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ARTICLE 1:  RECOGNITION 
 
A. The Ironton City Board of Education, hereinafter referred to as the “Board”, recognizes the Ironton 

Education Association, hereinafter referred to as the “Association”, as the sole and exclusive bargaining 
representative for the bargaining unit as defined in paragraph B. 

 
B. The Association shall be recognized as the exclusive representative of all full-time and  

part-time certificated personnel including teachers, Title I teachers, school nurses, guidance counselors, 
speech therapists, and librarians. 

 
 Hereinafter, employee(s) in the defined unit will be referred to as bargaining unit  
 member(s). 
 
C. Excluded from the bargaining unit shall be all other employees of the Ironton City  

Schools, including supervisory, management, confidential, seasonal and casual employees as defined in 
Section 4117.01 of the Ohio Revised Code, secretaries and teacher aides. 

 
D. Full-Time and Part-Time Certificated Personnel. 
 

1. “Full-Time” certificated personnel shall be those who work the full schedule of  
hours as defined in Article 22 for a minimum of one hundred and twenty (120) 
work days or more in a work year. This shall not include any hours worked as substitute teachers. 

  
  2. “Part-Time” certificated personnel shall be those who work less than the full  

schedule of hours as defined in Article 22 and/or less than the minimal standard of one hundred 
and twenty (120) work days. 

 
ARTICLE 2:  ASSOCIATION RIGHTS 
 
A. Recognition of the Association as the sole and exclusive representative shall confer upon  

the Association certain exclusive rights during the term of this Agreement or any written extension thereof. 
 
B. The Agenda, and non-confidential attachments to said agenda relative to pending Board  

Actions and approved minutes of the Board shall be made available to the Association President at the 
close of the work day on the day of their distribution to Board members.  The Association President shall, if 
time allows, be informed of any agenda changes or additions made on the day of the Board meeting.  If 
changes or additions are made on the day of the Board meeting, those materials shall be made available to 
the Association President or his/her designee upon arrival at the Board meeting. 

 
C. The Treasurer of the Board shall, upon request of the President of the Association,  

provide a copy of each of the following documents approved or received by the Board and/or Treasurer.  
Documents shall include: 
 
1. Amended Certificates of Estimated Resources; 

2. Each year’s Temporary and Permanent Appropriations Resolutions; 

3. The names and assignment of staff members; 

4. Yearly SM-1 and Quarterly SM-2’s; 

5. Monthly Financial Statement of Receipts and Expenditures; 

6. Each month’s Cash Position Report. 

D. The Association shall be permitted to use one (1) specifically designated bulletin board in each school for 
communicating with bargaining unit members.  The bulletin board shall be designated by the Principal of 
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each school, but shall be in an area frequented by bargaining unit members.  The Association agrees not to 
post any derogatory material on the bulletin board provided for its exclusive use. 

 
E. To facilitate communication between the bargaining unit members, the Association shall   

have the opportunity to use the teacher mailboxes to disseminate routine information to its members.  It 
shall be the responsibility of the Association to distribute its materials to the members, and this shall not 
interfere with teaching time or other assigned duties of any bargaining unit members.  The use of the 
district’s email system by the Association shall be governed by the Acceptable Use Policy as contained in 
Appendix E of this contract. 

 
F. Visitation by IEA Representatives. 
 

1. Whenever possible all visits to the school by a representative(s) of the IEA shall   
 be arranged in advance. 
 
2. Visits by the IEA President or representative(s) shall not interfere with a  

bargaining unit member or bargaining unit member’s teaching duties and such visits normally will 
be scheduled after normal school hours. 

 
2. The IEA President and/or representative(s) shall report to the front office of the school upon 

arrival 
 

3. Visits by the IEA President and/or representative(s) with bargaining unit  
  members shall only be held in an area to be designated by the building Principal.  
  The Principal shall provide a private area ordinarily free of interruptions. 

 
G. The Association may be granted use of school facilitates at no cost for regular business 

meetings, not to include strike organizational meetings.  Association meetings may not interfere with 
regular scheduled activities. 

 
H. The Association President or his/her designee may be recognized by the Superintendent 

to address the Board for a specified period of time relative to any agenda item.  The Association may be 
placed on the agenda for any Board meeting upon the request of the Association to the Superintendent.  The 
request must be at least four (4) days prior to the scheduled meeting, to enable the Superintendent to 
comply with Board policy on distribution of agendas. 

 
I. The Association may be permitted reasonable use of school telephones, copier machines, and audio-visual 

equipment provided they are not being used or are not required for any school business or activity.  
Supplies or fees for such use shall be provided or paid by the Association. 

 
J. Maintenance of Association Membership. 
 

Although it is agreed that union membership is not a mandatory condition of employment, for any 
employee covered by this Agreement, any employee covered by this agreement prior to signing of this 
agreement who is currently a member of the bargaining unit, shall continue to pay to the Association dues 
or fees regularly charged members of the Union in good standing for the life of this Agreement (except as 
otherwise provided herein). 
 
An employee hired after the signing of this contract and covered by this Agreement (as provided in Article 
1: Recognition) who, after completing thirty (30) calendar days of employment shall be subject to the 
continued membership language above. 

 
K. Grandfathering-in Provision. 
 

Any employee that was not a member of the Association prior to July 1, 2000 shall be exempted from the 
membership provisions as identified above.  If an employee, who is not currently a dues-paying member of 
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the bargaining unit, decides to join the Association, that employee shall then be required to follow the 
provisions of this Article as it relates to payment of dues/fair share fee. 

 
L. The Association shall comply with all federal laws, state laws, and court decisions as they relate to 

notification of fair share fee determinations, procedures to protest, and notification requirements. 
 

M. Any employee who is a member of and adheres to established and traditional tenets or  
teaching of a bona fide religion or religious body which has historically held  
conscientious objections to joining or financially supporting an employee organization and which is exempt 
from taxation under the provisions of the Internal Revenue Code shall not be required to join or financially 
support any employee organization as a condition of employment.  Upon submission of proper proof of 
religious conviction to the State Employment Relations Board, it shall declare the employee exempt from 
becoming a member of or financially supporting the Association.  The employee shall be required, in lieu 
of such fair share fee, to pay an amount of money equal to such fair share fee to a nonreligious charitable 
fund mutually agreed upon by the employee and the Association. 

 
N. The Employer shall be relieved from making such deductions upon an employee’s: 
 

1. Termination of employment; 
2. Transfer to a job other than one covered by the bargaining unit; 
3. Layoff from work; and 
4. An unpaid leave of absence or when the employee’s paycheck amount is one in which a deduction 

could not be made. 
 
O. The Association shall indemnify and save Management harmless against all claims,  

demands, suits or other forms of liability that may arise out of or by reason by any action taken by 
Management to comply with this Article and the Association’s Maintenance of Membership/Fair Share Fee 
provisions, calculations and notification procedures. 

 
ARTICLE 3:  MANAGEMENT PREROGATIVES OF THE BOARD 
 
A. Except as specifically limited by the terms and provisions of this Agreement, the Board,  

the Superintendent and the Principals shall retain all rights, powers and authorities vested in them prior to 
the date of this Agreement. 

 
B. The rights, powers, authorities mentioned in the above shall include but shall not be confined to the 

following; 
 
1. The right to manage and control the schools, to determine matters of inherent  

managerial policy, to determine all locations for school facilities and equipment, the equipment to 
be used, the processes, techniques, methods, and means to be used in servicing the school system, 
the right to determine all schedules of events, schedules of working hours, assignments of 
employees, and the right to establish and maintain and amend occupational classifications, to 
establish work rules and regulations, to lay off and recall employees whenever necessary. 

 
2. The power to establish rules and regulations governing all employees and pupils, the 

administration of the school district, use of school district property, attendance at meetings, the 
compensation and reimbursement of expenses incurred, and to approve the overall budget. 

 
3. The authority to direct, supervise, evaluate, hire, rehire, promote, retain,  

suspend, discipline, demote, or discharge for just cause, assign and reassign employees, to 
effectively manage the work force, to maintain discipline and efficiency, non-renew and discharge 
employees, to determine employee schedules, to determine the adequacy of the work force, to 
determine the overall mission and standards of the Board as the employer and in furtherance of its 
responsibility to the students and community of the school district. 
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4. All rights, powers and authorities granted at any time to Boards of Education,  

School Superintendents and Principals by the laws of the State of Ohio, including Section 4117.08 
of the Ohio Revised Code as well as such rights powers and authorities which can reasonably be 
inferred there from. 

 
C. Where the rights, powers and authorities itemized above are modified or limited by the  

terms and provisions of this Agreement, they shall only be modified or limited to the extent specifically 
provided therein.  

 
ARTICLE 4:  NEGOTIATIONS PROCEDURES 
 
A. Negotiations for a successor agreement shall proceed in accordance with the Ohio  

Revised Code Chapter 4117.14. 
 
B. Alternative Impasse Procedure. 
 

The impasse procedure herein shall supersede and replace the impasse procedures set forth under ORC 
4117.14. 
 
The parties pledge themselves to negotiate in good faith and in the event of failure to reach an agreement, 
to utilize in good faith such mediatory facilities as are or may be provided. 

 
 The parties agree to negotiate in good faith, exchanging proposals and ideas in an effort  
 to obtain a successor agreement.  When either party declares impasse, the parties shall  
 jointly contact FMCS for an assignment of a Mediator to attempt to mediate the issues at  
 impasse. 
 
C. Except by mutual consent, the selection and mediation process shall not extend for more  

than thirty (30) calendar days from the date of declaration of impasse.  The parties shall be permitted to 
postpone or extend the mediation process by not more than fifteen (15) days and shall not extend beyond 
the expiration of this Agreement except by written agreement of the parties prior to such expiration.  All 
extension shall be for a specified period of time. 

 
D. Impasse may be declared by either party.  If after mediation the parties are still at  

impasse, the Union may exercise their right to strike under ORC Chapter 4117.14 procedures, with proper 
notification to the Board of Education. 

 
ARTICLE 5:  GRIEVANCE PROCEDURE 
 
A. The primary purpose of this procedure shall be to obtain at the lowest level and in the  

shortest period of time equitable solutions to grievances which may arise from time to time. 
 
B. Any individual unit member or the Association itself may file a grievance, which is an  

alleged violation of any matter negotiated and determined under the provisions of this Agreement. 
 
C. The following procedures shall be followed with regard to any and all grievances: 
 

1. An alleged violation shall first be discussed informally between the unit member 
and his/her Principal. 

 
If the problem remains unsolved, after five (5) days a formal grievance shall be filed with the 
Principal and copied to the Superintendent. 

 
2. If the problem is still unresolved, the unit member shall provide the 
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Superintendent with a formal written grievance, which shall set forth the Article allegedly 
violated, the facts constituting the alleged violation, the relief sought, the date of the incident of 
the alleged violation and the signature of the grievant. 
 
a. After the receipt of a formal written grievance, the Superintendent and  

the grievant shall have a meeting, within five (5) working days of the Superintendent’s 
receipt of the formal written grievance. 

 
b. If the matter is not resolved at this meeting of the Superintendent and the grievant, the 

Superintendent and the grievant shall have a formal meeting, together with the business 
representative of the Association, within five (5) working days of the last meeting.  The 
Superintendent reserves the right to have counsel present at this meeting. 

 
c. The Superintendent shall respond in writing to the grievance within  

five (5) working days of this formal meeting. 
 

3. The Association may itself, through its business agent, initiate a grievance at the  
third step of the procedure, by supplying the Superintendent with a formal written grievance, when 
such grievance does not involve a particular unit member or principal, but instead involves an 
application of the Agreement that affects all bargaining unit members. An individual may only 
initiate a grievance at the third step of the grievance procedure with the agreement of the 
Superintendent. 

 
4. A grievant or the Association may appeal the decision of the Superintendent  

to the Board through the following procedures: 
 
a. The grievant shall provide the Superintendent with a written notice of 

his/her intention to appeal within ten (10) days of the Superintendent’s decision, to allow 
adequate time for the Superintendent to arrange for consideration of the appeal at the 
Board meeting within thirty (30) days of the notice of appeal.  This written notice of 
appeal shall set forth the detailed grievance, the complaints regarding the 
Superintendent’s decision, a request for scheduling of the appeal before the Board, the 
identity of the grievant or grievants, and the number of individual grievances. 

   
b. The Superintendent will have ten (10) days after receipt of the written notice of appeal to 

notify the grievant(s) when the matter will be taken up before the Board. 
 

5. The appeal before the Board shall be for the Board’s consideration of the issue or issues raised by 
the grievance and the Superintendent’s decision. 

 
6. The Board shall make a disposition of the appeal in a timely matter, and shall promptly notify the 

grievant or the Association, as the case may be, of the decision of the Board or if the Board is 
unable to agree on a decision.  The grievant or the Association, as the case may be, may, if 
dissatisfied with the Board’s decision, pursue legal remedies and may also resort to legal remedies 
if a prompt decision is not received from the Board. 

 
D. The time limits set forth herein may be extended by mutual agreement of the parties, and time shall not be 

considered of the essence, with the exception of cases involving the termination of  a teacher with a 
continuing contract. 

 
E. Failure of either party to proceed without giving notice of a need for an extension of time shall result in the 

dropping of the grievance (when the grievant or Association fails to proceed) or the relief sought shall be 
given (if the Superintendent or Board fails to proceed). 

 
F. The procedures of this Agreement shall not affect the right of the grievant or the Association to exercise the 

right to file an unfair labor practice charge within the time prescribed by law. 
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ARTICLE 6:  SEVERABILITY PROVISIONS 
 
A. In the event there is a conflict between a provision of this Agreement and ORC 4117.10(A) or a federal 

law, or valid rule or regulation adopted by a federal agency as determined by a court of competent 
jurisdiction, ORC 4117.10(A) or federal law or valid rule or regulation adopted by a federal agency shall 
prevail as to that provision.  All other provisions of this Agreement which are not in conflict with ORC 
4117.10(A) or federal law or valid rule or regulation adopted by a federal agency, thereto, shall continue in 
full force and effect in accordance with their terms.  The parties will meet to negotiate any necessary 
change in the Agreement relative to the affected provision within sixty (60) days by demand of either party. 

 
B. If during the term of this Agreement there is a change in ORC 4117.10(A) or federal law or valid rule or 

regulation adopted by a federal agency pursuant thereto, which would invalidate any provision of this 
Agreement, as determined by a court of competent jurisdiction, the parties will meet to negotiate any 
necessary change in the Agreement relative to the affected provision within sixty (60) days by demand of 
either party. 

 
C. If during the term of this Agreement there is a change in any applicable state or federal law or valid rule or 

regulation adopted by a federal agency or a state agency pursuant thereto, which requires the Board of 
Education to develop policies that affect the term(s), condition(s) of employment, or working condition(s), 
then the parties will meet to negotiate the additional term(s), condition(s) of employment, or working 
condition(s) within sixty (60) days by demand of either party. 

 
D. The negotiations procedures in Article 4 of this Agreement shall be followed for any of  

the above mentioned negotiations.   
 
ARTICLE 7:  NON-DISCRIMINATION 
 
A. A member of the bargaining unit shall not be discriminated against or harassed by either the Board or the 

Association on the basis of race, sex, religion, national origin, handicap or age. 
 
ARTICLE 8:  PERSONNEL FILES 
 
A. A personnel file of each member of the bargaining unit may be maintained by the Principal of the location 

in which that member teaches.  This file shall include but not be limited to copies of complaints against that 
bargaining unit member, all material kept by the principal for use in preparing evaluations of that member 
and related supervisory materials.  The Principal shall forward copies of all official evaluations, complaints 
and disciplinary records and any other materials used in employment decisions for inclusion in the 
permanent personnel file maintained in the Board’s administrative offices, not later than thirty (30) working 
days after the event or action giving rise to the document.  This file shall contain but not be limited to 
payroll records, official transcripts, copies of evaluations, certification information, job applications, copies 
of conference reports, record of employment, and other necessary administrative materials, and also 
material forwarded from the Principal’s personnel file on that member.  Copies of the contracts of 
employment shall be available upon request. 

 
B. Any personnel action including discipline of a bargaining unit member shall be based only upon material 

contained or reflected in the permanent personnel file in the Board office. 
 
1. These files shall be considered confidential files.  A copy of all materials placed in the permanent 

personnel file shall be sent to the member upon placement.  Bargaining unit members may 
duplicate any item in their files at the rate of ten cents (10 cents) per sheet. 

 
2. The date and name of the person placing material in the permanent personnel shall be included on 

the document. 
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C. Individual bargaining unit members shall have access to their personnel files upon request to the Principal 
or to the Superintendent at a time that is mutually convenient, but not less than three (3) working days and 
does not interfere with the bargaining unit member’s regularly assigned duties.  The bargaining unit 
member may be accompanied by another individual of his/her choice. The administration may also, if it so 
elects, exercise its equal right to representation at this time. 

 
D. Those authorized to use files of members shall be limited to the Superintendent, Administrative Assistant, 

members of the Board of Education, Treasurer of the Board, Principals or Supervisors directly responsible 
in directing the bargaining unit member, or the secretaries or assistants of the above authorized individuals.  
The Board will comply with 149.43 of the Ohio Revised Code. 

 
1. If anyone other than authorized school personnel or Board members request to see a bargaining 

unit member’s personnel file, the member shall be notified and shall have the right to be present at 
the viewing of his/her file so long as the member exercises his/her right within forty-eight (48) 
hours of notification being sent to the member, except in response to process of law.  The Board of 
Education will comply with 149.43 of the Ohio Revised Code. 

 
E. Bargaining unit members may challenge the timeliness, relevancy, accuracy, or completeness of an item in 

their personnel file in accordance with the provisions of ORC Section 1347.09. 
 
F. No anonymous materials may be placed in a member’s personnel file.  The name of the person making the 

entry and author of the complaint shall be included. 
 
ARTICLE 9:  PAY PERIODS 
 
A. Bargaining unit members shall receive payment in twenty-six (26) equal installments over a twelve (12) 

month period.  Pay day shall be every other Friday, except in cases of emergency.  If there are twenty-
seven (27) pay periods, the bargaining unit members will have their pay divided by 27, and paid in 27 equal 
installments. 

 
B. Bargaining unit members on extra-curricular contracts shall be paid in twenty-six (26) equal installments 

over a twelve (12) month period, unless the contract amount is $1,000 or less, in which case it will be paid 
in one (1) lump sum at the completion of the contract. 

 
C. Bargaining unit members shall have their paychecks directly deposited to their accounts in the financial 

institution of their choice. 
 
ARTICLE 10:  TRAVEL REIMBURSEMENT 
 
A. Bargaining unit members whose assignment necessitates travel shall, if they use their own automobiles and 

if approved by the appropriate administrator or Supervisor, be reimbursed at the IRS rate per mile.   To be 
reimbursed, members shall submit the approved form to the Superintendent monthly, to be paid in the first 
two (2) weeks of the next month.  Earlier payment may be made upon a request approved by the 
Superintendent. 

 
B. Mileage for traveling teachers shall be calculated from the first school of assignment for the day to the final 

school of assignment for the day. 
 
C. Bargaining unit members shall maintain adequate comprehensive liability insurance in compliance with 

State Law on their automobiles, and a valid Driver’s License, therefore signing the expense voucher request 
for reimbursement shall indicate the same. 
 

Any bargaining unit member who travels shall be required to sign-in at the various locations that he/she visits to 
perform the duties of his/her job.  A form, Staff Visitation Log, will be kept by each building principal as prescribed 
by the Superintendent.  The Staff Visitation Log shall have the date, name of staff member, time the staff member 
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arrives at the building (Time In), time the staff member leaves the building (Time Out), and the next destination of 
the staff member. 
 
ARTICLE 11:  SCHOOL PROCEDURES 
 
A. The School Administration shall provide all bargaining unit members with a copy of all written procedures 

and policies of student discipline, hours and other policies, including updates, relating to the operation of 
the building in which they teach. 

 
B. The Association President shall be given a copy of all Board Policies and Procedures currently in effect and 

all updates as they occur. 
 
ARTICLE 12:  SEVERANCE PAY 
 

A. Upon retirement, a bargaining unit member who has worked for ten (10) or more years in the Ironton City 
School District and who has provided written notification of State Teachers’ Retirement System (STRS) 
retirement eligibility to the Treasurer, shall be paid in the amount of one-fourth (1/4) of his/her accrued but 
unused sick leave credit, up to a maximum of seventy-eight (78) days. 

 
B. Payment will be made at the bargaining unit member’s per diem rate in effect at his/her current salary 

schedule in the District.  The bargaining unit member’s per diem rate will be computed on the basis of the 
number of contract days per year for the member, and shall not include amounts received under 
supplemental contracts. 

 
C. Payment will be made not later than thirty (30) days after retirement. 

 
D. Any payment will be made only after the member becomes a retiree of the State  

Teachers’ Retirement System (STRS).  Once such severance payment has been received, all unused 
accumulated sick leave is surrendered and forfeited.  Such payment shall be made only once to a bargaining 
unit member. 

 
E. In case of the death of a bargaining unit member before retirement, any accrued  

severance pay will be paid to the estate of said member. 
 

F. Retirement for the purpose of this Agreement is defined as being that point at which a  
certificated professional employee has applied for and received a notice of his/her  
effective date of retirement from the State Teachers’ Retirement System or the  
State Employees Retirement System. 

 
ARTICLE 13:  TEMPORARY DUTY 
 
A. If it becomes necessary for any bargaining unit member to assume the responsibility for  

another bargaining unit member’s class during his/her planning period that bargaining unit member shall be 
reimbursed at the rate of twenty dollars ($20.00) per period at, Ironton High School and Ironton Middle 
School.  Teachers at the elementary school shall be paid the same rate not to exceed forty-five dollars 
($45.00) per day. If it becomes necessary to assign students to another employee’s regularly scheduled 
class, the teacher shall receive the above per period or daily rate.  All students from a given classroom shall 
be placed in one teacher’s room at the same grade level if possible.  If it becomes necessary to split the 
class then the pay shall be split. 
 
1. The immediate supervisor shall, when feasible, first solicit volunteers for such assignment, but 

shall at all times retain the right to assign bargaining unit members, on a rotation basis. 
 
B. Such reimbursement shall be remitted to the teacher within the next applicable pay period. 
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C. Comp Time 
 
Bargaining unit members may elect to receive comp time rather than the dollar amount stipulated in this article.  
Comp time shall be made available under the following provisions: 
 

1. The Bargaining Unit Member must inform the administration at the beginning of each school year of 
his/her decision to receive comp time for services rendered under this provision.  This shall be submitted to 
the building principal, in writing, no later than the first day of school each school year.   

2. If a Member so informs the Administration of his/her decision, that decision shall remain in effect for the 
remainder of the school year. 

3. In order to qualify for one day of comp time, the Member must serve the following times: 
a. Ironton High School – seven (7) periods 
b. Ironton Middle School – equivalent of seven (7) periods 
c. Ironton Elementary School– six (6) hours 

4. Comp time may not be used to extend a school holiday. 
5. Comp time may be used in one-day increments. 
6. No more than three (3) days may be used consecutively. In the event a Member has not accumulated 

enough service time to constitute a day for comp time, the Member may be paid for the actual time on a per 
period or per hour basis or it may be rolled over to the next school year provided said time does not exceed 
three (3) days. 

 
D. If said teacher performs duties and/or training, approved by the Superintendent, outside of regular work 

hours, comp time may be issued if a stipend is not provided. 
 
ARTICLE 14:  STRS PICK-UP 
 
A. The Board shall pick-up contributions to the State Teachers’ Retirement System paid on behalf of the 

employees in the bargaining unit utilizing the salary reduction method under the following terms and 
conditions: 

  
1. The amount to be “picked-up” on behalf of each employee shall be at the statutorily mandated rate 

of the employee’s annual compensation and reduced by an amount equal to the amount “picked-
up” by the Board for the purpose of City, State and Federal Tax. 

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

condition of employment. 
 

3. The parties agree that should the rules and regulations of the IRS or retirement system change 
making this procedure unworkable, the parties agree to return, without penalty, to the former 
method of employee/employer contributions. 

 
4. Payment for sick leave, personal leave, severance, supplemental, etc., including unemployment 

and worker’s compensation, shall be based in the employee’s gross or daily gross pay prior to the 
reduction as basis (i.e. gross pay divided by the number of days in a teacher’s contract). 

 
ARTICLE 15:  PROFESSIONAL AND ACADEMIC FREEDOM 
 
A. The Board and the Association recognize the importance of an educational atmosphere that is relatively 

free from censorship and restraints upon free inquiry, learning, free political rights of citizenship, and the 
rights of privacy, and in which academic freedom for teacher and student is encouraged. 

 
B. The Board and the Association recognize their joint obligation as educators, to the students and the 

community to provide a role model for moral and ethical behavior.   
The Board and the Association also acknowledge that the private life of a teacher is not within the 
appropriate concern or attention of the Board except as it may prevent the teacher from properly or 
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efficiently performing his/her assigned functions during the work day, or as it impacts upon his/her 
professional obligations as a teacher to his/her students. 

 
C. Teachers will be entitled to free rights of citizenship, and no religious or political activities of any teacher 

or the lack thereof will be grounds for any discipline or discrimination with respect to the employment of 
such teacher unless said activities are violative of law or impact upon the teacher’s professional obligations 
to his/her students, or detract from establishing a more cooperative atmosphere to increase the students 
learning potential. 
 

D. The teacher as a recognized professional shall have the right to choose those instructional methods, issues 
and/or materials within the accepted curriculum guidelines he or she deems to be appropriate and effective 
with a given group of students. 

Before introducing materials, methods and/or issues of a known controversial nature, the teacher shall 
consult with the principal as to the advisability of such methods, materials and/or issues and together they 
will develop plans to minimize any possible negative reactions to the introduction and use of said 
controversial materials, methods and/or issues.  If a teacher disagrees with the principal’s decision, it will 
be referred to the Superintendent for resolution. 

 
ARTICLE 16:  COMPLAINTS AGAINST MEMBERS OF THE 
   BARGAINING UNIT 
 
A. All individuals expressing a concern regarding a unit member shall be encouraged by the Administration to 

attempt to resolve such concerns on an informal level with the member prior to pursuing further 
procedures.  The unit member will be immediately advised of any complaint and the identity of the 
complainant. 

 
B. If not resolved with the bargaining unit member alone, complaints against a bargaining unit member shall 

be handled informally by the bargaining unit member’s Principal at  his/her discretion.  Any complaint 
which is originally directed to the attention of the Administrative Assistant, Superintendent or Board 
Members shall be directed back to the attention of the Principal for handling under this procedure. 

 
C. When a review of the problem indicates to the Principal that the problem has not been resolved, the 

Principal will meet with the bargaining unit member to discuss the problem or may, at the discretion of the 
Principal, meet with the complainant and the bargaining unit member together. 

 
D. If the problem still remains unresolved, the complainant may address the problem to the 

Administrative Assistant who may, at his/her discretion, meet with the bargaining unit member, the 
complainant and the Principal, or any of the above. 

 
E. If the problem continues to remain unresolved, the complainant may address the problem to the 

Superintendent.  A report of the complaint shall be made available to the bargaining unit member.  The 
bargaining unit member shall be provided the opportunity to respond, in writing, to the complainant’s 
problem.  Such response shall be forwarded to the Superintendent for his consideration.  The 
Superintendent may, at his/her discretion, make a written determination of the problem, which shall be 
furnished to both the complainant and the bargaining unit member. 

 
F. Should a reprimand or any disciplinary action involving the bargaining unit member be anticipated by the 

bargaining unit member, under this procedure, the bargaining unit member shall have the opportunity to be 
accompanied by an Association representative at all levels of the procedure set forth above.  The 
Administration also reserves the right to have representation at all such levels of the procedure. 

 



 13 

ARTICLE 17:  STUDENT DISCIPLINE 
 
A. The Board, the Administration and the Association recognize their shared responsibility toward the 

students to provide a school environment which is well organized, effectively managed, and properly 
disciplined.  This can best be accomplished if the administrators, principals, teachers, counselors and others 
in charge of the students prepare a plan which will result in the proper control of the students, and which 
will ultimately result in ensuring the optimum learning situation. 

 
B. The Board, the Administration and the Association also recognize that, although the Principal of the school 

is ultimately responsible for the discipline and proper control of the students throughout his/her school, it is 
generally conceded that the discipline of the student in and about the classroom is the duty of the teacher.  
No Principal, no matter how effective, can repeatedly assume the teacher’s classroom disciplinary role.  
The Principal, on occasion, may aid and assist the teacher, but the Principal cannot replace the teacher and 
assume the teacher’s inherent obligations.  It therefore becomes the responsibility of the classroom teacher 
to so control his/her students that the health and safety of the students can be assured and that the classroom 
is a proper setting for the best possible learning situation. 

 
C. The Board and the Administration also recognize their responsibility to give all reasonable support and 

assistance to teachers with respect to the maintenance of control and discipline in the classroom. 
D. The Board shall promulgate rules and regulations setting forth the procedures to be utilized in disciplining, 

suspending, or expelling students for misbehavior.  Such rules and regulations shall be distributed to the 
students, teachers and parents at the commencement of each school year.  The Board shall solicit the advice 
of the Association in this area through the Faculty Council. 

 
E. The parties recognize the need for a consistent policy of discipline in the schools, founded on an approach 

to discipline as a positive measure.  This approach shall focus on discipline as a way to train the students 
and enable the students to develop self-control, and a way for the teacher to work to change inappropriate 
student behavior to appropriate behavior through intervention strategies. 

 
F. Discipline is to be administered in accordance with Ohio law.   
 
G. The removal of a student from a classroom is an extreme measure, and is only to be undertaken in 

accordance with Board Policy 5611 & 5610.03 on Expulsion, Suspension, and Emergency Removal. 
 
1. Except in cases of emergency removal, when the teacher requests that the student be removed 

through the suspension or expulsion procedures, before a student is removed from a classroom, at 
least two (2) prior intervention strategies should have been attempted, and the reasons for removal, 
including an outline of the problem, and description of the intervention strategies, should be 
prepared by the teacher initiating or requesting the removal. 

 
H. It is the obligation of the Principal of each school to meet with the teachers at his/her facility, to review and 

discuss this Article and the Board policies 5600, 5500, 5605, & 5610.02 on discipline, and to make every 
effort to ensure that discipline is appropriately and consistently maintained in his/her facility. 

 
I. Any case of assault by a student or any other person upon a bargaining unit member during the 

performance of the bargaining unit member’s duties shall be promptly reported to the building Principal 
and the report forwarded to the Superintendent and local law enforcement authorities. 

 
1. Any bargaining unit member absent due to physical disability resulting from an assault by a 

student or any other person during the performance of the bargaining unit member’s duties as a 
teacher for the Ironton City School system shall, upon written request and subject to the review 
and discretion of the Superintendent and the Board, be granted a leave of absence with full pay 
and benefits for the period of such physical disability in accordance with a doctor’s statement 
specifying the time needed for recovery and the nature of any medical treatment necessary.  Such 
leave shall be granted for no longer than a maximum of twenty (20) days from the day of the 
assault, except in situations in which the Superintendent and the Board determine that medical 
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proof justifies a longer leave, in which case the leave may be extended for a period at the 
discretion of the Superintendent and the Board. 

 
ARTICLE 18:  FACULTY COUNCIL 
 
A. The parties to this Agreement recognize that, in the school of contemporary America, cooperation away 

from the bargaining table is necessary to be successful in improving the educational climate of our schools, 
and to further the parties’ joint goals of productivity and satisfaction in education.  Therefore, the Board, 
the Administration, and the Association agree to establish a joint advisory committee, the Faculty Council, 
for the Ironton City Schools. 

 
B. The Council shall be composed of two (2) teachers to represent the elementary school, one (1) teacher to 

represent the middle school, one (1) teacher to represent the high school, all appointed by the Association, 
at least one (1) principal chosen by the superintendent, and will be chaired by the superintendent.  
However, at no time shall the number of administrators exceed the number of teachers.  Both the 
Association and the Administration shall select their representatives by October 1 of each school year. 

 
C. The principal aims of the Council shall include the following: 
 

1. To work together toward the end of improving the quality of education in the  
schools; 

 
2. To find ways to operate the schools more efficiently and effectively; 
 
3. To work together toward the end of achieving their joint goals of productivity  

and satisfaction; 
 

4. To work together toward the end of recommending policies to accommodate the  
changes in society and in the family environments; 

 
5. To work together toward the end of building lines of communications to solve  

their mutual work concerns; 
 

6. To work together toward the end of improving the working relationship between the 
Administration and teachers; 

 
7. To work together to develop a positive and cooperative approach toward discipline which will 

promote the optimum learning environment for the student; 
 

8. To work together, within the financial limitations of the school district, to attempt to provide the 
necessary materials and facilities for the most conducive atmosphere for learning and teaching; 
and 

  
9. The Board and the Superintendent will consider input concerning the annual school calendar. 

 
D. The Council will meet quarterly, in the months of October, December, March and May.  The time and 

location of the October meeting will be established by the Superintendent.  Subsequent meeting time(s) and 
location(s) will be established at this first meeting, except the December meeting which shall take place 
during the regular school day and shall be scheduled by the Superintendent.  Substitutes will be hired for 
the December meeting to replace the appointed Association representatives.  The bargaining unit members 
shall suffer no loss in pay nor leaves for their participation in the December meeting. 
 
1. The Council’s function shall be to discuss problems that concern the parties and, to the extent that 

mutual agreement may be reached, to endeavor to find ways of accomplishing such objectives 
consistent with the provisions of this Agreement. 
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2. The first item on the Agenda shall alternate from meeting to meeting with respect to issues of 
concern to the Administration and issues of concern to the Association. 

 
ARTICLE 19:  EMERGENCY CLOSINGS OF THE SCHOOLS 
 
A. Should it be determined by the Superintendent that school cannot be opened for students, bargaining unit 

members shall not be required to report for work. 
 
B. The Administration shall make every attempt to notify the bargaining unit members of school closings or 

delays by 6:30 a.m. and to make this notification through the radio stations identified in faculty handbook. 
 
C. All bargaining unit members shall receive their normal compensation for days that the school district is 

closed to such emergencies, provided that this does not exceed the state-mandated five (5) calamity days. 
 
ARTICLE 20:  TEACHING ENVIRONMENT 
 
A. Bargaining unit members shall not be required or expected to provide personal property or to purchase 

instructional supplies or equipment for school use. 
 
B. The Board agrees that there shall be no unnecessary interruptions of an instructor.  The principal will 

consult or advise the staff with a monthly calendar of events.  The principal shall also notify the staff three 
(3) days in advance of any change in the daily period/time schedule unless extenuating circumstances make 
such notice not practical or impossible. 

 
C. The Board and the Administration desire to do everything in their power to provide the most conducive 

atmosphere for teaching and learning.  In keeping with this goal, the Board will make every attempt, within 
the financial limitations of the school district, to allocate sufficient funds, to provide for the purchase and/or 
replacement of textbooks, library books, instructional materials, supplies and equipment of sufficient 
quality and quantity to enable teachers to fulfill their teaching responsibilities in an adequate and 
professional manner. 

 
D. A bargaining unit member shall have the right to use available equipment and supplies to aid in the 

preparation of instructional materials. 
 
E. In any change of staffing in specialized areas there shall be consideration of and discussion with all people 

involved, provided a meeting has been requested within five (5) working days of the effective date of the 
assignment. 

 
F. The Ironton Board of Education and the Ironton Education Association agree that, for the purposes of 

implementing special grant programs or improvement opportunities, the parties to this Agreement shall 
communicate, but shall not be obligated to bargain the implementation of grant programs which are 
voluntary and which do not affect the wages, hours and working conditions of unit members.  Any affect 
such programs have on wages, hours, terms or conditions of employment of bargaining unit members shall 
be negotiated. 

 
Staff ID badges shall serve as activity passes each year for all school activities. 
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ARTICLE 21:  WORK YEAR 
 
A. The regular contract year for a member of the bargaining unit shall be no more than one 

hundred eighty-two (182) days and shall consist of the following: 
 
1. One hundred seventy-eight (178) student days when students are in attendance; 

and 
 

2. A total of four (4) days, to be used as parent-teacher conference days, teacher  
in-service days and/or a classroom workday, as determined by the Superintendent. 

 
ARTICLE 22:  WORK DAY 
 
A. The normal full-time teacher work day shall be no more than seven (7) hours inclusive on 

planning –conference time and thirty (30) consecutive minute-duty free lunch.  The normal part-time 
teacher workday will be no less than two (2) hours per day.  All employees are expected to be at work on 
time and stay until their workday is completed. 

 
B. All full-time bargaining unit members assigned to the middle school and high school levels shall be 

provided the equivalent of 200 minutes per week to be used as planning-conference time. 
  
1. All full-time bargaining unit members assigned to the elementary level shall be provided a 

minimum of two hundred (200) minutes a week of planning- conference time, no segment of 
which shall be less than twenty (20) minutes in length. 

 
C. Bargaining unit members shall be expected to attend faculty meetings and similar work-related functions 

that may occur during the course of the school year.  Parent-Teacher conferences, teacher in-service, and 
open house days are part of the school calendar and shall be treated accordingly and attendance at these 
shall be mandatory for all bargaining unit members.  Bargaining unit members may use sick leave on such 
days. 
 

Bargaining Unit Members who serve more than one (1) building shall not be required to attend more than one (1) 
Open House per year.  Said Bargaining Unit Members shall not be required to spend more time than any other 
member in parent-teacher conferences.  The Bargaining Unit Members are encouraged to make such 
accommodations as is practical for parents to meet with them as part of the district’s parent-teacher conference 
program. 
 
ARTICLE 23:   LEAVES 
 
A. Sick Leave. 
 

1. Each full-time bargaining unit member shall be entitled to fifteen (15) days sick leave with pay for 
each year under contract, which shall be credited at the rate of one and one-fourth (1 ¼) days per 
month.  All part-time bargaining unit members shall earn sick leave for the time actually worked 
at the same rate as that granted full-time bargaining unit members.  Unused sick leave shall be 
accumulated as earned without limit. 

 
2. A new employee with accumulated sick leave from another public agency shall have placed to 

his/her credit, upon written application and proof of such to the Treasurer, all sick leave 
accumulated with a previous public employer, not to exceed two hundred and fifteen (215) days. 

 
3. A bargaining unit member who has not yet accumulated or who has exhausted his/her 

accumulation of necessary sick leave, shall be advanced up to a maximum of five (5) days of sick 
leave, with the advanced days to be removed from such teacher’s later accumulated number of 
sick days.  If the bargaining unit member leaves the district before accumulating sufficient sick 
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leave to cover the advanced sick leave(s), such day(s) will be deducted from the bargaining unit 
member’s last pay. 

 
4. Sick leave days may be used to cover absences for personal illness, pregnancy, injury, exposure to 

contagious disease which could be communicated to others and for absence due to illness, injury 
or death in the bargaining unit member’s immediate family. 

 
5. For purposes of this Article, the immediate family of a bargaining unit member is defined to mean: 

father, mother, spouse, brother, sister, son, daughter, step-children, grandparents, grandchildren, 
aunt, uncle, niece, nephew, in-laws or an individual residing in the home of said bargaining unit 
member, or other family members with the Principal’s recommendation and the approval of the 
Superintendent. 

 
6. On the day of an absence, the bargaining unit member shall notify their immediate supervisor and 

the person responsible for calling out substitutes no later than 10:30 p.m. and no earlier than 5:30 
a.m.  When the bargaining unit member is able to return to work, he/she shall notify their 
immediate supervisor and the person responsible for calling out substitutes prior to 2:00 p.m. on 
the preceding day. 

 
7. All bargaining unit members who have advanced knowledge that they will need to use their 

accumulated sick leave on an extended basis, shall give the Administration as much advance 
notice as possible.  In the case of unforeseen illness or disability, it is recognized that advance 
notice may not always be possible. 

 
8. Any bargaining unit member using sick leave must furnish his/her Principal with a written signed 

statement within three (3) days after the bargaining unit member returns to work, on forms 
prescribed by the Board of Education, to justify the use of such leave.  If medical attention is 
required, the bargaining unit member’s statement shall list the name and address of the attending 
physician and the dates consulted. 

 
9. Sick leave shall be deducted in the following increments: 
 

TIME ABSENT   LEAVE DEDUCTED 
 
0 – 3 ½ hours   ½ day 
3 ½ or more hours  1 day 

 
10. Unused accumulated sick leave days shall be treated in accordance with the provisions of     

Article 12. 
 

11. In order to enable Bargaining Unit members to assist any fellow employee or employees’ 
immediate family who are suffering life-threatening or a catastrophic illness, upon approval of the 
Superintendent a Bargaining Unit member may transfer his/her accumulated sick leave to a fellow 
Bargaining Unit member so affected under the following conditions: 

 
a. A Bargaining Unit member who has more than twenty-four (24) days accumulated sick 

leave to his/her credit may transfer up to fifty percent (50%) of said sick leave twice per 
school year.  For the purpose of this proposal, school year is defined as July 1 through 
June 30. 

 
b. Once such transfer is completed, there will be no reaccrediting or transferring back of any 

unused sick leave.  Unused donated sick leave will be added to the sick leave bank. 
 
c. Documentation from the recipient’s physician attesting to the nature of the illness will be 

required. 
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d. Any transfer is to be voluntary and the transfer must be completed prior to the recipient’s 
use of same. 

 
e. Each request shall be reviewed on an individual basis. 
 
f. Days donated may not exceed the amount needed to complete the current school year. 

 
g. The superintendent shall have the authority to grant sick leave transfer under this 

provision to Bargaining Unit members for pregnancy and/or major surgical procedures if 
he/she deems that the conditions surrounding the request are warranted. 

 
12. The district shall establish a sick leave bank that Bargaining Unit Members may contribute to and 

borrow from.  This sick leave bank shall be established and maintained under the following 
provisions: 

a. Bargaining Unit Members may contribute a portion of their accumulated sick leave days at 
the beginning of each school year.  Said contribution shall be made known to the 
Administration no later than August 1of each year.   

b. Bargaining Unit Members may borrow from the bank if they have exhausted all of their sick 
and personal leave days. 

c. Bargaining Unit Members may only borrow from the bank for illnesses that are non-life-
threatening or non-catastrophic and for pregnancy. 

d. Bargaining Unit Members must submit a doctor’s statement to borrow from the bank. 

e. Members may borrow up to ten (10) days in any school year.  Borrowed days must be paid 
back at the rate of ½ day per month.   

f. If a Member terminates his/her employment or retires owing the bank, the amount owed to the 
bank will be deducted from the Member’s final check at the existing per diem rate. 

B. Bereavement Leave. 
 

1. One (1) day of Bereavement Leave shall be granted to bargaining unit members for the death of 
individuals not defined as a member of the employee’s immediate family.  Such leave shall be 
deducted from the bargaining unit member’s sick leave accumulation. 
 

C. Personal Responsibility Leave. 
 

1. Purposes and Limitations on Use of Personal Responsibility Leave. 
 
 

a. Each full-time bargaining unit member shall be granted three (3) unrestricted days of 
personal leave during each school year.  “Unrestricted” leave shall mean that there is no 
restriction as to the reason for the personal leave, other than the restrictions described 
above, but the restrictions as to the days which personal leave may be taken still apply. 

 
b. No personal leave day shall be granted to an employee during the of one (1) day before or 

one (1) day after any school holiday or unscheduled closing, or the first or last day of 
school, or on days when parent-teacher conferences are scheduled. .  The Superintendent 
shall have the authority to waive this provision if, in his opinion, extenuating 
circumstances exist with a bargaining unit member that warrants said waiver.  Bargaining 
unit members who request that the Superintendent consider such a waiver must submit, in 
writing, his/her request stipulating such circumstances that exist.  Such request must be 
submitted at least five (5) work days before leave is taken.  The decision of the 
Superintendent is final and is not grievable. 
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c. Personal leave shall be deducted in accordance with paragraph A-9. 
 

d. Unused personal leave days shall, at the end of each school year, convert one for one to 
sick leave days.  Unused personal leave days shall not be accumulative.  This shall be in 
addition to the total days earned.  Bargaining unit members who have not used any 
personal days may cash them annually for sixty dollars ($60.00) per day.  One, two or 
three days may be cashed under this provision. 

2. Each request for Personal Leave shall be made by written application to the bargaining unit 
member’s Principal, who will, in turn, render a decision and notify the applicant.  This request 
shall state the date of the leave, and shall be filed, except in emergencies, two (2) workdays before 
the day of leave requested in order that a suitable replacement or substitute can be obtained. 
 
a. The Principal’s decision shall be based upon strict adherence to the terms and conditions 

of this Article. 
 

3. Procedure for Administration of Personal Leave shall be: 
 

a. The employee shall make written application to his/her Principal two (2) workdays in 
advance on the form provided by the Board of Education.  The employee need provide no 
reason for taking unrestricted personal leave. 

 
b. If the Principal has reason to question the leave under C-1(c) of this Article, he/she shall 

inform the Superintendent and the employee to determine the validity of the leave. 
 

c. If the employee has any doubt concerning the validity of the request, or if he/she wishes a 
definite answer before taking the leave, he /she shall discuss the reason with the his/her 
Principal. 

  
d. The decision of the Principal is final unless an appeal to the Superintendent is initiated by 

the employee immediately upon receipt of the Principal’s decision. 
 

e. The filing of a false application shall be considered as grounds for disciplinary action by 
the Board of Education in such form and manner as the Board may deem advisable. 

 
D. Sabbatical Leave. 
 

1. The Board agrees to provide Sabbatical Leave to bargaining unit members in accordance with the 
provisions of Section 3319.131 of the Ohio Revised Code.  Upon return from such leave, bargaining 
unit members shall make a presentation based upon the leave at a staff meeting. 

  
E. Professional Leave. 
 

All members of the staff of the Ironton City Schools are encouraged to attend professional meetings in 
order to keep abreast of trends in education, and to improve instructional methods. 

 
1. Each request by a bargaining unit member to attend a professional meeting shall be made by a 

written application on a form provided by the Board, to the member’s Principal, who in turn 
forward the request to the Superintendent. 

 
2. This request shall state the reason or purpose of the meeting, the date(s), and shall be submitted to 

the Principal at least three (3) weeks before the date of the meeting in order that a suitable 
replacement or substitute can be obtained. Written approval or disapproval will be returned to the 
applicant from the central office. 

 
3. The Superintendent shall have the right to limit the number of applications granted for 

professional leave on any given school day or in any school year, in order to ensure that the 
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normal operation of the schools will not be materially affected by such absences.  Attendance at 
any given meeting will be further limited to two (2) persons from any department of a building, 
except as approved by the Superintendent. 

 
 

4. Expenses. 
 
a. When a bargaining unit member takes a professional leave at the request of the Board, or at 

the request or initiation of the bargaining unit member, the Board shall pay for registration 
fees, mileage at the IRS rate per mile, meals, and motel or hotel expenses with the prior 
approval of the Superintendent, and necessary materials related to a workshop. 

 
b. Certain limitations will be placed on professional leave expenses to provide for a reasonable 

level of funds to be expended. 
 

1. Expenditures for food shall be limited as follows: 
 
Breakfast  $  7.00 
Lunch   $  9.00 
Dinner   $16.00 
 
Expenditures for motels or hotels shall be pre approved for conference/seminar 
attendance. 

 
2. Expenditures over the limitations above shall be paid by the bargaining unit member 

unless the Superintendent grants prior approval for unusual or exceptional conditions. 
 

c. To be reimbursed, written proof of expenditures must be submitted to the Treasurer within 
thirty (30) days of the leave and should include the following if applicable: 
 
1. Mileage at the IRS rate per mile, if car is driven. 
 
2. Motel or hotel invoices. 

 
3. Receipts for registration fees. 

 
4. Plane or other public transportation invoices. 

 
5. Receipts for meals. 

 
Employee will be reimbursed within thirty (30) days after submitting receipt of expenditures 
to the Treasurer. 

 
d. Professional leave shall be granted by the Superintendent in accordance with the school 

system needs and fund limitations. 
 
1. Preference for professional leave requests shall be given to bargaining unit members who 

have not previously taken such professional leave when duplicate applications are made. 
 

2. Disapproval of a professional leave application shall not constitute grounds for a 
grievance. 

 
F. Association Leave. 
 

1. The Association shall be granted a total of five (5) days annual leave for the President and/or 
his/her designees to attend Association business meetings.  This leave is non-accumulative. 
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G.       Jury Duty/Witness Duty. 
 

1. A bargaining unit member who is summoned for jury duty or who is subpoenaed to appear before 
a court or agency as a witness or party in a criminal or civil proceeding dealing with work-related 
incident shall be granted all necessary leave. Bargaining unit members shall not be granted any 
paid leave under this section when they have a family or personal interest in the matter before the 
court.  After absence for such duty, either reporting or serving, the bargaining unit member shall 
return payment for services rendered to the Board Treasurer and at the next regular pay period 
receive full payment for his/her regular salary from the Board for the day(s) of absence for this 
purpose. Payments not turned in for days(s) absent will cause a deduction of pay for those days. 

 
H.        Unpaid Leave of Absence. 
 

1. General Unpaid Leave of Absence. 
 

The Board may grant a bargaining unit member up to two (2) years of absence without pay for 
personal or family health reasons, for continuing education, or for other reasons approved by the 
Board, upon receipt of a written request by that bargaining unit member. 

 
2. Child Care/Adoption Leave of Absence. 
 

A member who is expecting or adopting a child shall be granted unpaid leave of absence not to 
exceed one (1) year, upon written request to the Superintendent, submitted at least sixty (60) days 
before the commencement of such leave, whenever possible, and stating the expected date of birth 
or date of obtaining custody of the child and also the date the bargaining unit member expects to 
return to work. 

 
3. Bargaining unit members on unpaid leaves of absence shall be carried on the roll of Board 

employees and may continue to participate in the Board’s insurance program while on such leave 
provided they pay the premiums or other such fees on the monthly date designated by the 
Treasurer. 

 
a. The bargaining unit member must notify the Board of his/her intentions regarding his/her 

returning to employment by April 1 of the year  his/her leave of absence is to be 
completed.  Upon return from such leave, the bargaining unit member shall be given 
his/her same assignment or comparable assignment held prior to taking such leave, if 
such assignment is available and subject to the RIF procedures.  If no such assignment is 
available, the person shall be placed on the recall list. 

 
b. If the bargaining unit member desires to return to work prior to the date of return 

originally stated, the bargaining unit member shall notify the Superintendent of his/her 
request and the date of his/her proposed return.  Such request may be considered at the 
discretion of the Superintendent. 

 
4. Upon the returning to service of a bargaining unit member at the expiration of a leave of absence, 

he/she shall resume the contract status which he/she held prior to such leave.  The taking of a 
leave of absence within the term of a limited contract shall not suspend the running of the contract.  
Bargaining unit members who are affected by a reduction in force while on leave of absence shall 
be treated identically with other bargaining unit members under the provisions of Article 25.  
Seniority shall not be accrued while on unpaid leave. 

 
I. Family and Medical Leave Act. 
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      1. In accordance with the Family and Medical Leave Act of 1993, bargaining unit members who 
have worked at least 1, 250 hours in the past twelve (12) months, shall be annually entitled to a 
maximum of twelve (12) weeks of unpaid leave each year for the following qualifying reasons: 

 
a. To care for a newborn son or daughter; 
 
b. For a placement of a son or daughter with the bargaining unit member for adoption or 

foster care; 
 

c. To care for a seriously ill spouse, child or parent; or 
 

d. Because of their own serious health condition. 
 

Entitlement to child care shall end upon the child reaching age one (1) or twelve (12) months after 
the date of adoption or foster placement. 
 

 2. Bargaining unit members must give the Board at least a thirty (30) days notice, or as much notice 
as practicable in foreseeable situations. 

 
3. Bargaining unit members may, at their option, use their accumulated paid leave prior to using 

unpaid leave, not to exceed a maximum combination of twelve (12) weeks (for example, 4 weeks 
of paid sick leave and 8 weeks of unpaid leave combination). 

 
 4. Leave taken for a period that ends with the school year and begins with the next semester  is taken 

consecutively.  Summer recess is not counted against FMLA entitlement. 
 
            5. Medical certification shall be required to substantiate leave for the reasons stated above  

with the Board having the option of requiring a second and third opinions at Board expense.  
Employees shall use the Department of Labor’s Certification of Health Care Provider Form when 
Medical Certification is required.  Employees shall receive notice by the Department of Labor’s 
Employee Response to FMLA Request Form. 

 
            6. Bargaining unit members may be entitled to use family and medical leave on an 

intermittent or reduced leave schedule basis upon mutual agreement between the Board and 
employee and provided all requirements have been satisfied. 

 
a. When a bargaining member uses family and medical leave on an intermittent  

or reduced schedule basis, the Board may temporarily transfer the bargaining unit 
member to an alternative position with equivalent pay and benefits which 
would better accommodate the recurring periods of leave and not disrupt the services 
provided to the public.  Upon return from leave, the bargaining unit member shall be 
restored to his/her former position or an equivalent position. 

 
b. When an instructional employee needs intermittent leave which is foreseeable  

and the employee would be on leave for more than 20% of the total number of  
working days over the period the leave would extend, the Board may require the 
employee to either: 

 
1. Take leave for a period or periods of a particular duration; or 
2. Transfer temporarily to an alternative position for which the employee  

       is qualified. 
 

c. When an instructional employee begins leave more than five (5) weeks  
before the end of the term, the employer may require the employee to continue    
taking leave until the end of the term: 

 



 23 

1. The leave will last at least three (3) weeks, 
2. The employee would return to work during the three (3) week period  

before the end of the term. 
 

d. When an instructional employee begins leave during the five (5) weeks before  
the end of the term, the employer may require the employee to continue taking leave until 
the end of the term. 

  
1. The leave will last more than two (2) weeks, and 
2. The employee would return to work during the two (2) week period before the 

end of the term. 
 

e. When an instructional employee begins leave during the three (3) weeks  
before the end of the term and lasting more than five (5) working days, the employer may 
require the employee to continue taking leave until the end of the term. 

f. With respect of paragraphs F-2 through F-5, only the time needed for FMLA  
reasons shall be counted against the FMLA entitlement. 

 
  7. Health insurance benefits shall continue during the period of family and medical leave, not to 

exceed a total of twelve (12) weeks per year, with the Board paying the Board’s share of the health 
insurance premium. The employee must make arrangements for payment to continue his/her 
portion of the health insurance premium.  The Board may recover any premiums paid if the 
employee fails to return to work, unless the failure to return was due to the continuance, 
recurrence or onset of a serious health condition or due to other circumstances beyond the 
bargaining unit member’s control. 

 
        8. For the purpose of this Article, the following definitions shall apply: 
 

a. “Serious Health Condition” – an illness, injury, impairment, or physical or mental 
condition which involves inpatient care of three (3) days or more in a hospital, hospice, 
or residential care facility; or continuing treatment of at least two (2) or more visits or 
supervision by a health care provider. 

 
b. “Reduced Leave Schedule” – a leave schedule that reduces the usual number of hours per 

week, or hours per workday, of a bargaining unit member. 
 
ARTICLE 24:  TRANSFERS, JOB POSTINGS AND REASSIGNMENTS 
 
A. Definitions. 
 

1. A “vacancy” shall be defined as a job opening in a bargaining unit position by reasons of 
retirement, resignation, death, non-renewal of contract, termination of contract, promotion, or 
creation of a new position.  When a vacancy is posted and filled by a current bargaining unit 
member, the resulting job opening then occurring shall be deemed a vacancy for the purpose of 
this Article. 

 
A “transfer” shall be defined as a change in a job assignment from K-5, 6-8, 9-12 within the 
district. 

 
A “reassignment” shall be defined as a change in a job assignment within K-5, 6-8, 9-12, 
including changes in grade level and/or subject area. 

 
B. Voluntary Transfers/Reassignments. 
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1. When a vacancy occurs before the end of each school year, the Superintendent shall solicit 
declarations of interest on the part of unit members, by e-mailing a notice of the job vacancy. 
After the end of school, notice shall be posted in the central office as well as being sent through 
the phone notification system. 

 
2. Members who desire a reassignment/transfer, or express interest in a vacancy, may file a written 

declaration of interest with the Superintendent during the five (5) workday period after the 
solicitation notice is sent out by the Superintendent or after the posting. 

 
3. Consideration of members to fill vacancy shall not be limited to members who have filed a 

declaration of interest.  Consideration of members to fill a vacancy shall take into account the 
following: 
 
a. The teacher possesses a valid certification at the time of application for the area(s) listed 

in the vacancy notice. 
 

b. Qualifications. 
 

 Experience in job area. 
 

 Coursework in job area. 
 

 Seniority when the above factors are considered equal. 
 
C. Involuntary Transfers/Reassignments. 
 

1. Qualified applicants for vacancies may be considered for vacant positions prior to the involuntary 
transfer/reassignment of any bargaining unit members. 

 
2. A member being involuntarily transferred/reassigned will only be placed in a position for which 

the member is certified. 
 

3. Any member being involuntarily transferred/reassigned shall be notified in writing of such 
transfer/reassignment.  Within fifteen (15) days of notice, such teacher shall be granted a 
conference, upon written request, with the Superintendent and building principal who shall give 
reasons for such reassignment/transfer. 

 
4. The Superintendent shall have the authority to involuntarily transfer/reassign provided the teacher 

is given written notice, reasons, and the opportunity for a conference as set forth in paragraph C-3 
above. 

 
5. No involuntary transfer/reassignment shall be arbitrary, capricious or disciplinary in nature. 

 
D. Notification 
 

The Administration will make every effort to notify any bargaining unit member who is being transferred 
or reassigned by August 1. 
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ARTICLE 25:   REDUCTION IN FORCE 
 
A. The Ironton City School Board of Education may reduce the number of teachers employed by the District 

in four (4) specified situations: (1) Where there has been a decline in pupil enrollment; (2) Where regular 
teachers have returned from a leave of absence; (3) Where a school has been suspended; or (4) Where there 
have been territorial changes affecting the District, or additional statutorily-mandated reasons. 

 
 
 
B. Seniority. 
 

For the purpose of this Article, Seniority shall be defined as the length of continuous service in the Ironton 
City Schools. 
 
1. Seniority shall begin to accrue from the first day worked in continuous service in the Ironton City 

Schools. 
 
2. Seniority shall accrue for all the time a teacher is on active pay status in the Ironton City Schools, 

for up to two (2) years while the teacher is receiving Worker’s Compensation benefits. 
 

3. Time spent on inactive pay status (which shall be deemed to include unpaid leave, layoff or time 
during which the teacher receives Worker’s Compensation benefits in excess of two (2) years) 
shall not contribute to the accrual of seniority but shall not constitute a break in seniority. 

 
4. Seniority may not be accrued while serving in a non-teaching administrative capacity, but 

seniority previously accrued shall not be forfeited by serving in such capacity. 
 

5. Full-time teachers shall accrue one (1) year of seniority for each year in which the teacher has 
worked a minimum of one hundred twenty (120) days. 

 
6. Part-time teachers shall accrue seniority on a pro-rated basis against the full-time standard.   

 
7. No teacher shall accrue more than one (1) year of seniority in any work year. 
 
8. If two (2) or more teachers have the same seniority, the most senior teacher will be determined by: 

 
a. The first day worked as a full-time employee of the Ironton City Schools; then 

 
b. The earliest date of hire by the Ironton City Schools as a full-time employee; then 

 
c. If a tie still exists, seniority shall be granted to the teacher holding a continuing contract 

with the Ironton City Schools for the longest period of time, subject to the other 
provisions of this Article. 

 
d. If any tie remains after items 1, 2, and 3 have been considered, the tie will be broken by 

lot.  Individual pieces of paper numbered 0 through 9 will be placed in a container and 
the teacher drawing the highest number will have greater seniority. (Each teacher will 
receive one (1) draw.) 

 
C. Seniority Lists. 
 

1. All teachers shall be placed on a seniority list which shall contain the following information: The 
teacher’s name, the initial date of employment with the Ironton City Schools, whether the teacher 
has a continuing contract or a limited contract and the dates on which these contracts began, each 
area in which the teacher is certified, and the amount of time the teacher has spent teaching in each 
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area of certification.  At the beginning of each year, the Treasurer shall send out a form for each 
bargaining unit member to fill out or update all the information listed above. 

 
2. The seniority list shall be made available to all teachers in the Administration Office by January 1st 

of each school year, and a teacher shall promptly inform the Superintendent of any inaccuracies 
contained in the seniority list. 

 
D. When the Board of Education determines it is necessary to reduce the number of teaching positions, the 

following procedures shall apply: 
 
1. To the extent possible, the number of teachers affected by a reduction in force will be minimized 

by not employing replacements for employees who retire, resign, or whose limited contracts are 
not renewed in accordance with Article 29 of this Agreement.  Attrition alone may not be 
sufficient to accomplish necessary reductions. 

 
2. Reduction needed beyond those available by attrition will be made by suspending contracts.  The 

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

 
3. Reductions in any area of certification will be made starting with the lowest scores on teacher 

evaluations in the area of certification.  If all scores are comparable, then reductions will begin 
from the bottom of the seniority list in that area of certification.  A member affected may thus 
elect to displace a less senior member in another area of instruction provided he/she is certified in 
that area and has comparable or higher evaluations, by notifying the Superintendent of this request 
within fourteen (14) calendar days. 

 
4. During the implementation of a RIF, no reassignment or transfer shall occur that will cause a more 

senior member to be laid off before a less senior member, except as provided by the other 
provisions of this Article. 

 
5. A teacher to be laid off due to RIF shall be given forty-five (45) calendar days prior written 

notification prior to the implementation of the RIF. 
 
E. The names of teachers whose contracts are suspended in a reduction in force will be placed on a recall list 

for up to twenty-four (24) months.  Teachers on the recall list will have the following rights: 
 
1. No teachers will be employed by the Board while there are teachers on the recall list who are 

certified for the vacancy. 
 
2. Teachers on the recall list shall be recalled in order of certification, continuing contract status, and 

seniority, for vacancies in areas for which they are certified or become certified, provided such 
information on certification is timely filed by the teacher with the Board prior to recall. 

 
a. Teachers properly certified in the area of instruction will be recalled first.  When there are 

multiple teachers on the recall list that are properly certified, the teacher with the higher 
evaluation shall be recalled first. 
 

b. If multiple teachers on the recall list are properly certified and have comparable 
evaluations, then a teacher properly certified with comparable evaluations on a 
continuing contract shall be recalled first.  Then a teacher properly certified with 
comparable evaluations on a limited contract will be recalled in decreasing order of 
seniority.   

 
c. If a tie exists, the procedure delineated in paragraph B-8 above shall be followed to break 

the tie. 
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d. If a tie still exists, the tie will be broken by lot, as the procedure is  
described in paragraph B-8(d) above. 

 
3. If a vacancy occurs, the Board will send a certified announcement to the last known address of all 

teachers on the recall list who are qualified according to these provisions.  It is the teacher’s 
responsibility to keep the Board informed of his/her current address or lengthy vacation.  All 
teachers are required to respond in writing and the response must be received in the 
Superintendent’s office within fourteen (14) calendar days of receipt of the certified 
announcement.  The most senior, as described herein, of those responding will be employed in the 
vacant position. 
 
Any teacher who fails to respond within fourteen (14) calendar days, or who declines to accept the 
position, will forfeit all recall rights.  If any teacher declines to accept a recall position, this will be 
considered a break in service. 

 
4. A teacher in the recall list will, upon acceptance of the notification to resume active employment 

status, return to active employment status with the same seniority, accumulation of sick leave and 
placement of the salary schedule as entitled by law (ORC).  Where group insurance policies 
permit, a teacher on the recall list who does not otherwise have group coverage available may 
continue to participate in those benefits which are provided to teachers in active employment, 
provided the teacher pays the current group rates for such benefits on a monthly basis. 
 

5. Recalled teachers will be restored to the insurance benefits  and premiums equivalent to the level 
currently eligible to others with the recalled teachers original hire date. 

 
6. After twenty-four (24) months the teacher’s name will be removed from the recall list.  If the 

teacher applies for a teaching position after that time the teacher will be given serious 
consideration for the vacancy. 

 
7. A teacher’s right to unemployment compensation benefits will not be challenged on the grounds 

that the teacher has refused to accept employment as a substitute teacher on an as needed basis or 
in a substitute assignment of thirty (30) days or less.  (A teacher accepting an assigned substitute 
position shall remain on the recall list for twenty-four (24) months.) 

 
8. A unit member laid off from a full-time position and who is recalled to a part-time position shall 

have the following options: 
 
a. Refuse recall to a part-time position, remain on the recall list and continue to collect 

unemployment compensation; or 
 

b. Accept recall to a part-time position, but still remain on the recall list for recall to a full-
time position. 

 
F. This Article creates no other contractual rights or causes for grievance or other action, but is strictly limited 

to the procedures to be followed in reduction in force situations. 
 
ARTICLE 26:  PAYROLL DEDUCTIONS 
 
A. Association Dues Deductions 
 

1. Members of the bargaining unit may sign and deliver to the Treasurer an authorization for 
deduction from their paycheck for membership dues of the Association and its direct affiliates.  
Such authorization shall continue in effect until such time said individual gives written notice to 
the Treasurer of the Board to discontinue such deduction or until employment with the Board is 
terminated. 
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2. Authorization to make such deductions must be filed with the Treasurer by September 30th in the 
year such deductions are to begin. 

 
3. The Treasurer of the Association shall notify the Treasurer of the Board in writing by September 

30th of each year of the amount to be deducted for both local and all other Association membership 
dues in accordance with the employee authorization. 

 
4. Deductions shall be made in twenty (20) equal installments beginning with the second (2nd) 

paycheck in October and continuing in equal amounts from each subsequent paycheck until all 
installments have been deducted, or until the member’s employment ends.  New members after 
September 30th shall have deductions made in equal installments to begin the following pay period 
after delivery of the authorization card and conclude when all installments have been deducted, or 
when the member’s employment ends. 

 
5. All dues money shall be forwarded to the Ironton Education Association on a monthly basis as 

stipulated by agreement between the IEA and the Board Treasurer.  
 

6. The Treasurer and the Board shall be held harmless by the Association relative to the legality of 
said deductions. 

 
B. Other Deductions 
 

1. Members may sign and deliver to the Treasurer an authorization for deduction from their paycheck 
for any of the following which have 50% or more employee participation. 
 
a. Life Insurance (Metro) 

b. Annuities 

c. Cancer Insurance 

d. Christmas Club 

e. DESCO 

f. Professional Associations/Fair Share Fee. 

g. Automobile Club of Southern Ohio (AAA) 

h. Vitality Center 

Only entities that have less than the required 50% employee participation will be subject to 
determination by central office administration. 

 
2. The amount to be deducted may be changed at any time during the year.  New enrollments may 

occur during the months of September and January. 
 

3. Bargaining unit members who are out of state residents shall, upon written notification to the 
Treasurer, have state taxes withheld from their paychecks and forwarded to the appropriate state 
authority. 

 
ARTICLE 27:  INSURANCES 
 
A. Hospitalization Insurance 

 
The Board shall make available to full-time bargaining unit members and their eligible dependents 
substantially similar group health and hospitalization insurance coverage and benefits as existed in the 
Board’s conventional insurance plan immediately prior to the signing of this Agreement.  The Board reserves 
the right to change or provide alternate insurance carriers, or to self-insure as it deems appropriate for any 
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form or portion of insurance coverage referred to in this Article, so long as the new coverage and benefits are 
substantially similar to the conventional insurance which predated this Agreement.  The Board shall pay 85% 
of the premium for bargaining unit members hired prior to August 1, 2009.  The Board shall pay 70% of the 
premium, for bargaining unit members hired after July 31, 2009. 

 
B. The Board reserves the right to institute cost containment measures relative to insurance coverage. Such 

changes may include mandatory second opinions for elective surgery, preadmission and continuing admission 
review, prohibition on weekend admissions except in emergency situations, mandatory out-patient elective 
surgery for designated surgical procedures, and limiting the maximum number of days for inpatient 
psychiatric services to sixty (60) days per calendar year.   

 
C. The Board shall offer unit members the election of a Section 125 Cafeteria plan premium conversion.  This 

will allow employee contribution toward health insurance premiums to be treated on a pretax basis. 
 
D. New employees and anyone not currently covered shall be subject to the provisions of the insurance contract. 
 
E. The Ironton City School Board of Education shall provide the full-time bargaining unit members with a life 

insurance program of $30,000 coverage, provided that said insurance is available for each bargaining unit 
member pursuant to the conditions set by the insurance provider. 

 
F.       The Ironton City School Board of Education shall pay the cost of a single dental and vision plan, with the full-

time bargaining unit members paying the cost difference if they choose to participate in a family plan. 
 

ARTICLE 28:  TEACHER EVALUATION 
 
Purpose 
 
A. The purposes of teacher evaluation are: 
   

To serve as a tool to advance the professional development of teachers. 
 

1. To inform instruction. 
 

2. To assist teachers and administrators in identifying and developing best educational practices in order to 
provide the greatest opportunity for student learning and achievement. 

 
Application 
 
A. The teacher evaluation procedure contained in this agreement applies to the following employees of the District: 
 

1. Teachers working under a license issued under sections 3319.22, 3319.26, 3319.222 or 3319.226 of the 
Ohio Revised Code who spend at least fifty (50) percent of their time providing student instruction. 
 

2. Teachers working under a permanent certificate issued under section 3319.222 of the Ohio Revised Code 
as it existed prior to September 2003 who spend at least fifty (50) percent of their time providing student 
instruction. 
 

3. Teachers working under a permanent certificate issued under section 3319.222 of the Ohio Revised Code 
as it existed prior to September 2006 who spend at least fifty (50) percent of their time providing student 
instruction. 
 

4. Teachers working under a permit issued under 3319.301 of the Ohio Revised Code who spend at least fifty 
(50) percent of their time providing student instruction. 
 

5. Librarians, Guidance Counselors, Speech Pathologist, and  Nurses will not fall under the teacher evaluation 
guidelines.  
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Evaluators 
 

A. An evaluator must be a full-time, credentialed immediate supervisor contracted employee of Ironton City 
Schools. 
 

1.  For the purpose of evaluation the middle school principal maybe the evaluator of the fifth(5th) 
grade teachers.  

 
2. In the case of emergency and an evaluator is on extended leave, and the other evaluators in the 

district, cannot complete his/her evaluations, the Evaluation Development Committee will meet 
and review a list of certified evaluators and agree upon one or two alternative evaluators to fulfill 
the obligations of the evaluator in extended leave.  

 
B. Teachers in buildings with multiple administrators that have above expected Student Growth Measures may 

choose the building administer to perform their evaluation. 
 

C. In assessing a teacher’s performance, evaluators will not make judgments, or otherwise discriminate, on the 
basis of a teacher’s age, gender identification, race, ethnicity, national origin, religion, sexual orientation, 
marital status, military status, disability, union membership or union activism. 

 
Evaluation Development Committee 

A. The Association and the Board agree to establish a standing joint Evaluation Development Committee for the 
purpose of establishing the policy, procedure and process, including the evaluation instrument, for the 
evaluation of teachers in the District and to regularly review the effectiveness of the policy, procedure and 
process, including the evaluation instrument, for the evaluation of teachers in the District. 

 

B. Committee Composition 
 

1. The committee shall be comprised of not more than nine (9) Association members appointed by the 
Association president and not more than two (2) members appointed by the Superintendent.  In addition 
each party may appoint up to one ad hoc non-voting member to assist and/or attend committee meetings. 
 

2. Committee members shall be representative of elementary, middle school, secondary, and specialty areas 
(e.g., computers, music, art, special education) and programs (e.g., technology and career tech) within the 
District. 
 

C. Committee Operation 
 

1. At the initial committee meeting, the committee will develop the ground rules by which the committee will 
operate.  
 

2. Members of the committee will receive training in all aspects of OTES, the state adopted evaluation 
framework, and the standards for the teaching profession prior to beginning their work. 
 

3. At each meeting, the committee will select an individual to act as the official recording scribe for that 
meeting. Minutes of meetings will be distributed to committee members, Association President and District 
Superintendent within five (5) days following meetings of the committee. 

 
4. Members of the committee will receive release time for committee work and training. 
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5. The committee may establish sub-committees to assist with their work. Sub-committees will be jointly 
appointed by the Superintendent/designee and the Association President/designee. The committee shall be 
authorized to utilize consultant(s) (examples include, but are not limited to, educational consultants, 
software consultants, credentialing trainers, etc.) as it deems appropriate.  The cost, if any, shall be borne 
by the Board. 

 
D. Compensation 
 

1. Any committee work performed outside of the contractual work day will be paid at a per diem rate of 
$25.00 per hour.  

 
E. Secretarial Support 
 

1. The District will provide secretarial support and assistance to the committee.  Responsibilities will include 
note taking, copying, committee notification, communications, distribution of materials, and other duties as 
needed.   

 
F. Committee Authority 
 

1. The committee is responsible for jointly reviewing the evaluation instrument, and Student Learning 
Outcomes (SLO’s) for teacher evaluation. 

 
2. If either party wishes to consider any change or revision to the evaluation procedure or process, during the 

term of this agreement, it will discuss the matter with the committee. If the discussion results in a 
recommendation by the committee to change or revise the evaluation procedure or process, during the term 
of the agreement, then said recommendation shall be subject to ratification by the Board and the 
Association. 
 

3. Said changes can occur during the instructional year only after all teachers have been observed under the 
current system. If changes are made all affected teachers will be informed of those changes and the impact 
of those changes on the evaluation procedure.  If changes are to be made, they will be addressed through an 
Addendum and not open the whole contract. 
 

4. In the event of legislative action by the Ohio General Assembly that impacts in any way on this topic, the 
parties to this agreement shall discuss this topic to determine whether adjustments are appropriate during 
the term of this agreement. 
 

Orientation  
 
A. All teachers will be notified within the first fourteen(14) school days of each school year, or in the case of a new 

teacher, within fourteen (14) days of the first day worked, shall be notified in writing of the name his or her 
evaluator. 

 
Training 
 
A. Training on the teacher evaluation procedure will be provided annually during in-service or Professional 

Development days, all teachers prior to the implementation of the evaluation procedure. It shall include the 
tools, processes, methodology, and the use of student growth measure data.  

 
B. Evaluators 
 

1. Each evaluator must successfully complete state-mandated evaluator credentialing training and is required 
to pass a credentialing assessment. 

 
2. The evaluators shall be given written instructions on the purpose, mechanics and dimensions of the 

evaluation procedure, emphasizing the importance of accuracy, potential Equal Employment Opportunity 
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problems, and directions on how to relate performance assessments to the standards for the teaching 
profession. 

 
3. Written instructions for evaluators can be supplemented by specific group evaluation instrument training to 

familiarize evaluators with the process and instrument to assess teacher performance.  
 
4. Updates to written instructions and group professional development shall occur on an annual basis. 

 
C. Teachers 
 

1. Each teacher will be given written instructions on the purpose, mechanics and dimensions of the evaluation 
procedure. 

 
2. Written instructions can be supplemented by specific group evaluation instrument training to familiarize 

teachers on how the evaluation instrument and how the evaluation instrument will be utilized. 
 

Schedule for Evaluation 
 
A. No teacher shall be evaluated more than once annually. 
 
B. The evaluation shall be completed not later than the first day of May, and the teacher being evaluated shall 

receive a written report of the results of this evaluation, including the assigned evaluation rating, not later than 
the tenth day of May. 

 
C. If the Board has entered into a limited contract or extended limited contract with a teacher pursuant to section 

3319.11 of the Ohio Revised Code, the Board shall perform a minimum of three formal observations during the 
evaluation cycle in any school year in which the Board may wish to declare its intention not to re-employ a 
teacher pursuant to division (B), (C)(3), (D), or (E) of that section. 

 
Criteria for Performance Assessment 
 
A. A teacher’s performance shall be assessed based on the standards for the teaching profession and the criteria set 

forth in the evaluation instrument, Appendix D to this agreement. 
 
B. No teacher shall be evaluated on his or her work performance except based on the observations of the teacher 

by the teacher’s assigned evaluator and the walkthroughs that are set forth in this agreement. 
 
C. All monitoring or observation of the work performance of a teacher shall be conducted openly and with full 

knowledge of the teacher. 
 
D. No misleading, inaccurate, untimely or undocumented information may become part of a teacher's performance 

assessment.  All results and conclusions of performance assessments must be documented and supported by 
evidence. 

 
E. In implementing performance assessments, the District shall conduct all assessments so as to observe the legal 

and constitutional rights of teachers, and no teacher performance information shall be collected by electronic 
devices. 

 
Observations 
 
A. Schedule of Observations  
 

1. A minimum of two (2) formal observations shall be conducted to support each performance assessment.  A 
formal observation shall last a minimum of thirty (30) minutes. The first formal observation must be 
between September 15 and December 15. The second formal observation must be performed between 
January 15 and April 15 of the school year. If after the second formal observation, a teacher's performance 
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is found deficient to the extent that adverse personnel action may result, a minimum of one additional 
observation shall be conducted. 
 

2. If the date or time of the observation is not convenient then the teacher and evaluator will mutually agree to 
another date and time.  

 
B. Observation Conference 

 
1. All formal observations shall be preceded by a conference between the evaluator and the teacher in order 

for the teacher to explain plans and objectives for the work situation to be observed. The pre-observation 
conference must be completed within 24 hours of the observation or the school day prior to the evaluation 
in the case of a weekend. 

 
2. A post-observation conference shall be held with-in five (5) school days after each formal observation and 

shall be used to inform the teacher if observed instructional practices are aligned with the expectations that 
are identified in the teacher’s professional growth or improvement plan. 

 
3. A teacher may request a formal observation at any time in addition to those required by this procedure. 

 
Walkthroughs 
 
A. A walkthrough is a formative written assessment piece that focuses on one or more of the following 

components: 
 
1. Evidence of planning; 
2. Lesson delivery; 
3. Differentiation; 
4. Resources; 
5. Classroom environment; 
6. Student engagement; and, 
7. Assessment. 

 
B. The walkthrough shall be between five (5) and fifteen (15) consecutive minutes. 

 
C. The teacher shall be provided a copy of the walkthrough form, including all scripted and anecdotal documents 

relative to the walkthrough. 
 

D. No more than two (2) walkthroughs will be performed by the assigned evaluator in the observation cycle.  
 

E. Walkthroughs resulting in the identification of performance deficiencies shall be addressed at a conference 
following the walkthrough.  All deficiencies identified by the evaluator shall be compiled and reported in 
writing and a copy of the written report shall be provided to the teacher at the conference. 

 
Remediation of Deficiencies Identified During Observations  

 
A. The evaluator involved shall make recommendations and otherwise assist the teacher for the purpose of 

remediation of identified deficiencies. 
 

B. The evaluator and teacher shall develop a plan for remediation of identified deficiencies and such plan shall be 
reduced to writing and provided to the teacher. 

 
C. The remediation plan, as outlined in this section, shall detail: 

 
1. Performance issues documented as deficient; 
2. Specific performance expectations; 
3. The assistance to be provided by the District to support professional development of the teacher; 
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4. Sufficient, specific timelines, not less than six (6) weeks, as to allow for the remediation of identified 
deficiencies. 

5. The provision for a trained teacher mentor/coach as appropriate.  The mentor/coach will be provided 
release time to allow for meetings/observations with the teacher under a remediation plan.    

 
D. If a remediation plan is developed for the first observation, those identified deficiencies shall be reevaluated as 

part of the performance assessment process during the second observation. 
 

E. If a remediation plan is developed after the second observation the plan shall be continued into the next school 
year. 

 
Finalization of Evaluation 
 
A. Written Report 
 

1. Before the evaluation cycle is final, and not later than May 1, a copy of the formal written evaluation report 
shall be given to the teacher and a conference shall be held between the teacher and the evaluator on or 
before May 10. 

 
B. Completion of Evaluation Cycle 
 

1. The summative evaluation of a teacher shall be based upon student growth measures resulting from 
assessments that were administered in the previous school year and performance that is assessed during the 
walkthroughs and formal observations that are conducted for the current school year.  The evaluation shall 
acknowledge the performance strengths of the teacher evaluated as well as performance deficiencies, if 
any.  The evaluator shall note all the data used to support the conclusions reached in the formal evaluation 
report.  The evaluation report shall be signed by the evaluator.  The evaluation report is to be signed by the 
teacher to verify notification to the teacher that the evaluation will be placed on file, but the teacher's 
signature should not be construed as evidence that the teacher agrees with the contents of the evaluation 
report.  The evaluation report shall be completed by May 10, signed by both parties, and sent to the 
superintendent.  

2. Each teacher assigned an evaluation rating of Accomplished on the teacher’s most recent evaluation 
conducted under this article will be evaluated once every two school years. In that case, the biennial 
evaluation shall be completed by the first day of May of the applicable school year, and the teacher shall 
receive a written report of the results of the evaluation on or before the tenth day of May of that school 
year. 

C. Response to Evaluation 
 

1. The teacher shall have the right to make a written response to the evaluation and to have it attached to the 
evaluation report to be placed in the teacher's personnel file.  A copy, signed by both parties, shall be 
provided to the teacher. 

 
Professional Development 
 
A. Professional growth and improvement plans shall be developed as follows: 
 

1. Teachers with above expected levels of student growth will develop a professional growth plan and may a 
choose credentialed evaluator from their respective building for their evaluation cycle as set forth in this 
agreement. 

 
2. Teachers with expected levels of student growth will develop a professional growth plan collaboratively 

with a credentialed evaluator from their respective building and will have input on those credentialed 
evaluators for the evaluation cycle as set forth in this agreement. 
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3. Teachers with below expected levels of student growth will develop an improvement plan with their 

credentialed evaluator.  The Administration will assign the credentialed evaluator for the evaluation cycle 
and approve the improvement plan as set forth in this agreement. 
 
a. In the event that a teacher and evaluator are unable to agree on the evaluator’s expectations for the 

improvement plan, the teacher may request the teacher mentor or another mutually agreed upon teacher 
of the District to facilitate further discussion between the teacher and the evaluator. 

 
b. For the purposes of this agreement, professional growth and improvement plans shall be based on the 

overall student growth measure level, and not for individual subjects or classes taught. 
 
B. Professional growth and improvement plans for a school year shall be developed not later than May 10. 
 
C. Professional growth and improvement plans shall describe the specific performance expectations, resources and 

assistance to be provided. 
 
D. The Board shall provide for professional development and for the allocation of financial resources to support 

and continue teacher growth and improvement and to provide support to poorly performing teachers as set forth 
in this agreement. 

 
Improvement Plans 
 
An improvement plan is a clearly articulated assistance program for a teacher whose student growth 
measure dimension of the evaluation is below the expected level of student growth. 
 
For the purposes of this agreement, improvement plans shall be based on the overall student growth 
measure level, and not for individual subjects or classes taught. 
 
The improvement plan shall include: 

 
1. Specific performance expectations, resources and assistance to be provided; 
2. Timelines for its completion; and, 
3. Monetary, time, material, and human resources.  

 
Mentor Teacher (Coach) for Teachers on an Improvement Plan 
 
A. The District will provide teachers under an improvement plan with a trained mentor teacher (coach) who is not 

the credentialed evaluator.  The mentor teacher will be provided release time to allow for meetings and/or 
observations with the teacher. 

 
B. Role of the Mentor Teacher 
 

1. The mentor teacher must have a minimum of 8 consecutive years of teaching experience. 
 

a. The mentor teacher must be trained to act as a mentor through the Ohio Department of Education 
Instructional Mentoring Program. 
 

b. The mentor teacher must hold a valid teaching certificate/license and should be assigned to 
teachers with the same area of certification/license if possible. 
 

c. The mentor teacher must have demonstrated the ability to work cooperatively and effectively with 
the professional staff members and have extensive knowledge of a variety of classroom 
management and instructional techniques. 
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d. The mentor teacher does not have a formal evaluation role.  The mentor’s role is to support the 
growth of the educator as an instructional mentor through formative assessment tools. 

 
2. Release Time 

 
a. Each mentor teacher shall be granted release time for direct mentoring activities.  Release time 

shall be separate from any other release time covered under this agreement and shall be 
coordinated by the building administrator. 

 
3. Protections 
 

a. Other than a notation to the effect that a teacher served as a mentor teacher, the teacher’s activities 
as a mentor teacher shall not be part of that staff member’s evaluation. 
 

b. A mentor teacher shall not be requested or directed to make any recommendation regarding the 
continued employment of the teacher. 

 
c. No mentor teacher shall be requested or directed to divulge information from the written 

documentation, or confidential mentor/mentee discussions. 
 

d. All interaction, written or oral, between the mentor teacher and the teacher shall be regarded with 
the same confidentiality as that represented by the attorney/client relationship.  Any violation of 
this tenet by the mentoring teacher shall constitute grounds for immediate removal from his or her 
role as mentor teacher. 

 
e. At any time, the mentor teacher or the teacher may exercise the option to have a new mentor 

teacher assigned to the teacher.  No specifics shall be given as basis for the exercise of this option 
and said change shall occur without prejudice or judgment to either the mentor teacher or the 
teacher.  This option may be exercised one (1) time by the mentor teacher or the teacher. 

 
Due Process 

 
A. A teacher shall be entitled to Union representation at any conference held during this procedure in which the 

teacher will be advised of an impending adverse personnel action. 
 

B. Failure by the District to adhere to any timeline or condition established in this agreement shall render the 
evaluation, including the summative rating, void and shall automatically require re-employment of the teacher 
under a continuing contract, if eligible, or an appropriate limited contract if the teacher is not eligible for a 
continuing contract 

 
C. Any violation of either procedural or substantive due process shall automatically require re-employment of the 

teacher under a continuing contract, if eligible, or an appropriate limited contract if the teacher is not eligible for 
a continuing contract. 

 
Personnel Action Requirements 
 
A. The first year of collected data for the evaluation procedure shall be derived from value-added and other student 

growth measure scores from assessments taken in the school year following the effective date of this agreement.  
The first evaluation cycle shall be completed by first day of May of the second school year following the 
effective date of this agreement.  An evaluation cycle shall not be completed until all teachers have been 
provided a written report of the results of the evaluation. 

 
B. Until three years of data have been collected and three evaluations cycles have been completed, all decisions 

concerning the retention, promotion, removal, reduction or recall of any teacher shall continue to be governed 
by the terms set forth in this agreement. 
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C. For the year prior to the completion of the first evaluation cycle, the District shall assign a level of Proficient for 
all teachers for purposes of eTPES reporting. 

 
Glossary 
 

1. Evaluation Procedure: The procedural requirements set forth in this agreement to provide specificity to the 
statutory obligations established under sections 3319.111 and 3319.112 of the Ohio Revised Code and to 
conform to the framework for the evaluation of teachers developed under section 3319.112 of the Ohio 
Revised Code. 

 
2. Ohio Teacher Evaluation System (OTES):  The teacher evaluation system that is codified under sections 

3319.111 and 3319.112 of the Ohio Revised Code. 
 
3. Evaluation Framework: The document created and approved by the Ohio Department of Education (ODE) 

in accordance with section 3319.111(A) of the Ohio Revised Code that establishes the standards-based 
framework for the evaluation of teachers developed under section 3319.112 of the Ohio Revised Code.  

 
4. Evaluation Factors: The multiple measures that are required by law to be used in the teacher evaluation 

procedure.  The two factors, which are weighted equally, are student growth measures at fifty (50) percent 
and teacher performance at fifty (50) percent. Percentage of SLO calculation for poorly attending students 
will be calculated as follows: 

 
% Final Calculation Class periods/Days 

Absent 
0% 60 

25% 26-59 
50% 16-25 
75% 11-15 

 
 
5. Student Growth Measure (SGM): Tool or assessment that is used to measure, or determine, student 

academic growth.  As an evaluation factor, the SGM dimension is based on value-added scores, 
assessments from ODE’s list of assessments for teachers where value-added scores are not available, and 
from local measures of student growth based on student learning objectives (SLOs).  SGM results are 
reported as: above expected levels of student growth, expected levels of student growth, below expected 
levels of student growth. 

 
6. Teacher Performance: The assessment of a teacher’s performance, resulting in a performance rating.  As an 

evaluation factor, the teacher performance dimension is based on direct observations and walkthroughs that 
are performed by a credentialed evaluator. Teacher performance results are reported as a teacher 
performance rating that may be coded as “1” indicating lowest performance to “4” indicating highest 
performance. 
 

7. Evaluation Rating: The final, summative evaluation level that is assigned to a teacher based on evaluations 
that are conducted pursuant to the terms of this agreement.  The evaluation rating is assigned at the 
conclusion of the evaluation cycle when the teacher performance rating is combined with the results of 
student growth measures where fifty (50) percent of the evaluation rating is based on student growth 
measures as provided for in this agreement and fifty (50) percent of the evaluation rating is based on a 
teacher performance rating as provided for in this agreement.  Each completed evaluation will result in the 
assignment of a teacher to one of the following evaluation ratings: Accomplished, Proficient, Developing 
or Ineffective. 
 

8. Evaluation Cycle:  The period of time for the completion of the evaluation procedure.  The evaluation cycle 
is completed when student growth measures resulting from assessments that were administered in the 
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previous school year are combined with the performance ratings resulting from performance assessments 
that are conducted for the current school year to assign an evaluation rating. 
 

9. Evaluation Instrument: The process and forms used by the teacher’s evaluator. The OTES forms are located 
in Appendix D to this agreement.  

 
10. Student Learning Objective (SLO): A measurable, long-term academic growth target that a teacher sets at 

the beginning of the year for all students or for subgroups of students over a given interval of instruction 
based upon baseline data gathered at the beginning of the course. 

 
11. Ohio Teacher and Principal Evaluation Systems (eTPES):  The method used by the District to 

electronically report to ODE aggregate final, summative teacher evaluation ratings.  The District shall 
report the number of teachers for whom an evaluation was conducted and the number of teachers assigned 
to each evaluation rating. 
 

12. Credentialed Third Party Evaluator (CTPE): A person who is employed by an entity contracted by the 
Board to conduct evaluations and who holds a license designated for being a superintendent, assistant 
superintendent, principal, vocational director, administrative specialist, or supervisor in any educational 
area issued under section 3319.22 of the Ohio Revised Code. 
 

13. Poorly Performing Teacher:  1) A teacher who is assigned an evaluation rating of Ineffective for three (3) 
consecutive years, or 2) A teacher who receives an evaluation rating of Ineffective for two (2) of three (3) 
consecutive years, one of which must be the third year of the three (3) year period. 

 
ARTICLE 28A:      CONTRACT LENGTH 
 
A. A limited regular contract shall be issued in the following order: 
  
 1. Upon initial employment, the first contract shall be for one (1) year. 
 2. The second contract shall be for one (1) year. 
 3. The third contract shall be for one (1) year. 
 4. The fourth contract shall be for three (3) years. 
 5. The fifth contract shall be for three (3) years. 
 6. Subsequent to the fifth (5th) contract, all limited regular contracts shall  

be for five (5) years. 
   
ARTICLE 29:        NONRENEWAL OF LIMITED CONTRACTS 
 
A. It is agreed between the parties that the evaluation process set forth in Article 28 of this  

Agreement is the agreed-upon method of determining a teacher’s ability and professional 
competency, lack thereof, or improvement thereto.  A decision of the Board to nonrenew a  
teacher’s limited contract, except as otherwise provided by ORC Section 3319.16, shall only be made upon 
the Board’s review and consideration of the teacher’s evaluation and the decision of the Board in the 
exercise of the Board’s reasonable discretion, that these evaluations reflect a lack of ability or professional 
competency or failure to improve after counseling and an opportunity to do so. 

 
B. Except in the case of a supplemental contract, a teacher who alleges a violation of this Article (i.e., that the 

Board has disregarded the teacher’s evaluations or that the evaluation procedure and timelines as set forth in 
Article 28 and the contractually agreed upon evaluation instruments have not been followed) shall have the 
right to provide the Superintendent with a formal written grievance as described in Article 5.  The grievance 
shall be processed in accordance with the procedures outlined in Article 5. 

 
C. A grievance for a violation of this Article shall be limited to allegations that the Board has disregarded the 

teacher’s evaluations or that the evaluator(s) failed to follow the procedural requirements or timelines for 
evaluation set forth in Article 28 and the contractually agreed upon evaluation instruments.  Such a 



 39 

grievance shall not challenge the substance or reopen the particulars of the individual evaluations 
themselves. 
 

ARTICLE 30:  SUPPLEMENTAL CONTRACTS 
 
A. Supplemental duties shall be defined as those duties which are performed during time in excess of the work 

day, work week, work year, or in addition to the employee’s regular duties.  Employees performing 
supplemental duties shall be issued written, individual, limited contracts that include: 
 
1.  Duration of supplemental contract. 
2.  Title of supplemental position. 
3. Amount of supplemental compensation. 

 
B. Posting and filling of supplemental positions shall be in accordance with Article 24 of this Agreement.  

Acceptance of a supplemental contract shall be voluntary. 
 
C. Compensation for supplemental duties shall be set forth in paragraph F of this Article. 
 
D. The Employer shall provide to the employee written notice of its intent to non-renew 

the employee’s supplemental contract by the last teacher work day of the school year. 
Failure of the employer to provide timely notice of intent to non-renew shall result 
in the automatic renewal of the contract. 

 
E. In accordance with the provisions of ORC Section 3313.53 proposed in 2007, the district shall non-renew all 

supplemental contracts held by non-licensed individuals each year prior to April 30.  Individuals who are 
licensed but who are not members of the bargaining unit shall also be non-renewed.  Affected positions shall 
be posted in accordance with this agreement so that bargaining unit members may apply for and be 
considered for said positions.  If no bargaining unit members are employed for the affected positions, non-
licensed individuals shall be considered.  

 
Supplemental Salary Schedule 
 
 
Position   FY 2013-2014 

Licensed 
Position 

FY 2014-2015 
Licensed 
Position 

Head Football**   $6508 $6508 
Assistant Football    $3846 $3846 
     
Head Basketball Boys**   $6508 $6508 
Head Basketball Girls**     
Assistant Basketball   $3846 $3846 
     
Head Baseball   $3846 $3846 
Assistant Baseball    $2662 $2662 
     
Head Track Boys   $3846 $3846 
Head Track Girls   $3846 $3846 
Assistant Track   $2662 $2662 
     
Head Softball   $3846 $3846 
Assistant Softball   $2662 $2662 
     
Head Volleyball   $3846 $3846 
Assistant Volleyball   $2662 $2662 
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Head Golf   $3846 $3846 
     
Head Tennis   $3846 $3846 
     
Cross Country   $3846 $3846 
     
Summer Physical Fitness     20 days 

extended 
service 

20 days 
extended 
service 

Winter Physical Fitness   20 days 
extended 
service 

20 days 
extended 
service 

Note:  Physical fitness extended service payment shall be based on the following established rates. 
Bachelors Degree                   $1640 $1640 
5th Year      $1707 $1707 
Masters Degree     $1777 $1777 
     
Cheerleader Advisor   $6508 $6508 
Assistant Cheerleader Advisor    $3864 $3864 
     
Majorettes, Flag and Field   $4328 $4328 
     
Drama Director   $4057 $4057 
Assistant Drama    $1341 $1341 
     
Band Director   $6707 $6707 
Assistant Band Director   $3478 $3478 
IHS Pep Band   $1341 $1341 
     
High School Guidance A (30 days)   Per diem Per diem 
IHS Guidance B (15 days) 
IMS Guidance (10 days) 

  Per diem 
Per diem 

Per diem 
Per diem 

IES Guidance (10 days)   Per diem Per diem 
IHS Academic Advisor   $2319 $2319 
IHS Quiz Bowl Advisor   $2681 $2681 
IMS Quiz Bowl Advisor   $1341 $1341 
IHS Yearbook   $2681 $2681 
IMS Yearbook   $1341 $1341 
IES Yearbook   $1000 $1000 
Audio Technology Advisor   $1341 $1341 
IHS Step Team Advisor   $1341 $1341 
IHS Singers Advisor   $2681 $2681 
Class Advisor grade 10 & 11   $2319 $2319 
Class Advisor grade 9 & 12   $1705 $1705     
Student Council   $805 $805 
National Honor Society   $536 $536 
German Club Advisor   $536 $536 
Key Club Advisor   $536 $536 
Math Club   $536 $536 
Kids Care Club Advisor   $536 $536 
Science Club Advisor   $536 $536 
Spanish Club Advisor   $536 $536 
History Club Advisor   $536 $536 
     
Vocational Teachers    10 days 

extended 
10 days 
extended 
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service service 
     
     
     
Note:  Vocational extended service payment shall be based on the following established rates. 
 
Bachelor Degree   
5th Year      $854 $854 
Masters Degree     $889  $889  
     
Transportation Director    $14.73 $14.73 
     
      

**$100.00 per year coaching experience added to Head Football Coach, Head Boys Basketball Coach, and Head 
Girls Basketball Coach, not to exceed twenty-five (25) years.  Experience includes any Head High School coaching 
experience in the specific named sport.   
****As the current Head Football Coach, Head Basketball Coach, and Head Girls Basketball Coach are replaced, 
the $100 per year coaching experience will retire. 
 
Inactive Positions: 

Head Wrestling   Dean of Boys   Dean of Girls 
IJHS Intramural   Assistant Wrestling  IJHS Newspaper 
SADD Chapter Advisor  GAA Advisor   IHS Intramural 
 
 
 

ARTICLE 31:   SALARY SCHEDULE 
 
 
A. Salary Schedule. 
 

1. All employees shall be paid according to the index salary schedule and related provisions of this Article. 
 

2. The base rate of the salary schedule shall be the Bachelor’s Degree column, Step 0. 
 

3. Effective first pay of the, 2013-2014 school year, all degreed bargaining unit members shall receive a 
two (2%) wage increase to the salary schedule only.  The two (2%) wage increase does not apply to 
supplemental contracts.   

 
B. Placement on the Schedule. 
 

1. An employee shall be placed on the salary schedule according to the employee’s  
training and experience. 

           
2. An employee with a bachelor’s degree who has earned thirty (30) semester hours  

after earning the bachelor’s degree, shall be placed on the 5th Year column.  The 
earning of 150 hours and a bachelor’s degree shall be considered equal to the 5th 
Year column. 

 
3. An employee with a Master’s Degree shall be paid on the Master’s Degree column. 

 
C. Recognized Placement Criteria. 
 

1. Any degree referred to above shall mean an earned degree from an accredited institution. 
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2. Three (3) quarter hours shall equal two (2) semester hours. 
 

3. Upon initial hire, an employee shall be given full experience credit for all years of teaching service in 
public or private schools or colleges accredited by the State of Ohio.  The Board shall follow Ohio 
Revised Code in granting experience credit for out-of-state teaching service.  An employee shall be given 
credit for all active military service in the armed forces of the U.S. to maximum step provided on the 
salary schedule. 
 

4. One (1) year of teaching experience shall mean that employee has provided service for one hundred 
twenty (120) days or more in any one school year. 

 
D. Advancement on the Salary Schedule. 
 

1. Horizontal Movement. 
  

a. An employee shall advance horizontally on the salary schedule by acquiring additional training. 
 

b. An employee shall advance horizontally on the salary schedule when: 
 

1. Sufficient coursework or higher degree is earned. 
 

2. Satisfactory evidence of such completion is provided to the Employer.  Satisfactory evidence 
shall be an official transcript or a letter of coursework completion issued by the appropriate 
institution or program. 

 
c. Payment on the new column will be retroactive to the first pay of the year, provided the Employer 

has been provided satisfactory evidence on or before October 1.  
d. Payment on the new column will commence the first pay of the following school year if satisfactory 

evidence is received after October 1. 
 
          2.     Vertical Advancement. 
       

a. An employee shall advance vertically one (1) step on the salary schedule for each year of 
experience in the district.    

 
 APPENDIX A:  SALARY SCHEDULE REPORT 
 

SALARY SCHEDULE REPORT 
CERTIFIED  TEACHERS 

Base Salary  $30,178.00 
 

Description:      BACHELORS 
 

          Years      Increment   Salary 
 

0        1.00000    30,178.00 
1        1.04000    31,385.00 
2        1.08000    32,592.00 
3        1.12000    33,799.00 
4        1.16000   35,006.00 
5        1.20000    36,214.00 
6        1.24000    37,421.00 
7        1.28000    38,628.00 
8        1.32000    39,835.00 
9        1.36000    41,042.00 
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10      1.40000    42,249.00 
11      1.44000    43,456.00 
12      1.48000    44,663.00 

 
Description:      BA+5 

 
          Years      Increment        Salary 

 
0         1.04000   31,385.00 
1         1.08670   32,794.00 
2         1.13340   34,204.00 
3         1.18010   35,613.00 
4         1.22680   37,022.00 
5         1.27350   38,432.00 
6         1.32020   39,841.00 
7         1.36690   41,250.00 
8         1.41360   42,660.00 
9         1.46030   44,069.00 
10       1.50700   45,478.00 
11       1.55370   46,888.00 
12       1.60040   48,297.00 

 
Description:     MASTERS 

 
           Years      Increment        Salary 

 
0         1.08000   32,592.00 
1         1.13300   34,192.00 
2         1.18600   35,791.00 
3         1.23900   37,391.00 
4         1.29200   38,990.00 
5         1.34500   40,589.00 
6         1.39800   42,189.00 
7         1.45100   43,788.00 
8         1.50400   45,388.00 
9         1.55700   46,987.00 
10       1.61000   48,587.00 
11       1.66300   50,186.00 
12       1.72400   52,027.00 

 
 
ARTICLE 32:        ATTENDANCE CLAUSE 
 
A. Bargaining unit members who are absent for zero (0) days for any reasons (which means no use of sick leave 

or of personal leave) for an entire nine (9) weeks grading period shall receive a perfect attendance bonus of 
one hundred eighty-five dollars ($185.00) for each nine (9) week grading period in which they maintain 
perfect attendance as defined in this article. 

 
This bonus shall be paid at the end of each nine week grading period. 

 
B. Principals shall have the authority to permit a teacher to leave his/her school for purposes of medical 

treatment/emergencies, to watch his/her children participate in school-related activities or attend parent-
teacher conferences, or attendance at a funeral or visitation. 
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A teacher may use such permissive leave up to three (3) occasions.  A total of no more than three (3) hours 
may be distributed in hourly increments to these occasions and such use of permissive leave will not 
disqualify the teacher for a perfect attendance. Increments of ½ hour may be made if coverage for the affected 
bargaining Unit member can be secured at no cost to the district.  The superintendent shall have the authority 
to grant additional emergency leave if he/she deems that circumstances warrant same. 

 
ARTICLE 33:        NO STRIKE-NO LOCKOUT 
 
A. There shall be no strike by unit members except under the following conditions: 
 

1. Unit members may strike in accordance with the provisions of ORC 4117.14 (D)(2) i.e. unit members 
may strike after exhaustion of the impasse procedure contained in Article 4 of this Agreement, provided 
that the Association has given a ten (10) day prior written notice of its intent to strike to the Board and to 
SERB. 

 
B. There shall be no strike by unit members in violation of ORC 4117.15(A), which prohibits a strike during the 

term of a collective bargaining agreement or during the pendency of impasse or settlement procedures. 
 
C. Unit members shall not engage in picketing in connection with any strike or work stoppage at the residence or 

place of private employment of any Board member, member of the Administration or representative of the 
employer. 

 
D. The Association shall not authorize, call aid or conduct a strike in violation of the above provisions.  If an 

unauthorized strike should occur, as determined by SERB in accordance with ORC 4117.23, the Association 
shall immediately undertake to have the strikers return to work, by proclaiming that the strike is in violation 
of the Agreement, and by using such media of communication as are available, including the posting of a 
bulletin, and urging the pickets, if any, to discontinue picketing.  It is agreed that picketing during and 
authorized strike, as determined by SERB, is unlawful and in violation of this Agreement.  The Board may 
use the provisions of ORC 4117.16, where appropriate, to have a court of competent jurisdiction enjoin the 
strike for a period of not to exceed 72 hours.  The employer may further employ the provisions of ORC 
4117.16 to request SERB to authorize a further injunction.  Once the Association has complied with its 
affirmative duties under this section, no legal action will be taken against the Association by the Board. 

 
E. If any unit members strike in violation of this Agreement, they are subject to disciplinary action including 

discharge, in accordance with ORC 4117.23. 
 
F. The Board will not lockout unit members during the terms of this Agreement. 
 
ARTICLE 34:       CONTRACTING OUT 
 
A. The Board agrees that, during the duration of the Agreement, it will not contract out work and duties 

currently performed by bargaining unit members which would cause a layoff or reduction.  This shall not 
prevent the Board, at any time, from instituting programs involving work not currently performed by 
bargaining unit members, in the interests of curriculum enrichment, in whatever manner is economically 
feasible. 

 
ARTICLE 35:       DRUG-FREE WORKPLACE 
 
A. No employee of the Ironton City Schools District engaged in work or while in the workplace shall unlawfully 

manufacture, distribute, dispense, possess or use or be under the influence of any alcohol, narcotic drug, 
hallucinogenic drug, amphetamine, barbiturate, marijuana or any other controlled substance as defined in 
federal and state law. 

 
B. “Workplace” shall be defined to mean the site for the performance of work done.  The workplace includes 

any school building, school property, school-owned vehicles or school approved vehicle used to transport 
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students to and from school or school activities; off school property during any school-sponsored or school-
related activities, event or function, such as a field trip or athletic event where students are under the 
jurisdiction of the school district. 

 
C. As a condition of employment, each employee shall notify his/her supervisor of his conviction of any 

criminal drug statute for a violation occurring in the workplace, not later than five (5) days after such 
conviction. 

 
D. An employee who violates the terms of this policy will participate in a drug abuse assistance or rehabilitation 

program approved by the Board.  If the employee fails to complete such a program he/she shall be non-
renewed or employment may be suspended or terminated, at the discretion of the Board.  Employees who 
subsequently violate this policy may be terminated at the discretion of the Board. 

 
E. Sanctions against employees, including non-renewal, suspension and termination shall be in accordance with 

the Collective Bargaining Agreement and applicable law. 
 
ARTICLE 36:   DISCIPLINE 
 
A. No bargaining unit member shall be disciplined, reduced in rank of compensation, or demoted, without just 

cause.      
  
B. The following system of progressive discipline will be followed: 
 

1. Verbal reprimand 
 
2. Written reprimand 

 
3.  Suspension without pay 

 
4.  Discharge 

 
However, the severity of the bargaining unit member’s action(s) or act(s) will determine the appropriate 
discipline. 

 
C. The bargaining unit member’s supervisor shall investigate the incident prior to beginning any disciplinary 

action. 
 
1. A notice of a pre-disciplinary conference shall be given to the employee who is subject to the pending 

suspension without pay or dismissal.  The affected bargaining unit member may have an Association 
representative at such conference. 

 
2. The notice shall give the time, date and place of the scheduled conference and shall provide at least 

seventy-two (72) hours notice. 
 
D. An Association representative shall be permitted to attend the investigatory interview of a member whenever 

disciplinary action may be contemplated against the member. 
 
1. At the conference, the bargaining unit member shall be provided the opportunity to present his/her side 

of the case and respond to all of the allegations should he/she desire to do so. 
 
Any disciplinary action shall be appealable through the grievance procedure. 
 
ARTICLE 37:   MENTOR PROGRAM 
 
1. Definitions 
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a. Entry Year Teacher(s):  Are teachers new to the profession and in the first year of employment.  
They shall be assigned a trained mentor by the Superintendent. 

 
b. Entry Year Teacher Mentor:  A teacher who has received the proper training and is certified by the 

State of Ohio Department of Education or some other agency licensed or authorized to award such 
certification to be licensed/certified Entry Year Mentor, with certification on file with Board’s 
Treasurer. 

 
c. Formative Assistance:  Diagnostic assistance is designed to yield information that will assist Entry 

Year Teachers to identify specific areas for skill enhancement.  Formative assistance consists of 
collaboration among the professionals to provide adequate diagnosis and assistance to support 
individual professional achievement. 

 
2. Entry Year Program Development and Screening Committee 
 

a. The Local Professional Development Committee (LPDC) shall screen all applicants referred by 
the Superintendent who desire to become a mentor in the district.  The screening shall be to check 
the resume of the applicant and not to recommend employment. 

 
b. Applicants shall submit to the LPDC a resume that contains the following verifiable information: 

 
(1) The applicant shall have a minimum of five (5) consecutive years in the teaching 

profession and a minimum of five (5) years of service in the district. 
 
(2) The applicant shall have received average to above average evaluations from their 

building principal for the previous two (2) evaluation periods.  (A letter from the building 
principal shall be acceptable as proof.) 

 
(3) The applicant shall have completed all required course work or training necessary to be 

an Entry Year Mentor. 
(4) A Masters Degree is preferred but successful teaching experience is acceptable. 

 
3. Responsibilities 
 

a. All mentors for (EYT) shall meet with their assigned Entry Year Teacher at least once per week or 
as necessary. 

b. Mentors shall maintain records of their discussions with the (EYT), classroom observation notes, 
and any other related documentation as deemed necessary and appropriate by the mentor. 

 
c. A mentor shall not be assigned more than two (2) Entry Year Teachers in a school year. 

 
d. The mentor shall not be involved with the decision-making process concerning the hiring or non-

renewal of an Entry Year Teachers limited contract. 
 
4. Restrictions 
 

a. The Formative Assistance Plan mutually developed by the mentor and the EYT shall not be 
utilized for corrective measures. 

 
b. A mentor shall not participate in any formal evaluation of the EYT, nor shall the mentor be 

required to or requested to make a recommendation as to the continued employment of the EYT. 
c. The observations and evaluations of the building principal shall be the determining factor in the 

recommendation of renewal or non-renewal of the EYT’S limited contract. 
 
5. Protections 
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a. The mentor teacher shall have no notations made on their evaluation as to the success or non-
success of their efforts as a mentor, nor will the Board of Education/Superintendent be required to 
continue to assign them as mentors. 

 
b. An Entry Year Teacher shall not be required to remain in an Entry Year Program unless the 

continuation in the program is part of an effort to remediate noted deficiencies in their teaching 
abilities.  Two (2) years shall be the maximum assignment to this program 
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6. Program Review 
 

a. Mentors, Building Principals, Entry Year Teachers and New Teachers shall meet prior to the end 
of each school year to assess and evaluate the Entry Year Program.  Any recommendations of 
change shall be submitted to the Superintendent for final approval. 

 
7. Rate of Pay 

a. The rate of pay for EYT mentors shall be twenty dollars ($20.00) per hour with a maximum of 
eight hundred dollars ($800.00).  Mentors must meet the requirements as set forth in the Ironton 
City Schools Entry-Year Program. 

 
ARTICLE 38:  DURATION 
 
This Agreement shall be effective for a period of two (2) years beginning with the date of ratification.  The Articles 
in this Agreement constitute the whole and complete agreement between the two parties for the period of time 
commencing June 30, 2013 and terminating June 29, 2015. 
 
During the term of this two (2) year contract, the Board of Education will not rift any teaching employee; however, 
this does not mean positions might be absorbed thru attrition. 
 
ARTICLE 39:   OUT-OF-STATE TEACHERS WITH CHILDREN ATTENDING THE 
IRONTON CITY SCHOOLS 
 
Bargaining Unit members who reside outside of the state of Ohio shall have the right to enroll their children in the 
Ironton City Schools free of all tuition charges. 
 
APPENDIX B:  LONGEVITY BONUS PAY 
 
A bonus amount to be paid upon completion of the following years of service shall be paid as follows: 
 
   26th year  $ 600.00 
   27th year  $ 600.00 
   28th year  $1,200.00 
   29th year  $1,200.00 
   30th year  $1,200.00 
 
The longevity bonus pay shall be issued in the first paycheck following the last day of school. 
 
 
APPENDIX C:  LOCAL PROFESSIONAL DEVELOPMENT COMMITTEE 
 
 
A. The Local Professional Development Committee shall be established to oversee and review professional 

development plans for course work, continuing education units, and /or other equivalent activities as 
deemed appropriate by the committee. 

 
B.    Terms of Office 
 

The term of office for LPDC members serving on the committee shall be two (2) years.  Terms shall be 
staggered with three members appointed to the committee in the first year for a one year term and two 
members appointed to the committee in the first year for two year terms. 

  
 Committee members may be reappointed at the expiration of their terms. 
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C. Committee Composition and Selection 
 

1.  The committee shall have 5 members. 
 

2.  Three teacher members appointed by the Association.  Two administrative members appointed by the 
Superintendent.  

 
3.  Vacancies will be filled by paragraph B. 

 
D. Chairperson of LPDC 
 

The committee chairperson shall be determined by a majority vote of the LPDC members. 
 
E. Decision Making 
 

Decisions made by the LPDC shall be determined by a majority vote of the LPDC members. 
 

A quorum shall be called when at least three members are present, one of which must be an administrator. 
 
F. Training 
 

1. Members of the LPDC shall be afforded the opportunity to attend training for the purpose to gain 
knowledge in the areas of: responsibility, functioning and legal requirements, and other such 
training as deemed appropriate by a majority of the LPDC members. 

 
2. Released time shall be given to the LPDC members to attend Board-approved training sessions.  If 

training is available outside the workday, members shall be paid $25.00 per hour plus travel-
related expenses. 

 
3. LPDC training for committee members shall constitute appropriate “equivalent activities” for 

purpose of committee members own IPDP’s. 
 
G. Meetings 
 

The LPDC shall meet when necessary or at the call of two members directing the request to the chair, 
keeping within the Board-approved LPDC budget funds. 
 
Meetings shall be held at a time that allows for the greatest participation by certified employees who are 
presenting their plans for approval. 
 
Meetings held during the contractual workday shall not be paid hourly. 
Meetings held after the contractual workday shall be paid $25.00 per hour. 

 
H. Appeals Process 
 

Within thirty (30) days of publication by the Ohio State Department of Education of their 
regulations/guidelines on LPDC appeals, the LPDC shall meet to decide the procedure which they will apply 
to all certified employees who may appeal a decision by the LPDC. 
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_o_ h_io_T_e_a_c_h_e_r_E_v_a_lu_a_t _io_n_S_y_s_te_m _______________ ~-1@1$hi!!iijiji,-

Professional Growth Plan 
As a result of the evaluation process., teacheJ"$ and evaluato rs should focus on acceleratine and continuing teacher growth through profe~ional developme nt. Professional development should be 
individualized t o the needs of ttle teacher, and specificaltv relate to his/her areas of refinement as identif ied in the teachers' evaluation. The evaluator should recommend professional development 
opportunities, and support the teacher by p rovidiflg resources (e.g., t ime, financial). 

Dself-Directed 

O coUaborative Teacher 

~ 
These are addressed by the evaluator as appropriate for this teacher. 

Goal J : Scudent Achievement/O.utcomes for Students 
Goal Stotemeru: 

Evidence Indicators: 

Goal 2 : Teach er Performance 011 the Ohio Stondords for the Teaching Profession 
Goo/ Statement: 

Evldettce Indicators: 

Evaluator Signature Date 

Evaluator 

.l1ill: 
Record 
dat~S 

Are011s for Profession011! Growth 
suppo..ts needed, resources, professional development 

when comments during conference with teacher and evaluator are made 
discussed aoproprlate to Che needs of the teacher. 

Teather Signatvre Date 

The signatures above verify that the teacher and evoruator hove diswssed and agreed upon chis Prajessk>nal Growth Plan. 

Ohio Teacher Evaluation System Improvement Plan 

Improvement Plan 

Teacher Name: Grade level/ Subject: ---------

School year: ------- Bui lding: ---------------- Date of Improvement Plan Conference: 

Written improvement plans .are t o be developed in the circumst ances when an educator makes below expected academic growth with his/ her student s ANO/OR receives an 
overall ineffective rating or an ineffect ive rating on .;iny of the 'omponents of the OTES system. The purpose of the improvement plan is to ident ify specific deficien, ies in 
performance and foster growth through professional development and target ed support. If corrective actions are not made within t he t ime as specified in the improvement 
plan, a recommendation may be made for dismissal or to cont inue on the plan. 

Section 1: tmprovement Statement - list specific areas for im rovement as relat ed t o the Ohio Standordsfor the Teaching Profession. Attach documentation. 
Performance Standard(s) Addressed in this Plan Date{s) Im rovement Area or Concern Observed Specific Statement of t he Concern: Areas of Improvement 

Section 2: Desired level of Performance - List specif ic measurable goals to improve performance. Indicate what will be measured for each goal. 
Beginning Date Ending Date Level of Performance 

Specifically Describe Successful Improvement Target (s) 
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Ohio Teacher Evaluation System Improvement Plan 

Improvement Plan (continued) 

Section 3: Specific Plan of Action 

Describe in detai l specific plans of action that must be taken by the teacher to improve his/her performance. Indicate the sources of evidence that will be used t o 
doc::ument t he completion of the improvement plan. 

Actions to be Taken Sources of Evidence that Will Be Examined 

Section 4: Assistance and Pr·ofessional Development 
Describe in detail specific supports t hat Will be provided as well as opportunities for professional development. 

Date for this Improvement Plan to Be Evaluated; 

Teacher's Signature: __ Date: __ 

Evaluator's Signature: __ Date: __ 

The evaluator's signature on lhi.sform verifies that the proper procedures as detailed In the local contract hove been followed. 

Ohio Teacher Evaluation System Improvement Plan 

Improvement Plan: Evaluation of Plan 

Teacher Name: Grade Level/ Subject: ______________ _ 

School year: ------- Building: Date of Evaluation: ----------------

The improvement plan w ill be evaluated at the end of t he t ime specified in t he plan. Outcomes from the improvement plan demonstrate the following action to be taken; 

0 Improvement is demonstrated and performance standards are met to a satisfactory level of performance* 

D The Improvement Plan should continue for time specified : 

D Dismissal i s recommended. 

Comments: Provide justification for recommendation indicated above and attach evidence to support recommended course of action. 

I have reviewed this evaluat1on and discussed 1t with my evalua tor. My signature ind1Cotes that I have been advise.d of my performance status; it does not necessanly imply that I 
agree with this evaluation. 

Teacher's Signatute: __ Oate: __ 
Evaluator's Signature:__ Date: __ 
The evoluotot's signature on thr.s ftJrm verifies that the proper proeedures os detolled In the Joto/ conrrott hove Men followed. 

*The acceptable level of performance varies depending on the t eacher's years of e)Cper ience. Teachers in residency-specifically in Years 1 through 4- are expected to perform 
at the Developing level or above. Experienced teachers- with five or more years of experience- are expected to meet the Proficient level or above. 
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Ohio Teacher Evaluation System Pre- and Post- Conference Questions 

Pre-Observation Planning and l esson Reflection Resource Questions 
The questions provided ar e intended to guide thinking and conversation; every question may not be answered or relevaint for every observation. 

INSTRUCTIONAL PLANNING 
£.QM (Standard 4: Instruction} 

What is th~ focus for the lt!sson? 
What content will students know/understand? What skills will they demonstrate? 
What standards are addressed in the planned instruction? 
Why is this lurn1ng Important? 

ASSESSMENT DATA (Standard 3: Assessment) 

What assessment data was examined to inform tAis lei.Son planning? 
What does pre-assessment data Indicate about student learning needs? 

PRIOR CONTENT KNOWLEDGE/ SEQUENCE/CONNECTIONS 

(Standard 1: Students / Standard 2: Content/ Standard 4: Instruction I 
What prior knowledge do students need? 

What are the connec:tions to previous and future leami11g? 
How does this lesson connect to students' real-life exper iences and/or possible 
careers? 
How does it connect to other d isciplines? 

l<NOWLEOGE OF STUDENTS (Standard 1: Students) 
What should the evaluatot know about the student populatlon? (See Doto Meosures 
lnvencory for the Classroom) 
How Is this a dev.elopmentally appropr latl!!: le.atnlng activity? 

INSTRUCTION AND ASSESSMENT 
LESSON DELIVERY (Stetndard 2: Content I Standcird 4: lnstrnc;:tion} 

How will the goals for learning be communicated to students? 
What instructional strategies and methods will be used to engage students and 
prornote independent.lea,ming and problem solving? 
What strategies will be used to make sure all students achieve lesson goals? 
How will content-spe:dfic concepts, ass um ptlons, and skllls be taught? 

DlfFERENT!ATION (Standard 1: Students I Standard 4: Instruction) 
How will the instructional stratl!'gies address all students' learning needs? 
How will the lesson engage and challenge students o f all levels? 

How will developmental gaps be addres~d? 

Ohio Teacher Evaluation System 

Teacher Performance Evaluation Rubric 

RESOURCES (Standard Z: Content I Standard 4: ln.struction} 
What resources/materials will be used in iostruct fon? 
How will technology be integrated into lesson delivl!'ry? 

CLASSROOM ENVIRONMENT 
(Standard 1: Students I Standard S: learning Environment) 

How will th.e environment support all students? 
How will different grouping s-trategies be used? 

How will safety in the classroom be ensured? 
How will respect for all be modeled and taught? 

ASSESSMENT OF. SIUDENf LEARNING 

(Standard 3~ Asseument) 
How will you check for understanding during the lesson? 

What specrfic products or demonstrations will assess student learning I achievement 
of goals for Instruction? 

How will you ensure that students understand hc:iw they <1re doing and supp<irt 
students' sclf·asscssmcnt? 

How will you u$e assessment data to lnforrn your next steps? 

PROFESSIONAL RESPONSIBILITIES 
COUABORAf!ON ANO COMMUN!W!ON (Standard 61 

How do you cooperate with colleagues? 
How do you work with others when t here Is a problem? 

What Is ymJr communication style wilh students? With families? With colleagues? 
In wllat ways do you seek the perspettives of others? Give an example. 

PROFESSIONAL RESPONSIBILITY ANO GROWTH {Standard 7} 
How do you apply knowledge gained from other experien~s Into your teaching? 

Disc;uss ways you reflect and anatyze your teaching. 
What are some proactive ways you further your own professional growth? 

Assessment of Teacher Performance 

The Teacher Performance Evaluation Rubric is intended to be scored holistically. This means that evaluators will assess which level provides the best overafl description of the 
teacher. The scoring process is expected to occur upon completion of each thirty{30) minute observation and post -conference. The evaluator is to consider evidence gathered 
during the pre-observation conference, the observation, the post-observation conference, and classroom walkthroughs (if applicable). When completing t he performance 
rubric, please note that evaluators are not expect ed to gather evidence on all indicators for each observation cycle. Likewise. teachers should not be required to submit 
addit ional pieces of evidence to address all indicators. The professionalism section of t he rubric may use evidence collect ed during t he pre-observation and post-observat ion 
conferences as well as information from the Professional Growth and/or Improvement Plan (if applicable). 

INSTRUCTIONAL PLANNING 

FOCUS FOR LEARNING 
(Standard 4: Instruction) 

SOCJrces of f vjdence: 
Pre·Conference 

Evidenc;:e 

ASSESSMENT DATA 
(Standard 3: Asses.sment) 

Source5 of Evidence; 
Pre~Conference 

Evidence 

Ineffective 
The tci>chet docs not demonstrate a dear 
ftX1.1$ for studetit le¥nlng. Le.;trnln.g 
obJt«l1,1es 11rt too e,ent ral to gvlde lesson 
pU1Ming and arc inappropriate for the 
students, and/or do not reference the 
Ohio standards 

Developing 
TM tcach('r comm1.1n1catcs a focus for 
~•ur;lent Je.;tming, develops learnlng 
obJtC11ves thotit 3te 11ppropriate f (I( 
stvdcnts an<! reference the Ohio ~tandards 
btlt do not lnclvde measuteable goals. 

The teache-r d~ r\Qf plan for the The teacher explall\S thecharacterlstlr.~. 
<*SSffime.'lt of stvde nt le;trnlng or does not 1,1$.t"S, ;'lf'ld llmnatlon~ of 1,1arious dl;)s:n~tic, 

ancilvze stvdent lea~nlna dal.i to inform formative, <ll'ld summ3tivt assessments 
lesson i;ilans. but docs not conshtc ntly incorporate this 

knowledge 1n10 l~uon planning. 

The teac:h1t< does not use or only us.es one The te41c~r ~~ more tM n o ne measure 
meJsure of stud~t performJ nee. of ~tudent perform41nce bvt does not 

appr01lriatayvary aueument approa~es, 
01 the teacher m;iy h;:i1,1e dlffiwlty 
an.alyzfng d<iU to effectlvffl Inform 

__ . _r!'~!~~~!l!'_~~'-P!~~!l!~'-~~~-~~!l~~-ry~ 

Proficient 
The teoictier demonst r;,tcs <1 focus for 

studcn1 lcami~ with appr0priatc 

learning objective-sthat include 
mea.sura'ble goal(s) tot student leilrning 
aligned with the Ohio standards. The 
teilcher demonstrates the importance of 
the goal and Its a pProprfateness for 
students. 

The teach er demonstrate$ an 
under~t~ nding that assessment 1$ a means 
of tvcilu<1t1ng and suppotting studtr1t 
karning t h-rovih dfective"lv inc~i;ioratin& 

dl;oisnosuc, formative, and/or summ.ltl1,1e 
a~uments into fcsson ~artnins. 

The te.ad1er employ~ a 1,1arlety of formal 
and lnf Ql"mal a~ses~ment technlqueJ to 
collect e11ideoce of stude<lt5' knowtedge 
<1nd sklll:; ;1nd '1n<1ly1~ d.:it<t to effec.tl1,1elv 
Inform in~tru<:Uonal planning ;md dtflve<y. 

Accomplished 
The te<1chcr establishes ch<iHenging and 
me:,:.surable 90,.1{s) f (lf $t1.1dent teilrning 
th<it all1tM with tht Ohio Stilnd\ltds and 
reflect a range of studt.·nt learner needs 
The te.acher demonmates how the-gool(s) 
fit into 11\to broadet unit, cout~, and 
s.chool goillS for cont{"nt leilrning ilnd ~kills. 

The t.~.(H;her purpo~efully plans 
8$sessments arld dlffet'entJMes assessment 
d ioices to mM<:t". the run ranse of student 
need$, abili lit~. a nd teaming styles. 
~ncOl'porarln.gat.a~tofas:>pro-prlate 

diagn~tic, form:Hivt-, and summ3UYC! 
assessments into lesson l):lans. 

Studilnt lea ming neltd~ are <l'w r.atd v 
identified throush iln at'l<tlys4s of student 
data: the teacher mes asseument data l o 

Identify stvtfent strength~ 41nd are;:is for 
Studtf't gtowth. 
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INSTRUCTtONAL Pl.ANNING 

PRIOR CONTENT 

KNOWLEDGE / SEQUENCE / 
CONNECTIONS 

(Standard 1: Students; 
Standard 2: Content; 

Standafd 4: Instruction) 

Sources of Evidence: 
Pre·Conferente 

Evidence 

INSTRUCTIONAL PLANNING 

l<NOWlEDGE OF STUDEN"TS 
(Standard 1: Students) 

Sources of Evidence: 
Analvsls of Student Oata 

Prn-Confemncc 

Evid@nce 

Ineffective Oeveloping 
The teacher's Jess.on does not build on or The teachet makes an ;mempt to connect 
COl'lne<:t tos.tuctents' prlor knowle:cfae, or the lesson to s tudents' s:irlor know1edge, to 
the teacher l'l\3V grve an e~plimatiOl'l 1"8t ls. pre:vlous lessons or future 1~arnlng hut Is 
illogic;al or inaccurate u to how the not '!:Ompl.:-tdy sutces5ful, 
content connects to prevtous and future 
learning 

The teacher demonst rates a lack of 
famUlaritywlth $tudents' bacJcgrounds ;:1nd 
~s rn_.de no a ttempts to find this 
ll'lformat!on. 

The teacher's plan for Instruction does not 
demoMtrate an understanding of 
studen.ts' development, preferred learning 
styles, and/or s tudent backgrounds/priOf 
experiences, 

The teacller demonstrates some 
famlharltywlth stude nt.s' b.lc;l(grQtJnd 
knowledge ;md experlencf'S and desct1M-s 
one procedure usecl to obtafn this 
lnf0tm.ltlon. 

The teacller's inst ructiGnal plan draws 
upon a partial analysis of s tudents' 
development, readiness for lea ming, 
preferred learnlng styles-, or backg1ounds 
and prlor e)(periences and/or the plan Is 
inappros:iriately tailored to the specific 
population of stude nts In the classroom. 

Pfofitient Accomplished 
The teactier makes clear a nd coherent fhe teacher uses the lns:iut and 
connections w11h students' ptlOf contributions of famrnes, colleagues, a nd 
koowtedee and fuwre learning-both other pt'Oftsslonals in ul'lderstandlnc; each 
explicitly to students and within the: lc~son, IH rncr's prio-r knowledge and suppOJtin6 

The ttaeher p.!Ms 3rid se<1uences 
lnstrucUol\ to /ndudc the imp0ft31\l 
content, con<:es:its, 3nd processes 1n school 
and df-s:ttic.t cutrlculum pri0<iUes and in 
5talt'Standard'.>, 

The teach er demonstrates familiarity with 
students~ b~ckground knowle-dse and 
ex~rien ces Qnd ~rlbes mult1~e 
procedure~ use.cl to obtain t h4s 
informiatlon. 

The teactier's lnnruttional plan draws 
upon an accurateanalvsts of the stude nts' 
development, readiness for learning. 
preferre d learning stvles, and backgrounds 
and priol" e:xperlences. 

their developmen1. The teacher m.ekes 
m~.eningful and reJ~a!'lt oot1intttions 
between lesson content and other 
disciplines 3nd tt-al-wofld ell:~rierices and 
carttrs as well as prepares opPortunilit'S 
for students to apply learning from 
diff~tnl cont.ent are<is to solvt problems, 

The teacher i>lar'IS and seQul.'!'lces 
!nstruetlon th;"Jt re-fl~ts an undemanding 
of the Pfel'e(lulSite relabonshJps atnOOI!! 
the 1mpor1ant content, concel)ts, and 
ptoccs.scs in school 11 nd di1trict currirulum 
l)Oelritres and In state standafd~ as. well ;as 
multiple pathways for learning de pending 
oo ~tudent needs. The teacher accvrate lv 
e1Cplall'IS how the lenon flts wltl'Mn the 
structUll.!Oftht'diSCiplin(', 

The teacher de monst rates an 
un(le~andlng of the p1,1rpose and value of 

!earning Olbout sti.Kieo~s.· b<lc:k11round 
P.Xperlences, demon~trat~ fa mlltarlrv with 
e~ch stvdent's b~ckground knowtedse ;.il'ld 
e~per1cnces, arid describes mult iple 
pwcl.!du1~s used to obta-n thi~ 

!l'lfOftnatiOl'I. 

The teacher's analysis of student data 
(student development, student learning 
and preferred learning srytes, and student 
backgrounds/prior experlences~ accuratel'I' 
connects the data to specific instructional 
stratet:ies and plans. 

The tP.acher plans for and ain a1tkulate 
specific strategies, content, .and delivery 
thai will meet tile needs of lnd11Jldual 
studenh and group$ of students. 
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Instruction and Assessment 

!z 
~ 

~ 
c 
z .. 
z 

LESSON DELIVERY 

!Standard 2: Content; 
Standard 4: Instruction; 

Standard 6: Cotlaboratlon 
and Communication) 

Sources of Evidence: 
Formal Observation 

aassroom Walkthroughs/ 
Informal Obsetvations 

Evidence 

Ineffective 
A teacher's expla nallons are unclear, 
incoherent, Of inaccurate. and are 
generally lneffec.tive in build ing s.t udent 
understartd.ng. The teac.her u$es language 
that fails to engage students, is 
inappropriate to the c.ontent, andj01 

disc.ourages Independent or creative 
thinking. 

The t each IN fails to address student 
confusion or frustration and does not use 
effective questioning techniques during 
the less.on. The lesson is almost entirely 
teacher-directed. 

Dcveloi:>lng 
Teacher explanotlons are accurate and 

generally clear but the teacher may not 
fully cla(lfy information bas.ed on students' 
que$tions about content°' lrutructions for 
leatning activities. or the teache r may use 
some language that is developmentally 

Inappropriate, leading to confusion or 
limiting discussion. 

The teachtt re-ex?lains topics when 
students show confusion, but is not a lways 
a ble to pC"Ovide an effective alternative 
explanation. The teacher attempts to 
e mplov purposeful q~tioning 

t echniques, but may confuse students with 
the phrasing or t iming of question5. The 
less.on ls prlm.:irily teacher-d~rected. 

ProHclerit 
Teacher e leplanations. are clear and 
accurate. The teacher m es 
developmentally appropr[ate smttegies 
and la nguage desJgned-to actively 
e ncourage independent, creative, and 
critical thin klng. 

The teache r effectively addres.ses 
confusion by re-explaining topics wheo 
asked and e nsurinJ; undernanding. The 
teacher employs effective, purposeful 
questioning techniques during instrnction. 
The lesson is a balance of teacher-directed 
Instruction and student-le d learning. 

----·--------··-------------+------------+--------------------------------------

Accomoll.shcd 
Teacher eic:pla natloru are clear, c.o~ent, 
and precise. The teacher mes well-timed, 
individualized, developmentally 
.appropriate str.ategles and language 
designed to actively encourage 
independe nt, creative, and critical 

t hink.Ing, Including t he apptoprlate use of 
quest ions and discussion techniques 

Theteaclleraccuratelyant icipates. 
confusion by presenting information in 
multiple formats and clarifying content 
belme students ask questions. The 
teocher develops hlgh-levef underrumding 
through effective uses of varied !evefs of 
questions. The lesson is student-led, wit h 
the teacher In the role off acilitator 

§ r-~~~~~~~~,.--,.--~~--~---1-=,.----,----,~~--~~~~~,.--~-,-,.-,---,-~--,-~c----~--~~~--,,.-,-i 
~ DIFFERENTIATION ~::::~~~ ::~ ;~~:~i~og ;:rk::: :~:,t:;1~:1r~i:~:r~a~sn~e~~~et~~! or ~t~~~~~~;:~::sa~e~~e;;~~~t::l~,s of :~~);a~~::~'::~:::.e1~i:vi;:a~ials, 
~ (Standard l : Students; students, or attempts are deyetopmentally les.$-01\ a«esslble to most $tudents though mat~ials, ;an4for p<idf\g t h.l t make needs, to malce learning att~ble and 

Standard 4 : ln$truction) inappropriate. s.ome students may not be able to access learning accessible and chal!englng for the chalfenging for all students Jn the 

Sources of Evidence: 
Pre-Conference 

formal Observation 
Oassroom Walkthroughs/ 

triformal Observations 

certain pans of the lesson and/0< some group.. dassroom . The teacher effectively uses 
May not be challenged lndepe1\dent. collaboraUve and whole­

class instrucbon to support individual 
learning goals and provides ..,;:irled options 
f()( how slt.ldents wlll demonstrate 
mastery, 

r---------;----------------------------·------·-------r-----------+----·-·--------------------·------·------- ---·------·---·------------- -------

Evidence 

Instruction and Assessme-nt 

RESOURCES 
!Standard 2: Content; 

Standard 4: lristruction) 

Sources of Evidence: 
Pre~Conference 

Formal Observation 
aassroom Walkthroughs/ 

Informal Observations 

Evidence 

Ineffective 
lnslluctlonal materl<lls and resources used 
fOf" instruction are not relevant to t hP, 

le5oson or are i~ppropriate for students.. 

Developing 
The tead'ler uses ai>P<09rlate 1nstruet1orial 
materiall. to $Upport learnfng goall., but 

mav not meet lndfvfd L.Jal sh.ldents' leoirnlng 
styles/lu!eds or aoctrvely e11g<l3e them In 
lcamina. 

Proficient 
ln5tructional m111ter1;11b and fe5-0urees :art 
aligned to the lnstruc.tlonal purp0$e$ and 

are appropriate for sh.1denu' le3rning 
Myl~ aod needs, actlv~v engaoelnc 
!.tvdcnt~. 

Accomplished 
l1utn~tlonill materi.lls and resourcel ate 
ahgned to ln~tru(.tlonal purposes, are 

V;lrled and appropriate to abll1tylevels of 
students, and actl\'efv engoee them in 
owncrship of the?ir learning. 
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lnstTuction and Anessment 

CLASSROOM 
ENVIRONMENT 

(Standard 1: Students; 
Standard 5: Leaming 

Environment; Standard 6: 
Collaboration and 
Communication) 

Ineffective 
Thefe Is little or no evidence of a positive 
rapport between th.e te<1ch.er ;md 
studenu. For example, t he teadlet may 
respond d isrespectfully to s tude nts o r 
ignOl"e t heir questions o r c(lmments . 

Thtfe are no evide nt rout ines or 
prnced ure-s; students sttm unclear about 
what they s hould be doing or are idle. 

Transitions are inefficie nt with 
conSiderable ln~truclional ti~ lost 

Le-s.sons progress too slowtv Of quickly so 
~tudents are frequent ly disel'lgaged. 

Sources of Evidence: The teaehtt creates a learnlng 
Pre-Confefence environment t hat allow~ for little or no 

Formal Observation comm unlut1on Of' e ngeaement w11h 
families 

Classroom Walkthrough$/ 
lnfor'mar Observations 

Evidence 

ln$truction and Assessment 

ASSESSMENT OF 

STUDENT LEARNING 
(Standard 3: Ane55ment) 

Sources of Evidence: 
Pre-Conferem:e 

Formal Observation 
Classroom Walkthroughs/ 

Informal Observations 
Post·Conforencc 

Evidence 

b:pec.tatlo0$ for behavior .ue not 

esta bllshed or are lf'l<if)l:)roprla1e ~nd/OI no 
monitoring of behaviors occ.urs_ The 

teacher responds to mlsbehavlor 
ln&wroor!ately. 

Ineffective 
The t eacher does not routinety use 
ass-essments t o m Ca$ure st ude nt mastery. 

The te.'.l-cher rarely or never cheeks the 
st udent ;1.' undcr:!itanding of content , The 
teacher fails to make adjustme nts In 
'<!SJ>Onse to s tudent confusion. 

Thetcachcr perslstsin1r..il\g a particular 
stratee,v for res1><>1'!d1ng to 
inisundcrstaOOines. t'Vt'n w hen data 
s.uggMt t he apPfoach is not s ucceeding, 

The te.'.leher dotS not p rovide ~tudents 
wit h. feedb(l(k a bout their le:iirnilng. 

Developing 
The te;icfler is fair in the treatment of 
stude nt s and establishes a basic. ra pport 
with them. for exam ple. t he teacher 
a ddresses s1udents questions o r 
comments but does not inquire abe>ut 
t heir overall well-being. 

Ro ut inl!S and procedure1: are in place. but 
t he t eache r may inappropriately prompt or 
direct ~udenn when they are unclear or 
idle. 

The teacher tra nsitions betwe~ learning 
activities, but cx:e11s1ornitly los6 some 

in~tructlonal time in the pr()(es;1.. 

The tead'!l!t' weleom~ commu~(;ltiOl'I 

from familin arld repti~ in a ti~tv 

APOroprfate expectations for beh.avi0t are 

~Stilbllsti.ed, txlt some e111>«Utlons 11re 
unclear or do not address the needs of 

Individual students . The t eac.her 
lr\C04'1Sistent ly monitors behavior. 

Proficient 
The te;iche r has positive rapport with 

s tudents and demonstrates respect for 
and interest in all student s. FOf example, 
the teacher makes eve contact and 
c.onnects wit h individual students. 

Ro ut ines a nd procedur('$ run s.moot htv 
throughout the le-sson, and students 
assum e age-appropriate levels of 
re:s.po nsibility for t lioe efficient operation of 
t he classroom. 

Transitions are efficie nt and occur 
;1.moothty. ihere i~ evidence of v.aried 

learning sit uations (wholedass, 
coopera tiw learning. s mall group and 
independe-n t WOfk). 

The teacher engagl!1. In two--w:iv 
communic.ation and aUct'$ a varlet '!' of 
volunteer cpl)(ll'tun1tles • rid activities for 
familtes to sup.,on 1tudent learn1ng 

A da$~room management system~.$. been 

Imple me nted thiilt 1$ ilPP'OJ)llJte 11n<I 
respo nswe t a dassroom and indlvidual 

needs of $Cudents, Oeat e)(pe<.tadans fot 
s tudent behavl0< are e-.otdent , Mooltorlng 
of 1tudent behavior i$ OOnSis1ent. 
a ppropriate, a.nd effec:tlve, 

Accomplished 
The teadier has positive npport with 
st\idents and demonstrat es resp.ect for 
a nd in1erest in individuat st udents' 
experiences, thoughts and opinions. For 
eM"ample, the 1eacher responds q1,1iet ly, 
irldividually, and sensitively to student 
c.e>nfusion or d istress. 

Routines are weU~stabilshed arid orderly 
a nd students inlHate responsibilitv for the 
efficient operatioo o f the classroom. 

Tra nsitions are seamless as t he teacher 
effe<tivcly maxi mlLCS ll\structional t lmc 

a nd com bines independent, collaborative, 
a nd whole ·dass learning situations. 

The teache' e ngagtt In two-way, ongoing 
communication with familil'~ that f<!S ults 
ln active volunteer, com munity-, and f.>mll\I 
partnerships which contribute to student 
le,llfniJ16 and development . 

A d as$toom management system l\as 

been de$1Qned, Implemented, a.n.d 
adjusted with student input and Is 

appropriate for t he dassroom .lnd 
lndlvld1.111J student needs . Students are 
attivcly cMouragtd to take respon!ibility 
fot their behavior. The t eacher us es 
research-based strat~les to lessen 
disruptl~ bc-ha..,.;ors and ,einfO!'et- posittve 
behaviors . 

Developing Profic.ient Accomplished 
The t eacher uses assessments to measure The teath<E!f uses assessment data t o 
studt-nt mastt-rv, but may not differentiate idt-nt ify st udcnts' str~ths and needs, 

The teacher uses assessme n;: data to 
idcntifv st udents' strt-ngths a nd needs, 
and modifies and d ifferentiates instruct;on instruction based on t h is information. and modifies and differentiates ins truction 

l he teacher chew for student 
unders tanding and makes attempts to 
adjust irtStluction accotdingly, but these 
adjust mcnts mav (ause some add itional 
confusion 

lhe teacher gather$ and use:!i student data 
from a few solJf'cts t o choose .lPOtopr1ate 
i1'1Slrut1ional stratt't,i~ for gtoups of 
st udents. 

Stvdents rt<:etve oecaslOl'lal or llmlted 
fee<:lback obout tl'\elr petform~nce from 

the teacher. 

accordingly, although the t eacher may not accordingly, as well as examines classroom 
be able to anticipat e learning obstacles. assessment •M uits to reveal trendsanc:l 

patterns in individual and group progress 
and to anticipate teaming abstades. 

The teach.et" chedi:s for understanding at 
key moments a nd mak~$ a djus tment$ to 
instruction (whole--dassor individ ual 
stude nts)."Thc teacher rt-sponds to studt-nt 
misunderstandings bv providing additional 

clarification. 

The t cad1er gather$ and uses Student data 
from a var~ety of sources to ehoos~ and 
im pl('me nt apPfopriate instructional 
strategies for groups o f students. 

The teach., p(O\ltdes subst <intive, s pecme, 
and t lm elv feed~k of student pt ogress to 

studenu, 1famllle~. and o t her .school 
P<:t'Sonncl whilt'mail'ltaining 
confidentla hty. 

The tea-cher contlnuallv checks fot 
understanding and m11kes. adjust mt-nts 
accordingly (wha le--ciass O!' lndivid ual 
students). When ari e:icp lanatio n is not 
effectivetv leading $tudents t o understand 

the content, the teacher adjusu quidlly 
and seamles.~lv within t he le~son and uses 
an alternative wav to e11plain the conc.ept. 

By u1:in&, student dat a from a variety of 
soutces, t heteactier .awroprlat elyadapts 
inwuctiooal r'l'leth<>ds a nd M&t('tials al\d 
paces.lea rningact ivitiestorneettheneeds 
of lndMdu;,I students as well u the whole 
class. 

The teacher ptOvldes sub~tantlve, specific, 
and t•r'l'lelv feedback to students, families, 
arXI other schoot oeoonnel while 
maintaining confidentiality TM tt-a(het 
provides t he opportunltY for students t o 
engage In se1f-ass~sment and show 
awareness of t heir own stt('ngtlu and 
weaknesses. The t eacher uses s tudent 
auessmt-nt •esults to reflect o n his or he r 
own teaching and t o monitOf t eaching 
st rategies and bfflai.,.lors 1n rdatlon to 
student succ:es~. 
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Professionalism 

PROFESSIONAL 
RESPONSIBll fTIES 

(Standard 6: Collt1boration 
and Communication; 

Standard 7: Profession.al 

Responsibilitv and 
Growth) 

Ineffective 
The teacher fails to c-ommunicatedearly 

with studenu and families or c-oliaborate 
effectivety with profea ional colleagues. 

Developing 
The teachN uses a variety of strategies t-o 

comm unicate with students and families 
and col.labor ate wit ll colleagues, but these 
<tppro<tclles may not always be 
approprla1e for a particular sltuatJon or 
<tchieve the intended outcome. 

The t~acher fails to understand and follow The teachH unders1ands and follows 

Sources of Evidence: regulations, policies. and a5rffments. 

Professional Development 

Plan or Improvement Plan; 
Pte·conference; 
Post-.conference; ~teach~ fails to demonstrate mdence 

daily interaction with of an •bllltv to a<:wrately S('lf-a:!.S('SS 
others p«iorman~ and toappropriat~ly identify 

areas for professional development. 

Evidence 

Ohio Teacher Evaluation System 

district poticies and state a nd fe de ral 
regulations at a minimal levcl. 

The t eacher identifies st1e ngtlts and a reas 
fo. growth to dt'V~lopand lmplcm~l 

tareeted {!O<tls for PfOfessional gfowth. 

Classroom Walkthroughs / Informal Observation 

An informal observat ion/ classroom walkthrough is a: 

Proficient 
The teach.er u.ses effettive communication 

strategies. with students and families and 
works effectively with col.leagues to 
examine p roble ms ot puctic.e , analyze 
student worl\, and ident ify targeted 
strategie:s.. 

The t each<er ~et~ etliical and 
profession.al responsibilit ies with integrity 
and h{lnestv. The teacher models and 
upholds (fJstrict policies and state and 
federal regulat iom. 

The t each:er sets dat3•based .short~ and 
Iona-term PfOfcui0tial go.a ls and tak('s 
acliOtl to meet thes.e goals, 

Accomplished 
The teacher communicates effectively 

with students, fa milies. and colleagues. 
The teacher collaborates with colleaguH 
to imprOYe personal and team practices ~ 
facilitating professional dialogue, peer 
observation and feedbadc, peer coaclling 
and other collegia l leaming activities. 

The teacher meets ethical and 
professional responsitMlities and t'lefps 

colleag-ues access and interpret laws a nd 
policle.s and unde rstand their implications 
in the cla.s~room 

The teacher sets a nd r egularly modifrfi 
shot't-and long·tt1'm profe-s.slooal goals 
based on self-assessment and cinalvsis of 
student learni"' mdence. 

Classroom Walkthroughs and Informal 
Observations 

Tool to inform evaluation that provides the opportunity to gather evidence of instruction over a series of short classroom visits; 

Process for giving targeted evidenced·based feedback to t eachers; and 

Means for principals to visit classrooms more frequently and more purposefully. 

An informal observat ion/ classroom walkthrough is not a(n): 

Formal observation~ 

"Gotcha'' opportunity for supervisors or ev.;1luat ors; 

Isolated event; or 
Shortcut t o the observation protocol required as part of t he teacher evaluation process. 

Classroom walkthroughs/ Informal observations, as part of the teacher evaluation system, may be general in nature or focused on observing a specific aspect of teacher 
performance. Summary data collected through a series of walkthroughs along with evidence documented through formal observations will come together to inform the 

teachers' summative performance rating: ineffective, developing, proficient or accomplished. 

Guidelines for Informal Classroom Observations 

Informally Observe All Teachers 
All teachers benefit from informal classroom observations. Informal observations should last from 15 to20 minutes; therefore, conduct only as many observations in a day 

as you can follow up wfth on eit her the same or next day. Teachers need and deserve some type of immediate feedback. 

Informally Observe As Often As You can 
The prlnd pal's presence< in the classroom sends a positive message to teachers: the principal cores. Including Informal classroom observation as a school-wide Init iative 
requires consistency and frequency. Find times in t he day to observe teachers at varying times of the day: for most teachers, what occurs in the morning is much different 
than what occurs in the .afternoon. 

focusing on One or Two Areas 
Although there may be n o predetermined focus est ablished (bec.ause of no pre·c.onference), find a focus based on the instruction, events o r d iscussions that are occurring in 
the classroom. A focus m ay also occur based upon past conferences and the need for follow up observations. 

Ohio Teacher Evaluation System 

Make Time to Follow Up 

Classroom Walkthroughs and Informal 
Observations 

Follow-up communication to informal dassroom observations is a critical component. Follow·up w ill often be in writing but t he evaluator should extend to the teacher an 
invit ation t o discuss any comments provided face·to·face. The evaluator may also offN resources to help teaiehers refine their pt actice. 

Teacher Driven Observations 

While it is recognized that evaluators have many demands on their time, encouraging teachers to ident ify instructional per iods for the evaluator to observe can be a means 
for the evaluat or t o co llect evidence related to a specific focus t he teacher and evaluat or may be working on. 

Types of Data 
Data collected as evidence of teacher practice may be quantitative, qualitative, or a combination of both. Quantitative dat a includes frequencies, d istributions and other 
counts or tallies. For example the observer could use a checklist to tally how many questions were asked of children in t he front row o r children who had their hands raised 

versus not. The evaluator might also chart the types of questions asked (higher versus lower levels}. Qualitative data can include scripted notes detailing patterns of 
activities, vocabulary used, and event s observed. In both cases accuracy is essential to ensure the credibility of the process and t he evaluator. 
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Ohio Teacher Evaluation System Classroom Walkthroughs and Informal Observations 

Informal Observation: General Form 

Teacher Name Grade(s)/Subject Area(s): _ Date: __ 

Evaluator Name: Ti me Walkthrough Begins: _ Time Walkthrough Ends: __ 

Directions: This form serves as a record of an informal walkthrough by tile teache(s evaluator. Tile evaluator will likely not observe all the teat:hing elements listed below in any one informal 
obsetvatlon This record along w ith records of additional informal ob~rvatlons will be used to Inform t he summative evaluation of the teacher 

EVALUATOR OBSERVATIONS 

D Inst ruction is developmentally appropriate [ I Lesson content is l inked t o previous and future le<:1rning 

D l earning outcomes andl goals are clearly communicated to students D a assroom learning environment is safe and conducive to learning 

LJ Varied instructional tools and strategies reflect student needs and LJ Teacher provides students with timely and responsive feedback 
learning objectives 

I J Content presented is a·ccurate and grade appropriate l J Instructional t ime is used effe<:t ively 

I I Teacher connects lesson to real· life applications I I Routines support learning goals and activities 

LJ Instruction and lesson .act ivit ies are accessible and challenging for LJ M ultiple methods of assessment of student learning are utilized to gu ide 

students instruction 

r lather: f l Other: 

I Evaluator Summary Comments: 

Recommendations for Focus of Informal Observations: 

Evaluator Signature: __ D Photocopy to Teacher 

Ohio Teacher Evaluatio.n System Classroom Walkthroughs and Informal Observations 

Informal Observation: Open-Ended Form 

Teacher Name: Grade(s)/Subje<! Areals): Date: 

Evaluator Name: Ti me Walkthrough Begins: Time Walkthrough Ends: 

TIMES OBSERVATIONS 

Evaluator Summarv Comments: 

Evaluator Signature: 0 Photocopy to Teach er 
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Ohio Teacher Evaluat ion System Pia nning for the Post-Observation Conference 

Post Conference Planning 
lhe goal for the cornference leader is to cognit ively coach the teacher through the use of reflective q uestions. 

Record 3 reflective questions you would ask the teacher aligned to the area of reinforcement. 

1. 

2. 

3. 

Record 3 reflect ive questions you would ask the teacher al igned to the area of refinement. 

1. 

2. 

3. 

Four Key Elements of the Instructional Post -Conference 
Conduct ing the Post·Conference: To be d iscussed at Day 3 Training prior to conduct ing the post~conference 

1. lntroduction/Greet i ng/Establish Length 

Review Conference Process 

General Impression Question 

• "How do you think the lesson went?" 

2. Reinforcing the Teacher 

Identify an area of Reinforcement (ONLY one area) 

Ask Self-Analysis Question 

Provide evidence from notes 

3. Refining the Teacher's SkHI: 

Identify an area of Refinement (ONlY one area) 

Ask Self-Analysis Question 

Provide evidence from notes 
Give a recommendation for future practice 

4 . Present evidence and rat ing connected to the rubric 

Ohio Teacher Evaluation System 

Final Summative Rating of Teacher Effectiveness 

Prof iciency on Standards SO% INEFFECTIVE 

Cumulative Perfor mance Rating 
(Holistic Rating using Performance Rubric) 

Areas of reinforcement/ refinement: 

DEVELOPING 

Final Summative Rating 

PROFICIENT ACCOMPLISHED 

Student Growth Data 50% 
BELOW EXPECTED I EXPECTED GROWTH I 

ABO VE EXPECTED 
GROWTH GROWTH 

Student Growth M easure of Effectiveness I I 
Areas of reinforcement/ refinement: 

Final Summative (Overall) Rat ing INEFFECTIVE D EVELO P IN G PROFICIENT ACCOMPLISHED 

Ocheck here 1if Improvement Plan has been recommended. 

Teacher Signature __ Date __ 

Evaluator Signatu re __ Date 

The signatures above indicate t hat the teacher and evaluator have discussed the Summative Rating. 
Note: The teacher may provide addit ional information to the evaluator within 10 working days of the receipt of this form, and may request a 
second conference with the evaluator. Any additional information will become part of the summative record. Challenges may be made according 
to t he local contract agreement. 
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APPENDIX E:  NETWORK PRIVACY AND ACCEPTABLE USE POLICY  
FOR STAFF MEMBERS 

 
 
It is the intention of the Ironton City School District Board of Education to protect the privacy of staff members who 
use the school computers, computer network, and electronic messaging systems to the maximum extent possible 
given the operational and security needs of the District.  The purpose of this policy is to identify the limitations on 
this privacy and the general restrictions applying to the use of computers and electronic messaging systems of the 
District. 
 
Acceptable and Unacceptable Uses 
 
The computers, computer network and messaging systems of the School District are intended for educational uses 
and work-related communications.  Incidental use of the e-mail and voice mail systems by staff members for 
personal communications is permitted as long as such communications are limited in number, are initiated during 
non-work periods, and do not interfere with the primary intended uses of the system. 
 
The following are uses that are unacceptable under any circumstances: 
 

 The transmission of any language or images which are of a graphic sexual nature 
 

 The transmission of jokes, pictures, or other materials which are obscene, lewd, vulgar, or disparaging of 
persons based on their race, color, sex, age, religion, national origin, or sexual orientation 

 
 The transmission of messages or any other content which would be perceived by a reasonable person to be 

harassing or threatening 
 

 Uses that constitute defamation (libel or slander) 
 

 Uses that violate copyright laws 
 

 Uses that attempt to gain unauthorized access to another computer system or to impair the operation of 
another computer system (for example: the transmission of a computer virus or an excessively large e-mail 
attachment) 

 
 Any commercial or profit-making activities 

 
 Any fundraising activities, unless specifically authorized by an administrator 

 
Security and Integrity 
 
Staff members shall not take any action that would compromise the security of any computer, network or messaging 
system.  This would include the authorized release or sharing of passwords and the intentional disabling of any 
security features of the system. 
 
Staff members shall not take any action that may adversely affect the integrity, functionality, or reliability of any 
computer (for example: the installation of hardware or software not authorized by the System Administrator). 
 
Staff members shall report to the System Administrator or a School District administrator any actions by students 
which would violate the security or integrity of any computer, network or messaging system whenever such actions 
become known to them in the normal course of their work duties.  This shall not be construed as creating any 
liability for staff members for the computer-related misconduct of students. 
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Right of Access 
 
Although the Board of Education respects the natural desire of all persons for privacy in their personal 
communications, and will attempt to preserve this privacy whenever possible, the operational and security needs of 
the District’s computer network and messaging systems require that full access be available at all times.  The School 
District therefore reserves the right to access any computer, device, or electronic media within its systems and any 
data, information, or messages that may be contained therein.  All such date, information, and messages are the 
property of the School District and staff members should have no expectation that any messages sent or received on 
the School District’s systems will always remain private. 
 
Association Business 
 
Any use of the District’s email system for the purposes of conducting business of the association shall be copies to 
the Superintendent.  The email system shall not be used to organize or promote a strike or any form of work 
stoppage.  Violation of this provision shall result in disciplinary action. 
 
Legal Ref: ORC 3313.20, 3313.47 
  Children’s Internet Protection Act of 2000, 47 USC & 254 (h), (l) 
 
 
 
 
 
 

 
 



Signed this __ 2_/e..::..._ _ ___ day of 

FOR THE IRONTON EDUCATION 
ASSOCIATION: 

-# fM<.A.- ,,2 o F3 
FOR THE IRONTON CITY SCHOOLS 
BOARD OF EDUCATION: 

Mark Fields7 President 

~ 
br. Burton Payne, Vice-Pre~< 
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