000
16 1.6200 1.7425 1.8750 1.9250
18 1.6400 1.7650 1.9000 1.9500
20 1.6800 1.8100 1.9500 2.0000
22 1.7000 1.8330 1.9750 2.0250
24 1.7200 1.8550 2.0000 2.0500
25 1.7400 1.8780 2.0250 2.0750
27 1.7600 1.9000 2.0500 2.1000
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B. SALARY SCHEDULE EFFECTIVE JULY 1, 2012

+1% Licking Valizy Local School District
2012-2013
Effective Date:uly 4, 2012
BACHELCR 150 HRS MASTERS MASTERS + 30
YRS. INDEX SALARY INDEX SALARY INDEX SALARY INDEX SALARY
0 1 5 32,357 |1.045 3 33,771 1.1 $ 35.549 |1.16 $ 37,155
1 1404 3 33.81C |1.08 ] 36.225 |1.15 $ 37,165 |1.2 3 38,780
2 1.08 5 34,502 {1.135 $ 36,580 |1.2 ¥ 38,780 11.25 $ 40,396
3 1.12 $ 36,195 [1.18 $ 38,134 11.25 % 40,396 11.3 $ 42,012
4 1.16 3 37,488 |1.225 3 39,588 |1.3 $ 42,012 £1.35 3 43,628
5 1.2 H 38,789 |1.27 $ 41,042 |1.35 3 43,628 11.4 5 45,244
B 1.24 13 40,073 |1.315 ] 42,497 1.4 $ 45,244 |1.45 3 46,880
T 1.28 5 41,366 |1.36 3 41,951 |1.45 3 46,860 |1.5 3 48,476
B 1.32 5 42,658 |7.405 $ 45,405 (1.5 $ 48,476 |1.55 ] 50,091
@ .36 % 43,951 |1.45 $ 46.860 |1.65 $ 50,091 |1.6 $ 51,707
10 1.4 $ 45,244 |1.465 3 48,314 1.6 $ 51,707 |1.88 ] 53,323
1 1.44 5 46,538 |1.54 $ 40,788 |1.65 $ 53223 1.7 3 54.939
12 1.48 $ 47,829 ]1.589 $ 51.222 |1.7 $ 54,939 |1.75 $ 58,555
13 1.52 5 49,122 $1.63 5 52,877 [1.78 $ 56,555 [1.8 L 58.171
14 1.56 ] 50,415 11.675 ] 54,131 |1.8 $ 58,971 |1.85 3 59.786
15 1.6 3 51,707 }1.72 £ 55,585 |1.85 § 59,786 |1.9 3 61,402
18 1.62 ] 52,354 [1.7425 § 56,312 {1,875 3 60,584 [1.925 3 62,210
17 1.62 $ 52,354 |1.7425 5 56,312 11,875 3 60.594 |1.925 3 §2.219
18 1,64 $ 53,000 |1.765 $ 57,040 |1.¢ 3 61,402 |1.95 $ 63,018
19 1.64 ] 53,000 |1.765 5 57.040 |1.9 5 61,402 |1.95 $ 63,018
20 1.68 5 34,293 [1.81 3 58,484 11,95 3 63.018 |2 $ 64,634
21 168 $ 54,203 11.81 $ 58,499 11.95 $ 63,018 |2 5 84,834
22 1.7 5 54.939 11.833 $ 59,237 |1.975 3 53,825 12.025 % 65 442
23 1.7 5 54,939 11.833 $ 59,237 |1.975 3 63,826 |2.025 $ 65,442
24 1,72 $ 55,585 [1.838 § 55,948 {2 $ §4,634 |2.05 $ 56,250
25 1.74 $ 56,232 |1.878 3 60.691 12.025 $ §5.442 12.075 ¥ 87,058
28 1.74 3 56,232 |1.878 5 60,691 }2.025 $ §5.442 2.075 § 57,058
a7 1.76 3 56,878 (1.9 $ 61,402 2.05 5 66,250 2.1 § 67.866
32
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C. SALARY SCHEDULE EFFECTIVE JULY 1, 2013

+ 5% Licking Valley Locai School District
2013-2014
Effective Date: July 1, 2013
BACHELCR 150 HRS MASTERS MASTERS + 30
YRS. | INDEX SALARY INDEX SALARY INDEX SALARY TNDEX SALARY
0 1 3 324791045 |8 33,941 [1.1 $ 35,727 |1.15 3 37,351
1 1.04 3 32,776 |1.08 3 35,402 |1.15 - 37351 |1.2 5 38,975
2 1.08 s 35077 [1.135 | § 35,864 1.2 3 38975 [1.25 $ 40,589
3 1.12 5 36,376 |1.18 $ 36.325 {1.25 3 40,599 1.3 5 42,273
4 1.16 S 37,676 [1.225 | § 33,787 1.3 3 42,223 [1.35 H 43,847
H 12 s 38,875 |t.27 - 41,248 11.35 H 43,847 11.4 5 45471
5 1.2 ] 40,274 1315 13 42,710 |1.4 L] 45,471 [1.45 3 47,086
7 128 3 41,573 [1.36 3 44,171 J1.45 [ 47.005 |1.5 $ 48.71%
L] 132 5 42,872 (1408 | $ 45,633 1.5 5 48719 [1.55 H 50,342
4 1,36 5 44171 {1.45 3 47,0985 11,55 5 50,342 [1.6 [ 51,966
10 1.4 5 45471 (1405 |3 48,558 1.6 H 51966 |1.55 3 53,590
11 144 5 48,77C [1.84 ] 50.018 11.65 3 53,500 [1.7 § 55.214
12 1.48 5 48068 [1585  [§ 51,478 1.7 3 55214 [1.75 H 56,838
13 1,52 H 49,360 [1.63 ] 52,841 |1.75 3 56,938 [1.8 ] 50,482
14 1.56 s 50567 [1675  |$ 54,402 [1.8 5 58,462 |1.85 3 60,086
15 1.6 3 51,986 [1.72 H 55,864 |1.85 5 50,086 [1.9 ] 61710
1 1.82 L] 52616 1,725 | s 56,595 |1.875 | % 60,808 [.925 5 62,422
17 1.62 3 52,676 [1.7425 | § 56,505 [1.875 |3 60,898 [1.925 5 62.522
18 1.64 § 53206 1765 | § 57,325 {1.9 $ 61,710 [1.85 $ 63,334
19 1,54 3 532861766 | % 37325 1.9 3 61,710 |1.95 ] £,334
20 1.68 $ 54,565 |1.81 5 58,787 |1.95 5 63,334 |2 s 64.958
21 1.68 ] 54,565 |1.81 5 58787 [1.95 $ 63,334 |2 [ 64,958
22 1.7 3 55,214 |1.833 H 58,534 [1.875 § 64,146 |2.025 3 89,770
23 1.7 3 55214 |1.833  |§ 50,534 |1.075  {§ 64,146 |2.025 3 65,770
24 172 $ 55.864 {1855 | % 50,243 [2 $ 64,858 |2.05 ] 66,552
25 174 3 565131878 |§ 60,896 [2.025 | § 65770 (2075 [ § 67,384
6 174 $ 56,613 |1.678  |$ 60,696 [2.025 % 65.770 {2.075 5 67,394
b 1.76 $ 57,163 [1.9 [ 61,710 [2.05 3 66,582 |2.1 [] 68,206
33 1.79 3 58,137 {1.53 5 52,684 [2.08 $ 67,556 2,13 3 69,180
33

Base - $32,479
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D. SALARY SCHEDULE EFFECTIVE JULY 1, 2014
+2.5% Licking Valtey Loca! School District
2014-2015
Effeclive Date: July 1, 2014
BACHELOR 150 HRS MASTERS MASTERS + 30
YRS. | INDEX SALARY INDEX SALARY INDEX SALARY INDEX SALARY
¢ 1 5 33,291 [1.045 ] 34,789 |14 5 36,520 [1.15 5 38,285
1 1.04 5 34,623 |1.09 $ 38,287 |1.15 s 38,285 [1.2 § 35.849
2 1.08 5 35,854 [1.135 $ 37,785 [1.2 5 39,849 [1.25 $ 41,614
3 112 3 37,286 (1.18 ] 38,283 [1.25 £ 41514 [1.3 $ 43.278
4 1.1 $ 38,618 {1.225 3 40,781 [1.3 5 43,278 {1.35 $ 44,843
5 1.2 3 39,949 [1.27 $ 42,280 |1.35 5 44943 [1.4 $ 46,607
3 1.24 s 41,281 [1.315 § 43,778 |1.4 5 46,807 |1.45 $ 48,272
7 1.28 1 42,612 [1.36 3 45,276 |1.45 3 48,272 |15 5 49.937
3 1.32 s 43.944 [1.405 5 46,774 |1.5 H 49,937 1,55 3 51,601
9 1.36 3 45.276 [1.45 $ 48,272 |1.55 3 51.E01 [1.6 3 53,265
10 1.4 - 46,607 [1.495 $ 897018 H 53,266 |1.65 3 54,230
11 1.44 s 47,839 [1.54 5 61,268 [1.65 3 54,830 [1.7 3 56.585
12 1.48 3 49,271 {1.585 $ 52,766 ]1.7 H 56,595 [1.75 ] 58,259
13 1.52 3 50,602 [1.63 5 54,264 [1.75 H 58,259 [1.8 $ 59.924
14 1.56 $ 51,934 |1.675 3 55,762 |1.8 $ 59,924 |1.85 s 51,588
15 1.6 s 53.266 |1.72 s 57.261 |1.85 3 61,568 1.9 5 83,253
16 1.62 ] 53,931 {1.7425 |3 58,010 |1.675 $ 62,421 }1.925 $ 84,085
17 1.62 L] 53931 [17425 | % 58,010 |1.875 3 62,421 [1.925 5 64,085
13 1.64 5 54,507 [1.765 s 58,750 |1.9 3 83,253 [1.95 5 64.817
19 1.84 3 54,507 [1.765 H 58,759 1.9 5 63,253 [1.95 3 $4.917
20 1.68 3 55,920 [1.81 3 60,257 [1.95 $ 64,917 |2 $ 88,582
21 1.68 $ 55,020 [1.81 5 60,257 |1.25 5 64,917 |2 $ 66,582
22 1.7 s 56,585 |1.833 3 61,022 {1.975 3 85,750 |2.025 5 67,414
23 1.7 5 56,595 |1,833 ) 61,022 |1.975 $ 65,750 [2.025 3 67.414
24 1.72 1 57,261 |1.855 § 61,755 |2 $ 66,562 [2.05 3 68,247
25 1.4 § 57.926 [1.878 § 62,520 [2.025 $ 67,414 [2.075 $ 69,079
26 1.74 5 57.926 {1.878 $ 62,520 |2.025 s 67.414 [2.078 3 69.079
27 1.76 5 58.582 (1.9 s 63,253 2,06 $ 58,247 12,1 ] 69,611
33 1.79 5 59,581 (1.93 3 54,252 | 2.08 $ 69.245 12.13 ] 70.810
34

Base - $33,291




5307702v1

ARTICLE 24 - PAYROLL PRACTICES AND DEDUCTIONS

A. Teachers shall be paid twenty-six (26) times per year, every two (2) weeks. During
the summer, the Board shall mail paychecks to teachers, at Board expense. All
other checks will be distributed in Board furnished envelopes.

B. Deductions for LVEA dues shall be made from twenty (20) pays, beginning the
second paycheck of October and transmitted to the Association according to a
procedure agreed to by the Association and Board.

Teachers may, by September 30, sign and deliver to the Board an authorization
form requesting deduction of membership dues and assessments of the recognized
Association and its affiliates. Such authorization shall continue in effect until such a
time said teacher gives written notice to the Clerk of the Board to discontinue such
deductions or until employment with the Board terminates.

Such deductions shall be made in equal amounts, beginning the month after the
authorization form is submitted to the Clerk of the Board. All money so deducted
shall be remitted to the Treasurer of the Association monthly, accompanied by a
list of teachers for whom the deductions are made and the amount deducted for
each said teacher.

The Association President shall provide the Treasurer, by the 30th of each month,
with a written list of those teachers requesting in writing to be withdrawn from
continuous membership during the previous thirty (30) day period.

ARTICLE 25 - EARLY RETIREMENT INCENTIVE

This contractual provision shall be in effect during the period beginning the day after the
Board ratifies this contract to the end of this contract. During the term of this
agreement, all members eligible to retire, but with no more than 30 years STRS credit
shall be eligible for a $15,000 Retirement Incentive. Retirement under this plan must be
completed no later than June 30" of the school year in which each individual member
becomes eligible. The Superintendent shall receive written notification from any eligible
member wishing to participate in the plan on or before April 1% (or Monday following if
April 1% is on a weekend). Failure of a member to retire upon reaching 30 years STRS
criteria will result in the total forfeiture of all rights to the $15,000 retirement incentive.

Eligibility to retire is defined as confirmation from STRS of your retirement, and at least
five (5) years service in the Licking Valley Local School District.
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ARTICLE 26 - MENTOR/ENTRY YEAR PROGRAM

During the life of this contract, the State Department of Education Mentor Program and
any and all changes in said program shall be mutually acceptable to both the Board and
the Association.

ARTICLE 27 - LICKING VALLEY INCLUSION GUIDELINES

These guidelines shall be communicated to all staff each August by the building
principals.

Federal and state laws regarding special education students and recommendations
of the SETF approved by the Board shall be followed.

Special education and regular classroom teachers who have studeni(s) included in
a regufar classroom will be provided release time to collaborate regarding the
needs and progress of the included student(s) or for other professional
development related to inclusion.

ARTICLE 28 - LOCAL PROFESSIONAL DEVELOPMENT COMMITTEE (LPDC)

A. A committee comprised of three (3) members of the administration selected by the
Superintendent and three (3) members of the Association selected by the President
shall be formed to develop the LPDC(s) for the District.

B. The committee shall establish the LPDC(s)} for the District, develop procedures and
guidelines for the committee and perform any other duties related to the LPDC(s).

C. The committee will comply with all rules and regulations of state statute and the
Ohio Department of Education in developing its guidelines and procedures.

1. LPDC guidelines shall include CEU credit for work performed outside of the
teacher day performed by teacher leaders and teachers who work with a
student(s) for independent study or flexible credit projects.

D. Financial Compensation and Reimbursement

1.  Each LPDC member will receive a stipend of $1,000.
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The stipend will be paid at the completion of each year in a separate check,
no later than August 15"

2. LPDC members and alternates wili be reimbursed for mileage for activities
outside the district.

3. LPDC members and alternates may apply for reimbursement for attendance
at training and meetings by following the professional leave application
procedures.

4.  Any LPDC member who does not complete his/her term will be compensated
at a prorated basis in accordance with LPDC attendance policies.

ARTICLE 29 - SICK LEAVE BANK

ESTABLISHMENT

Each staff member may contribute two (2) days of his/fher accumulated sick leave
to the sick leave bank during annual enroliment period which will be the start of the
school year thru September 15", Sick leave bank shall not have less than fifty (50)
days or more than 300 days with the exception of teachers who have not
previously contributed and new teachers being allowed to contribute within the first
two weeks after beginning employment. Sick leave bank use shall not exceed a
maximum of one hundred fifty (150) days per school year.

New teachers hired after the school year has commenced will have two weeks to
enroil.

Grants from the sick leave bank will be limited to those individuals who have
contributed to the bank.

1. A grant will be limited for the use of days for serious/catastrophic or life
threatening injury or illness. A doctor's statement is required with the
application in order to be considered for a grant.

2. A grant will be considered only after the individual has used all of histher
accumulated sick [eave days and has used all possible advances of sick leave
days under the Master Agreement.

3. All grants must be approved by the Sick Leave Bank Committee upon a
majority vote of its members.

The maximum number of days that a person may borrow is 20 days per request.
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Sick Leave Bank Committee and Insurance Committee shall be one in the same.

In no case shall the sick leave pool prevent or prolong an employee from applying
for and going on disability retirement.

A sick leave bank shall not be used as a means for increasing retirement
compensation and/or severance pay.

ARTICLE 30 - THREATENING BEHAVIOR TOWARD STAFF

Threatening conduct may take different forms, including but not limited to the
following:

A

Encounters in which words are used that indicate to an employee that his/her
safety and well-being, or another district employee’s safety and well-being are in
jeopardy;

Written communications that include comments toward the staff member and/or
his/her family which are disparaging or would imply or state explicitly that the staff
member and/or his/her family may be subject to some form of physical abuse or
violence;

Written or spoken comments to a staff member which could subject him/her to
blackmail or extortion;

Wiritten or spoken communication and/or actions that would imply or explicitly state
that some form of damage may be done to the property of a staff member or a
member of his/her family.

Any staff member who believes that he/she is the victim of any of the above actions or
has observed such actions taken by a student, parent, co-worker, supervisor, or other
person associated with the District such as a vendor, contractor, volunteer, or school
official should promptly take the following steps:

A.

5307702v1

If the alleged threatener is the staff member's supervisor, the affected employee
should, as socn as possible after the incident, contact the Superintendent.

If the alleged threatener is not the staff member's supervisor, the affected staff
member should, as soon as possible after the incident, contact his/her supervisor.

if the threatener is a student of the District, the supervisor, if not the student’s

principal, should immediately inform the student's principal of the alleged
threatener.
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The staff member may make initial contact either by a written report or by telephone or
personal visit. During this contact, the reporting staff member should provide the name
of the person(s) whom he/she believes to be responsible for the threat and the nature of
the threatening incident(s). A written summary of each such report is to be prepared
promptly by the staff member threatened after consultation with his/her supervisor or
building principal and forwarded to the Superintendent.

Each report received by the supervisor, building principal, or Superintendent as provided
above, shall be investigated in a timely and confidential manner. While a charge is
under investigation, no information is to be released to anyone who is not involved with
the investigation, except as may be required by law or in the context of a legal or
administrative proceeding. No one involved is to discuss the subject outside of the
investigation.

The purpose of this provision is to:

A. Protect the confidentiality of the staff member who files a complaint;

B. Encourage the reporting of any incidents of threat;

C. Protect the reputation of any party wrongfully charged with threatening conduct.

Investigation of a complaint shall include conferring with the parties involved and any
named or apparent witnesses. Coercion, intimidation, retaliation, or discrimination
against all staff members and others involved in filing a complaint or assisting in an
investigation shall be prohibited.

If the investigation reveals that the complaint is valid, then prompt, appropriate remedial
and/or disciplinary action will be taken immediately to prevent the continuance of the
harassment or its recurrence.

This article shall not supersede the right of a bargaining unit member to contact law
enforcement authorities.

STUDENT CODE OF DISCIPLINE
STAFF THREATS

First Offense: Automatic referral to the school counselor, parent notification and
conference, and the option of a form of suspension and/or Saturday School, natification
to civil authorities, and/or request for expulsion.

Second Offense: Request for expulsion, with the length of expulsion modified only
through proof of the satisfactory completion of professional counseling and referral to
Juvenile Court.
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All regutations proscribed by Individuals with Disabilities in Education Improvement Act
(IDEIA) shall be observed.

ARTICLE 31 - DURATION

The duration of this contract shall be from 12:01 a.m., July 1, 2012, to 11:59 p.m., June
30, 2015. .

For the Board: For the Association:

T




APPENDIX A — GRIEVANCE FORM

LICKING VALLEY EDUCATION ASSOCIATION

FORMAL WRITTEN GRIEVANCE GRV. NO.
GRIEVANT: DATE:
SIGNATURE: ARTICLE(S) ALLEGED TO BE VIOLATED:
DATE OF VIOLATION.:

BRIEF DESCRIPTION OF GRIEVANCE:

RELIEF OR REMEDY SOUGHT:

DATE OF INFORMAL DISCUSSION:

WITH WHOM:

DISPOSITION:

DISPOSITION REC'D BY:

DATE:

DATE APPEAL — LEVEL 2: REC'D BY:

DATE LEVEL 2 HEARING: BY:

DISPOSITION:

DISPOSITION REC'D BY:

DATE;

DATE APPEAL - LEVEL 3: REC'D BY:

DATE LEVEL 3 HEARING: BY:

DISPOSITION:

DISPOSITION REC'D BY:

DATE:

DATE APPEAL — LEVEL 4: REC'D BY:

DATE LEVEL 4 HEARING: BY:

DISPOSITION:

DISPOSITION REC'D BY:

DATE:
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DATE APPEAL — LEVEL 5: REC'D BY:

APPENDIX B ~ EVALUATION HANDBOOK

LICKING VALLEY SCHOOL DISTRICT

TEACHER PROFESSIONAL GROWTH

AND PERFORMANCE ASSESSMENT

HANDBOOK
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LICKING VALLEY SCHOOL DISTRICT
TEACHER PROFESSIONAL GROWTH AND PERFORMANCE
ASSESSMENT SYSTEM

INTRODUCTION

In the fali of 2002, a committee, comprised of teachers, who are also Licking Vailey
Education Association members and officers, and administrative staff was formed to
consider modernizing the district's teacher evaluation process. Dr. Ron Walker of
Ashland University was hired as a neutral third-party to facilitate the committee’s work.
At the committee’s first meeting on October 31, 2002, two decisions were made; 1.) the
current teacher evaluation process is inadequate for effectively assessing today's
teachers in today’s schools, and thus the committee should construct a completely new
teacher assessment process, and 2.) certified/licensed staff input must be incorporated
into the design of the new assessment system.

The first task of the committee, then, was to acquire as much relevant certified/ licensed
staff input as possible on the following questions: 1. What represents good teaching?
2. What comprises effective teacher assessment? _

To acquire this information, two separate approaches were used. One was an inservice
activity done with all of the district’s certified/licensed staff on November 13, 2002 in
which they were each asked to identify the three most important characteristics of good
teaching. They did so by writing each of their three characteristics on separate Post-it
notes. They were then asked to place each of the three characteristics under the
appropriate Pathwise domain and criterion, which were displayed on large, laminated
posters. The teachers’ responses were later compiled, listing each separate response
under the appropriate Pathwise domain and criterion for use at the next committee
meeting. The compiled responses were also disseminated to each certified/licensed
staff member.

A second tool used was a survey given to all certified/licensed staff members prior to
the November 13 inservice and collected at that meeting asking the following four
questions, the responses to which were also compiled and disseminated:

1. As a teacher, how do you want your teaching performance to be
evaluated?

2. As a teacher, how do you NOT want your teaching performance to be
evaluated?

3. What should our teacher evaluation system be designed to accomplish?

4, What evaluative processes and procedures will best fit what we want our

teacher evaluation system to accomplish?
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At the second meeting of the committee on December 18, 2002, the first order of
business was to analyze the certified/licensed staff's input from the above described
activities. In analyzing the staff's responses to the survey questions on effective
teacher evaluation, the committee determined that the responses were so varied that no
useful consensus could be drawn from that data. However, the staff's input on “what is
good teaching” revealed a lot of consistency within the certified/licensed staff regarding
the characteristics of good teaching. The committee's analysis of this staff input
revealed that the Licking Valley certified/licensed staff believes that “good teachers” do
the following:

Know their students academically and culturaily

Know their content

Make content comprehensible

Plan effectively for student achievement

Establish rapport with all students

Reflect on teaching practices

Provide an environment safe and conducive to student achievement

YVVYVVVYVY

Armed with this valuable staff input, the committee commenced its work designing a
teacher assessment instrument that would meet the following criteria:

> Reflects district's certified/licensed personnel's beliefs about what is good
teaching;

Promotes best teaching practices;

Incorporates research on learning;

Encourages on-going, meaningful professional development,

ls differentiated for different levels of teaching experience and skill;

Is formative in nature,

YVVYYVY

The committee’s work was characterized by professionalism and collegiality. Members
came prepared, having done their reading of the Danielson and McGreal book, Teacher
Evaluation to Enhance Professional Practice, and having reviewed several sample
evaluation models from area school districts. When subcommittees were formed to
develop different aspects of the new system, subcommittee members worked
cooperatively, completed their assigned tasks in a timely manner, promptly
communicated their ideas, and came to the following meeting prepared to share their
work. Our discussions, which Ron Walker expertly facilitated, were rich, enlightening,
and fruitful. As a result, the committee successfully constructed the Teacher
Professional Growth and Performance Assessment outlined on the foliowing pages.

The committee members believe that this teacher assessment instrument incorporates
the Licking Valley Schools' vision of “good teaching” and the value its professional staff
places on improving student achievement, maintenance of a high-quality staff, individual
professional growth, and continuous school improvement. Nonetheless, this instrument
remains a work-in-progress. During the course of its implementation, we must pay close
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attention to insure that the instrument achieves the criteria outlined above, and be willing
to make changes when it is determined that it does not meet those criteria.

Commitiee Members:

Todd Carmer Linda Myer
Glenda Dennis Rick Nahors
David Hile Debbie Priest
Linda Kaiser John Scranage
John Larson Ivan Wilson

46
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Teacher Observations and Assessments:

m oo 0

Administrators have the right to visit and observe a teacher at any time. A formal or an
informal conference may follow each observation.

Teachers may request observations at any time in order to address particular issues or
share lessons of interest with an administrator.

Administrators shall conduct all formal teacher observations and assessments.

Each formal assessment shall include two (2) formal teacher observations of not less
than thirty (30) minutes.

Each announced, forma! observation shall be preceded by the teacher submitting to the
administrator a completed Pre-Observation Form (Form A).

A pre-observation conference will occur at the request of either the teacher or the
administrator.

Each formal observation will be documented on the Teacher Observation Form (Form
B), a copy to which the teacher will affix hisfher signature and receive a copy. The
administrator will retain one (1) copy and send one {1) copy to the district office.

» The employee’s signature shall indicate that he/she has read the details of the classroom
ohservation, but not necessarily that he/she agrees with the information confained therein.

After each formal observation, the teacher will submit to the administrator a completed
Post-Observation Form (Form C).

Each complete formal assessment will be followed by a post-assessment conference
within ten (10) days of the second observation, at which time the teacher will receive a
copy of a written assessment report. Each assessment report will inciude recognition of
the teacher's strengths and recommendations regarding any improvements needed in
the teacher's performance.

The first formal assessment shall be completed no later than January 15, and the
teacher will have his/her post-assessment conference, and receive the written
assessment report no later than January 25.

In the year a teacher's contract is to be considered for renewal, the final formal
assessment shall be completed no later than April 1, and the teacher shall receive the
written assessment report no later than April 10. In other years, the final assessment
shall be completed no later than April 20, and the teacher shall receive a written
assessment report no later than April 30.

Administrators may use the Issue Resolution Form (Form G) at any time in any
assessment Track when areas of concern arise with a teacher, and the administrator
wants to document the issue and pursue, with the teacher, its resolution.

All Teachers will be observed (informally) a minimum of one (1} time each year
regardless of the assessment track in which they are placed.

Nothing in this section will be construed to limit the number of teacher observations and
assessments that an administrator may conduct.
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TRACK |

A Track | — A minimum of two (2) formal assessments and establishment of farmal goals
for the year as described above in Teacher Observations and Assessments.
B. The following teachers will be assessed under Track [

1. Teachers hired with zero (0), one (1), or two (2) years experience will be
assessed in Track [;

2. All experienced teachers new to Licking Valley Schools with three (3) or more
years experience will be assessed in Track | for their first two (2) years of
employment;

3. All teachers in the last year of a limited contract will be assessed in Track |

4, All teachers employed in the Licking Valley Schools through the 2003/2004

schoot year who are returning to teach in the 2004/2005 school year, and who
have three (3) or more years of teaching experience, and are not in the last year
of a teaching contract in 2004/2005, will meet with their administrator to
determine in which Track they will be assessed for the 2004/2005 school year.

5. All teachers on continuing contracts will be assessed on Track | every 4
years. For the purposes of the new RIF criteria to be adopted as part of
this contract (after committee process agreed to by the parties), all
teachers on continuing contract must be assessed in Track | during the
2012/13 school year.

C. Establishment of formal teaching goals.

> In Track |, teachers will set formal goals for the school year using the Goal
Setting Form (Form D) no later than September 30.

TRACKII

Licking Valley teachers will be eligible to enter Track !l at the beginning of a multi-year contract.

A. Teachers qualified for Track |l will participate in two conferences with their administrator:
a planning conference and an assessment conference.
o Planning Conference: During the planning conference, to be held no later than
October 15th, the teacher and the administrator will mutually determine the Track
Il option the teacher will pursue, develop the relevant indicators of success, and
document both on the Track [l Planning and Assessment Form (Form E).

Assessment Conference: In the assessment conference, to be held no later than
April 15, the teacher and the administrator will discuss the extent to which the
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indicators of success have been achieved. Following this meeting, the teacher
will write a brief reflection of the experience considering its impact on hiss or her
professional growth, and the administrator will complete assessment on the
Track Il Planning and Assessment Form (Form E}.

Teacher choices within Track |l are mutually agreed upon between teacher and
administrator. Should the teacher and administrator be unable to mutuaily agree on a
Track |l option, the administrator shall refer the matter to a Review Board consisting of
the Superintendent, one other administrator of the Superintendent’s designation, and
two (2) teacher representatives designated by the Licking Valley Education Association.

Track !l choices are viewed as a one-year option unless mutually agreed upon between
administrator and teacher.

Teachers making choices within the options of Track || may not choose any option more
than twice within a cycle. The first cycle will be years 4 through 10. The second and all
subsequent cycles throughout the teacher's Licking Valley career will be intervals of 5
years, i.e., 11-15, 16-20, etc.

Teachers on the final year of their contracts cannot choose option 4 below as they must
be assessed in Track | — year three (3) as described above.

The following are options that may be mutually agreed upon between Track || teachers and their
administrator(s).

1.

Portfolio: The teacher will assemble a teaching portfolio. A teaching portfolio is a
standard documented history of a teacher's learning process against a set of teaching
standards, in this case, the four (4) Pathwise Domains. More than a mere scrapbook, a
portfolio is an individualized portrait of the teacher as a professional, reflecting on his or
her philosophy and practice. This portrait is fully realized through the teacher's
deliberate selection of artifacts and thoughtful reflections on those artifacts, which
provides insight into the teacher's growth.

A. When selecting an artifact for a portfolio, a teacher should consider the following
questions:

B. Why is this artifact better than others | could choose?

C. Does this artifact provide evidence of my growth and success against one or
more Pathwise domains and criteria?

D. Can | rationalize the importance of this artifact to those viewing it out of context?

E. Is this artifact a result of my professional growth and accomplishments?

F. How does this artifact represent who | am as a teacher?
o Use Track 1! Planning and Assessment Form (Form E) to document this

activity.

Journal: The teacher will keep a journal in which he or she regularly reflects on his or
her teaching practice and experiences. Among the journal types are Personal teaching
journal (focusing on personal experiences, both successes and challenges), action
research journals (informal research on teaching methods to improve student learning),
professional growth journal (focuses on learning, collaboration, and assessment), staff
development journal (monitors the implementation process used by mentors).
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@ Use Track I! Planning and Assessment Form (Form E) to document this
activity.

Goals: The teacher will write a professional mission statement. The teacher, then, in
cooperation with his or her administrator, will select and define one or more goals for
professional growth to be pursued during the current school year that align with the
mission statement. As part of the goal setting process, the teacher and administrator
will also establish the criteria for assessing the teacher's achievement of the goals.

5 Use the Goal-Setting Form (Form D) to document this activity.

Principal Observations: Three (3) formal observations as described above.

+

] Use the Teacher Observation Form (Form B) to document this activity.

Peer Observations: A minimum of two peer observations with feedback using
Pathwise domains B and C. This is not a formal assessment and will not be a
consideration for one’s employment status. The peer observer will document the
observations on the Teacher Observation Form (Form B), submitting a copy of the first
observation (for verification of completion purposes only) to the building administrator no
later than October 30th, and the second observation no later than April 30th.

B Use the Teacher Observation Form (Form B) to document this activity.

Professional Growth Inquiry: The teacher will undertake the investigation of a
research-based teaching strategy (e.g., differentiation) by way of a literature review of
the topic. The literature review will consist of the reading of either a book or ten (10)
journal articles on the strategy, after which the teacher will summarize and disseminate
his or her findings to the teaching staff. This option may also include observing another
teacher who may be practicing the teaching methods for which the teacher may be
inquiring. This inquiry may be done in conjunction with other formal higher education
pursuits in which the teacher may be engaged.

<> Use Track I Planning and Assessment Form (Form E) to document this

activity. -

Data Analysis and Assessments: The teacher will develop and implement a data
analysis project to more effectively teach curriculum content. This may involve working
on test-taking or study skills and working on individualized progress data so that one
could identify skills that each student understands and which skills need to improve.
o Use Track il Planning and Assessment Form (Form E} to document this
activity.

School Improvement Project: The teacher will develop a school project or refine a
school process as part of a school improvement effort. Examples might include leading
the process of reviewing and revising the student code of conduct, developing a
proposed school-wide policy, or creating a student/parent informational guide.
<@ Use Track Il Planning and Assessment Form (Form E) to document this
activity.
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TRACK il

Exploring Professional Growth

The purpose of Track lll is to support and assess veteran practitioners relative to their
success in designing and carrying out an individualized or collaboratively planned, professional
growth project. It is designed to provide veteran practitioners with the autonomy to pursue
professional growth through Action Research or pursing National Board Certification.

Who qualifies for Track 1I?

Any veteran teacher who has successfully completed the Track | assessment process,
and with the mutual agreement of his or her administrator, may participate in Track lil
assessment. Administrators with concerns regarding a teacher's professional performance may
require the teacher to participate in either Track | or Track Il of the assessment process rather
than Track 11l. Teachers may, with the permission of their evaluator, pursue a Track |l project
while being required to focus on a Track Il activity. Should the teacher and administrator be
unable to mutually agree on this arrangement, the administrator shall refer the matter to a
Review Board consisting of the Superintendent, one other administrator of the Superintendent’s
designation, and two (2) teacher representatives designated by the Licking Valley Education
Association. Track |l projects/activities may be done in conjunction with other formal higher
education pursuits in which the teacher may be engaged.

Action Research Process

Teachers participating in an Action Research Project will participate in two formal
conferences with his or her administrator. The first of the two conferences, the planning
conference, may be held in the spring of the year preceding the school year in which the project
will be undertaken, or in the fall of the school year in which the project will begin. This meeting
will occur no later than October 1. The purpose of the planning meeting is for the teacher and
administrator to discuss possible research topics and research questions. Following the
meeting, the teacher will complete the Action Research Project Planning Form (Form F) chart
and submit it to the administrator no later than October 15th.

The second conference, the assessment conference, which wili occur no later than April
30th, provides for the teacher and administrator to review the project, discuss the teacher's
findings, and determine how the teacher will disseminate those findings. Prior to the
assessment conference, the teacher will complete the “Analysis” and “Results/Findings” boxes
on the second page of the Action Research Project Planning Form (Form F) and return it to the
administrator no later than April 25th. Following the assessment conference, the administrator
will complete the “Administrator's Assessment” section of the Action Research Project Planning
Form (Form F) and return a copy to the teacher no later than May 15th.

ACTION RESEARCH

Introduction

Action Research is a useful tool. It allows educators to systematically and empirically address
topics and issues that affect teaching and learning in the classroom. The Action Research
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process is natural for some teachers. They are always exploring and testing new strategies by
observing and collecting information related to the success of instructional and organizational
strategies. Others need to be conscience of Action Research techniques while developing
classroom strategies and planning activities. Will my students perform better if | use multiple
modalities of instruction? Would involving parents in the homework cycle increase the likelihood
that students complete their homework? Does homework completion and success translate into
better test scores?

All of these are questions teachers pose every day. Action Research provides a structured
process for implementing data collection and analysis. It provides the information necessary for
an educator to know whether or not their intervention had the anticipated results.

What Is Action Research?

* Action Research is a form of disciplined inquiry that impacts directly on a teacher's
practice and empowers them to renew their classrooms and promote instructional
improvement (Glanz, 1891).

. Action Research is a form of self-reflective inquiry (Kemmis, 1983).

. Action Research is the systematic study of attempts to improve educational practice by
groups of participants by means of their own practical actions and by means of their own
reflection upon the effects of those actions (Ebbutt, 1985).

. Action Research is a disciplined process of inquiry conducted by and for those taking the
action. The primary reason for Action Research is to assist the "actor” in improving
and/or refining his or her actions (Sagor, 2000).

As we seek to develop reflective practitioners who are teacher leaders and decision-makers in
our teacher education programs, we include the Action Research process as a strategy for
continued professional and personal development.

Why Participate in Action Research?

Traditional classroom research generally does not assist individual teachers in improving their
practice. However, teachers engaged in Action Research — looking closely at their classrooms,
reflecting on their practice, developing their own questions, strategies and interventions — create
an environment of renewal and improvement. This environment empowers participants and
creates a positive school climate with teaching and learning at the core. Also, a link has been
shown between classroom research and refined professional judgment. Teachers who engage
in Action Research tend to be more willing to self-assess and reflect on their practice and
actions in order to improve their teaching. The process also allows teachers to model being
reflective and proactive in addressing classroom issues and concerns.

Who should engage in Action Research?

Both preservice and inservice teachers should engage in Action Research. Individual teachers,
teams of student teachers and supervising teachers, a grade level team or content area
department can participate in Action Research. A school can work together to develop a focus
question, expiore research alternatives, and develop and implement an intervention and data
analysis process. In a school-wide project, the synergy of the school community creates a
climate of continuous renewal and learning.
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Beginning teachers should learn the process and practice it early in their career. Having a
structure in place for exploring issues in the classroom can assist teachers in improving
educational practices as well as creating the best learning environment for students.
Developing the Action Research habit empowers the teacher and allows them to become a
teacher leader through reflection-in-action and the Action Research process.

What will Action Research do for teaching and learning in my classroom?

Action Research will help you improve instruction in your classroom. |t will allow you to look
critically at what goes on in your room and the impact that very small changes can make in
student (and teacher) success. Action Research can help you focus on specific issues and
address them with a plan. As a result, you'll know why something has changed — without
having to guess at the causal relationships of your actions on student achievement.

Action Research exposes you to current research and best practices that truly address your
professional goals — not just what someone else thinks you need to read. It empowers you to
make instructional decisions in your own classroom. When Action Research remains focused
on student achievement, you have the ability to improve your practice and impact the success of
your students, maybe even with groups you felt you weren't reaching previously.

How do | begin the Action Research Project?

Before beginning the step-by-step process, please take a few minutes to review the questions in
the pre-project activity section to help frame the entire process before you explore the individual
components. Action research asks you to: look at your current practice, identify something you
might change or a new strategy to implement, set up a system for implementing your plan, and
then analyze your results. Complete this organizing activity before you begin developing a
framework for your project.

Pre-Project Activity

Guiding Questions or “Things to think about when beginning an Action Research project”:

. What do you want to LEARN as a result of this activity?
° What ISSUE are you going to explore?
o What do you want to change?
o What do you want to try?
. What STRATEGY will you use to gather information before and during the study?

o How will you change your practice? (Intervention)
o How will you know it has changed? (Data gathering)
° What kind of ANALYSIS will you do to find out if things have changed?
o) Did anything change as a result of your intervention?
o) How do you know?
53
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Step 1: Identifying An Issue and Developing a
Research Question

Your research topic should reflect an issue of importance to you as a teacher. The study you
choose to do can impact student learning, seek to develop new teacher habits, or address an
important issue such as parent involvement. Complete Activity 1 below to begin to identify an
Action Research topic.

Step 1 - Activity

Activity 1: :
Complete the Starting Points worksheet below, which will assist you in developing a research
topic.

Starting Points Worksheet

Complete these open-ended questions to help identify an area of interest for your Action
Research Project.

| would like to improve

| am perplexed by

Some people are unhappy about

| am really curious about

| want to learn more about

Something 1 think would really make a difference is

Something | would like to do to change is

Right now, some areas I'm particularly interested in are

Source: Action Research Facilitator's Handbook by Cathy Caro-Bruce, Oxford, Ohio: NSDC, 2000.
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Turning these ideas into action research questions: Consider this as you begin to craft your
research question:

A good Action Research question:

Gets at explanations, reasons, relationships. “How does...?" “What happens when...?"
Is manageabie and can be completed.

|s close to your own practice.

Provides you an opportunity to stretch.

Provides a deeper understanding of the topic and is meaningful to you.

Here are some sample research questions:

. How can | make students feel more comfortable working with diverse groupings of
classmates?

. How can | more effectively facilitate independent writing in my kindergarten classroom?

. How does the Writing Workshop approach affect my students’ writing and their feelings
toward writing?

. What classroom strategies are effective in developing student self-evaluation of their
learning?

Step 2: Learning More About Your Issue: What
Does Research Show?

Once you have decided on a topic, you'll need to read more about it — fooking in particular at
other studies that might guide your research strategy. For your project, you should consider at
least three sources of research (text or online). You'll probably read more than three! As you
search for articles that increase your knowledge of the topic you'll find more and more articles
that will help you refine your research question and identify new strategies and interventions.

Ultimately, you might even rework your initial research question as you learn more about the

topic and think about what intervention you hope to use in your classroom and what kind of data
you'll need to gather.

Step 3: Developing a Strateqy for your Study

Once you have a question and you've read the relevant research related to your topic, you will
need to decide how you want to approach the study. For example: If you want to know if
increasing parent contact increases homework completion, then you will need to think through
each part of your question. What do you mean by parent contact? Phone calls home, emails,
interactions with them as they come to drop off or pick up their child, parentteacher
conferences? Whatever you decide becomes your intervention or strategy. It is the “what” or
“how” of your study.
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Once a topic is identified and a research question developed, you must begin the task of
determining what you are going to DO in your classroom to affect a change. What intervention
are you going to use? And, what are the best ways to observe the impact you hope to make?

Think about... Ask yourself the following question as you begin to develop a comprehensive
plan for implementing your study:

Developing a strategy/intervention

What do you want to do?

How will you measure the data?

What baseline and post-intervention data will you collect?

How often will you collect data?

How will you know that it worked/didn't work?

Have you spoken with your principal/department chair/team leader about this project?

Before you Implement

. Do you have all the necessary permissions (if needed — this depends on the study.
Please speak with your principal or team leader for guidance)?

How will you remember to do the intervention™?

Are there visual cues you can post?

How can you monitor consistency?

Have you developed all of the instruments necessary to gather the data?

Are you storing your data in a safe place?

Step 4. Gathering and Analyzing Data

Once you've identified your intervention strategy, you will need to think about what overt,
observable behaviors you can measure to determine if your intervention has an impact. In the
previous exampie, you might have selected sending home explicit parent instructions for
assisting with homework as one of your strategies and phone calls home when students did not
complete their homework as another strategy or intervention.

Before you begin your intervention, you will need to gather baseline data. Knowing how your
students responded or performed before the beginning of your study gives you a starting point
for comparing study results. You need to know your student homework completion rate before
you enact your strategy so you will know if there has been a change as a result of the
intervention. The baseline and post-intervention data must be gathered in the same fashion for
your study to be valid and reliable.

Validity relates to the truthfulness of the data. It means that the data actually measure the
specific phenomenon that you are claiming to study. Is what you are measuring or collecting
data about a true representation of student achievement? Does the number of books checked
out of the library really mean students are reading more? Does attendance at PTA meetings
truly represent parent involvement? Reliability relates to your claim that the data you have
collected is accurate. Your findings are less credible or reliable if the number of participants is
small or the number of times data was collected is limited. Just because a group of teachers at
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one training session identified training as important to them does not mean that all teachers
believe that — after alfl, this group had already made a statement about training just by being at
the session! While both of these issues are less pertinent in Action Research than in other
educational research forums, they should still be considered when you are developing your data
collection strategy.

Next you will need to decide on a timeline for implementing your strategy, to see if there is an
observable change in behavior. You will also need to determine exactly what you wili do so you
can identify what you will measure and how you will measure it. In our example, a phone log of
parent contacts adds data to the pre and post intervention homework completion rate.

But if in the study you design you are going to implement a new teaching strategy to see if
students are more attentive as a result, you will need to identify what you mean by attentive.
Does “attentiveness” mean that they are quiet (but potentially) daydreaming, or that they are
completing their classroom assignment. Whichever one (or more) of these indicators you
choose, you must decide which overt behavior you will gather data on.

If you are going to gather information about whether students are on task, consider how you will
gather that information. You might have a blank seating chart (it really doesn’t matter who is on
task for this study) and every 5 minutes (or 3 minutes) make a “sweep” of your classroom and
note what everyone was doing at that specific point. Then 5 minutes (or 3 minutes) later do
another sweep. If you are lucky enough to have a colleague or team leader who would gather
the data for you, then you can take advantage of their completing the seating chart by marking
who is off task and they can note exactly what you are doing at that point. (You might then find
out that x% of your students are doing “y” when you are giving directions, for example.)

You might decide that instead of doing a pre/post intervention activity, you will try a new strategy
with first period and keep the other classes using the traditional strategy. In this case, you'd be
comparing data between your two classes, not within the same class. For example, if you want
to know if doing an advance organizer prior to introducing a unit and then to support your daily
motivation, increases student achievement, then you can implement the intervention with first
period and gather the homework/quiz/test scores of first period and one other of your classes,
preferably one with similar demographics.

Step 4 - Activity

Complete the first four columns of the Action Research Project Planner on the following page as
you think through your design.

Action Research Project Planner

Research Research Research Data Analysis
Topic Question Strategy Collection y
What am I'| What specifically | How will | come | What kinds of | What did | find
interested in? do | want to find | to  know this? | things do | need | out? Did it work
out? What changes | fo collect before | | the way | thought
will | implement | begin? How will | it would? What
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in my | ! collect the | now?
classroom? data? How
often? How
long?

Issues/Concerns/Questions:

Assistance/Resources I'll need to be successful:
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Step 5: Taking Action and Sharing your Study Results

Once your project has been completed, return to your questions. Were they answered? Were
the results what you expected? Who do you want to share your findings with? Can your results

inform others in your school?

If the results are not what you expected, was it due to errors in data collection or other
unforeseen situations (for example, the student your study focused on moved or another new
strategy was implemented school-wide during your study). What would you do differently next
time? Remember, Action Research can be an ongoing process. The answers you get from this

project will spawn more questions. What will your next study topic be?

Think about... Once your study is complete, you must look at the data from an‘objective
viewpoint. Do the data support your question? is the change “significant” — at least from your

point of view?

As You Analyze and Report Results

58



5307702v1

Did you get the results you expected from your study?
How will you state your findings?

How will you represent your data — in a chart? Graphic?
What are your next steps?

Step 5: Personal Reflection on the Action Research Process

After the project has been completed, please take a few moments to consider the process. The
Action Research process is empowering, allowing teachers to not only identify and explore an
issue close to their practice, but also to change the way they teach.

Think about... the learning process you experienced as a result of completing this study.
Consider the following questions as you develop a brief reflection to share with your
administrator and colleagues. Reflect upon your experience and the usefulness of the process
for improving teaching and learning.

What was the most interesting component?

What was the most challenging aspect of the project?

Will you do it again?

If so, why? If not, why not?

Did this experience affect your feeling of professionalism? How?

What did you learn about yourself in the process of completing this project?
o Source: hitp:/www.sitesupport.ora/module2/welcome.htm
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General Information About National Board Certification

Learning is at the heart of education, so one of the most important actions the nation can take to
improve student achievement is to strengthen the teaching profession.

National Board Certification concentrates education reform in the classroom — where teaching
and learning takes place. National Board Certification is a demonstration of a teacher's practice
as measured against high and rigorous standards.

Equally important, the National Board Certification process, requiring intense self-reflection and
analysis of one’s own practice, is a forceful professional development experience. Having
measured their practice against the highest standards for the profession, teachers say that their
teaching is resuitantly more focused, reflective, and confident Teachers speak eloguently about
how the experience produces deeper student learning outcomes in classrooms They are
strengthened in their practice and emerge from the experience with a lasting commitment to
professional growth.

Offered on a voluntary basis and valid for 10 years, the advanced system of National Board
Certification complements, but does not replace, state licensing. Each state, school district and
school decides how best to capitalize on the National Board Certification process and the
expertise of Nationa! Board Certified Teachers as it designs instructional arrangements to
promote student learning and support professional practice. The fee for National Board
Certification is $2300 (as of July, 2003).

Based on High and Rigorous Standards

The National Board’s work is guided by five core propositions that articulate what teachers
should know and be able to do. This expression of ideais guides the development of the
National Board's standards and assessment. Using these core propositions as a foundation,
NBPTS standards further detail what constitutes accomplished teaching in every subject and for
students at all stages of their development. '

The influence of the NBPTS standards is pervasive throughout the National Board Certification
process. They form the basis for the performance-based assessments that are at the heart of
the National Board Certification system. They drive the structure of the assessment exercises
as well as the scoring rubrics.

Performance-Based Assessments

To identify teachers who make these standards come alive in the classroom, and to help all
teachers move toward accomplished teaching, the National Board has developed cutting-edge,
performance-based assessments to measure teaching practice against these high and rigorous
standards.

What is unique about this process is that it assesses not only the knowledge teachers possess,
but also the actual demonstration of their skills and professional judgment as applied daily in the
classroom. Candidates for National Board Certification must critically analyze and reflect on
their practice and demonstrate how effectively they act on their insights.
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Reflecting the Complexity of Teaching

The National Board's standards and performance assessments constitute the framework for
National Board Certificates. They are structured to reflect the way teachers really teach — by
their expertise across subject matter and their knowledge of how students learn at different
stages of their development. These assessments draw the focus of the NBPTS standards into
the classroom and reflect a vision of teaching as a collegial enterprise involving complex
decision-making. During the certification process, a teacher’s students are actively involved and
they work together to analyze student work, classroom lessons, and instructional objectives.

There is a direct connection between what teachers know and what students learn. The high
standards of teacher knowledge and skill underlying National Board Certification assures that
National Board Certified Teachers possess deep subject knowledge and the ability to teach that
subject in ways that help students learn.

Reshaping the Teaching Profession

Nationa! Board Certification is shaping reforms that build quality assurance and professional
accountability into the teaching profession. It provides a new definition of excellence in
teaching.

Reflecting NBPTS standards, accomplished teachers in every field and at every level are aware
of what they are doing and why they are doing it. They are conscious of where they want
students’ learning to go and how they want to help students get there. They assess progress
toward these goals continuously and adjust their strategies and plans in light of this feedback.
Accomplished practice shows itself in the teacher's ability to set high and appropriate goals for
student learning to connect worthwhile learning experiences to those goals, and to articulate the
connections between the goals and the experiences. Furthermore, accomplished teachers can
analyze classroom interactions, student work products, and their own actions and plans in order
to reflect on their practice and continually renew and reconstruct their goals and strategies.

Influencing the Educational System

National Board Certification and the work of the National Board for Professional Teaching
Standards can be a catalyst for lasting change. It is already redefining teaching as a career by
stimulating new incentive structures, staffing patterns, and arganizational arrangements. It is
bolstering reform in teacher education by casting the knowledge base in richer light. Many
teacher preparation programs are using the National Board’s standards as modeis of
accomplished teaching for future teachers. And it can both help increase the flow of first-rate
peaple into the teaching profession and stem the tide of those departing.

National Board Certification Process

All National Board assessments consist of two major parts, the portfolio entries and the
assessment center exercises. While the specific directions to candidates seeking National
Board Certification vary from one assessment to another, as is appropriate for differences in
content and developmental fevel of students, the major parts of the assessments are stable over
all certificate areas offered.

In general, teachers prepare their portfolios by videotaping their teaching, gathering student
learning products and other teaching artifacts, and providing detailed analyses of their practice.
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The portfolio is designed to capture teaching in real-time, real-life settings, thus allowing trained
assessors to examine how teachers translate knowledge and theory into practice.

At their assessment center, teachers write answers to questions that relate to content specific to
their fields. These exercises are designed to validate that the knowledge and skills exhibited in
the portfolio are, in fact, accurate reflections of what candidates know and can do; and give
candidates an opportunity to demonstrate knowledge and skills not sampled in the portfolio
because of the candidate’s specific teaching assignment. The assessment center exercises
sample the breadth of the content knowledge associated with the certificate field.

A successful candidate must have completed and submitted all required portfolio entries and
assessment center exercises and meet the performance standards of 275 points. National
Board Certification is issued for a period of 10 years, after which a National Board Certification
Teacher will have the opportunity to maintain his or her standing as a National Board Certified
Teacher by satisfying a renewal requirement.

The Portfolio

Candidates seeking National Board Certification are asked to put together a portfolio according
to specifications given in directions and materials developed by the National Board. The
portfoiio offers candidates the opportunity to sample and present their actual classroom practice
over a specified time period. Each specific portfolio entry is designed to reflect activities that
teachers engage in naturally during their work and were developed in collaboration with
practicing teachers who verified their feasibility in school settings and their value as both
assessment entries and vehicles for professional discussion and growth.

The portfolio consists of several different entries, each of which asks for direct evidence of some
aspect of the teacher's work and an analytical reflective commentary on that evidence. The
portfolio is completed in the classroom and includes student work, videotapes and other
teaching artifacts. The videos and student work are supported by commentaries on the goals
and purposes of instruction, reflections on what occurred, the effectiveness of the practice, and
the rationale for the teacher's professional judgment. There are a minimum of five months
between the date when portfolic directions are available and the deadline for submitting the
portfolio entries. Teachers report a wide variation of time spent on the complete portfolio, yet
most state an expenditure of 200-400 hours.

Teachers are required to describe, analyze, explain, and reflect on their practice. They must
provide insight into not just what is happening in their classroom, but the rationale for those
events and processes. They are required to systematically analyze student work, particularly
student responses to assignments, class work, assessments, and other instructional materials.
And through the use of videotapes, teachers can provide as authentic and complete a view of
their teaching as possible and portray how they interact with students, the climate they create in
the classroom, and the ways in which they engage students in learning.

In addition to completing the classroom-based entries, candidates document their work outside
the classroom with families and the larger community and with colleagues and the larger
profession. They must emphasize the quality of the contribution, show evidence of their
accomplishments, and comment on the impact and importance of those accomplishments for
student learning.
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A good portfolio reflects the standards and provides evidence of a teacher's level of
accomplishment. Porifolio Samplers are available to give candidates — or potential candidates —
a clear picture of the kinds of exercises they would be expected to complete.

The Assessment Center

This component of the assessment process consists of assessment exercises that are focused
on a candidate's content knowledge. Candidates are responsible for content and pedagogical
knowledge across the full age range of a selected certificate are (and specialty area, if
applicable). At the assessment center, candidates respond to exercises that may be based on
advance stimulus materials (sent to candidates well in advance of the assessment center
testing period), on-screen stimulus materials (provided to candidates during the assessment), or
on-site stimulus materials (provided upon arrival at he assessment center). The assessment
center exercises are designed to complement the portfolio and are organized around
challenging teaching issues.

The assessment center exercises are computer-administered during the spring and summer
months at testing centers located in every state in the nation. There are more than 300 centers
available to accommodate candidates for National Board Certification, and candidates can
choose any location they wish to attend.

Scoring

Each portfolio entry and assessment center exercise contains a section that articulates the
criteria by which the entry or exercise will be scored. These scoring criteria serve as the basis
for the scoring guide, or rubric, which is used by assessors in the scoring process. A final
scaled score is computed only for candidates who have submitted scorable responses to all of
the entries and exercises required.

Regardless of the particulars of the entry or exercise directions, the peortfolio and assessment
center responses serve as evidence of accomplished practice in the National Board
assessments. All of the NBPTS standards emphasize that accomplished teachers in every field
and at every level are aware of what they are doing as they teach and why they are doing it.
They are conscious of where they want student learning to go and how they want to help
students get there. Furthermore, they monitor progress toward these goals continuously and
adjust their strategies and plans in light of this constant and complex feedback. Accomplished
practice shows itself in the teacher's ability to set high and appropriate goals for student
learning, to connect worthwhile learning experiences to those goals, and to articulate the
connections between the goals and the experiences. Furthermore, accomplished teachers can
analyze classroom interactions, student work products, and their own actions and pians in order
to reflect on their practice and continually renew and reconstruct their goals and strategies.

Scoring is based on all of a candidate's responses: videotapes, student work samples,
candidates; analysis, and written responses to assessment center exercises. Each of these
pieces of evidence helps assessors evaluate a candidate's work in light of the conscious,
deliberate, analytical and reflective criteria the NBPTS standards endorses. No one approach
to teaching is mandated by the NBPTS standards or rewarded by the scoring process. indeed,
several different pedagogical approaches characterize the teachers who have already achieved
National Board Certified Teachers status. However, in every case, National Board Certified
Teachers demonstrate the analytical and reflective abilities defined in the standards.

The National Board offers a Scoring Institute designed for teacher educators and researchers,
facilitators of candidates and others who are interested in National Board Certification. This

63



5307702v1

seminar describes the structure of our performance-based assessments and guides participants
in simulations of the scoring process. Included in the simulation will be an introduction te bias
training, which all scorers underge. Working with staff who have direct experience with the
NBPTS scoring system, participants will learn the complexities involved in assessing teacher
portfolios and discuss the implications of this process for their own work.

Source: http:/'www.nbpts.ora/stanrds/nbcert.cfm
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Appendix
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Pre-Cbservation Form — Form A

Teacher Observation Form — Form B
Post-Observation Form — Form C

Goal-Setting Form - Form D

Track [l Planning and Assessment Form — Form E
Action Research Project Planner Form — Form F
Issue Resolution Form — Form G

Pathwise Domain Descriptions and Scoring Rubric
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FORM A

Licking Valley Local Schools

DOMAIN A

Organizing Content Knowledge for Student L.earning

Date of Observation / / Time: Room No.: No. of Students
Teacher Administrator
School Grade Subject

Licking Valley Local Schools
2012
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DOMALIN A — Organizing Content Knowledge for Student Learning

A.1 Please describe how you became familiar with refevant aspects of students’ background knowledge and Experiences around the
established learning goals for this lesson.

A.2 Articulating clear learning goals for the lesson that are appropriate for the students is a critical best practice. Please describe
your learning goals for this lesson/unit.

A3 Please briefly describe the connections between the content that was learned previously, the current content, and the content to
be learned in the future.

A4 Please describe how you have created or selected teaching methods, learning activities, and instructional materials or other
resources that are appropriate for the students and that are aligned with the goals of the lesson.

A.5 Please describe the evaluation strategies you created or selected that are appropriate for the students, and that are aligned with
the goals of the lesson.
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Form B LICKING VALLEY SCHOOLS
QUALITY = SUCCESS

TEACHER OBSERVATION FORM

Date of Observation / / Time: Room No.: No. of Students
Teacher Administrator
School Grade Subject

Teacher Contract Status

DOMAIN B -- Creating an Environment for Student Learning
B.1. Creating a climate that promotes fairness

B.2. Establishing and maintaining rapport with students

B.3. Communicating challenging learning expectations to each student

B.4. Establishing and maintaining consistent standards of classroom behavior

B.5. Making the physical environment as safe and conducive to learning as possible

69
5307702v1



DOMAIN C -- Teaching for Student Learning
C.1. Making learning goals and instructional procedures clear to students

C.2. Making content comprehensible to students

C.3. Encouraging students to extend their thinking

C.4. Monitoring students’ understanding of content through a variety of means, providing
feedback to assist learning, and adjusting learning activities as necessary

C.5. Using instructional time effectively
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Observation Summary:

By affixing my signature to this document, | am stating that | have received a copy, and that |
had an opportunity to read its contents, but not necessarily that | agree in total or in part with the

contents.
Teacher Signature Administrator Signature
Date Date

Teacher Comments:
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Form C

Licking Valley Local Schools

DOMAIN D

Teacher Professionalism

Date of Observation ! !/ Time: Room No.: No. of Students
Teacher Administrator
» School Grade Subject

Licking Valley Local Schools
1/1/2012
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DOMAIN D — Teacher Professionalism

D.1: Reflect on the extent to which the established learning goals were met for this lesson.

5307702v1

D.2 Demonstrating a sense of effieacy (i.e., the teacher’s belief that he/she has the capacity to help all students
learn): To what extent do you believe that you were successful in helping all students fearn the established learning
goals?

D.3 Building professional relationships with colleagues to share teaching insights and to coordinate learning
activities for students: To what extent did you collaborate with colleagues on this lesson and/or unit?

D4 Communicating with parents or guardians about student learning: In what ways did you communicate with
parents/guardians on this lesson and/or unit?
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Form D LICKING VALLEY SCHOOLS
QUALITY = SUCCESS

TEACHER OBSERVATION FORM

Date / /
Teacher Administrator
School Grade

Teacher Contract Status

Subject

Professional Mission Statement:

Goal 1: Relevant Pathwise Domain | Measurement:
& Criterion(a)

Evidence of Achievement:

Goal 2: Relevant Building Goal: Measurement:

Evidence of Achievement:

Goal 3: Measurement; Evidence of Achievernent:
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Form E LICKING VALLEY SCHOOLS
QUALITY = SUCCESS

TRACK Il PLANNING AND ASSESSMENT FORM

Teacher
School Grade Subject
Administrator
Teacher Contract Status

Track Il Option: Professional Growth Goal for this | Indicators of Success:
Option:

Teacher Signature Date

Administrator Signature Date

Administrator's Assessment;

By affixing my signature to this document, | am stating that | received a copy, and that | had an opportunity to read its
contents, but not necessarily that | agree in total or in part with the contents.

Teacher Signature Administrator Signature

Date Date

*Teacher must submit a brief written reflection of the experience considering its impact on his or her professional
growth.

Teacher Comments;
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Form F LICKING VALLEY SCHOOLS

QUALITY

= SUCCESS

ACTION RESEARCH PROJECT PLANNER FORM

Teacher
School
Teacher Contract Status

Administrator

Grade Subject

Before completing this form, the teacher and administrator should refer to the Action Research section {pp. 7-15) of the Teacher

Professicnal Growth and Performance Assessment Handbook.

Research Topic: Research  Question: What
What am | interested in? specifically do | want to find out?

Research Strategy: How will | come
to know this? What changes will |
implement in my classroom?

Data Collection: What kinds of
things do | need to collect before |
begin? How will | collect the data?
How often? How long?

Issues/Concerns/Questions:
Assistance/Resources I'll need to be successful:

Projected Date of Completion:

Teacher Signature

Date

Administrator Signature

Date
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This page is to be completed by the teacher and the administrator at the completion of the Action Research Project in
assessment of the project's success.

Analysis: What did | find cut? Did if work the way | thought it would? Resuits/Findings: How will you represent your data — in a chart?
Graphic? How will you disseminate your findings to your colieagues?

5307702v1

Administrator's Assessment:

By affixing my signature to this document, | am stating that | have received a copy, and that | had an opportunity to read its contents, but not
necessarily that ! agree in total or in part with the contents.

Teacher Signature Administrator Signature

Date Date

Teacher Comments:
77
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Form G LICKING VALLEY SCHOOLS
QUALITY = SUCCESS

ISSUE RESOLUTION FORM

Date
Teacher
School

Area of Concern:

Goal(s) for Improvement:

Teacher's Means of Achieving Goal:

Supervisor Assistance:

How Will Geal Achievement be Measured?

Evaluation of Progress:

Teacher Signature

Date
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Administrator

Teacher Contract Status

Administrator Signature

Date




