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ARTICLE 1 - PURPOSE

Section 1. The purpose of this Agreement is:

A. To provide for better understanding and communication between the Board of Education, hereafter
identified as Board, of the Ansonia Local School District and the certificated/ licensed staff of
Ansonia Schools. (The certificated/licensed staff, as used herein, will include all classroom teachers,
and support personnel who hold a valid teaching license or ceriificate.)

B. To set a basis for settling matters of concern which will incjude the following articles:

ARTICLE 1I — RECOGNITION

The Ansonia Local School District Board of Education recognizes the Ansonia Education Association,
OEA/NEA as the sole and exclusive representative, for purposes of and as defined in Chapter 4117 of
Ohio Revised Code, for all professional certificated/licensed personnel, both full-time and regular part-
time, whether actively employed or on leave of absence or on reduction in force suspension with recall
rights, including by way of illustration classroom teachers, guidance counselors, librarians, media and
program specialists, nurses, and substitutes after they become entitled to regular contract status.
Specifically excluded from the bargaining unit are the Superintendent, Assistant Superintendents,
Principals, Assistant Principals, Athletic Director for a non-teacher, non-certificated/non-licensed
employees and all non-certificated/non-licensed employment, hourly tutors, other substitutes and other
administrative personnel as defined in Chapter 4117 of the Ohio Revised Code.

ARTICLE 111 - MANAGEMENT RIGHTS

1. Except as specifically abridged, delegated, granted or modified by a specific and express term of
this Agreement, the Board hereby retains and reserves to itself and the administration, without
limitation, all powers, rights, authority, duties and responsibilities conferred upon and vested in
them by the laws and the constitution of the State of Ohio, including but not limited to
management’s right to; determine matters of inherent managerial policy which include, but are
not limited to areas of discretion or policy such as the functions and programs of the Board,
standards of services, its overall budget, utilization of technology, and organjzational structure;
hire. assign. direct, schedule, supervise, and evaluate teachers; maintain and improve the
efficiency the effectiveness of school operations, determine the methods, processes, means and
personnel by which school operations are to be conducted, and suspend discipline, demote, or
terminate teachers for just cause, layoff, non-renew. transfer, promote. or retain teachers;
determine the adequacy of the work force; determine the overall mission of the school district as
an educational unit; effectively manage the work force; take actions to carry out the mission of
the school district; determine the instructional hours for pupils: and direct, assign, and schedule
pupils. The exercise of any of the foregoing management rights requires neither prior
negotiation with nor agreement of the Association.

ARTICLE IV - ASSOCIATION RIGHTS

A. The Association shall have the following exclusive rights:

1. The Association President shall receive a copy of Board of Education Meeting Minutes and
Agenda.

2. The use of individual teacher mailboxes for correspondence only.



Ohio Education Association Labor Relations Consuitant (OEA/LRC) Representation visitation.

a) The OEA/LRC must sign-in and sign-out at the Principal’s office.
b) The OEA/LRC may meet with the teachers only during the teacher’s duty-free lunch period.
c) The OEA/LRC may meet with teachers before and after the regular school day for teachers.

Names of newly emploved teachers shall be provided to the Association, along with their
addresses, within seven (7) working days, from the beginning of the school year.

Copies of Board Policy Manual will be provided in the staff room.

The Association shall be granted the right to use Fax machines and email for Association
business as these and other technologies are introduced. Such use shall not interfere with the
business of Ansonia Schools. The Board may charge the Association a reasonable fee for use of
such technology.

The Assocciation shall be granted two (2) days of Association leave each school year. The
Association President shall notify the Superintendent or designee as far in advance as possible of
the purposes, dates, and person(s) who will be using the leave.

ARTICLE V- NEGOTIATION PROCEDURES

A. DEFINITIONS

1.

Negotiation shall mean conferring, discussing, and negotiating in good faith by the
Board/Administration and the Association in an effort to reach agreement with respect to matters
of concern to the Board and the Association.

Good Faith involves coming to the negotiations table with the intention of negotiating, not of
dogmatically pursuing preconceived stands. Good Faith requires that the Board/Administration
and the Association be willing to react to each other’s proposals. If a proposal is unacceptable to
one party, that party is obligated to respond with rationale.

Good Faith requires parties to recognize negotiations as a shared process. The obligation of the
Board/Administration and the Association to meet for the purposes of negotiations does not
compel either party to agree to a proposal or require the making of concession.

When used in this agreement: School shall mean any work location; Administrator shall mean
the Superintendent and his/her management team; Teacher shall mean anyone covered in the
recognized bargaining unit; Association Representative shall mean the agent of the Association
at any work location; Association Designee shall mean any person assigned by the Association
to handle a particular case; and Day shall mean work day unless otherwise stated.

B. INTENT TO NEGOTIATE

Ninety (90) calendar days prior to the expiration of the agreement, the President of the Association
shall notify the Board of Education or their designated representative, in writing, of the intent to open
negotiations.



C. NEGOTIATIONS TEAM
Each negotiation team shall consist of the following:

1. Association Team — up to five (5) Association Members and Association President or the
President’s designee. The Labor Relations Consultant (LRC) shall be a part of the association
team when requested by the Association President.

2. Board Team — Two (2} Board Members, and three (3) participating members of the Board’s
choice.

3. Observers may interchange with members of the team only during caucus.
D. POWER AND AUTHORITY

While no formal Agreement shall be executed without ratification by the Association and adoption by
the Board, the parties mutually pledge that their representatives will have all necessary power and
authority to make proposals, consider proposals, and make concessions in the course of negotiations.

E. OFFICIAL NOTES
The teams will use the sign-off format for recording agreement.
F. FINANCIAL INFORMATION

1. The Board will require its central office to furnish the Association’s Negotiating Team, via the
Association President, public documents concerning the operation of the School District upon
request at a cost of 10 cents per copy for 8-1/2" x 117 pages and 20 cents per copy for 117 x 17”7
pages. The Association President shall submit, in writing, to the Superintendent the documents
requested. There shall be a turnaround time of not more than ten (10) working days for the
requested information.

2. The Association agrees to furnish pertinent information on its proposals to the Board’s
negotiating team to support their development of sound programs for the School District. The
Board’s representative will furnish pertinent information on any items it initiates.

G. NEGOTIATIONS LIMITS

1. A limit of sixty (60) days shall be spent in negotiations. The sixty (60) days shall begin with the
first session, which shall be held no later than ten (10) days from the date of formal notification
to negotiate, and at which session, formal, detailed proposals shall be exchanged by both sides.
After these proposals have been exchanged, no other items shall be added to those for
consideration, unless otherwise agreed to by the parties.

2. If negotiations have not concluded within the allowable period, impasse will automatically be
declared and the unresolved issue(s) will be submitted to mediation according to Section I of this
Article.



H. AGREEMENT

I.

If agreement is reached on all matters being bargained, the tentative agreements shall be reduced
to writing and submitted as a complete package to the Association for its ratification and the
Board for approval. The Association President shall notify the Superintendent within fifteen
(15) days of the Association’s action. Once ratified by the Association, the Board shall take
action within thirty (30) days. When approved, in accordance with the provisions of this section,
this agreement shall be signed by both parties and shall become effective according to the terms
and the date signed.

a) Upon final approval by both parties, two (2) copies of the total agreement shall be signed.
Both parties shall retain a copy of the Agreement, which shall be binding on both parties.

b} The Board shail be responsible for typing the final agreement. However, the Board and the
Association shall share the cost equally for the typing. A time sheet shall be maintained by
the secretary for all hours worked.

¢) All present language unless deleted or modified will be incorporated inte a successor
agreement at such time the new agreement is ratified and approved.

I.  IMPASSE

1.

In the eveant agreement is not reached after sixty (60) days from the filing of the notice to
negotiate, cither party shall have the right to request assistance of a mediator from the Federal
Mediation and Conciliation Service {FMCS), and such request shall be deemed a joint request.
In the event the services of a mediator are called upon, the mediation process shall last for a
maximum of thirty (30} days unless mutually agreed otherwise.

Should the mediation process not produce agreement within thirty (30) days, the parties shall
request the appointment of an arbitrator through the American Arbitration Association. The
parties shall select an arbitrator according to the American Arbitration Association’s Voluntary
Rules.

The arbitrator shall have the authority to hold hearings and to confer with the parties or their
representatives in any manner he/she deems appropriate. The arbitrator shall transmit his/her
written findings of fact and recommendations on the unresolved items at the earliest possible
time to the negotiation teams. It is agreed by the parties that the recommendation of the
arbitrator is not binding on either party except as set forth hereafter and is of an advisory nature
only. Each party shall pay one-half (1/2) the cost of the arbitrator.

Within seven (7) days of receipt of the arbitrator’s finds of fact and recommendations, the
Association and the Board shall both consider and vote on the recommendations, The Board
shall vote on the arbitrator’s recommendations in a public meeting and may reject them by a
three-fifths (3/5) vote of its total membership. All members of the Association who are present
at a meeting held for said purpose may vote on the arbitrator’s recommendations by secret,
written ballot. The recommendations may be rejected by a three-fifths (3/5) vote of the total
membership of the Association. For purposes of this section, “Membership of the Association”
shall be defined as it is in ORC 4117.14 as interpreted by SERB. The tally and results of the
association’s vote shall be certified to the Board President in writing by the Association
President within twenty-four (24) hours of the balloting. The ballots shall be retained by the
Association for at least six (6} months following the vote and shall be made available to any
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representative of SERB upon request. If neither rejects the recommendations by the required
three-fifth (3/5) vote, the recommendations shall be deemed agreed upon as the final solution of
the issues submitted and a collective bargaining agreement shall be executed between the parties,
including the recommendations except as otherwise modified by the parties by mutual
agreement.

If either party rejects the arbitrator’s recommendations, then the arbitrator’s findings of fact and
recommendations shall be made public and the parties may continue to meet in an attempt to
resolve the issues still in dispute.

If the parties are unable to reach agreement by the expiration date of their collective bargaining
agreement or any extension thereof to which they have mutually agreed, the employees in the
bargaining unit represented by the Association shall have the right to strike provided the
arbitrator’s findings of fact and recommendations have been made public and further provided
that the Association has given a ten (10) day prior written notice of an intent to strike to the
Board and to the State Employment Relations Board as required by 4117.14 of the Ohio Revised
Code.

ARTICLE VI - GRIEVANCE PROCEDURE

GRIEVANCE POLICY. The Board recognizes that in the interest of effective personnel management, a

procedure is necessary whereby its employee’s members can be assured of a prompt, impartial, and fair
hearing on their grievances. Such procedures shall be available to all employees of the bargaining unit
and no reprisals of any kind shall be taken against any employee initiating or participating in the
grievance procedure. The grievance shall not be made a part of the grievant’s personnel file.

A. GRIEVANCE DEFINED. A grievance is an alleged violation, misinterpretation or misapplication of

the master contract or conditions of employment.

B. PURPOSE AND OBJECTIVES. The primary purpose of this procedure shall be to obtain at the
lowest administrative level and in the shortest period of time, equitable solutions fo grievances, which
may arise from time to time. Both the Board and the Association agree that grievance proceedings
shall be handled in a confidential manner and that all meetings shall be private and hearings shall be
in executive session.

C. RIGHTS OF THE GRIEVANT AND THE ORGANIZATION. The Association will designate one

or more representatives for processing grievances. The name of the designated representative/s shall
be given to the Superintendent when they have been named.

1.

A grievant shall appear in his/her own behalf and be represented at each level of the grievance
procedure. No grievance meeting or adjustment of a grievance shall take place without the
presence of the Association. Further, no grievance solution shall be made without the
knowledge of the Association.

The President of the Association shall receive prior notice of each meeting held to resolve a
grievance. Decisions rendered at each level will be made in writing on the forms hereto attached
setting forth the decision and the reasons therefore, and will be transmitted promptly to all
parties in interest, to the President of the Association and the administrator involved.

Level 4 hearings shall be structured so that due process under the circumstances and
representation is accorded both sides. FEach hearing shall have provisions for: initial



presentation of grievant’s case, cross-examination and/or questioning and final summaries, with
either party having the right at its option to waive any or all of the foregoing,

Meetings held under this procedure shall be conducted at a time and place, which will afford a
fair and reasonable opportunity for all persons, including witnesses, entitled to be present to
attend.

The Association shall have the right to file a grievance, if the subject matter involved concerns
the Association, its officers, representatives of the Association or two (2) or more members of
the bargaining unit.

Nothing in this contract shall bind the Association from limit or prohibit exercising discretion at
any level of the grievance procedure. A grievance may be withdrawn at any level without
prejudice or record.

. RIGHTS OF THE ADMINISTRATION. Administrators may have the right of counsel or

representation at any level.

PROCEDURE

1.

LEVEL 1. Prior to the filing of a grievance the grievant and association representative shall first
discuss his/her/their grievance with the appropriate administrator with the objective to resolve
the grievance informally. The aggrieved person(s} shall state to the administrator at the start of
the conference that this is Level One of the grievance procedure.

LEVEL 2. In the event the aggrieved person(s) is/are not satisfied with the disposition of the
grievance at Level One, the grievant(s) may file a grievance in writing with the involved
supervisor on the prescribed form. Upon receipt of the grievance, the involved supervisor,
within five (5) workdays after receiving the claim, will then schedule a meeting at the time and
place mutually agreeable, to investigate the claim. The meeting should include the involved
supervisor in interest, the aggrieved person, Association representative(s), and any other person
who may be needed to give information as to the claim, Within five (5) workdays following the
meeting, the involved supervisor will render a written decision based upon the circumstances of
the case. In the event no decision is forthcoming within the prescribed time, the grievance will
be advanced to Level Three.

LEVEL THREE. In the event that the aggrieved person or the Association is not satisfied with
the disposition of the grievance at Level Two, the employee/member(s) may then appeal within
five (5) workdays, the grievance to the Superintendent.

The Superintendent, within five (5) workdays shall schedule a meeting concerning the grievance.
The Superintendent shall make a written decision within ten (10) workdays of such meeting, In
the event no decision is forthcoming in the prescribed time, the grievance will be advanced to
Level Four.

LEVEL FOUR. In the event that the aggrieved person(s) is/are not satisfied with the disposition
of the grievance at Level Three, the aggrieved person(s) may then initiate the grievance at Level

Four within five (5) workdays.

The grievance shall be initiated at this level by communicating the grievance, in writing, to the
President of the Board, the Treasurer, and Superintendent. The Board shall conduct a hearing on
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the grievance at its next regularly scheduled Board meeting. Within ten (10) work days of such
hearing, the Board shall deliver its written decision to the grieving party. The hearing shall be in
executive session.

5. LEVEL FIVE. Binding Arbitration. If the Association and the grievant are not satisfied with the
disposition of the grievance at Level Four, the Association shall notify the Superintendent of its
desire to appeal the issue to Arbitration within fifteen (15) days after receipt of the Level Four
reply.

The Arbitrator shall be selected from a list submitted to both parties by the American Arbitration
Association and in accordance with the voluntary rules and regulations of the AAA.

The Arbitrator shall have no power to alter, add to, or subtract from the terms of the agreement,
or to make any award, which is inconsistent with this agreement or contrary to law. The
decision of the arbitrator shall be binding on the grievant, the Association and the Board, and
shall not be the basis of depriving either party of any rights under the law. The Board of
Education shall take necessary action to implement the Arbitrator’s award at the next regular
board meeting following receipt of the award.

The cost of the arbitrator’s services shall be shared equally by the Association and the Board. All

expenses incurred by the representatives of the parties shall be the responsibility of the party incurring the
expense.

F. TIME LIMITS.

1.  The number of days indicated at each step is considered a maximum. The time limits specified,
however, may be extended by written agreement of the parties in interest.

2. If any grievance is not initiated within fifteen (15) workdays after the grievant knew or
reasonably should have known of the event or condition upon which it is based, the grievance
may not be presented as such. However, if a condition is recurring, the fifteen (15) workday’s
time limit will be applied to the most recent occurrence.

3. All grievances must be appealed to the next formal level within the time limits cited. Failure to
do so shall deem the grievance settled on the basis of the disposition at the present level. Failure
of the Board to respond within their time limits shall advance the grievance to the next level
automatically.

ARTICLE VII — FAIR PRACTICES

A. Rights of Individuals

Nothing in this document will prohibit any certificated/licensed employee from presenting views,
proposals, or grievances to the Superintendent or the Association’s members in accordance with
established procedure. Negotiations, however, will be conducted according to this document.
Members of the bargaining unit may present griecvances and have them adjusted, without the
intervention of the bargaining representative, as long as the adjustment is not inconsistent with the
terms of the collective bargaining agreement then in effect and as long as the bargaining
representatives have the opportunity to be present at the adjustment.



B. Non-Discrimination

No provision of this document will discriminate against a certificated/licensed employee because of
membership or non-membership in the Association or because of his/her race, age, marital status,
disability, handicap, sex, or religious beliefs.

C. Personal Fijes
1. Files will be handled according to ORC 149.43.

2. If a teacher has completed three (3) successful years of teaching following the placement of
critical material in his/her file, the teacher may request that his/her file be reviewed and upon
mutual agreement of the teacher and the current principal and Superintendent, said material shall
then be removed from the file and destroyed. No anonymous material shall be placed in a
teacher’s files, nor be made a matter of record. Letters of commendation or praise shall be
inciuded in a teacher’s personal file.

ARTICLE VII - TASK FORCE|/Labor Management Committee (LMC)

The Task Force Labor Management Committee (LMC) is a group of administrators, teachers and other
staff dedicated to improving the quality of education for Ansonia students.

The Task Force Labor Management Committee (LMC) shall meet to discuss issues of concern to either

party.
Meetings shall be scheduled in a timely manner at the request of either party.

The Task Force shall meet as determined by the Superintendent and Association President to address
concerns and develop goals. The groups at times may call in experts to gain information in order to make
well-informed recommendations.

The goals and recommendations of this group, while not binding, are to be seriously considered all parties
involved since they reflect sincere efforts to improve our school.

The membership of the Task Force will consist of Administrators, the Guidance Counselor, and teacher
members appointed by the Association President. Three (3) elementary school, two (2) middie school
and three (3) high schoof teachers will be appointed to serve in this group.

When this group’s work culminates in a written report, copies will go to the Administrators, the Board
and the AEA.

ARTICLE IX — EVALUATION of PROFESSIONAL STAFF

The Board of Education is responsible for a standards-based teacher evaluation policy which conforms to
the framework for evaluation of teachers as approved by the State Board of Education and aligns with the
“Standards for the Teaching Professions™ as set forth in State law.

The Ansonia Board of Education adopts the Ohio Teacher Evaluation System (OTES) model as approved
by the State Board of Education. {Appendix A.)



The evaluation policy is intended to provide an evaluation model that is research-based, transparent, fair,
and adaptable to the needs of the District. The Board believes in the importance of ongoing assessment
and meaningful feedback as a powerful vehicle to support improved teaching performance and student
growth, as well as promotion and retention decisions for teachers.

This policy shall be implemented as set forth herein and included in the collective bargaining agreement
with Ansonia Education Association {AEA), and in all extensions and renewals thereof,

This policy has been developed in consultation with teachers employed by the Board.

Given the dynamic nature of the mandated teacher evaluation process, the Board authorizes and directs
the Superintendent to establish and maintain an ongoing Evaluation Policy Consultation committee, with
continuing participation by District teachers represented by the AEA, and for the express purpose of
recommending necessary changes to the Board for the appropriate revision to this policy.

Legal References: 3319.111;3319.112; 3319.58
Legislative Reference: Am. Sub. HB 153 (September 29, 2011); Sub. SB316 (September 24, 2012)

Definitions

“Teacher”—This policy applies to District employees who meet one of the following categories:

1. A teacher working under a license issued under Chio Revised Code (ORC) Sections 3319.22,
3319.26, or 3319.226 who spends at least 50% of his/her time providing content-related
student instruction; or

2. A teacher working under a permanent certificate issued under ORC 3319.222 as existed prior
to September 20013 who spends at least 50% of his/her time providing content-related
student instruction; or

3. A teacher working under a permanent certificate issued under ORC 3319.222 as it existed
prior to September 2006 who spends at least 50% of his/her time providing content-related
student instruction: or

4. A teacher working under a permit issued under ORC 3319.301 who spends at least 50% of
his/her time providing content-related student instruction.

This teacher evaluation policy does not apply to substitute teachers or instructors of adult education.
Teachers who do not fit into one of the above categories will receive a summative evaluation that takes
the following items into consideration: Goal Attainment, Performance of Job Responsibilities,
Observations and Walkthroughs.

Credentialed Evaluator

Evaluations carried out under this policy are conducted by persons holding evaluator credentials
established by the Ohio Department of Education. Evaluators must complete state-sponsored evaluation
training and pass the online credentialing assessment. ORC Section 3319.111 (D).
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The Board shall authorize the Superintendent and the AEA to approve and maintain a list of credentialed
evaluators as necessary to effectively implement this policy. A Memorandum of Understanding (MOU)
will be used if needed for outside credentialed evaluators,

Core Subject Area

Core Subject Area means reading and English language arts, mathematics, science, foreign language,
government, economics, fine arts, history and geography.

Student Learning Objectives (SLOs)

Student Learning Objectives inciude goals indentified by a teacher or group of teachers that identify
expected outcomes or growth targets for a group of students over a period of time.

Shared Attribution Measures

Shared Attribution Measures encompasses student growth measures that can be attributed to a group.
Value-Added

Value-Added refers to the EVAAS Value-Added methodology provided by SAS, Inc., which provides a
measure of student progress at the district and school level based on each student’s scores on state issued

standardized assessments.

Vendor Assessment

Vendor Assessment refers to student assessments approved by the Ohio Department of Education that
measure mastery of the course content for the appropriate grade level, which may include nationally
normed standardized assessment, industry certification exams, or end-of-course examinations for grade
level and subjects for which the Value-Added measure does not apply.

Effectiveness Rating

Teachers are assigned an effectiveness rating of Accomplished, Proficient, Developing or Ineffective. An
effectiveness rating is based on the following two categories: (1) Teacher performance and (2) Student
Growth Measures. Fifty percent {50%) of the evaluation will be attributed to teacher performance and
fifty percent (50%) will be attributed to measures of student growth.

Annually, the Board submits to the Chio Department of Education, the number of teachers assigned an
effectiveness rating, aggregated by the teacher preparation programs from which, and the years in which,
the teachers graduated. The name of, and any personally identifiable information about any teacher
reported in compliance with this provision cannot be required.
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Formal Observation and Classroom Walkthronsh Sequence

Teachers are evaluated on at least two formal observations and periodic classroom walkthroughs each
school year. A formal observation shall last a minimum of thirty (30) minutes.

Teachers on a limited contract who are under consideration for renewal/nonrenewal shall receive at least
three formal observations in addition to periodic classroom walkthroughs.

The first formal observation shall be preceded by a conference between the evaluator and the employee
prior to the observation in order for the employee to explain plans and objectives for the classroom
situation to be observed. All subsequent observations will be unannounced.

A post-observation conference shall be held no later than ten (10) days after the observation.

There shall be at least two (2) weeks between formal observations. If after the second formal observation,
a teacher’s performance is found deficient to the extent that adverse personnel action may result, a
minimum of one additional observation shall be conducted.

Classroom walkthroughs shall not unreasonably disrupt and/or interrupt the learning environment and
shall be at least five (5) consecutive minutes but not more than twenty (20) consecutive minutes. The
walkthrough shouid be of sufficient duration to allow the evaluator to assess the focus of the walkthrough.
A final debriefing and completed form must be shared with the employee within three (3) days after the
walkthrough.

Before the evaluation cycle is final, and not later than May 10, 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.
A teacher who has been granted a continuing contract by the board of education and who receives a rating
of “Accomplished” on his/her most recent evaluation shall be evaluated every other school year. As
agreed upon by the Superintendent/principal and Accomplished teacher, pursuant to this policy and Board
resolution, the Board shall approve projects recommended by the Superintendent/principal that
demonstrate a teacher’s continued growth and practice at the accomplished level for accomplished
teachers who wish to complete a project in lieu of one formal observation.

Formal Observation Procedure/Teacher Performance Calculation

The 50% teacher performance measure is based on the Ohio Standards for the Teaching Profession.

The evaluation process requires the evaluator to use evidence gathered in a variety of avenues
(professional growth or improvement plans, observations, walkthroughs, and conferences) to determine a
teacher performance rating. Such performance will be assessed through a holistic process by trained and
credentialed evaluators based upon the following Okhio Standards for the Teaching Profession:

a. Understanding student leaming and development and respecting the diversity of the students
they teach;
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b. Understanding the content area for which they have instructional responsibility;

¢. Understanding and using varied assessment to inform instruction, evaluate and ensure student
learning;
Planning and delivering effective instruction that advances individual student learning;

e. Creating learning environments that promote high levels of learning and student achievement

f. Collaborating and communicating with students, parents, other educators, district
administrators and the community to support student learning; and

g. Assuming responsibility for professional growth, performance and involvement.

The Superintendent/designee selects/develops evaluation tools in consultation with teachers to calculate
teacher performance. The Board directs the Superintendent/designee to develop procedures for these
cvaluation tools.

Classroom Walkthrough Procedure

Data gathered from the walkthrough will be recorded on the Teacher Walkthrough Form (Appendix C.
Walkthrough Program Manager).

Student Growth Calculation

In determining student growth measures, the Board adopts the Ohio Department of Education’s Ohio
Teacher Evaluation System (OTES). For the purpose of this policy, student growth means the change in
student achievement for an individual student between two or more points in time. It is important to note
that a student who has sixty (60) or more unexcused absences for the school year will not be included in
the determination of student academic growth. This component of the evaluation includes, where
available, one or more of the following:
a. Teacher-level value-added data (or alternative student academic progress measures if adopted

under ORC 3302.03 (C) (1) (e)

ODE approved assessments

And/or locally-determined measures; in accordance with State law and State Board of

Education requirements.

When available, value-added data or an alternative student academic progress measure if adopted under
ORC 3302.03 (C) (1)Xe) shall be included in the multiple measures used to evaluate student growth in
proportion fo the part of the teacher’s schedule of courses or subject for which the value added progress
dimension is applicable.

Until June 30, 2014, if a teacher’s schedule is comprised only of courses or subjects for which value-
added data is applicable, the majority of the student academic growth factor of the evaluation shall be
based on the value-added progress dimension. On or after July 1, 2014, the entire student academic factor
of the evaluation for such teachers shall be based on the value added progress dimension.

For teachers instructing in areas with Ohio Department of Education approved vendor assessments with
teacher-level data available, the evaluation shall be based on the shared attribution of Ansonia Local
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Schools for twenty-five percent (25 %) and twenty-five percent (25 %) for approved vendor assessments
and/or teacher-level data.

For teachers instructing in areas where no teacher-level value-added or approved vendor assessment is
available, the evaluation shall be based on the shared attribution of Ansonia Local Schools for twenty-five
percent (25%) and twenty-five percent (25 %) for Student [ earning Objectives.

Shared attribution will be the district level value-added score.

An SLO must be based upon the following criteria: Baseline and Trend Data, Student Population,
Interval of Instruction, Standards and Content, Assessments(s), Growth Targets, and Rationale for
Growth Targets. When new SLOs are developed or revised, the process will include consultation with
teachers employed by the Board. The Board’s process for creating and revising SL.Os is set forth in

Appendix A of the District OTES Student Growth Measures Manual.”

Data from these approved measures of student growth will be scored on five (5) levels in accordance with
the Ohio Department of Education/OTES guidance and converted to a score in one of three (3) levels of
student growth:

a. Above
b. Expected
c. Below

Final Evaluation Procedures

Each teacher’s performance rating will be combined with the assessment of student growth measures to
produce the summative evaluation rating, based upon the Evaluation Matrix in Appendix A (ODE
Teacher Evaluation System} page 9.

The evaluator shall provide that each evaluation is submitted to the teacher for his/her acknowledgement
by written receipt. The evaluation report should 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 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 Growth Plans and Professional Improvement Plans

Based upon the results of the annual teacher evaluation as converted to the Evaluation Matrix, each
teacher must develop either a professional growth plan or professional improvement plan as follows:

a. Teachers whose performance rating indicates above expected levels of student growth will
develop a professional growth plan and may choose their credentialed evaluator from those
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available to the Board for that purpose, utilizing the components set forth in the Teacher
Evaluation Form (Appendix B, page 4).

b. Teachers whose performance rating indicates expected levels of student growth will develop
a professional growth plan collaboratively with his/her credentialed evaluator and will have
input on his/her evaluator for the next evaluation cycle, utilizing the components set forth in
the Teacher Evaluation Form, (Appendix B, page 4).

c. Teachers whose performance rating indicates below expected levels of student growth will
develop a professional improvement plan with their credentialed evaluator. The
administration will assign the evaluator for the subsequent evaluation cycle and approve the
professional improvement plan, utilizing the components set forth in the Teacher Evaluation
Form, (Appendix B, page 6).

A professional 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 and shall
include

1. Specific performance expectations, resources and assistance to be provided

2. Timelines for its completion

3. Monetary, time, material, and human resources,

Testing for Ineffective Teachers in Core Subjects

Beginning with the 2015-2016 school year, teachers of core subject areas, as defined by State law, who
have received a rating of Ineffective for two (2) of the three (3) most recent school years must register for
and take all written examinations of content knowledge selected by the Ohio Department of Education.
No teacher shall be responsible for the cost of taking an examination set forth above.

Any teacher passing the examination set forth above will not be required to take the examination again for
three years, regardiess of the teacher’s evaluation ratings or the performance index score ranking of the
building in which the teacher teaches,

If a teacher passes the examination set forth above and provides proof of that passage to the Board, the
teacher will be required to complete professional development that is targeted to the deficiencies
identified in the teacher’s evaluations conducted under this policy. The following may be grounds for
termination of a teacher pursuant to R.C.3319.16:

¢ Failing to complete all required written examinations under this section;

» A failing score on a written examinations(s) taken pursuant to this section;

s A rating of ineffective on the teacher’s next evaluation after passing all written
examinations pursuant to this section and after completion of the required
professional development; or

e Failure of a teacher to complete the required professional development.
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Board Professional Development Plan

In accordance with the Ohio State Board of Education’s statewide evaluation framework, the Board will
support the professional development of teachers covered by this policy. The plan will be reviewed
annually.

Retention and Promotion Decisions/Removal of Poorly Performing Teachers

It is the purpose of this Standards-Based Teacher Evaluation Policy to improve the quality of instruction,
enhance student learning and strengthen professional competence through meaningful feedback and
targeted professional development. In addition, the evaluations produced will serve to inform the Board
on employment decisions, i.e., retention, promotion of teachers, renewal of teaching contracts, and the
removal/nonrenewal of poorly performing teachers.

“Retention” for purposes of this policy refers to employment decisions on the question of whether or not
to suspend a contract pursuant to a reduction in force, non-renewal limited or extended limited contract,
or terminate employment for good and just cause. In the case of a reduction in force, seniority will not be
considered when making decisions on contract suspensions, except in the instance of comparable
evaluations. The decision to non-renew or terminate the contract of a poorly performing teacher may be
informed by the evaluations(s) conducted under this policy. However, decisions to non renew or
terminate a teaching contract are not limited by the existence of this policy.

“Promotion” as used in this context is of limited utility given the fact that teachers covered by this policy
are not currently emploved in any discernible hierarchy. Nevertheless, when making decisions relative to
such matters as determining department or grade level chairpersons, selections to curricular or strategic
planning bodies, or teaching assignments, the Board will consider teacher performance as indicated in
evaluations.

“Poorly Performing Teachers” refers to teachers identified through the evaluation process set forth in
this policy who demenstrate an inability and/or unwillingness to meet the reasonable expectations of this
standards-based evaluation system.

“Comparable Evaluations” Since seniority may not be the basis for teacher retention or other
employment decisions, except when deciding between teachers who have comparable evaluations, this
refers to teachers within the categories of “Ineftective,” “Developing,” “Proficient,” and
“Accomplished.”

The Board shall consider additional factors in making retention and promotion decisions such as but not
limited to the following;

¢ Dual Enrollment Qualifications

¢  Dual Licensure

» Reading Endorsement

e Masters or Higher Degree in Area of Teaching

s Extraordinary Accomplishments: National Board Certification, Master Teacher, etc.
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¢ Academic Leadership Roles

s Specialized Training or Background

e Bilingual Teachers

¢ Documented Student Achievement Gains

Removal of Poorly Performing Teachers

Poorly performing teachers may be removed, upon recommendation of the Superintendent, either through
non-renewal or termination, when the following has been demonstrated pursuant to ORC 3319.16:

a. Failure of a core subject area teacher required to take a written examination to pass such
examination;

b. Failure of core subject area teacher required to take a written examination to complete
required professional development;

c. Failure of core subject area teacher to complete all required written examinations;

d. Receipt of an “Ineffective” rating by a core subject area teacher in the evaluation following
passage of a written examination and completion of required professional development;

e. Receipt by any teacher of two (2) consecutive evaluations with an “Ineffective” rating.

Nothing in this policy will be deemed to prevent the Board from exercising its rights to non-renew,
terminate, or suspend a teaching contract as provided by law and the terms of the collective bargaining
agreement in effect between it and the Ansonia Affiliated Education Association. The evaluation system
and procedures set forth in this policy shall not create an expectation of continued employment for
teachers on a limited contract that are evaluated under this policy. The board reserves the right to non-
renew a teacher evaluated under this policy in accordance with ORC 3319.11 notwithstanding the
teacher’s summative rating.

Due Process

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.

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

Any violation of either procedural or substantive due process shall automatically require reemployment of

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

ARTICLE X - REDUCTION IN FORCE

A. RIF Policy
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Any Reduction In Force will be in compliance with the collective bargaining agreement. If
the Board determines it necessary to reduce the number of faculty positions under ORC
3319.17 or for financial reasons, the following procedures shall apply. Reductions shall be
made by suspending contracts based upon the Superintendent’s recommendation. Those
contracts to be suspended will be chosen as follows:

a)

b)

All members of the faculty will be placed on a seniority list for each teaching field for
which they are properly certificated/licensed. Teachers serving under continuing
contracts will be placed at the top of the list, in descending order of seniority. Teachers
serving under limited contracts will be placed on the list under continuing contract
teachers, also in descending order of seniority. No preference for seniority shall be given
except when making a decision between teachers who have comparable board adopted
evaluations over the past three years.

Seniority will be defined as the length of continuous services as a certificated/licensed
employee under regular contract in this district.

1) Board approved leaves of absence will not interrupt seniority, but time spent on such
a leave shall not count toward seniority.

2) If two or more teachers have the same length of continuous service, seniority will be
determined by:
-the date of the Board meeting at which the teacher was hired, and then;

-the date the teacher signed his/her mitial employment contract in the district, and
then by;

-any remaining ties will be broken by lot.

- A teacher so affected may elect to displace a teacher who holds a lower position on
a seniority list for another area of certification/licensure. Any such election must be
made within ten (10} days from the time the teacher is notified in writing he/she will
be affected.

Recommended reductions in a teaching field will be made by selecting the lowest person
on the seniority list for that area of certification/licensure who is currently assigned to a
positicn in that teaching field. A teacher so affected may elect to displace a teacher who
holds a lower position on a seniority list for another area of certification/licensure. Any
such election must be made within ten (10) days from the time the teacher is notified in
writing he/she will be affected.

The names of teachers whose contracts are suspended in a reduction in force will be placed
on a recall list for up to 24 months from the date of the reduction. Teachers on the recall kist
will have the following rights:

a)

b)

No new teachers will be employed by the Board while there are teachers on the recall list
who are certificated/licensed for the vacancy.

Teachers on the recall list will be recalled in order of seniority for vacancies in areas for
which they are certificated/licensed.
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c) If a vacancy occurs, the Board will send a certified announcement to the first known
address of all teachers on the recall list who are qualified according to those provisions.
It is the teacher’s responsibility to keep the Board informed of his current address. All
teachers are required to respond in writing to the district office within seven (7) calendar
days. The most senior of those responding will be given the vacant position. Any
teacher who fails to respond within seven calendar days, or who declines to accept the
position, will forfeit all recall rights.

d) A teacher on 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 salary schedule placement as he enjoyed at the time of
layoff.

The parties agree that these procedures apply only to the suspension of contracts under
3319.17 or for financial reasons. This article shall not require the Board of Education to fill
any vacancy, not shall it interfere with any other lawful personnel procedures in the district.

ARTICLE XI - WORKING CONDITIONS

A. Teacher’s Year — The teaching staff’s regular contract year will consist of the following:

1.

One hundred eighty (180) student days.

2. Four {4) days for professional meetings and workdays.

3.

a) Programs/Meetings will not be scheduled past noon of the first teacher workday each
school year. Programs and schedules for the remaining professional meeting days and
workdays will be determined in consultation with the Task Force.

Staff new to the District may not have more than five (5) days for professional
meetings/workdays.

B. Length of Teacher Dav

1.

The normal teacher workday shall be no longer than seven and one-quarter (7-1/4) hours,
inclusive of a thirty (30) minute, uninterrupted, duty-free lunch hour.

Part-time teachers will be given a written contract supplement specifying their hours of
work, the length of their day and assigned responsibilities.

A three (3) hour delay may be used for fog or road conditions. In the case of road conditions,
even if calamity days are not used already, if a level one emergency status is reached in time,
the three (3) hour delay policy will be used. Bargaining unit members who have previously
scheduled after school appointments that cannot be changed shall be permitted to attend those
appointments with no loss of sick or personal leave as long as proper documentation is
provided.

C. Planning Time

The schedule of each full-time classroom teacher shall include at least two hundred (200)
minutes per week for instructional planning and evaluation and conferences. Each teacher shall
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have a minimum of 40 minutes planning time per school day. Any proposed waiver of all or part
of this planning time shall be agreed to by the staff person(s) involved and the Principal, and
notification will be given to the Association.

D. Required Meetings

During the months of September through May, the first and third Monday afternoons and/or
evenings are to be kept open for various staff activities. An attempt will be made to schedule all
local meetings on those two Monday nights. Meetings, which need or would benefit from parent
or Board member input, should be held in the evenings. Although administrators may call a
required meeting at other times, these will be of an emergency nature and will have the consent
of the participants.

E. Integrating Special Needs Students

1. The Board recognizes the rights of regular and special area teachers to preserve the
educational balance in their classrooms. The following may be used by the teachers who
have or will have one or more special needs students included into their classes:

a) The receiving teacher(s) at the appropriate level have the right to be present at any
placement committee meeting. This includes the annual [EP review.

b) The receiving teacher(s) can request a placement committee meeting at any time to
review the student(s) placement. This meeting will take place promptly.

¢) Teachers will not be responsible for any lifting, diapering, or toileting for any student.

d) Classroom teachers will not be required to administer medication to any student nor
shall they be required to perform medical procedures or other such procedures of a
physical nature such as catheterization, tube feeding, or similar procedures.

F.  Substitutes

Every reasonable effort will be made to acquire certificated/licensed substitutes for absent
teachers. A teacher shall not be required to cover an additional class unless the Superintendent
or principal deems it necessary after making a reasonable effort to acquire a substitute. A
teacher who acts as a period substitute and gives up his/her planning shall be paid ten doflars
{$10.00) per period. For the purposes of use of the above in the Elementary and in the Middle
School, a “period” will be defined as the amount of time a teacher has for a conference period.
In the High School, a “block™ will be defined as two (2) periods.

G. Student Discipline

1. The Board and the administration will provide teachers with needed support in dealing with
student discipline, in accordance with the current student discipline plan.

2. No adverse personnel action or reprisal of any kind will be imposed on a teacher for
exercising her/his rights and responsibilities under law and/or under current student
discipline policy.
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H. Staff Development

The stipulations for meeting this requirement are:

1. The completed hours shall be at the personal expense of each participant and shall take
place during non-school hours.

2. The hours for the current school year must take place between the last student day of the
preceding school year and the last student day of the current school year.

Option A - Attend ten (10) hours of documented inservice that has the appropriate
administrator’s approval between the Veteran’s Day of the current school year to
Veteran’s Day of the following school year as credit toward the required ten (10)
hours of documented inservice.

Option B — Attend five (5) hours of documented inservice that has the appropriate
administrator’s approval between the last day of the current school year AND spend
an additional (5) hours at school on Veteran’s Day and/or WOEA Day.

3. The inservice hours must be used to enhance the teaching assignment.

4. Staff Development Appraisal Form should be approved in advance of completion of staff
development hours,

1 Mentors

Bargaining unit members who serve as mentors for holders of the residence license or who serve
as mentors for other mandated requirements shall receive release time for their duties.

I Technology Utilization

1. Staff members agree to follow the regulations set up by Board Policy for staff network and
Internet Acceptable Use Policy (ADDENDUM I

2. Teachers supervising students using the Internet shall take reasonable measures to assure that
students are adhering to the usage agreement signed by the students and parents/guardians.

3. Teachers shall not suffer disciplinary action due to violation of Internet usage policy by
students.

4. Internet usage agreements shall not deny staff members due process rights.

ARTICLE XII - HEALTH AND SAFETY

A. The Board of Education believes that the employees of this District are entitled to function in an
environment as free from hazards as can reasonably be provided. In this regard and in
accordance with law, the Board will provide reasonable and adequate protection to the lives,
safety, and health of its employees in compliance with Federal and State laws and regulations.
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The Superintendent shall be responsible for the maintenance of standards in the facilities to
prevent accidents and to minimize their consequences. S/He shall designate an employee who
shall conduct periodic audits of health and safety conditions within the facilities of the District
and take appropriate action on any violations thereof to the Superintendent.

The Superintendent shall ascertain that the employees and students of this District are aware of
their rights to an environment free of recognized hazards, that they are properly trained in safety
methods, that protective devices and equipment are available to meet safety standards, and that
proper rules and records are maintained to meet the requirements of the law and the regulation of
the Public Employee Risk Reduction Advisory Commission.

In the event an inspection is made by a representative of the State, the Superintendent shall
report the results thereof to the Board at the meeting following the receipt of the State report, and
to the Association President.

B. There shall be no reprisal, coercion, or discrimination against any employee for reporting any
unsafe or unhealthy working condition, or for refusing to work in an unsafe environment or to
perform unsafe tasks. ‘

C. Health or safety concerns of a non-emergency nature are appropriate topics for the task force.

ARTICLE XTII — CLASS SIZE

A. The Board will strive to meet State Department of Education guidelines on class size.

B. Class Size Procedure

1. There shall be a standing Class Size Resource Commitiee formed for the purpose of
developing and providing resource information on the sizes of classes in Ansonia Local
Schools and to hear concerns of administrators and/or teachers. Said committee will consist
of four (4) administrative/board designees and four (4) AEA members. The AEA President
and the Superintendent shall each assign their respective members. It is recommended that
such members represent various grade levels, departments, counselors, etc.

2. Said committee shall meet annually in September.

3. When a teacher or administrator identifies a potential classroom at risk, said teacher and
building administrator shall initially have a conference to resolve the problem. If no
resolution is satisfactory to both parties, the problem may be presented to the Class Size
Resource Committee for recommendations. If no recommendations are satisfactory to both
parties, the problem will be presented to the Superintendent for resolution.

ARTICLE XTIV - PUBLIC COMPLAINTS

The Board has a responsibility to protect the freedom of inquiry at Ansonia Schools, and to protect its
staff from unwarranted complaints.

It is the policy of the Board to rectify any misunderstandings between the public and the professional staff

by direct discussions of an informal type among the interested parties. It is only when such informal
meetings fail to resolve the differences that more formal procedures shall be employed.
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Complaints reaching the Board, Board members, and the administration shall be returned to the
Superintendent for consideration according to the foliowing procedure.

A. Matters Regarding A Professional Staff Member

1. First Level

If it is a matter specifically directed toward a professional staff member, the matter must be
addressed, initially, to the concerned staff member who shall discuss it promptly with the
complainant and make every effort to provide a reasoned explanation or take appropriate

action within his/her authority and District administrative guidelines.

This level does not apply if the matter involves suspected child abuse, substance abuse, or
any other criminal allegation which may require investigation or inquiry by school officials

prior to approaching the professional staff member.

2. Second Leve]

If the matter cannot be satisfactorily resolved at the First Level, it shall be discussed by the

complatnant with the staff member’s principal.

3. Third Level

If a satisfactory solution is not achieved by discussion with the principal, a written request for

a conference shall be submitted to the Superintendent. This request should include:

a) The specific nature of the complaint and a brief statement of the facts giving rise to it;

b} The respect in which it is alleged that the complainant (or child of the complainant) has

been affected adversely;

¢) The action which the complainant wishes taken and the reasons why it is felt that such

action be taken.

A copy of the complaint will be provided to every professional staff member mentioned in
the complaint. The teacher(s) shall, upon request, meet with the Superintendent to discuss the
complaint and may be accompanied in such meeting by an Association representative.

4. Fourth Level

a) Shouid the matter still not be resolved, or if it is one beyond the Superintendent’s
authority and requires a Board decision or action, the complainant shall request, in

writing, a hearing by the Board.

b} The Board, after reviewing all material relating to the case, shall provide the
complainant with its written decision and grant a hearing to both the complainant and
to the professional staff member who may be accompanied by an Association

Representative.

¢) The complainant and the professional staff member shall be advised, in writing, of the

Board’s decision, no more than ien (10) work days following the hearing.
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B. Matters Regarding Instructional Materials

If the complaint relates to instructional materials such as textbooks, library books, reference

works, and other instructional aids used in the District, the following procedure shall be
followed:

1.

The criticism is to be addressed to the principal, in writing, and shall include:
a) Author;

b) Title;

¢} Publisher;

d} The complainant’s familiarity with the material objected to;

e) Sections objected to, by page and item;

f) Reasons for objection.

The professional staff member involved in use of the material will be notified of the
complaint.

Upon receipt of the information, the principal shall, after advising the Superintendent of the
complaint, and upon the Superintendent’s approval, appoint a review committee which may
consist of:

a) One (1) or more Principals;

b) One (1) or more Board members;

c) One (1) or more lay persons knowledgeable in the area;

d} One (1) or more teachers in the grade level or subject area involved.

The Superintendent shall be an ex officio member of the committee.

The committee, in evaluating the questioned material, shall be guided by the following
criteria:

a) The appropriateness of the material for the age and maturity level of the students with
whom it is being used.

b) The accuracy of the material.
c) The objectivity of the material.
d) The use being made of the material.

The material in question may be withdrawn from use pending the committee’s
recommendation to the Superintendent.

The committee’s recommendation shall be reported to the Superintendent in writing within
twenty (20) business days following the formation of the committee. The Superintendent will
advise the complainant and the professional staff member involved, in writing, of the
committee’s recommendation and advise the Board of the action taken or recommended.

24



7. The complainant may appeal this dectsion, within thirty (30) business days, to the Board
through a written request to the Superintendent, who shall forward the request and all written
material relating to the matter to the Board.

8. The Board shall review the case and advise the complainant, and the professional staff
member, in writing, of its decision within five (5) business days.

No challenged material may be removed from the curriculum or from a collection of resource materials
except by action of the Board, and no challenged material may be removed solely because it presents
ideas that may be unpopular or offensive to some. Any Board action to remove material will be
accomparnied by the Board’s statement of its reascens for the removal.

ARTICLE XV - VACANCIES/TRANSFERS

During the school year, bargaining unit members will be informed of job vacancies by posting a list of
said vacancies of teaching and administrative positions in the workroom.

Posting will be within five (5) workdays after the Superintendent receives the resignation or knows of the
vacancy. Exceptions will be made when any administrator or teacher requests that notice of their
resignation be withheld until after the Board takes official action on the resignation.

Members desiring to be notified of vacancies occurring in their certification/licensure area during the
summer months shall indicate such on the personnel plans form provided in the spring of each year. Any
member interested in a posted vacancy shall indicate in writing to the listed contact person within five (5)
days of the vacancy letter’s postmark.

A currently 'employed teacher holding the appropriate certification/license may apply for a position posted
as a vacancy, and will, upon request, be granted an interview for the position. First priority in filling

vacancies will be given to present staff members.

ARTICLE XVI — DRUG FREE WORKPLACE

A.  All emplovees shall receive a copy of the Board-adopted resolution regarding a drug-free
workplace.

B. All employees shall refrain from the use, manufacture, distribution, or possession of controlled
substances or alcohol while in the workplace. The employer shall provide a drug-free awareness
and education program for all employees.

C. For the purposes of these provisions, the following definitions shall apply:

“1. Drug abuse offenses™ shall be defined as the untawful possession, use or distribution of
controlled substances and alcohol. :

“2. Work Place” is defined as any area under the contro} of the school district or at any school
sponsored activity regardless of location.

D. An employee accused of being in violation of this provision shall be afforded due process and
shall not be disciplined without just cause. For the purpose of this section, the initial disciplinary
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G.

action shall be the completion of an appropriate rehabilitation program provided by the
employer. Subsequent offenses may result in further just cause discipline,

Any employee convicted under a criminal drug statute of an offense occurring in the workplace
must report his/her conviction to the administration no later than five (5) working days after the

conviction. Failure to do so may result in discipline for just cause.

Substance and alcohol abuse records shall be made a part of the employee’s medical records, and
shall not be a part of the general personnel file.

All reports of alleged violations, all aspects of the due process hearing(s) and all aspects of the
rehabilitation discipline shall be treated as “highly confidential”.

The Task Force shall plan and develop the drug-free awareness and education program.

ARTICLE XVII - REGULAR TEACHING SALARIES

Full-time and part-time teachers who are employed by the Board of Education shall be paid an annual
salary according to the adopted salary schedule and as per the master agreement. The Board shall give
teachers a written individual annual salary notice. The purpese of which is to confirm proper placement
on the negotiated salary schedule. A teacher will be placed on the Salary Schedule per the appropriate
educational level column, as indicated by official college transcripts and records.

ARTICLE XVIII - SALARY AND SALARY SCHEDULE

A

Payroll will consist of 24 equal installments with the first payroll being three weeks after a staff
member commences work, beginning in the 2010 — 2011 school year. Require all employees to
use direct deposit with email notification beginning in the 2010 — 2011 school year. In the event
email is unavailable, paper copies may be requested. If a payroll date falis on a holiday or
vacation, payroll will be distributed and/or mailed not earlier than the Board’s payroll account
depository closing hour on the day prior to the regular payroll date.

Professional dues authorized for payroll deductions may be deducted from the remaining
payrolls falling on or after October 1 but before the date of June 30 of each year. Dues deducted
will be paid to the designated professional organizations but in no case will payment be made
prior to the payroll deductions. The Association wishing to have its members’ dues deducted
will submit a typed list of the members with their signature authorizing such deduction. This list
will be submitted to the Treasurer fourteen (14) days prior to the first scheduled deductions.

The Association agrees to indemnify and save the Board harmless against any and all claims that
may arise out of or by any reason of action taken by the Board in reliance upon any authorization
for dues deduction submitted by the Association to the Board.

All lists of organizations available for payroll deduction in this section will be updated by the
Board annually.

1. Annuities are available for payroll deduction, a list of current companies is available upon
request (additional programs need three (3) members):
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Annuities will be deducted from an employee’s regular salary on the written request of the

employee provided such request is made fourteen (14) days before the start of the employee

contract year. Annuity deductions will be limited to the companies listed above,

2. Other payroll deductions will be:

a) Retirement payments required by state or federal law.

b} Income tax and other assessments required by federal, state or local regulations.

c) United Way assessments of not less than $2.00 per pay period upon employee’s written
request. All requests must be made fourteen (14) days prior to the start of the first
scheduied deduction.

d) Wright-Patterson Credit Union

3. Cancer Insurance — is available upon request, at employee’s expense.
(minimum of three (3) employees each)

D. The schedule of payroll deductions will be:
I. Annuities — first and second payrolls of each month.
2. Professional Dues — each payrol of October through June 30.
3. Medical Insurance — First and second payroll of each month.
4. Retirement and Taxes -- all payrolls of each month.
5. Wright-Patterson Credit Union — all payrolls of each month

ARTICLE XIX - EXTRA DUTY SCHEDULE

A. The extra duty percentage schedule for employees covered under this agreement will be as set
forth in ADDENDUM B attached hereto.

B. Guidelines:

1. An Extra Duty Study Committee will be established to meet as needed at the request of either
party.

a) Purpose:

1) To review the existing extra duty schedule.
2} To review the percentage rate for any new extra duty position.

b) Committee Personnel {Convened by the Superintendent)
3 Association members appointed by AEA President

2 Board members
I Administrator and/or Superintendent
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C.

1.

1 Parent (to be mutually agreed upon by above Committee Personnel)
1 Athletic Director

¢) Records

Minutes of each meeting will be kept on file; written findings and recommendations will
be provided to both the Association and Board for possible negotiation.

The Board reserves the right to add new positions with percentages if the need arises.

Any percentage increases or new positions which either the Association or the Board wishes
to negotiate at the end of the current contract, along with any position and/or percentage rate
added by the Board, will be reviewed by the Extra Duty Study Commitiee before negotiations
begin. A written report of the Extra Duty Study Committee findings and recommendations
will be provided to the Association, the negotiating teams, and the Board.

Position deletions and/or lowered percentage rates may not be considered and/or made unless
by mutual agreement of the Extra Duty Study Committee, the Board and the Association,
except during the negotiation period.

It is understood that in the event there are not enough students participating in any given
activity, as determined by the Administration, the Extra Duty percentage for that position will
not be paid.

Statements of Clarification for Extra-Duty Salary Schedule

To determine placement on the Extra-Duty salary schedule, personnel will be credited with
years of experience they have earned in an activity or sport. If, at a later date, the employee
accepts another extra duty position on the schedule, (syhe will be placed at the beginning
salary in that activity or sport. (Example: Jane Doe has coached the 7" grade volleyball and
9" grade volleyball and has accepted the varsity volleyball position. She will be credited
with all her volleyball experience on the varsity volleyball schedule. However, if she later
accepts the National Honor Society advisor or 7" and 8" grade girls track positions, she will
be placed at the beginning step of that schedule).

Any extra-duty personnel coaching two sports in a given season will receive the salary of the
highest paying sport plus the salary of the lowest paying sport.

Extra-duty personnel will be paid once a month during the months listed on the attached pay
schedule.

ARTICLE XX - SEVERANCE PAY

A

Severance pay will be a one-time, lump-sum payment to eligible employees according to the
sections of this item.

An employee’s eligibility for severance pay will be determined as of the final date of
employment according to the following criteria:

1.

The individual retires from the school system.
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2. An individual must notify the Superintendent by May 1 of their intent to retire, unless a

special circumstance is approved by the Superintendent.

3. The individual has retirement-disability or service retirement under any state and/or federal

system in the State of Ohio.

4. The individual must be eligible for disability or service retirement as of the last day of

employment.

5. The individual must, within 120 days of the last day of employment, prove acceptance into

the retirement system by having received and cashed his/her first retirement check.

6. The individual must sign for severance check certifying that all eligibility criteria has been

met.

The amount of benefit due an employee will be % accrued but unused sick leave up to 60 days.
In the event of death, the amount of benefit due an employee will be ¥4 days accrued but unused
sick leave. In the event of death where an employee has confirmed retirement eligibility from
the STRS and a written intent of retirement has been submitted to the Superintendent, the
deceased teacher’s estate shall receive death benefits equivalent to the severance pay due on
retirement. The Ansonia Board of Education proposes the severance language will occur in
2016-2017 school year, to allow for staff to earn additional days to maximize earned sick days.

Receipt of payment for accrued but unused sick leave will eliminate all sick leave credit accrued
by the employee,

ARTICLE XX — CONTRACTS

A

Supplemental Contracts

Teachers who are employed and are to be compensated by the Board for approved supplemental
duties in addition to regular teaching duties, shall be employed on “supplemental contracts”. A
supplemental contract shall automatically expire at the end of its term without further action or
notice by the Board. An incumbent may be continued in a supplemental position without
posting.

Non-Renewal of Limited Contracts

A teacher whose limited contract for regular teaching duties is expiring shall be deemed re-
employed for the successive school year unless;

1. The Board adopts a resolution in public session of its intention not to renew the employment -
of that teacher; and

2. The Superintendent mails written notice of the non-renewal by certified mail, return receipt

requested, to the teacher at the address appearing for that teacher on the Treasurer’s records.
It is the responsibility of each teacher to keep a current address on file with the Treasurer and
to make any necessary changes therein. Timely mailings of the notice of non-renewal shall
be the Board’s only obligation in serving such notice.

3. Timely mailing of notice shall be no later than April 30.

29






severance pay upon subsequent retirement. This provision expressly supersedes Ohio Revised
Code 124.39 and all other applicable laws.

Other Fringe Benefits Retired teachers who are rehired will receive retirement coniributions,
insurance, personal leave and any all other fringe benefits not specifically addressed in this
memorandum in accordance with this Agreement.

Applicabability of Other Contract Provisions Except to the extent specifically addressed in this
Article, all provisions of this Agreement apply to retired teachers who are rehired.

ARTICLE XXIT - ELIGIBILITY FOR CONTINUING CONTRACT STATUS

Teachers shall be eligible for a continuing contract status in accordance with ORC 3319.08 who have
taught for at least three years in Ansonia Local Schools, unless they have taught in another school district
under a continuing contract. If the teacher previously held a continuing contract, the Board may grant a
continuing contract after two years of employment with the Ansonia Board of Education.

A teacher will be considered for a continuing contract at the end of the contract year in which he/she
becomes eligible upon written request by the employee. Written request must be given to the
Superintendent or his’her designee by September 15 for the current school year. Teachers must meet the
following:

Any teacher holding a professional educator license who has completed one of the following:

(1) If the teacher did not hold a masters degree at the time of initially receiving a teacher’s
certificate under former law or an educator license, thirty semester hours of coursework in the
arca of licensure or in an area related to the teaching field since the initial issuance of such
certificate or license, as specified in rules which the state board of education shall adopt;

(2) If the teacher held a masters degree at the time of initially receiving a teacher’s certificate
under former law or an educator license, six semester hours of graduate coursework in the
area of licensure or in an area related to the teaching field since the initial tssuance of such
certificate or license, as specified in rules which the state board of education shall adopt.

ARTICLE XXIII - SICK LEAVE

Al

Sick leave will be granted at the rate of 1-1/4 days per month.
Employees may accumulate either by transfer and/or by earning up to and including 260 days.
Absences which sick leave may be used for are defined in ORC 3319.141.

Leave to attend the funeral of an immediate family member shall be limited to five (5)
consecutive days per occurrence.

The immediate family shail be defined as the teacher’s mother, father, grandmother, grandfather,
mother-in-law, father-in-law, brother, sister, wife/husband, child (includes foster and step),

brother-in-law, sister-in-law, aunt, uncle, niece, nephew, first cousin, and any dependent.

Effective at the beginning of the 2013-2014 school year, and based thereafter on a school year,
attendance incentives shall be as follows:
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a. 100% attendance..............coeeeena $175.00
b. One day missed........ccorerieennens $125.00
c. Twodaysmissed ....cccoorvvreeennenn, $100.00

Attendance incentives shall be payable (in a separate check) with the first check after the
completion of the school year.

Approved conference, professional, and supplemental leaves count as days of attendance. Checks
shall be in the full amount as indicated.

Sick Leave Pool

1.

The purpose of this pool shall be to provide a certificated/licensed staff member paid leave
for catastrophic illness or injury to themselves, their spouse or dependent(s) when their sick
leave and other paid leaves have been exhausted. ILeave from the sick leave pool in not
intended for elective surgeries, based on doctor recommendation.

A joint committee consisting of three (3) staff appointed by the AEA President, and two (2)
Administrators selected by the Superintendent will be formed to review and approve
applications to draw days from the Sick Leave Pool.

Application to draw days from this pool shall be made on the appropriate form to the joint
committee. The form will provide information as to the extent of injury/iliness and the
estimated date that the employee can return to regular employment. The committee may
grant up to the maximum number of accumulated days currently in the pool.

The maximum days to be carried in the pool shall be 185 days per school year. Once the total
accumulation in the pool drops below 100 days, the Association President shall solicit
additional days from the certificated/licensed staff members in the district, provided they
have not already donated their maximum number of fifteen (15) days in the current school
year.

No employee, during the school year, may draw more than ninety (90) days from the pool.

The sick leave pool shall not be an alternative to disability retirement nor delay the
application for disability retirement.

Should the employee granted sick leave days from the pool decide to retire, no days advanced
from the pool shall be used in the calculation of severance pay.

Workers Compensation

The Board recognizes that empioyees may desire to work in the school buildings outside their
normal work hours or workdays to effectively perform their duties. The Board will adhere to the
definition of an allowable injury included in ORC 4123.01 on worker’s compensation. The
Board reserves the right to dispute any suspected abuse involving a worker’s compensation
claim.
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ARTICLE XXIV - PERSONAL AND PROFESSIONAL LEAVE

A. Personal Leave

1.

Personal Leave in the amount of three (3) days yearly is provided employees for their use to
take leave with pay subject only to the advance approval of the Superintendent or his
designee. Employees who have at least one (1) day of personal leave remaining at the end of
a school year, may carry over one (1) day of personal leave to the following school year, not
to exceed a balance of four (4) days per year. Personal Leave Request Forms (Addendum E)
must be completed and submitted to the Superintendent for approval in advance, before leave
can be taken, except in emergency situations, as approved by the Superintendent or designee.

Personal Business Leave is defined as absence necessitated to conduct personal business
including absence due to illness and/or death not covered by Board policies.

Personal Leave may be denied for days immediately before or after holidays or when the
Superintendent deems it inadvisable to grant such.

Personal Leave not requested three (3) days in advance will only be approved in case of
emergency.

Effective at the beginning of the 2013-2014 school year, and based thereafter on a school
vear, attendance incentives shall be as follows:

a. 100% atiendance..........ccocveuen.... $175.00
b. One day missed.......c.ccoovcrieveennnn. $125.00
c. Twodaysmissed .........ocooovveeeen... $100.00

Attendance incentives shall be payable (in a separate check) with the first check after the
completion of the school vear.

Approved conference, professional, and supplemental leaves count as days of attendance.
Checks shall be in the full amount as indicated.

B. Professional Leave

1.

2.

Professional Leave Request Forms (Addendum D) must be completed and submitted to the
Superintendent for approval in advance, before leave can be taken.

OEA Assembly is to be included as a Professional Day.

ARTICLE XXV — ASSAULT LEAVE

The member of the bargaining unit who is absent due to physical disability resulting from an assault
which occurs during such member’s course of employment shall be entitled to assault leave.

The following shall be used:

A. Any case of assault on a professional staff member shall be reported as soon as reasonably
possible to the building principal.



No teacher shall be denied the right to notify the appropriate law enforcement agency at his/her
discretion.

A written report of all assaults on professional staff personnel will be made to the office of the
Superintendent.

1. To be eligible for assault leave, a member must apply for benefits under the Worker’s
Compensation statutes. The amount of such benefits, if any, shall be deducted from the
member’s per diem salary.

2. The number of days granted as assault leave shall not exceed ten (10) days annually. Such
leave shall not be deducted from sick leave.

ARTICLE XXVI - FAMILY AND MEDICAL LEAVE

A

Notwithstanding other provisions of this agreement, the Board agrees to abide by the provisions
of the Family and Medical Leave Act of 1993. The parties to this agreement agree that all
benefits guaranteed by the act will be provided to employees covered by this agreement. Any
alleged violations of the act may be processed as grievances using the procedure herein. Pursuit
of such a grievance in no way prevents an employee from enforcing his/her rights under the act
as provided by law.

Eligibility

An employee must have one (1) year’s service with the Ansonia Local Schoo!l District and the
required hours of work to be eligible for benefits under the act.

Leave Provisions

1. Each eligible employee is entitled to and shall be granted upon request a combined total of up
to 12 weeks of unpaid leave per fiscal year to care for a new child or a sick child, parent or
spouse, or to use for the employee’s own medical treatment. Such leave may be taken for the
care of a newly adopted or newly placed foster child, as well as for a newborn child.

2. Eligible employees must take FMLA qualifying paid sick leave granted by other provisions
of the Agreement between the Board and Association, or granted by law, as such is available
or applicable, in conjunction with any leave provided by this section. Any leave beyond 12

weeks in a fiscal year needed for the aforementioned combined purposes may be granted

pursuant to other leave provisions of the Agreement between the Board and the Association,
or may be available pursuant to law.

3. Leave taken to care for a new child must be taken within one year of birth or placement of the

child. The employee must give the Board thirty (30) days notice of the birth or placement if

possible, or as much notice as possible, if less than thirty (30) days.

4, Leave under the Act may be taken intermittently, when medically necessary. The employee
will attempt to schedule medical procedures so as not to interrupt his/her work unnecessarily.

5. At the time the individual learns that his/her situation requires an extended leave, the person
will notify the Superintendent of the need for extended leave. FMLA leave will start at that

point, regardless of prior sick leave used.

34



D.

Protection of Emplovment and Insurance

1. The Board shall return the employee taking a leave under this article to the same or
equivalent position he/she occupied prior to the leave.

2. The Board shall continue to pay the Board contribution to the current health insurance

coverage for the employee while he/she is on leave under this article provided these
insurances were in place for the employee at the time of the FMLA leave request.

3. The taking of a leave under this article shall not result in the loss of any employment benefit

accrued prior to the date the leave commenced.

Medical Certification

The Board may require medical certification from a licensed physician at the time of the leave
request, at periodic intervals within the leave, and upon expected return to work of the

employee as to the medical necessity for a leave under this article. Such certification will
include a statement by the physician that the employee is unable to perform all the duties of
his/her position, or that his’/her presence is required to care for a seriously ill family member.
This section shall be uniformly applied.

Return from Leave

If an employee takes a leave under the FMLA which is to terminate within the last three weeks
before the end of a school term, and the leave is of more than five weeks duration, the Board
may require the emplovee to remain on leave for the remainder of the term. However, the Board
shall return this employee to full pay and full benefits during the remainder of the term, even if
all twelve weeks required by law have been used.

ARTICLE XXVII — PAID INSURANCE BENEFITS

A.

Employees covered herein may choose to participate in optional medical plan coverage provided
by the employer during the term of this contract. The Board will pay 90% of the premium for a
single plan and 80% of the premium for a family plan. The employer’s share for regular part-
time employee’s shall be pro-rated based on their time of employment, (i.e., if they work 50% of
the normal schedule, they receive 50% of the employer’s contribution toward the medical
insurance selected.)

This benefit is limited to use for insurance premiums only and cannot be diverted to salary
purposes. This benefit is limited to those insurance programs listed below. This benefit shall be
limited to employees, their spouse, and dependent children.

Participation in this program will be voluntary on the part of the employee.

Board paid insurance benefits shall be applhied to the current plan as recommended by the Board
of Education and approved by the Ansonia Education Association

Board paid insurance benefits will apply only to those employees who contract for these benefits

and for whom this insurance coverage and benefits are not matched by other insurance groups in
the majority of benefits. This includes plans provided by spouse by means of his/her
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employment. Spousal coordination will be required if, employer of spouse must provide 80% of
health care cost and plan of spouse must provide coverage equal to PPO of Ansonia Local
Schools. If covered employees spouses have access through his’her employment, they are
required to enroll for at least single coverage, during the plan’s next enrollment opportunity.
Spouses enrolled in their employer’s plan may be enrolled as a covered dependent for secondary
coverage under the district’s plan.

F. Section 125 Plan

1. The benefits provided to employees by Section 125 of the Internal Revenue Act of 1978
shall be made available to all employees of the bargaining unit.

2. Neither the employer nor the employee shall incur any fees for the set-up enrollment, or for
the administrative services provided.

3. Dental/Optical/Prescription/Other Medical Reimbursement:

a}) The Ansonia Board of Education shall provide funding for each employee’s 125
Plan in the amounts listed below for reimbursement for dental, optical and other
medical care not covered by the Board’s plan of health insurance. Coverage shall
be for the following:

1) Employee
2) Employee’s spouse and children living in the employee’s household.

Employees must pay the bill for said benefits/costs and submit a copy of his/her receipt
to American Fidelity.

The amounts for the duration of this agreement shall be;
nine hundred dollars ($900.00) in 2013-2014 and 2014-2015

Amounts are not cumulative and would be pro-rated for any employee less than full-
time, beginning with the 2004-05 school year.

ARTICLE XXVIll - STRS PICK UP TAX SHELTERING THE CERTIFIED TEACHER
EMPLOYEE’S STRS CONTRIBUTION

Based on Internal Revenue rulings 77-462 and 81-36 and on Attorney General Opinions 78.049,
79-001, 79-001, and 82-097, the Board shall commence tax sheitering the certified “Teacher” employee’s
STRS contribution on or before the second payroll in October 1983.

As a condition of this agreement, however, should the IRS or STRS find this procedure violating IRS
Code or in any way jeopardize the STRS plan in the future, the STRS “Pick Up” shall be immediately
discontinued.

Since-this procedure is considered as a qualified tax sheltered plan, no employee may exceed a total of 20

per cent of their gross salary placed in a tax-sheltered program. This would include the employee’s
retirement contribution,
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ARTICLE XXIX — TUITION REIMBURSEMENT

A

The Board agrees to pay up to one hundred and ten dollars ($110.00) per quarter hour or one-hundred
and fifty dollars ($150.00) per semester hour to full-time teaching employees who successfully
complete (Grade B or better) graduate courses taken in general education, administration, or
guidance.

An employee may receive reimbursement for a maximum of six (6) semester hours or nine (9) quarter
hours per school year under this provision. A certified transcript and a receipt for tuition payments
must be submitted to the Board treasurer by August 307 to be eligible for tuition reimbursement.

An employee must teach in the district for two years following the earning of the coursework credit
and tuition reimbursement or the employee must repay the Board the full amount of tuition
reimbursement.

The Board will appropriate for tuition reimbursement purposes a maximum of ten thousand dollars
($10,000) for the 2013-2014 and 2014-2015 school years respectively. If the amount of the valid
tuition reimbursement requests exceeds this amount, eligible employees will be reimbursed on a
prorated basis computed by dividing the appropriated amount by the total number of credit hours
district wide for which reimbursement is requested. Payment will be made during October foliowing
the submission of the required transcripts and receipts.

The amount of the tuition reimbursement shall not exceed the actual cost of the tuition paid by
employee for coursework. Additionally, employees who are reimbursed by another agency shall be
eligible only for the difference, if any, between reimbursement to which they would be entitled and
the amount received from the agency.

ARTICLE XXX — DISTRICT CONSOLIDATIONS, JURISDICTIONAL CHANGES AND

TERRITORIAL TRANSFERS

If, during the term of this contract, the Board contemplates any district consolidation, jurisdictional
change or territorial transfers, the Association will immediately be notified, and any affects on bargaining
unit members will be bargained with the Association.

ARTICLE XXXJ — NO STRIKE

A. It is agreed that during the term of this Agreement there shall be no lockout on the part of
the Board, nor any strike, stoppage, slowdown or other interruption of work for any cause
whatsoever by the employees or the Association.

Neither the Union, its agents, or any bargaining unit member shall strike or engage in
any slow-down, withholding of services or concerted activities designed to interfere with
the normal operations of the school district during the term or extended term of this
Agreement. Bargaining unit members shall be subject to the provisions of the Ohio
Revised Code in accordance with 4117 ORC, including but not limited to §§ 4117.15,
4117.16, and 4117.18, in their entireties, as well as any future revisions to the ORC.
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Further, bargaining unit members found to be in violation of the above shall be subject to
immediate disciplinary action by the Board, including termination.

B. No employee is entitled to pay or compensation from the public employer for the period
engaged in any strike.

C.  Any violation of this Article (or Section) will be automatic and sufficient grounds for
immediate disciplinary action by the Board against the employee(s) involved and shall

render the provisions of any existing contract between the Board and the Union nuli and
void.

ARTICLE XXX — PROVISION CONTRARY TO LAW

Section [. Savings Clause

Should any provision of this document or any application of this document to any person
covered by this document be found contrary to law, such provision or application will be
deemed invalid except to the extent permitted by law, but all other provisions hereof will
continue in full force and effect.

Section II. Rectification

Should any portion or provision of this Agreement be found to be contrary to law or
unenforceable by SERB, a court or other tribunal of competent jurisdiction, the parties
shall meet within fifteen (15) days to bargain under the terms of the Ohio Revised Code,
the affected portions of the contract.

ARTICLE XXXIHI - ENTIRE AGREEMENT

The specific provisions of this Agreement shall be the sole source of the rights of the Association and any
teacher covered by this Agreement. This Agreement supersedes all previous oral and written agreements
between the Board and the Association and between the Board and any teacher within the collective
bargaining unit. The parties hereby agree that the relations between them shall be governed exclusively
by the terms of this Agreement only and no prior agreement, amendments, modifications, alternations,
additions or changes, oral or written, shall be controlling or in any way affect the relations between the
parties or the wages, hours, terms and other conditions of employment of the teachers covered by this

Agreement. Any item not covered in the master contract shall be subject to the Ohio Revised Code
mandates.
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ARTICLE XXXIV — DURATION

This contract shall be effective July 1; 2013 and shall remain in effect through June 30, 2016.

FOR: FOR:
ANSONIA LOCAL SCHOOL BOARD ANSONIA EDUCATION ASSOCIATION
2 5 _ [au
Nicholas Hamilton, Treasurer Tara George, AEA Pr@ident

. = /WMW%
Don Mayers, Board of Edu€ation Mary Lodbtefeld, AEA Treasurer/Negotiations
Chair

= YR A5

Rhénda Williams, Board of Education

A A o
StephefA. Garmﬁél, Jr./Sr. High Principal Brad Leﬂ AEA Wam Member
James R Mitchley, Supermtendem Rebecca Schulze, AEA Secretary
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ANSONTA LOCAL SCHOOL DISTRICT

CERTIFIED STAFF SCHEDULE

2013-2014
New Base = $ 31,344

Index 101.75%

STEP NON- BACHELORS  BACHELORS MASTERS MASTERS

DEGREE + 150 + 20

$ , 27113 | % 31344 | $ 32912 | $ 36,046 37,613
o] 0.8650 1.0000 1.0600 11600 1.2000
$ 28210 | % 34165 | $ 35576 | % 37613 39,180
1 0.9000 1.0900 1.1350 1.2000 12500
$ 29,307t $ 35419 { % 36986 | % 39,180 40,748
2 0.9350 1.1300 1.1800 1,2500 1.3000
$ 30404 | % 36,673 $ 38,397 1 % 40,748 42,315
3 0.9700 11700 12250 1.3000 1.3500
$ 3150t % 37927 % 39,807 | $ 42 315 43,882
4 1.0050 1.2100 1.2700 1.3500 14000
$ 32598 | % 39,180 | § 41218} % 43,882 45,449
5 1.0400 1.2500 1.3150 14000 14500
$ 33695 | § 40434 | § 42628 | § 45449 47 016
é 1.0750 1.2900 13600 14500 1.5000
$ 34792 | $ 41688 ¢ $ 44035 [ $ 47 016 48,584
7 1.1100 1.3300 1.4050 1.5000 1.5500
$ 358891 % 42942 | % 454491 % 48 584 50,151
8 11450 1.3700 1.4500 1.5500 1.6000
% 36586 | % 44195 | $ 46 860 | $ 50,151 51,718
9 1.1800 1.4100 1.4950 1.6000 1.6500
$ 38083 | $ 45449 : § 48270 | % 51,718 53,285
10 1.2160 1.4500 1.5400 1.6500 1.7000
% 46703 | $ 43681 1{ % 53,285 54 853
11 14900 15850 1.7000 1.7500
% 47957 | % 51,091 | $ 54 853 56,420
12 1.5300 1,6300 1.7500 1.8000
$ 49211 % 52502 | % 56,420 57,987
13 15700 1.6750 1.8000 1.8500
$ 49837 | % 53442 | % 57,360 58,927
14 15500 17050 1.8300 1.8800
% 50464 | $ 53912 | $ 57 987 59 554
15 1.6100 17200 1.8500 1.9000
% 50778 | % 54,226 | $ 58,457 60,024
17 16200 1.7300 1.8650 19150
4$ 510911 $ 54,696 | % 58,927 60,338
20 1.6300 17450 1.8800 1.9250
$ 52,345 | $ 55,668 | $ 60,181 61,748
25 16700 1.7760 19200 1.9700

1. All experience up o 10 years in other public school systems will be allowed in the experience bracket of

the Arsonia Schools Base Salary Schedule, Limited by statue.

2. A minimum of 120 doys of teaching shall be required to receive credit for one year's experience.

3, Experience for Military Service and Private School Service will be allowed according to statue.

4. Any change in salary classification shafl be reparted fo the local superintendent before September 15 of

ony school year. Any change can be verified by official transcript.

No change in salary classification will be made after September 15 until the next succeeding September 15.
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ANSONIA LOCAL SCHOOL DISTRICT
CERTIFIED SALARY SCHEDULE

FY 2014-2015
New Base = % 31,893

Index 101.75%

STEP NON- BACHELORS BACHELORS MASTERS MASTERS

DEGREE + 150 + 20

27587 | % 31893 | % 334871} % 36677 % 38,271
0 0.8650 1.0000 1.0500 11500 1.2000
28704 | $ 34,763 | $ 36,198 | % 382711 % 39,866
1 0.9000 1.0900 1.1350 1.2000 1.2500
29820 | % 36,039 | $ 37634 % 39866 | $ 41,461
2 0.9350 1.1300 11800 1.2500 1.3000
30,935 37315( § 39069 $ 414611 % 43055
3 0.9700 1.1700 1.2250 1,3000 1.3500
320821 § 3859 | % 40504 | $ 43055 | $ 44 650
4 1.0050 1.2100 1.2700 1.3500 1.4000
33169 | $ 39866 | $ 41939 | § 44650 | $ 46,245
5 1.0400 1.2500 1.3150 1.4000 1.4500
34285 % 411421 $ 433741 % 46,245 | $ 47,839
6 1.0750 1.25900 1.3600 1.4500 1,5000
35401 | % 42417 | $ 44809 | $ 47839 % 49434
7 1.1100 1.3300 1.4050 1.5G00 1.5500
36517 | $ 43693 | $ 462451 % 49434 | $ 51,029
8 1.1450 1.3700 1.4500 1.5500 1.6000
37634 | $ 44969 | $ 476801 $ 510291 $ 52,623
9 1.1800 1.4100 1.4950 1.6000 1.6500
38750 ) % 46245 $ 49,115 | $ 52623 | $ 54 218
10 1.2150 14500 15400 1.6500 1.7000
$ 47520 | $ 50,550 | % 54218 | $ 55,812
11 1.4900 1.5850 1.7000 1,7500
$ 48,796 1 $ 51985 | § 55812 | § 57 407
12 15300 1.6300 1.7500 1.8000
$ 50072 | $ 5342171 % 57407 | $ 59,002
13 1.5700 1.6750 1.8000 1.8500
$ 50,710 | $ 54 377 | 58,364 | $ 59,959
14 15900 1.7050 1.8300 1.8800
$ 51347 | $ 54856 | $ 59002 | $ 60,596
15 1.6100 1.7200 1.8500 1.9000
$ 51666 | $ 55175 | $ 59480 | $ 61,075
17 1.6200 1.7300 1.8650 1.9150
$ 51985 $ 55,653 | $ 59959 | $ 61,394
20 1.6300 1.7450 1.8800 19250
$ 53,261} $ 56,642 | $ 61234 % 62,829
25 1.6700 1.7760 1.9200 1.9700

1. All experience up o 10 years in other public scheol systems will be allowed in the experience bracket of
the Ansonia Schools Base Salary Schedule. Limited by statue.

2. A minimum of 120 days of teaching shall be required to receive credit for one year's experience.

3, Experience for Military Service and Private School Service will be allowed according to statue.

4. Any change in salary classification shall be reported to the local superintendent before September 15 of

any school year. Any change can be verified by official transeript.

No change in salary classification will be made after September 15 until the next succeeding September 15.
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EXTRA-DUTY SALARY SCHEDULE

SCHEDULE A;
Athletic Director

SCHEDULE B:
Head Boys Basketball Coach
Head Girls Basketball Coach
Head Boys Football Coach

SCHEDULE C:
Head Girls Volleybail Coach

SCHEDULE D:
Head Boys Baseball Coach
Head Giris Softbali Coach
Head Boys Track Coach
Head Girls Track Coach
Boys Golf
Girls Golf
Cross Country

SCHEDULE E:
Assistant Athletic Director
Assistant Girls Basketball Coach
Assistant Boys Basketball Coach
Assistant Footbail Coach (3}
Assistant Football Coach (8% Grade-scouting-scheduling)
High School Cheerleading Advisor
Vocal Director -
Girls Reserve Volleyball Coach
Band Director
Y carbook Advisor

SCHEDULE F:
Assistant Middle School Football Coach (7
Drama Club Advisor

SCHEDULE G:
Freshman Boys Basketball
8™ Grade Boys Basketball
7" Grade Boys Basketball
8® Grade Girls Basketball
7% Grade Girls Basketball
7" 8" Boys Track
78" Girls Track
78" Cheerleading Advisor
11" Grade Class Advisor
8" Grade Girls Volleyball
7 Grade Girls Volleyball
Assistant Baseball
Assistant Softball
Assistant Varsity Track
(If more than 40 participants)
Bowling
Eighth Grade Trip Adviser
STEM Club Advisor

SCHEDULE H:
Quiz Bowl Advisor
Student Counci! Advisor

SCHEDULE I
Elementary Boys & Girls Basketball Coach
Assistant Drama Club Advisor
Programs/Publications Advisor
12™ Grade Class Advisor
Safety Patrol Advisor
MS Assistant Track (If more than 40 participants)
Assistant Band Director
Assistant Yearbook Advisor
SCHEDULE J:
10" Grade Class Advisor
9% Grade Class Advisor
National Honor Society Advisor
Spanish Club Advisor
Science Club Advisor
SADD Advisor

SCHEDULE K:
Critdoor Education Advisor
67 gt Student Council Advisor

Establish home instruction and tutor rate at $20.00 per hour beginning in the 2007-08 school year.

The District shall provide two (2) professional days without loss of pay to Special Education Teachers for

the purpose of writing IEPS.

42



Addendum B-2

SEPT.

Head VB
Head FB
Reserve VB
MS vB
AsstFB

Asst MS FB
Boys Golf
Girls Golf
Cross Country

OCT.

Head VB
Head FB

Ath Dinr
HSChrAdy
Band Dir
Vocal Dir
Yrbk Adv
DrmaClAdy
Prog/Publ
Safety Patrol
Spnsh Cl Adv
Sene Cl Ady
Res VB

MS VB

Asst FB

Asst MS FB
Asst Band Dir
Boys Golf
Girls Golf
Cross Country
Asst Drama

NOV.

Head VB
Head FB

HS BBskibll
HS G Bsktbll
MS G Bsktbll
Fr B Bsktbll
Res VB

MS VB

Asst FB

Asst MS FB
Boys Golf
Girls Golf
Cross Country
Bowiing

EXTRA-DUTY PAY SCHEDULE

DEC. JAN.
Head VB

Head FB

HS BBsktbll
HS G Bsktbli
MS G Bsktbll
Ath Director
HS Chr Adv
MS Chr Ady
Band Dir
Vocal Dir

Yrbk Adv
Drma C1 Adv
Prog/Publ
Safety Patrol
Spnsh Cl Adv
Senc Cl Adv

Fr B Bskthll
Res VB

MS VB

Asst FB

Asst MS FB
Bovs Golf
Girls Golf
Cross Country
Asst Drama
Bowling

Asst. Yearbook
8" Grade Trip Advisor
STEM Advisor

Bowling

HS B Bsktbll
HS G Bsktbil
MS B Bsktbll
Elem Bsktbll
Fr B Bskthil

FEB.

HS B Bsktbll
HS G Bskibl!
MS B Bsktbil
Elem Bsktbll
Ath Director
HS Chr Adv
Band Dir
Vocal Dir
Yrbk Adv
Drma Cl Adv
Prog/Publ
Safety Patrol
Spnsh Cl Adv
Senc Cl Adv
Fr B Bskibll
Asst Drama
Bowling

MAR.

Baseball
Softhall
Track
HSChrAdy
NHnorSoc
StuCouncil
Sr CI Adv
Jr Cl Adv
SophClAdy
FreshClAdv
Quiz Bowl
Technology
Gift/Talent
SADD

APR.

Baseball
Softbalt
Track
NHonorSo
Stu Conne
SrCl Adv
Ir Cl Adv
SophCladv
FreshClAdv
SADD

MAY

Basehall
Softball

Track
NHnrSoc

Stu Conne

St Cl Adv

Jr Cl Adv
SophClAdy
FrshClAdv
Yearbook
DmaAdy
Prog/Publ
AthDirctr
HSChrAdy
SfryPatrol
Quiz Bowl
Technlgy
Gift/Talent
OutdorEd
Band Dir
Vocal Dir
SpnshAdv
ScncAdyv

Asst Band Dir
SADD

Asst Drama
Asst, Yearbook
8" Grade Trip
Advisor
STEM Advisor
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Addendum B-3

ANSONIA LOCAL SCHOOLS
EXTRA-DUTY BASE SALARY SCHEDULE
FY 2013-2014
Base Salary x Index = Suppiementa! Salary
2013-2014 Base $ 31,344
EXPERIENCE | © 1 e | 3 | 4 | 5 | s 913 | 14+ |
SCHEDULEA § 4436 § 4544 § 4652 § 4867 § 5083 § 5298 § 5514 5730 § 8377
0.144 0.1475 0.151 0.158 0.165 0.172 0.179 0.186 0.207
SCHEDULEB $ 3820 § 3894 $ 4035 § 4251 $ 4467 § 4682 § 4808 5114 § 5761
0.124 0.1264 0.1 0.138 0.145 0.152 0.159 0.166 0.187
SCHEDULEC § 3512 § 3620 § 3727 $ 3943 & 4159 § 4374 § 4590 4806 § 5452
0.114 ¢.1175 0121 0.128 0.135 0.142 0.149 0.156 0.177
SCHEDULED §$ 24864 § 2541 § 2818 § 2772 § 2926 § 3081 § 3,235 3389 § 3,851
0.08 0.0825 0.085 0.09 0.085 0.1 0.105 0.1 0.125
SCHEDULEE $ 2341 § 2418 § 2405 § 2649 § 2803 § 2957 § 3,111 3265 § 3727
0.076 0.0785 0.081 0.086 0.091 0.096 0.101 0.106 0.121
SCHEDULEF $ 2095 § 2172 $ 2249 $ 2403 § 2557 % 2711 $ 2865 3019 § 3512
0.068 0.0705 0.073 0.078 0.083 0.088 0.093 0.098 0.114
SCHEDULEG $ 1386 $§ 1417 § 1448 & 1509 § 1571 § 1833 § 1,894 1,756 § 1,941
0.045 0.046 G.047 0.049 0.051 0.053 0.055 0.057 0.083
SCHEDULEH § 1140 § 1171 & 1201 § 1263 § 1325 § 1386 §$ 1448 1509 § 1694
0.037 0.038 0.03¢ 0.041 0.043 0.045 0.047 0.049 0.055
SCHEDULEL § 863 § 878 § 893 3§ 924 % 855 3§ 986 § 1,017 1,047 § 1,140
0.028 0.0285 0.029 0.03 0.031 0.032 0.033 0.034 0.037
SCHEDULEJ § 554 § 570§ 585 § 816 § B47 3 678 $ 708 739§ 832
0.018 0.0185 0.019 0.02 0.021 £.022 0.023 0.024 0.027
SCHEDULEK § 400 % 408 % 416 § 431 § 447 % 462 3 477 433 § 539
0.013 0.01325 0.0135 0.014 0.0145 0.015 0.0155 0.016 0.0175
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Addendum B - 4

ANSONIA LOCAL SCHOOLS
EXTRA-DUTY BASE SALARY SCHEDULE

FY 2014 - 2015

Base Salary x Index = Supplemental Salary

2014 - 2015 Base
1.75% increase

$31,893

| EXPERIENCE ] 0 1 2 3 | a4 1 5 | 88 | @13 | 14
SCHEDULEA $ 4593  § 4704 4816 $ 5039 §$ 5262 $ 548 $ 5709 § 5932 § 6602
0.144 0.1475 0.151 0.158 0.165 0.172 0.179 0.186 0.207
SCHEDULEB § 3955  § 4031 4178 $ 4401 $ 4824 § 488 § 5071 § 5294 § 5964
0.124 0.1264 0.131 0.138 0.145 0.152 0.159 0.166 0.187
SCHEDULEC $ 3636 § 3747 3859 § 4082 $ 4306 § 4529 $ 4752 § 4975 § 5645
0.114 0.1175 0.121 0.128 0.135 0.142 0.149 0.156 0.177
SCHEDULED §$ 2551  § 2,631 2711 $ 2870 § 3030 $ 318 § 3349 $ 3508 § 3987
0.08 0.0825 0.085 0.09 0.095 0.1 0.105 0.1 0.125
SCHEDULEE § 2424  § 2504 2583 0§ 2743 0§ 2902 $ 3062 $§ 3221 $ 3381 § 3,859
0.076 0.0785 0.081 0.086 0.091 0.096 0.101 0.106 0.421
SCHEDULEF § 2169  § 2,248 2328 § 2488 § 2847 $ 2807 § 296 $ 3126 $ 3,636
0.068 0.0705 0.073 0.078 0.083 0.088 0.093 0.098 0.114
SCHEDULEG § 1435  § 1467 1499 § 1563 $ 1627 $ 1690 $ 175 $ 1818 § 2,009
0.045 0.046 0.047 0.049 0.051 0.063 0.055 0.057 0.063
SCHEDULEH $ 1,180 $ 1,212 1,244 $ 1308 § 1,37 $ 1435 § 1498 § 1563 § 1,754
0.037 0.038 0.039 0.041 0.043 0.045 0.047 0.049 0.055
SCHEDULEI $ 833 § 909 925 $ 957 $ 989 § 1021 $ 1052 § 1,084 § 1,180
0.028 0.0285 0.029 0.03 0.031 0.032 0.033 0.034 0.037
SCHEDULEJ § 574 § 590 606 $ 638 $ 670 $ 702 $ 73 $ 765 $ 861
0.018 0.0185 0.019 0.02 0.021 0.022 0.023 0.024 0.027
SCHEDULEK § 415  § 423 431§ 447 0§ 462 $ 478§ 494 § 510 § 558
0.013 0.01325 0.0135 0.014 0.0145 0.015 0.0155 0.016 0.0175
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Addendum C

FORMAL GRIEVANCE
ANSONIA EDUCATION ASSOCIATION AND ANSONIA SCHOOLS BOARD OF EDUCATION

File in Triplicate Grievant :
Building Principal ARTICLE Cited
Superintendent Date of Level I
President AEA Date of Level 11
Date of Level 111
Date of Level TV

Describe complaint completely with details of the situation, including names of persons involved.

Note: Use reverse side of this form if additional space is needed.

DISPOSITION:

Note: Use reverse side of this form if additional space is needed.

Grievant agrees to disposition Date Board of Education or its Date
Representative agrees to
Disposition.
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Addendum D

ANSONIA LOCAL SCHOOL DISTRICT
Reguest for Professional Leave

Instructions: This form must be completed and submitted to the Superintendent via the Principal five (5) days prior to a
Board of Education meeting for consideration. The regular Board of Education meetings are held the third Monday of the
month. The teacher should complete the information below and submit to the building principal.

NAME OF TEACHER DATE

BUILDING/SUBJECT/AND/OR GRADE LEVEL

I hereby request professional leave for (date)

For the purpose of

Location of program/meeting

YES NO  Has contact or registration been made for the meeting/program?

Other comments to support your request, if desired:

Please complete the estimated cost data below: (Board expense)

$ Registration

Motel

Mileage reimbursed at the current IRS rate minus three cents ($.03)

per mile.
Other
A Total estimated costs to Board of Education
YES NO Is a substitute teacher needed to cover your position?
Teacher Signature: Date Submitted:
Approved _ Not Approved
Superintendent Date
COMMENTS:
__Approved __ Not Approved
Superintendent Date
COMMENTS:
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Addendum E

PERSONAL LEAVE REQUEST FORM

Personal Leave (List Number from Below)

NAME; Building:
REQUEST TO BE ABSENT ON:
(Month) (Day) {Year)
(Date) (Signature)

The following reasons are approved for personal business, emergency leave:

I.

College (entering self or children)

2. Court (required appearance)
3. Financial Transactions
4, Funerals
5. Graduations
6.  Legal transactions
7. Meetings (required attendance because of an organization to which you belong that is not other
employment, parent conferences, etc.)
8. Moving - self
9, Transportation difficulties
0.  Weddings
11, Emergencies as approved by Superintendent
12.  Attendance at ceremonies where a member of immediate family is receiving an award.
13, Sick Leave — after all sick leave is exhausted
14, Personal Business Leave as defined in Article X1 B.*
15. Real Estate transactions
16.  Other personal reasons
Office Use Only
SUBSTITUTE:
APPROVED DISAPPROVED
REASON FOR DISAPPROVAL:
(Date) (Principal)
(Date) {Superintendent)

Article XI — Personal Leave: B. Personal Leave 15 defined as absence necessitated to conduct personat business including absence due to iliness and/or

death not covered by Board Policies.
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Revised 1996
Addendum F

ASSAULT LEAVE FORM

Name

Building Assignment

Dates of Absences due to Assault

Date of Application for Workman’s Compensation

Date/s of Medical Attention (if necessary) and Dr.’s. Name

Superintendent Approval Date

Assault Leave shall not exceed ten (10) days annually.
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Addendum G

Teacher Job Description
And Appraisal Forms

ANSONIA LOCAL SCHOOL DISTRICT

DEVELOPED BY A COMMITTEE OF
TEACHERS AND ADMINISTRATORS

Adopted by the
Ansonia Board of Education
April 18, 1983 and Amended July, 1996
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TITLE:

ANSONIA LOCAL SCHOOL DISTRICT
TEACHER’S JOB DESCRIPTION

Classroom Teacher

QUALIFICATIONS: 1. Valid teacher’s certificate/license for the assigned grade levels/subject areas.

2. Such alternatives to the above as approved by the Board of Education.

REPORTS TO: Principal

PERFORMANCE RESPONSIBILITIES:

I. Management-Organization

1.
2.

10.
11.
2.

13.
14.

Meets and instructs assigned classes in the locations and at the times scheduled.

Develops reasonable rules of classroom behavior and procedure. Maintains order in the classroom in
a fair and consistent manner.

Strives to implement by instruction and action in the district’s philosophy of education.

Guides the learning process toward the achievement of curriculum goals; established clear objectives
for all lessons, units, and projects.

Evaluates. student progress on a regular basis.

Plans a program of study that meets the individual needs, interest, and abilities of students.

Creates a classroom environment that is conducive to learning and appropriate to the maturity and
interests of students.

Employs a variety of instructional techniques and instructional media consistent with the needs and
capabilities of the individuals or student groups involved.

Assists in the selection of books, equipment, and other instructional materials.

Maintains accurate, complete, and correct records as required by law, district policy, and
administrative regulation.

Takes all necessary and reasonable precautions to protect students, equipment, materials, and
facilities.

Prepares for classes assigned.

Meets deadlines as established by the administration.

Prepares daily lesson plans in accordance with the course of study.

I1. Professional-Personal Qualities

15.
16.

17.
18.
19.
20.
21.

22.
23.

Cooperates with other members of the staff in planning instructional goals, objectives and methods.
Assists the administration in implementing all policies and/or rules governing student life and
conduct.

Observes confidential nature of matters relating to pupils, parents or school personnel.

Seeks assistance of district specialists in meeting the special needs of students.

Supports school activities through participation and/or attendance.

Attends staff meetings and serves on staff committees as required.

Provides for his/her own professional growth through an ongoing program of reading,
workshops, seminars, conferences, and/or advanced course work.

Respects all students regardless of their performance or ability.

Performs other reasonable duties as assigned by the building principal.
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I11. Communications

24. Develops and maintains rapport with students, parents, community, and school personnel.

25. Makes provision for being available to students and parents for education-related purposes outside the
instructional day when necessary.

26. Works to establish and maintain open lines of communications with students and their parents
concerning both the broad academic and behavioral progress of all assigned students.

TEACHER APPRAISATL

Teacher appraisal will be implemented in accordance with Article IX of the Master Contract.
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10.

11.

12.

13.

14.

GLOSSARY

Administrative Decision: An administrator may conclude at any point in the school year that a person’s job
performance has become unsatisfactory. The staff member shall be promptly notified in confidence and in
writing and advised of the reasons for the decision. Notification of diagnosis and prescription will be made
by the end of the first semester for that current year to aliow the staff member time to work through the
procedure outlined herein prior to the annual recommendation by the administrators to the Board of
Education.

Appraisal: The act of giving direction and sharing responsibilities with other individuals to reach job
targets and objectives.

. Appraisee: (Staff Members). Person being formally or informally evaluated.

Appraiser: Person who determines if or to what degree job targets have been achieved.

Diagnosis, Prescription, and Follow-Through: A prescriptive program of developmental activities which
will help the staff member understand and overcome deficiencies shall be developed and carried out
cooperatively by the staff member and administrator. Both the staff member and the administration assume
shared responsibility in working together in the conferences, work sessions, and the classroom visitation for
the purpose of deciding and implementing the developmental activities. The staff member should assume
responsibility for achieving and demonstrating continuing improvement.

Formal Observation: A witnessing by a supervisor of a staff member performing his/her regularly
scheduled duties.

Formal Written Appraisal: Steps in the comprehensive evaluation procedure completed to include:
strengths, weaknesses, specific suggestions for improvement, and an assessment of progress toward target
achievement.

General Observation: Observation of staff member activities which take place in or out of the classroom,
but are not observed during a formal observation.

Informal Appraisal: Evaluation method to be used annually when the staff member is not scheduled for
formal evaluation.

Job Target: A positive behavioral statement to guide the staff member in improvements and to guide the
principal in counseling,

Non-Renewal: When it is necessary to discontinue employment by non-renewal of contract, duly
established legal procedures will be observed including notification that a recommendation for non-renewal
of contract will be made to the Board of Education prior to April 30.

Peer Appraisals: An informal appraisal method using another staff member to help assess professional
growth.

Probational Personnel: Staff member new to the system or one that has been notified in writing by the
Superintendent that he/she is on probation for cause.

Resignation: A professional person should be accorded the opportunity of submitting a resignation.
However, if the appraisee is unwilling to submit a resignation, non-renewal or termination becomes
necessary.
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15.

16.

Self-Appraisal: Self-analysis by staff member in relation to job targets.

Termination: Contracts may be terminated as legally prescribed for cause at any time. by action of the
Board of Education. Depending on the nature of the problem held to be cause for dismissal, action may be
immediate or deferred until the close of the school vear.
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Addendum H

STAFF DEVELOPMENT APPROVAL FORM

Please fill out top portion of this form prior to attending the workshop/class/seminar, Principal will indicate
approval by returning the signed form for you to complete the bottom half.

Name; Today’s Date:

Title of Workshop/Class/Seminar:

Speaker’s Name {if any):

Location of Warkshop/Class/Seminar:

Date & Hours of Workshop/Class/Seminar:

Principal’s Signature Indicating Approval Date

e —— —— — _— _— — _— —_— _— _—

Please fill out bottom portion of the form after attending the workshop/class/inservice.

Actual Hours of Workshop/Class/Seminar
(Do not include traveling time or lunch breaks.)

Comments (Optional):

‘Was this workshop/ciass/seminar something the administration should look into bringing to the rest of
the staff to improve the quality of education at Ansonia Local Schools?

Yes No

Teacher’s Signature Date

*It is a good idea to keep a copy of the completed form for your records.
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Addendum I Ansonia School District
Acceptable Use Policy for Staff
Technology and Network Access

Technology and Network Access The Ansonia School District provides staff and students with access
to computer equipment, software, and network services. These tools support learning, collaboration,
and educational research related to the district curriculum as well as administrative and state mandated
functions. All technology and network usage must be consistent with these purposes, and all provisions
of law governing the actions of the user.

Expectations of Staff

Technology serves to assist staff in fulfilling their job responsibilities. The district expects staff
members to use the technology and network services as a learning and work tool and to attend in-
service technology training in order to be able to use it effectively. All staff members should serve as
role models in this capacity. It is imperative also for staff to know and enforce the Student Acceptable
Use Policy [AUP] and to supervise the use of technology in their area. Federal, State, and local laws
and district policies and guidelines must be followed. We encourage the use of online resources as
educational tools for students; however, we must comply with the request of parents for their child to
remain off-line. In this event, alternate activities need to be made available.

Responsible Use The use of district Internet filtering does not preclude the necessity for staff to
supervise student use of technology. Some inappropriate material is likely to pass through the filter.
The following are some guidelines concerning the use of district technology and network services.

Note: Use of school technology for political lobbying or commercial business is against the law.
However, some instances of personal use may be acceptable (e-mail, etc.) when such use does not
interfere with job responsibilities and does not use district resources (paper, ink cartridges, etc.)

Staff may:

+ Use district-owned software.

» Use the Internet and other network services.

+ Practice netiquette and online safety measures.

* Develop and implement lesson plans that integrate student use of technology into the curriculum.

» Save work on a disk or CD or on the server, removing outdated and unwanted files from the server.
* Delete their own files.

» Monttor student files and/or accounts.

» Use an e-mail account provided by Ansonia Schools as needed.

« Connect computers to a projection device and make appropriate settings changes.

Staff may not knowingly:
Allow student use of technology or network services without reasonable supervision.

Allow student use of technology or network services that does not specifically relate to a curriculum or
state test outcome.
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Access or send inappropriate material.

Send or receive material that may be hurtful to another person or detrimental to the operation of a
computer, software, or network.

Create or change configurations.

Access, modify, or delete files created by another user without their prior consent.

Access or use others’ accounts or passwords.

Share a network account or password with someone outside the employment of the district.
Share a network account or password with a student

Plagiarize or break copyright or trademark laws.

Use district technology or network services for personal, entertainment, political, or commercial
purposes.

Note: Other examples of inappropriate technology and network behavior wil} be considered on a
case-by-case basis. Staff acting under the direction of the District Technology Coordinator may be
exempt from some of the items listed.

Consequences of Irresponsible Use Consequences for individuals violating the Responsible Use
Policy vary depending on the nature and seriousness of the violation. Consequences might include, but
are not limited to: denial of privileges, discussion, disciplinary action (due process), and/or
involvement of law enforcement agencies.

Warranties/Indemnification The Ansonia School District makes no warranties of any kind, whether
expressed or implied, in connection with its provision of access to and use of its computer networks
and the Internet provided under this Policy. The Ansonia School District will not be responsible for
any claims, losses, damages or costs (including attorney’s fees) of any kind suffered, directly or
indirectly, by any user arising out of the use of the electronic network. The user takes full
responsibility for his/her use. The user agrees to indemnify and hold the Ansonia Schoot District, its
employees, and its Internet Service Provider harmless from any and all loss, costs or damages resulting
from the use authorized under this agreement, including but not limited to any fees or charges incurred
through purchases of goods or services by the user over the electronic network. The user agrees to
cooperate with the District in the event of the District’s initiating an investigation of a user’s misuse of
his/her access to the computer network and the Internet, when the use is on a District computer or on
another computer outside the School District’s network.

Records Archival and Email Retention

Ansonia Local Schools Archives all e-mail. Staff e-mail may be subject to Public Records requests.
The retention or disposition of email or online services messages must be related to the information
they contain or the purpose they serve. The content, transactional information, and any attachments
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associated with the email or online services are considered a record if they meet the criteria of the
Ohio's public record's laws, Ohio Revised Code section 149.01.1 (G)

Changes in the Policy

The District reserves the right to change this policy. The District will provide notice to staff members
and the Association of any substantive changes. In such instance, each staff member shall be afforded
the opportunity, once again, to review the policy and execute the acknowledgements and release form.
Staff Accounts

Staff e-mail and server access accounts will be set up prior to the beginning of each school year.

To continue an account, please sign and return this form before the end of the current school year.

Ansonia School District
Acceptable Use Policy for Staff
Technology and Network Access

I have read and agree to the terms of Ansonia Local Schools Acceptable Use Agreement

Staff Member Signature Today’s Date:

Return to: Building Secretary

Parts taken from North Olmsted City School District and Greenville City Schools Acceptable Use
Policies.
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Ohio Teacher Evaluation System

Preface

Over the past decade, Ohio has made important education policy advances, with a focus on student learning and achievement, standards and accountability, which
together have moved Ohio's kindergarten through 12" grade system forward in several important ways. Ohio is serious about its commitment to quality schools. The
report of the Governor’s Commission on Teaching Success was followed by the passage of Senate Bitl 2 in 2004, which mandated the creation of the Educator
Standards Board. The Board was charged with the creation of the Ohio Standards for the Teaching Profession, the Ohio Standards for Principals and the Ohio
Standards for Professional Development.

'
House Bill 1 in 2009 directed the Educator Standards Board to recommend model evaluation systems for teachers and principals to the'State Board of Education for
their review and adoption. The Ohio Teacher Evaluation System {OTES) was created in response to this mandate and designed to be used to assess the performance
of Ohio teachers. ’

The OTES was collaboratively developed by Ohio teachers, school administrators, higher education faculty, and representatives from Ohio’s professional associations,
in collaboration with national experts in the area of teacher evaluation. The scope of work of the Ohio Teacher Evaluation Writing Team during 2009-2011 included
extensive study of model evaluation systems throughout the country. Many well-recognized state and district systems were examined in depth, including the District
of Columbia Public Schools, Delaware, New Mexico, North Carolina, and Colorado. The nationally recognized work of Charlotte Danielscon, Laura Goe, the New
Teacher Center, and Learning Point Associates/American Institutes for Research (AIR) was utilized. This research and the collaboration of these national experts
informed the compcenents, processes, and tools included in the OTES. The OTES is designed to be research-based, transparent, fair and adaptable to the specific
contexts of Ohio’s districts (rural, urban, suburban, large, and small). The evaluation system builds on what we know about the importance of ongoing assessment
and feedback as a powerful vehicle to support improved practice.

It is anticipated that as districts design or revise their teacher evaluation system, the OTES will be used as a model. The teacher evaluation as required by Ohic
Revised Code:
o  Provides for multiple evaluation factors, including student academic growth which shall account for fifty percent of each evaluation;
o Is aligned with the standards for teachers adopted under section 3319.61 of the Revised Code;
o Requires observation of the teacher being evaluated, including at least two formal observations by the evaluator of at least thirty minutes each and
classroom walkthroughs;
o Assigns a rating on each evaluation conducted under sections 3319.02 and 3319.111 of the Revised Code in accordance with the following levels of
performance: accomplished, proficient, developing, or ineffective.
o Reguires each teacher to be provided with a written report of the results of the teacher’s evaluation;
o Implements a classroom-level, value-added program developed by a nonprofit organization as described in division (B) of section 3302.021 of ORC;
o ldentifies measures of student academic growth for grade levels and subjects for which the value-added progress dimension prescribed by section 3302.021
of the Revised Code does not apply;
o Provides for professional development to accelerate and continue teacher growth and provide support to poorly performing teachers; and
o Provides for the allocation of financial resources to support professional development.

It is our hope that districts and boards of education across the state will find this model useful in improving the assessment of teachers and in strengthening their
professional growth.

P e
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Ohio Teacher Evaluation System

Definition of Teacher Effectiveness

The scope of work of the Ohic Teacher Evaluation Writing Team during 2009-2010 included extensive study of model evaluation systems throughout the country. Many
state systems were examined in depth (e.g., District of Columbia Public Schools, Delaware, New Mexico, Colorado) for a standards-based definition of teacher
effectiveness. Research was supplemented by the work of Charlotte Danielson, Laura Goe, New Teacher Center, and Léarning Point Associates.

After conducting extensive research, the following definition of teacher effectiveness was developed by educational practitioners in Ohio and is reinforced by Ohio’s
Standards for the Teaching Profession. Clearly the research supports the direct connection between effective teaching and high student achievement.

inherent in this definition is the expectation that all students will demonstrate a minimum of one year of growth based on standard and reliable measures.

Effective teachers:
Understand student learning and development, respect the diversity of the students they teach, and hold high expectations for all students to achieve and
progress at high levels;

Know and understand the content areas for which they have instructional responsibility;

Understand and use varied assessments to inform instruction, and evaluate and ensure student learning;

Plan and deliver effective instruction that advances the learning of each individual student;

Create a learning environment that promotes high levels of student learning and achievement for all students;

Collaborate and communicate with students, parents, other teachers, administrators and the community to support student learning; and

Assume responsibility for professional growth and performance as an individual and as a member of a learning community.

L 2

Ohio Teacher Evaluation System {OTES) Model Organization

The OTES model is designed to provide support for the implementation of the Ohio State Board Of Education approved framework. It is representative of three years of
committee work that includes a field test and pilot. This model is a professional growth model and is intended to be used to continually assist educators in improving
teacher performance, This process is to be coltaborative and in support of the teacher. :

Information contained in this model is organized to address

5/18/12
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Implementing the OTES Model

Appendix A; Teacher Performance Rubric
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Ohio Teacher Evaluation System S Teacher Performance - :

Teacher Performance

Teacher performance is determined by using a rating rubric {Teacher Performance Evoluation Rubric) consisting of indicators based on the Qhio Standards for the
Teaching Profession. The evaluation process requires the evaluator to use evidence gathered in a variety of avenues (professional growth or improvement plan,
observations, walkthroughs, and conferences) to determine a teacher performance rating.

Teacher Performance on Standards

Formal Observation and
Classroom Walkthroughs/
Informal Observations

Pre-conference

- Teacher
Performance
on Standards

50%

Expected
Growth

Observation
(both completed
by May 1}

Final Review
Conference

Post-conference

JPost-conference.
s / Complete Performance
Complete LT Rubric
erformance Rubiie.

Written Report
{by May 10)

Final Summative Rating
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Ohio Teacher Evaluation System ~ Student Growth Measures |

Student Growth Measures

Student growth measures shall account for fifty percent (50%) of the teacher evaluation. For the purpose of use in the OTES model, student growth is defined as the
change in student achievement for an individuai student between two or more points in time.

*Student Growth Measures

=il Teacher instructs Vaiue-Added

8: Approved Vendor Assessment
teacher- leve] data available

£ Mo Teacher-level Value-Added or Approved :
Vendor Assessrment data gvailable

Final Summative Rating
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Ohio Teacher Evaluation System ': _ Student Growth Measures - :

In Chio’s LEAs the student growth component will be comprised of a combmatlon of the following measures based on data avallablllty and LEA deasuons

o I S IVIUST use ifavailable: . - o D asnte T e
oo .o 10-50%f applicable:.
R { i_feagt_tf:hérValue—_ e TR N
| Added
Z' . e : .
B Yendor SR EE S 10—50% if applicable and Ao: Valt&e~Ac£dedz data avaliable
- Assessments »  From ODE- Approved List S
' o o - Vendors demonstrate how assessment can: measure growth
s MAY use: LEA decision {Teacher Groups A& BY
o 0-40%if used in combination with Type One or Two measures
= MUST use (Teacher Group C) -
¢ 50% if ho Type One or Two data available
+  Three types of LEA-Determined Measures
o Student Learning Objectives (SLOs) process for using measures that are specific to relevant subject matter. Measures for SLOs
must be district-approved and may include:
»  District-approved, locally developed assessments
LEA-Determined e Pre/Post assessments
¢ Measures * Interim assessments
e  Performance-based assessments
*  Portfolios '
o Shared attribution measures to encourage collaborative goals and may include:
«  Building or District Value-Added is recommiended if available
»  Building teams (such as contént area) may utilize a composite Value-Added score
+ Performance Index gains
¢  Building or District-based SLOs _
o.  Teacher Group A {with Value-Added) may also use Vendor assessments as a LEA-determined measure.if using both

The combination of measures within the OTES model will vary depending on the grades and subjects taught. The guidelines and further information given wiil be :pdated
as research and best practices emerge to inform revisions. Please see the Ohio Department of Education webpage for more information. The combination of measures
will fall into three categories: a) Teachers with Value-Added data available; b) Teachers with approved Vendor Assessment data available; ¢) Teachers with no teacher-
level Value-Added or Approved Vendor Assessment data available. Some combinations of measures, based on LEA decisions, may include a shared attribution measure
such as building level data.

LHERPRIR
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Ohio Teacher Evaluation System Student Growth Measures '

g r rathe

According to the National Comprehensive Center for Teacher Quality (NCCTQ), the focus on evaluating educators by measurin r than attainment is fairer to

teachers and pringipals whose students enter classrooms well below grade level. These measures have the potential to inform instruction, build stakeholder commitment,
provide a critical dimension to the assessment of teacher effectiveness, and, most important, improve student performance across a broader set of expectations.

Student growth. For the purpose of use in evaluation systems, student growth is defined as “the c ge in student achievement for an individual student between two or
more points in time” {excerpted from Measuring Student Growth for Teachers in Non—Tested Grades and Subjects: A Primer).

Tested grades and subjects. The US Department of Education {ED) defines “tested grades and subjects” as those covered by the state’s assessment under the ESEA and
“non-tested grades and subjects” as those without such data. Because the definition of student growth requires individual student achievement data from two or mare
points in time, this definition typically limits the tested grades and subjects to grades 4—10 in the subjects of English language arts and mathematics. in Ohio, this is limited
to reading and math, grades 4-8.

Value-Added. In Chio, Value-Added refers to the EVAAS Value-Added methodology. This is distinct from the more generic use of the term “value added” which can
represent a variety of statistical modeling techniques. The Ohio, EVAAS Value-Added measure of student progress at the district and school level has been a component of
the Ohio Accountability system for several years. Ohio’s Race to the Top plan provides for the expansion of Value-Added to the Teacher-level. Additionally, the EVAAS
data reporting system has added several helpful features to help educators use this important data. Battelle for Kids {BFK) is providing professionat development and
other related services across the state.

-

Vendor Assessment. Ohio Revised Code requires the Department to “develop a list of student assessments that measure mastery of the course content for the
appropriate grade level, which may include nationally normed standardized assessments, industry certification examinations, or end-of-course examinations” for grade
levels and subjects for which the value-Added measure does not apply (the “non-tested” grades). ODE released a Request for Qualifications (RFQ} whereby interested
vendors could demonstrate qualifications. The List of approved assessments will be maintained and updated by ODE.

Student Learning Objectives {SLOs). SLOs are goals identified by a teacher or group of teachers that identify expected learning outcomes or growth targets for a group of :
students over a period of time. SLOs are determined by teachers after analyzing data on student academic performance and identifying areas in need of targeted effort i
for all students and subgroups of students. As a way to measure student growth, SLOs demonstrate a teacher’s impact on student learning within a given interval of
instruction. Further, they enable teachers to use their own knowledge of appropriate student progress to make meaningful decisions about how their students’ learning is
measured. As a collaborative process, SLOs also support teacher teams in their use of best practices.

Multiple measures. The teacher evaluation framework is based on multiple measures of performance and student growth. It is important that the holistic evaluation
rating consider multiple factors across time. Accordingly, there are multiple measures within teacher performance and student growth, within and across years. The !
student growth measures may include data from multiple assessments and subjects.

Teacher Value-Added, by methodological definition, includes multiple measures on multiple levels. First, the EVAAS methodology incorporates students’ test histories
(across all state-tested subjects) in determining growth metrics. Second, Value-Added creates effectiveness ratings for each tested grade and subject, as well as an
aggregate composite rating. So for example and analogous to Value-Added on the Local Report Card, a 5t grade teacher may have a Value-Added rating for 5" grade
math, a separate rating for s grade reading, and an overall composite rating. Third, the Value-Added metric will eventually roll into a three-year average so that multiple
years of multiple measures are represented.

Ohlo |52 7
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-Combining Teacher Performance and _St-u_dent .f'

Ohio Teacher Evaluation System Growth Measures

Teacher performance and student growth measures are combined in a summative teacher evaluation rating:

*Student Growth Measures

Chio Teacher Evaluation Svystem {OTES)
¥ 5

==A1: Teacher instructs Value-Added

Subjects Exciusively

w—"

Teacher Performance on Standards

Formal Observation and
Classroom Walkthroughs/
trformal Chservations

Pre-conference

Teacher

g = W
L¥] 7] o
B Chservation § o @ Performance -
= = SRR A .
% {both compteted ; m % on Standat . B: Approvedt Vendor Assessmen
3 byMayll g S S teaches-ievet data avaliable
Post-conference
/ Complete Performance
Ruhric

Written Report

[ty My 10 ; C: No Tescher-teved Vatue-Added or Approved
Yendor Assesement data availabie

Final Summative Rating

*The student growth measure progress gimension shall be used in proportion to the part of a teacher's schedute OF tourses or subjects for which the dimension is appficable.

S T, -

!
:

*=Al. it 3 teachers schedule is comprised onby of courses or subjects for which value-added progress dimension is applicable:
Uil lune 30, 2014, the majority [>25%} of the student academic growth factor of the evaluation shali be based on the value-added progress dimension, On or after July 1, 2014, the entire student academic geowth factor of
the evalfuation shalibe based on the value-added progress dimension.

i
k
i
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" Combini d Student
Ohio Teacher Evaluation System Combining Teacher Performance an _

Growth Measures

Each category’s sub-scores are combined on the lookup table to determine rating. The vertical axis of the lookup table represents student growth measures, and the

horizontal axis on the table represents teacher performance. By using the lookup table, a final summative rating will be determined. See Appendix C (under
development, to be added at a later date) for further information.

Teacher Performance

Student Growth

et
5718/12 Ohlo « Edupation
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:OTES' odel Profess:onat Growth Plar

Ohio Teacher Evaluation System Model

Requirements for Professional Growth Plan or Improvement Plan

Processes: A Professional Growth Plan or an Improvement Plan is based on Student Growth Measures as designated on
the Summative Evaluation Matrix and/ or performance on the standards as noted in the teacher perfoermance rubric
{see Appendix A)

: :Expe‘(;t.e FR Description o:or:equirements
“Growth Professional Growth or Improvement Plan

v v Growth Plan

v Improvement Plan
v Self-Directed by Teacher

v Collaborative —Teacher and Evaluator

v Directed by the Evaluator
v v v Professional Conversations
v v v Mid-Year Progress Check
v’ v v End-of-Year Evaluation

Professional Conversations and Progress Checks

As the teacher and evaluator work together during the formative assessment process, scheduled conferences should take place several times during the year to provide
opportunities for professional conversation or direction about performance, goals, progress, as well as supports needed. During the year, the evaluator and teacher
should discuss opportunities for professional development that evolve as a result of the evaluation process. The professional growth plan will be evaluated through
indicators as described in the teacher performance rubric.

Professional Growth Plan
Professional Growth Pians help teachers focus on areas of professional development that will enable them to improve their practice. Teachers are accountable for the
implementation and completion of the plan and may use the plan as a starting point for the schocl year. (The Professional Growth Plan is intended to be one academic
year in duration and may support the goals of the Individual Professional Development Plan- IPDP. The Professional Growth Plan is not intended to replace the IPDP.) The
professional growth plan and process includes feedback from the evaluator as well as the teacher’s self-assessment, and the support needed to further the teacher’s
continuous growth and development. Professional development should be individualized to the needs of the teacher and students {based on available data), and
specifically relate to the teacher’s areas for growth as identified in the teacher’s evaluation. The evaluator should recommend professional development opportumtnes
and support the teacher by providing resources (e.g., time, financial). The growth plan should be reflective of the data available and include:
e ''-ntification of area(s) for future professional growth;
Ohlo | wmn
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»  Specific resources and opportunities to assist the teacher in enhancing skills, knowledge and practice;
s  Qutcomes that will enable the teacher to increase student learning and achievement,

Ohio Teacher Evaluation System Model e i ) T

Improvement Plan

Improvement Plans are developed for a teacher by the evaluator in response to ineffective ratings in performance and/or student growth. The Improvement Plan is
intended to identify specific areas for improvement of performance and for identifying guidance and support neaded to help the teacher improve. [A plan of
improvement may be initiated at any time during the evaluation cycle by the evaluator based on deficiencies in performance as documented by evidence collected by the
evaluator.] District collective bargaining unit agreements should be consulted to determine additional conditions under which improvement plans are instituted. When
an improvement plan is initiated by an administrator, it is the responsibility of the administrator to:

» Identify, in writing, the specific area(s) for improvement to be addressed in relationship to the Ohio Standards for the Teaching Profession;
Specify, in writing, the desired level of performance that is expected to improve and a reasonable period of time to correct the deficiencies;
Develop and implement a written plan for improvement that will be initiated immediately and includes resources and assistance available;
Determine additional education or professional devetopment needed to improve in the identified area(s);

Gather evidence of progress or lack of progress.

* & » B

A reassessment of the educator’s performance shall be completed in accordance with the written plan (multiple opportunities for observation of performance). Upon
reassessment of the educator’s performance, if improvement has been documented at an acceptable level of performance**, the regular evaiuation cycle will resume. If
the teacher’s performance continues to remain at an ineffective level, the supervising administrator may reinstate the improvement plan with additional
recommendations for improvement or take the necessary steps to recormmend dismissal.

*Local negotiated agreement requirements should be consulted when developing Professional Growth Plans and Improvement Plans.

Uapartaven
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Ohio Teacher Evaluation System Model

Assessment of Teacher Performance
All teachers, at all stages of their careers, will be assessed on their expertise and performance—in the classroom and
school setting. Teachers with above expected levels of student growth may choose their credentialed evaluator for the
evaluation cycle. Teachers with expected levels of student growth will have input on their credentialed evaluator for the
evaluation cycle. Teachers with below expected levels of student growth will be assigned the credentialed evaluator for
the evaluation cycle. A credentialed evaluator is one who:

* possesses the proper certification/ licensure to be an evaluator or the LEA has deemed that peers may be

evaluators

* has been approved as an evaluator by the local board of education

* has compieted a state-sponsored OTES training

* has passed an online assessment using the OTES rubric.

The Formal Observation Process

Observations of teaching provide important evidence when assessing a teacher’s performance and effectiveness. As an evaluator observes a teacher engaging students in
learning, valuable evidence may be collected on multiple levels. As part of the formal observation process, on-going communication and collaboration between evaluator
and teacher help foster a productive professionat relationship that is supportive and leads to a teacher’s professional growth and development. Based upon researched
best practices, the formal observation process consists of a pre-conference, classroom observation {and walkthroughs), and a post-conference.

Pre-Conference: Planning and observation of classroom teaching and learning
At the Pre-Conference, the evaluator and teacher discuss what the evaluator will observe during the classroom visitation. Important information is shared about the
characteristics of the learners and learning environment. Specific information is also shared about the objectives of the lesson, and the assessment of student learning.
The conference will also give the teacher an opportunity to identify areas in which she/he would like focused feedback from the evaluator during the classroom
observation. The communication takes place during a formal meeting and a record of the date(s) should be kept. The purpose of the pre-observation conference is to
provide the evaluator with an opportunity to discuss the following:

e Lesson or unit objective(s)

s  Prior learning experiences of the students

e Characteristics of the learners/learning environment

« Instructional strategies that will be used to meet the lesson objectives

e Student activities and materials

e Differentiation based on needs of students

e Assessment (data) collected to demonstrate student learning

NOTE: The teacher and evaluator should set a time for the formal observation to take place, and re-negotiate this scheduled date and time as necessary if the observation is not conducted
as planned.

5/18/12 Dhlo | i
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Ohio Teacher Evaluation System Model

Formal Observation: Gathering evidence of teacher performance

Teachers will participate in a minimum of two formal observations. A farmal observation consists of a visitation of a class period or the viewing of a class lesson. The
observation should be conducted for an entire class period, lesson, or a minimum of 30 minutes, During the classroom observation, the evaluator documents specific
information related to teaching and learning. Each formal observation will be analyzed by the evaluator using the Teacher Performance Evaluation Rubric. A narrative
will then be completed by the evaluator to document each formal observation. The results of each formal observation are reviewed with the teacher during the post-
observation conference. Formal observations will not include videotaping or sound recordings except with the written permission of the teacher.

Classroom walkthroughs are informal observations less than 30 minutes. These may occur frequently and may be unannounced.

. . Suggestions for Conducting the Post-Conference
Post-Conference: Reflection, reinforcement, and refinement €8 5

The purpose of the post.-obse.rvation cc?nference is to provide reflection ant.i feedback o'n the 1. Introduction/Greeting/Establish Length
observed lesson and to identify strategies and resources for the teacher to incorporate in lessons to
increase effectiveness. Following the lesson, the teacher reflects on the lesson and how well the
student learning outcomes were met. Professional conversations between the evaluator and the

*+  Review Conference Process
*  General Impression Question

teacher during the Post-Conference will provide the teacher with feedback on the observed lesson, “How do you think the lesson went?”

and may identify additional strategies and resources. The evaluator will make recommendations 2. Reinforcing the Teacher

and commendations which may become part of the teacher’s professional development plan. *+  Identify an area of Reinforcement (ONLY one
area)

In general, the discussion between the evaluator and teacher needs to focus on how successful the +  Ask Self-Analysis Question

lessan was (reinforcement), areas needing further support {refinement). Teachers may bring
additional evidence that supports the lesson observed to share with the evaluator at the
conference. The evaluator may consider these as evidence of student learning or evidence to
support the teacher’s performance.

*+  Provide evidence from notes
3. Refining the Teacher’s Skili:
»  Identify an area of Refinement (ONLY one

area)
Combining Measures to Obtain a Holistic Rating *  AskSelf-Analysis Question
A strong teacher evaluation system calls for ongoing collaboration and honest conversation *  Provide evidence from notes
between teachers and their evaluators. The foundation of such a system is the transparent, two-way +  Give a recommendation for future practice
gathering and sharing of evidence that informs the teacher performance ratings at the end of the 4. Present evidence and rating connected to the rubric

year. Some teacher behaviors are observable in the classroom while other evidence may include

formal conferences, informal conversations, evidence of practice, and colleague, parent and student .
input. The model Chio Teacher Evaluation System describes opportunities for teachers and evaluators to discuss evidence, build a common understanding of the teacher’s
current practice, and identify areas for future growth. Regular check-ins also help evaluators manage the administrative burden of gathering and organizing evidence by
sharing the responsibility with the teacher and encouraging evaluators to document teacher practices as they occur.

For suggested step-by-step guidance for evaluators to review and analyze multiple data points that inform teacher performance ratings, please see Appendix B: Using
Evidence to Inform Holistic Performance Ratings.

Cprmant
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Ohio Teacher Evaluation System Model

Assessment of Student Growth

Student growth measures shall account for fifty percent {50%} of the teacher evaluation. For the purpose of use in the OTES model, student growth is defined as the
change in student achievement for an individual student between two or more points in time. in Ohio’s LEAs the student growth component will be comprised of a
combination of two or more measures of Value-Added scores, Vendor-created assessments, and LEA determined student growth measures,

It is |mportant te note that the combmatlon of measures wuthln thls general framework will vary dependang on the grades and subjects taught There is not enough
research yet to say which combination of measures will provide the most accurate and useful information about teacher effectiveness. Therefore, these guidelines shall
be updated as research and best practices emerge to inform revisions. Subsequently, the specific student growth components will be divided into three categories for
teachers based on the availability of Teacher Value-Added and LEA decisions:

“*&1: Teacher Instructs Vaiue-Added
Subjects Exciusively

AZ: Teacher ins:ructs\la%ue-kdded
Courses, But Not Exclusively

B: Approved Vendor Assessment
teacher-level data availabis

OR-
L. No Teacher-tevel Value-Added or Approved
Vendor Assessment data cvaiiabie

5/18/12 14
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As the teacher evaluation system is implemented and matures, LEAs may consider a phased-in, stepped approach in designing percentage breakdowns within categories.
Some student growth data will be based on the previous year’s results {due to testing schedules and evaluation requirements for evaluation schedule}. The Value-Added
metric will utilize a three-year average, which will #tself mature on a rolling basis as LEAs implement teacher Value-Added on a phased-in schedule beginning in 2010-11.

Ohio Teacher Evaluation System Model

APPENDIX A

Teacher Performance Evaluation Rubric

The Teacher Performance Evaluation Rubric is intended to be scored holistically. This means that evaluators will assess which level provides the best overall
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 the performance rubric, please note that evaluators are not expected to gather evidence on all indicators for each observation cycle. Likewise,
teachers should not be required to submit additional pieces of evidence to address all indicators. The professionalism section of the rubric may use evidence
collected during the pre-observation and post-observation conferences as well as information from the Professional Growth and/or Improvement Plan (if appticable).

Ineffective

Proficient '

Accumpiis‘.l.'\e.c.l.

Sources of Evidence:
Pre-Conference

FOCUS FOR LEARNING -
(Standard 4: Instruction)

The teacher does not demonstrate a clear
focus for student learning, Learning
objectives are too general to guide lesson

: planning and are inappropriate for the

students, and/or do not reference the Ohio
standards.

The teacher communicates a focus for
student learning, develops learning
objectives that are appropriate for
students and reference the Ohio standards
but do not include measureable goals.

The teacher demonstrates a focus for
student learning, with appropriate

learning ohjectives that include
measurable goal(s) for student learning
aligned with the Ohio standards. The
teacher demonstrates the importance of
the goal and its appropriateness for
students.

Th'é'teacher establishes challenging and '

measurable goal{s} for student learning
that aligns with the Ohig standards and
reflect a range of student learner needs.
The teacher demonstrates how the goal(s)
fit into the broader unit, course, and
school goals for content learning and skills,

ASSESSMENT DATA
(Standard 3: Assessment)

INSTRUCTIONAL PLANNING

_Pre-Conference ©

.-Sources of Evidence:: .

| The teacher does not plan for the

assessment of student learning or does not

| analyze student learning data to inform
1 lesson plans,

The teacher does not use or only uses one

1 measure of student perfarmance.

The teacher explains the characteristics,
uses, and fimitations of various diagnostic,
formative, and summative assessments
but dees not consistently incorperate this
knowledge into lesson planning.

The teacher uses more than one measure
of student performance but does not
appropriately vary assessment approaches,
or the teacher may have difficulty
analyzing data to effectively inform
instructional planning and delivery.

The teacher demonstrates an
understanding that assessment is a means
of evaluating and supporting student
learning through effectively incorporating
diagnostic, formative, and/or summative
assessments into lesson planning.

The teacher employs a variety of formal
and informal assessment technigues to
collect evidence of students’ knowledge
and skills and analyzes data to effectively

inform instructional planning and delivery.

The teacher purposefully plans
assessments and differentiates assessment
choices to match the full range of student
needs, abilities, and learning styles,
incorporating a range of appropriate
diagnostic, formative, and summative
assassments into lesson plans.

Student learning needs are accurately
identified through an analysis of student
data; the teacher uses assessment data to
identify student strengths and areas for
student growth.

5/18/12
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INSTRUCTIONAL PLANNING

Ineffective

Developing

Proficient

Accomplished

INSTRUCTIONAL PLANNING

PRIOR CONTENT
KNOWLEDGE / SEQUENCE /
CONNECTIONS
(Standard 1: Students;
Standard 2: Content;
Standard 4: Instruction)

Sources of Evidence:
Pre-Conference

The teacher’s lesson deces not build on or
connect to students’ prior knowledge, or
the teacher may give an explanation that is
illogical or inaccurate as ta how the
content connects to previcus and future
learning.

The teacher makes an attempt to connect
the lesson to students’ prior knowledge, to
previous lessons or future learning but is
not completely successful.

The teacher makes clear and coherent
connections with students” prior
knowledge and future learning—both

explicitly to students and within the lesson.

The teacher plans and sequences
instruction to include the important
content, concepts, and processes in school
and district curriculum priorities and in
state standards.

The teacher uses the input and
contributions of families, colleagues, and
other professionals in understanding each
learner’s prior knowledge and supporting
their developmernt. The teacher makes
meaningful and relevant connections
between lesson content and cther
disciplines and real-world experiences and
careers as well as prepares opportunities
for students to apply learning from
different content areas to solve problems.

The teacher plans and sequences
instruction that reflects an understanding
of the prerequisite relationships among
the important content, concepts, and
processes in schoal and district curriculum
priorities and in state standards as well as
multiple pathways for learning depending
on student needs. The teacher accurately
explains how the lesson fits within the
structure of the discipline.

KNOWLEDGE OF STUDENTS
(Standard 1: Students)

Sources of Evidence:
Analysis of Student Data
Pre-Conference

The teacher demonstrates a lack of
familiarity with students’ backgrounds and
has made no attempts to find this
information.

The teacher’s plan for instruction does not
demonstrate an understanding of
students’ development, preferred learning
styles, and/or student backgrounds/prior
experiences,

The teacher demonstrates some
familiarity with students’ backgreund
knowledge and experiences and describes
one procedure used to obtain this
information.

The teacher’s instructional plan draws
upon a partial analysis of students’
development, readiness for learning,
preferred learning styles, or backgrounds
and prior experiences and/or the plan is
inappropriately tailored to the specific
population of students in the classroom.

The teacher demonstrates familiarity with
students’ background knowledge and
experiences and describes multiple
procedures used to obtain this
infarmation,

The teacher’s instructional plan draws
upon an accurate analysis of the students’
development, readiness for leaming,
preferred learning styles, and backgrounds
and prior experiences.

The teacher demonstrates an
understanding of the purpose and value of
learning about students’ background
experiences, demonstrates familiarity with
each student’s background knowledge and
expertences, and describes multiple
procedures used to obtain this
information.

The teacher's analysis of student data
(student development, student learning
and preferred learning styles, and student
backgrounds/prior experiences) accurately
connects the data to specific instructional
strategies and plans.

The teacher plans far and can articulate
specific strategies, content, and delivery
that will meet the needs of individual
students and groups of students.

5/18/12
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Ineffective

‘Developing

Proficient

- Accomplished ‘

LESSON DELIVERY
{Standard 2: Content;
Standard 4: instruction;
Standard 6: Caltaboration

and Communication).

A teacher’s explanations are unclear,
incoherent, or inaccurate, and are

1 generally ineffective in building student

understanding. The teacher uses language
that fails to engage students, is
inappropriate to the content, and/or
discourages independent or creative
thinking.

| The teacher fails to address student

o -1 eonfusion or frustration and does not use
Sources of Evidence: - .

- Formal-Observation -

effective questioning techniques during

| the lesson. The lesson is almost entirely
| teacher-directed.

|- Observations.

Teacher explanations are accurate and
generally clear but the teacher may not
fully clarify information based on students’
questions about content or instructions for
learning activities or the teacher may use
some language that is developmentally
inappropriate, leading to confusion or
limiting discussion.

The teacher re-explains topics when
students show confusion, but is not always
able to provide an effective alternative
explanation. The teacher attempts to
employ purposeful questioning
techniques, but may confuse students with
the phrasing or timing of questions. The
lesson is primarily teacher-directed.

Teacher explanations are clear and
accurate. The taacher uses
developmentally appropriate strategies
and language designed to actively
encourage independent, creative, and
critical thinking.

The teacher effectively addresses
canfusion by re-explaining topics when
asked and ensuring understanding. The
teacher employs effective, purposeful
questioning tecnnigues during instruction.
The iesson is a balance of teacher-directed
instruction and student-led learning.

Teacher explanations are ciear, ccherent,
and precise. The teacher uses well-timed,
individualized, developmentalty
appropriate strategies and language
designed to actively encourage
independent, creative, and critical
thinking, including the appropriate use of
questions and discussion techniques.

The teacher accurately anticipates
confusion by presenting information in
muitiple fermats and clarifying content
before students ask questions. The
teacher develops high-level understanding
through effective uses of varied levels of
questions. The lesson is student-led, with
the teacher in the role of facilitator.

" {Standard 1: Students;

Sources of Evidente:
Pre-Cenférence
Formal Observation

INSTRUCTION AND ASSESSMENT

Informal.Qbservations

|| Standard4: Instruction} -

' Classroom Walkthroughs/

_ ': ZIFFE:RE-N'ﬂA-'I-‘lON-- ~ | The teacher d.oes not attempt to make the
| lesson accessible and challenging for most

students, or attempts are developmentally
inappropriate.

The teacher relies on a single strategy or
alternate set of materials to make the
lesson accessible to most students though
some students may not be able to access
certain parts of the lesson and/or some
may not be challenged.

The teacher supports the learning needs of
students through a variety of strategies,
materials, and/or pacing that make
learning accessible and challenging for the
group..

The teacher matches strategies, materials,
and/or pacing to students’ individual
needs, to make learning accessible and
challenging for all students in the
classroom . The teacher effectively uses
independent, collaborative and whole-
class instruction to support individuat
learning goals and provides varied options
for how students will demaonstrate
mastery.

RESQURCES
{Standard 2: Content;

Sources of Evidence:
Pre-Conference
‘Formal Observation
Classroom Walkthroughs/
informal Observations:

Standard 4: instruction}

Instructional materials and resources used
for instruction are not relevant {o the
lesson or are inappropriate for students,

The teacher uses appropriate instructional
materials to support learning goals, but
may not meet individual students’ learning
styles/needs or actively engage them in
learning.

instructional materials and resources are
aligned to the instructional purposes and
are appropriate for students’ learning
styles and needs, actively engaging
students.

tnstructional materials and resources are
aligned to instructional purposes, are
varied and appropriate to ability levels of
students, and actively engage them in
ownership of their learning.

5/18/12
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instruction and Assessrheat

Ineffective

.i':.téveI(Spmg

. Proficient

Accompl.is'hed

CLASSROOM
ENVIRONMENT
(standard 1: Students;
Standard 5: Learning
Environment; Standard 6:
Collaboration and
Communication)

Sources of Evidence:
Pre-Conference
Formal Observation
Classroom Walkthroughs/
tnformal Observations

INSTRUCTION AND ASSESSMENT

There is little or no evidence of a positive

rapport between the teacher and
students. For example, the teacher may
respond disrespectfully to students or
ignore their questions or comments.

There are no evident rcutines or
procedures; students seem unclear about
what they should be doing or are idie.

Transitions are inefficient with
coensiderable instructional time lost.
Lessons progress too slowly or guickly so
students are frequently disengaged.

The teacher creates a learning
environment that allows for little or no
communication or engagement with
families.

Expectations for behavior are not
established or are inappropriate and/or no
monitoring of behaviors occurs. The
teacher responds to misbehavior
inappropriately.

The teacher is fair in the treatment of
students and establishes a basic rapport
with them. For example, the teacher
addresses students questions or
comments but does not inguire about
their overall well-being.

Routines and procedures are in place, but
the teacher may inappropriately prompt or
direct students when they are unclear or
idle.

The teacher transitions between learning
activities, but occasionally loses some
instructional time in the process.

The teacher welcomes communication
from families and replies in a timely
manner.

Appropriate expectations for behavior are
established, but some expectations are
unclear or do not address the needs of
individual students, The teacher
inconsistently monitors behavior,

The teacher has positive rapport with
students and demonstrates respect for
and interest in all students. For example,
the teacher makes eye contact and
connects with individual students.

Routines and procedures run smoothly
throughout the lesson, and students
assume age-appropriate levels of
responsibility for the efficient operation of
the classroom,

Transitions are efficient and occur
smoothiy. There is evidence of varied
learning situations (whole class,
cooperative learning, smalt group and
independent work}.

The teacher engages in two-way
communication and offers a variety of
volunteer opportunities and activities for
families to support student learning.

A classroom management system has been
implemented that is appropriate and
responsive to classroom and individual
needs of students. Clear expectations for
student behavior are evident. Monitoring
of student behavior is consistent,
appropriate, and effective,

The teacher has positive rapport with

students and demonstrates respect for
and interest in individual students’
experiences, thoughts and opinicns, For
example, the teacher responds quietly,
individually, and sensitively to student
confusion or distress.

Routines are well-established and orderly
and students initiate responsibiiity for the
efficient operation of the classroom.

Transitions are seamless as the teacher
effectively maximizes instructional time
and combines independent, collaborative,
and whole-class learning situations.

The teacher engages in two-way, ongoing
communication with families that results
in active volunteer, community, and famiby
partnerships which contribute to student
fearning and development.

A classroom management system has
been designed, implemented, and
adjusted with student input and is
approgpriate for the classroom and
individual student needs. Students are
actively encouraged to take responsibility
for their behavior. The teacher uses
research-based strategies to lessen
disruptive behaviors and reinforce positive
behaviors.

5/18/12
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Ineffective

Developing

Proficient

Acconiplished

INSTRUCTION AND ASSESSMENT -

1 st

DENT LEARNING
(Standard 3: Assessment} .

Sources of E\{fdénce: :
Pre-Cénference
Formial Observation
Classroom Walkthroughs/
- Informal Observations
© ‘Post-Conference -

The teacher does not routinely use

assessments to measuré student mastery,

The teacher rarely or never checks the

| students’ understanding of content. The

teacher fails to make adjustments in
response to student confusion.

The teachear persists in using a particular

strategy for responding to
misunderstandings, even when data
suggest the approach is not succeeding.

1 The teacher does not provide students

with feedback about their learning.

The teacher uses assessments to measure
student mastery, but may not differentiate
instruction based on this informaticn,

The teacher checks for student
understanding and makes attempts to
adjust instruction accordingly, but these
adjustments may cause some additional
confusion

The teacher gathers and uses student data
from a few sources to choose appropriate
instructional strategies for groups of
students.

Students receive occasionat or limited
feedback about their performance from
the teacher.

The teacher uses assessment data to
identify students’ strengths and needs,
and modifies and differentiates instruction
accordingly, although the teacher may not
be able to anticipate learning obstacles.

The teacher checks for understanding at
key moments and makes adjustments to
instruction (whole-class or individual
students).The teacher responds to student
misunderstandings by providing additional
clarification,

The teacher gathers and uses student data
from a variety of sources te choose and
implement appropriate instructional
strategies for groups of students.

The teacher provides substantive, specific,
and timely feedback of student progress to
students, families, and other school
personnel while maintaining
confidentiality.

The teacher uses assessment data to
identify students’ strengths and needs,
and modifies and differentiates instruction
accordingly, as well as examines classroom
assessment results to reveal trends and
patterns in individual and group progress
and to anticipate learning abstacles.

The teacher continually checks for
understanding and makes adjustments
accordingly {(whole-class or individual
students). When an explanation {s not
effectively leading students to understang
the content, the teacher adjusts quickly
and seamlessly within the lesson and uses
an alternative way to explain the concept.

By using student data from a variety of
sources, the teacher appropriately adapts
instructional methods and materials and
paces learning activities to meet the needs
of individual students as well as the whole
class.

The teacher provides substantive, specific,
and timely feedback to students, families,
and other school personnel while
maintaining confidentiality. The teacher
provides the opportunity for students to
engage in self-assessment and show
awareness of their own strengths and
weaknesses. The teacher uses student
assassment results to reflect on his or her
own teaching and to monitor teaching
strategies and behaviors in refaticn to
student success.

5/18/12
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Professionalism

Ineffective

Devéloping

Proficient

Accomplished

PROFESSIONALISM

PROFESSIONAL
RESPONSIBILITIES
(Standard 6: Collaboratian
and Communication;
Standard 7: Professional
Responsibility and
Growth}

Sources of Evidence:

- Professionat Development

Plan or Improvement Plan;
Pre-conference;
Post-conference;

daily interaction with
athers

The teacher fails to communicate clearly
with students and families or coliaborate
effectively with professional colleagues.

The teacher fails to understand and foliow
regulations, policies, and agreements.

The teacher fails to demonstrate evidence
of an ability to accurately self-assess
performance and to approgriately identify
areas for professional development.

The teacher uses a variety of strategies to
communicate with students and families
and collabarate with colleagues, but these
approaches may not always be
appropriate for a particutar situation or
achieve the intended outcome.

The teacher understands and follows
district policies and state and federal
regulations at a minimal level.

The teacher identifies strengths and areas
for growth to develop and implement
targeted goals for professional growth.

The teacher uses effective communication
strategies with students and families and
works effectively with colleagues to
examine problems of practice, analyze
student work, and identify targeted
strategies.

The teacher meets ethical and
professional responsibilities with integrity
and honesty. The teacher models and
upholds district policies and state and
federal regulations.

The teacher sets data-based short- and
long-term professional goals and takes
action to meet these goals.

The teacher communicates effectively
with students, families, and colleagues.
The teacher collaborates with colleagues
to improve personal and team practices by
facilitating professional dialogue, peer
observation and feedback, peer coaching
and other collegial learning activities.

The teacher meets ethical and
professional responsibilities and helps
colleagues access and interpret faws and
policies and understand their implications
in the classroom.

The teacher sets and regularly modifies
short-and long-term professional goals
based on seif-assessment and analysis of
student learning evidence.,

5/18/12
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Appendix B

Ohio Teacher Evaluation System Model

Using Evidence to Inform Holistic Performance Ratings

Defining the Performance Ratings
In accordance with Ohio Revised Code 3319.112 the rubric describes four levels of teacher performance for each standard area. Each performance rating can also be
described in more general terms, as a holistic rating of teacher performance:

Accomplished:

Proficient: A rating of Accomplished indicates that
the teacher is a leader and model in the
Developing: A rating of Proficient indicates that the | classroom, school, and district,
teacher consistently meets

exceeding expectations for

. A rating of Developing indicates that expectations for performance and fuil
neffective: the teacher demonstrates minimum de?’nonstrates m:st or all Y pelrformar.me. The te'acher consistently
A rating of Ineffective indicates that the | COMPetency in many of the teaching competencies. This rating is the jstrlves t.o improve his or her )
teacher consistently fails to standards, but may struggle with rigorous, expected performance level instructional and professional practice
demonstrate minimum competency in others. The teacher is making progress | for most experienced teachers. and contributes to the school or district
one or more teaching standards. There | PUt reauires ongoing professional through the development and

is little or no improvement over time, support for necessary growth to occur.

The teacher requires immediate
assistance and needs to be placed on
an improvement plan.

mentoring of colleagues.

Teacher Evaluation relies on two key evaluation components: a rating of Teacher Performance and a rating of student academic growth, each weighted at fifty percent
of each evaluation. The following guidance speaks to the Teacher Performance rating component, utilizing the state model Teacher Performance Evaluation Rubric.
The following is suggested step-by-step guidance for evaluagtors to review and anolyze multiple data points that inform teacher performance ratings.

Step 1: Gather evidence
1a. Align evidence to each standard area. Group the evidence you have collected from time in the classroom, conferences and everyday interactions with the teacher
into the ten standard areas of performance described by the Teacher Performance Evaluation Rubric.

1b. Be consistent in gathering, recording, and sharing detailed, factual evidence. Capture enough detail to accurately but succinctly describe the event, interaction, or
behavior factually (without implied judgment or opinion in the recording). Share the form with teachers throughout the year so that the information can be used as a
basis for changes in practice.

1c. Sort the evidence by standard area to determine where more information is needed. As the year progresses, holes in evidence coverage across standard areas may
emerge. If the evidence collected is organized by standard area after each interaction, it will be automatically sorted by standard area and missing evidence will be
apparent. Keep these standard areas in mind during future interactions with the teacher, since all standard areas are important for effective teaching practice.

Ohlo s prtanant
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Step 2: Issue a holistic performance rating

2a. Read all of the evidence collected up to that point within a standard area, looking for patterns. For example, if a teacher talks about wanting to improve an
instructional technique in a pre-conference, demonstrates that technique in the first formal ciassraom observation and an informal classroom “walk-through” and asks for
feedback on the technique in the post-conference, that teacher is displaying a pattern of devoting attention to a particutar area of practice. Note these patterns and take
them into consideration when issuing a rating.

2b. Compare the evidence and patterns to the performance descriptors. After becoming familiar with the rubric, start by re-reading all of the Proficient performance
descriptors in a standard area. Does the evidence exemplify this level of performance? Whether yes or no, look at the Accomplished or Developing performance level
descriptors as well, to decide if either of them better aligns with the available evidence. if the Developing descriptor seems to be an appropriate match to the evidence,
also read the ineffective descriptor carefully to consider whether any evidence is at this level.

2¢. Repeat the process above for each standard area, and then consider patterns of performance across standard areas, Once you determine a rating for each standard
area, based on the available evidence from multiple interactions, look at the larger picture of performance across all standard areas. Although all standard areas are
important for effective teacher practice, you may find it appropriate to more strongly weight patterns of behavior in one standard area over another. For example, if the
teacher demonstrates a pattern of Developing behavior in the standard areas of Classroom Environment and Resources but exhibits solidly Proficient patterns of behavior
in the standard area of Knowledge of Students and Lesson Delivery, you may use your knowledge of the situation to make sense of this information, finding that
performance in the former two areas inhibits performance in other areas. As another example, you may find that some of the lost instructional time observed within a
classroom is offset by the teacher’s intense attention to individual student needs demonstrated throughout the class time and elsewhere. in a different case, however,
you might observe that a pattern of classroom management issues such as lost instructional time is significant enough to overshadow the teacher’s proficient
performance in other categories. The key point is that no one standard area of performance should be considered in isolation, but should be analyzed in relation to all
other areas of performance.

Step 3: Issue the end-of-year performance rating

3a. Consider all evidence from the year, paying attention to trends. In order to issue a teacher’s final performance rating for the year, return to the body of collected
evidence rather than just the earlier standard area- or holistic ratings. Use the process outlined to reconsider the evidence in each standard area across the arc of the
entire year, taking into account observations, all tonferences, and daily interactions. During this step, it is particularly important to consider trends in the teacher’s
performance over time. Was the teacher censistent in his or her practice, did he or she improve, or did the teacher decline in one or more areas? If a pattern of evidence
in a particular standard area displays a trend of behavior or practice, the evaluator may consider placing more emphasis on the area improvement or decline,

3b. Consider minimum thresholds of competency. Flag any instance of an Ineffective rating as you prepare to issue the final performance rating. While the example of
ineffective behavior should be examined within the entire context of the evidence collected for the teacher, consider that there are minimum thresholds of competency
for each of the ten standard areas described in the Teacher Performance Evaluation Rubric. It is possible that a serious deficiency in one area can and should carry more
weight than positive ratings in other areas. Rely on your professional judgment, supported by the evidence you have gathered, to decide if this evidence of ineffective
practice is grounds to issue a final ineffective rating, taking into account how detrimental the displayed deficiency is to the teacher’s classroom, colleagues and school as a
whole.

3c. Issue the final performance rating, summarize the supporting evidence, and offer areas of reinforcement and refinement. Complete the performance rating process
by documenting the final teacher performance rating. Support your rating with evidence from formal and informal observations, artifacts provided by the teacher, and
other appropriate evidence collected throughout the evaluation cycle. Provide succinct, targeted feedback on what professional growth needs to occur so that teachers
have a clear understanding of the path to continuous growth and improvement and have concrete examples of supports that will help them improve practice.
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Ohio Teacher Evaluation System

RESOURCES

Self-Assessment

Professional Growth and Improvement Plans

Pre- and Post- Conference Sample Questions
Performance Rubric: Record of Evidence
Conducting a Walkthrough / informal Observation

Post Conference Planning
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01,0 Teacher Evaluation System

Self-Assessment Summary Tool

Directions: Teachers should record evidence to indicate strengths and areas for growth for each standard. Then, look across
all of the standards holistically and identify two priorities for the upcoming year. Note these two priorities with check marks
in the far-right column.

Name

Date

Standard

Strengths

Areas for Growth

Priorities {Check 2}

Standard 1:
Students

*

Knowledge of how students learn and of student development
Understanding of what students know and are able to do

High expectations for all students

Respect for all students

tdentification, instruction and intervention for special populations

Standard 2:
Content

Knowledge of content

Use of content- specific instructional strategies to teach concepts and skills

Knowledge of school and district curriculum priarities and Ohio academic content standards
Relationship of knowledge within the discipline to other content areas

Connection of content to life experiences and career opportunities

Standard 3
Assessment

Knowledge of assessment types

Use of varied diagnostic, formative and summative assessments

Analysis of data to monitor student progress and to plan, differentiate, and modify instruction
Communication of results

Inclusion of student self-assessment and goal-setting

Standard 4:
Instruction

Alignment to school and district priorities and Chio academic content standards
Use of student information to plan and deliver instruction

Communication of clear learning goals

Application of knowledge of how students learn to instructional design and delivery
Differentiation of instruction to support learning needs of all students

Use of activities to promote independence and problem-solving

Use of varied resources to support learner neads

Standard 5:
Learning
Environment

Fair and eguitable treatment of all studants

Creation of a safe learning environment

Use of strategies to motivate students to work productively and assume responsibility for learning
Creation of learning situations for independent and colfaborative work

Maintenance an environment that is conducive to learning for all students

Standard 6:
Collaboration &

Clear and effective communication

Shared responsibility with parents/caregivers to support student learning
Collaboration with other teachers, administrators, school and district staff
Collaboration with local community agencies

Responsibility  [Communication

Standard 7
Professional
and Growth

Understanding of and adherence to grofessional ethics, policies and legal codes

Engagement in continuous, purposeful professional development

Desire to serve as an agent of change, seeking positive impact on teaching quality and student
achievement

5/18/12
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Ohio Teacher Evaluation System

Professional Growth Plan

As a result of the evaluation process, teachers and evaluators should focus on accelerating and continuing tezcher growth through professional development. Professional development
should be individualized to the needs of the teacher, and specifically relate to his/her areas of refinement as identified in the teachers’ evaluation. The evaluator should recommend

professional development opportunities, and support the teacher by providing resources (e.g., time, financial).

Seif-Directed

Collaborative Teacher

Evaluator

Annual Focus

These are addressed by the evaluator as approgriate for this teacher,

Date Areas for Professional Growth
Record supports needed, resources, professional development
dates

when Comments during conference with teacher and evaluator are made

discussed | appropriate to the needs of the teacher.

Goal 1: Student Achievement/Qutcames for Students
Goal Statement:

Evidence Indicators:

Goal 2 : Teacher Performance on the Ohio Stundards for the Teaching Profession
Goal Statement:

Evidence indicators:

Evaluator Signature Date

Teacher Signature

The signatures above verify that the teacher and evaluator have discussed and agreed upon this Professional Growth Plan,

S/1R/M2
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Onio Teacher Evaluation System

Improvement Plan

Teacher Name: Grade Level/ Subject:

School year: Building: Date of Improvement Plan Conference:

Written improvement plans are to be developed in the circumstances when an educator makes below expected academic growth with his/ her students AND/OR receives
an overall ineffective rating or an ineffective rating on any of the compaonents of the OTES system. The purpose of the improvement plan is to identify specific deficiencies
in performance and foster growth through professional development and targeted support. if corrective actions are not made within the time as specified in the
improvement plan, a recommendation may be made for dismissal or to continue on the plan.

Section 1: Improvement Statement - List specific areas for improvement as related to the Ohio Standards for the Teaching Profession. Attach documentation. _
Performance Standard{s) Addressed inthis Plan | "'Date(s) Improvement Area or Concern Observed |  Specific Statement of the Concern: Areas of fmprovément

Section 2: Desired Level of Performance - List specific measurable goals to improve performance. Indicate what will be measured for each goal.
. ‘BeginningDate | | ~ Ending Date IR ' ' - Level of Performance ~ =~ -
' T S T L Vo Specifically Describe Successful improveiment Target(s) . .

Ohlo Tapsriment
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Ohio Teacher Evaluation System

Improvement Plan (continued)

Section 3: Specific Plan of Action
Describe in detail 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 to
document the completion of the improvement plan,

Actions to bE Taken f.'.':: — A DT

- [ sourcesof Evidence that Will Be Examined .~ - -

Section 4: Assistance and Professional Development
Describe in detail specific supports that 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 this form verifies that the proper procedures as detailed in the local contract have been followed.

Chlo 55555 .
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Ohio Teacher Evaluation System

Improvement Plan: Evaluation of Plan

Teacher Name: Grade Level/ Subject:

School year: Building: ' Date of Evaluation:

The improvement plan will be evaluated at the end of the time specified in the plan. Outcomes from the improvement plan demonstrate the following action to be taken;
] Improvement is demenstrated and performance standards are met to a satisfactory level of performance*
[(11he Improvement Plan should continue for time specified:

[ ] pismissal is recommended.

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

! have reviewed this evaluation and discussed it with my evaluator, My signature indicates that | have been advised of my performance status; it does not necessarily imply
that [ agree with this evaluation.

Teacher's Signature: Date:
Fvaluator’s Signature: Date:
The evaluator’s signature on this form verifies that the proper procedures os detailed in the local contract have been followed.

*The acceptable level of performance varies depending on the teacher's years of experience. 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-Observation Planning and Lesson Reflection Resource Questions

INSTRUCTIONAL PLANNING
FOCUS {Standard 4: Instruction)
s What is the focus for the lesson?
s  What content will students know/understand? What skills will they demonstrate?
¢  What standards are addressed in the planned instruction?
e Why is this learning important?

ASSESSMENT DATA (Standard 3: Assessment}
*  What assessment data was examined to inform this lesson 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)

= What prior knowledge do students need?

*  What are the connecticns to previous and future learning?

«  How does this lesson connect to students’ real-life experiences and/or possible
careers?

«  How does it connect to other disciplines?

KNOWLEDGE OF STUDENTS (Standard 1: Students)

«  What should the evaluator know about the student population? (See Data Megsures
inventory for the Classroom)

e How is this a developmentally appropriate learning activity?

INSTRUCTION AND ASSESSMENT
LESSON DELIVERY (Standard 2: Content / Standard 4: Instruction)
*  How will the goals for learning be communicated to students?
What instructional strategies and methods will be used to engage students and
promote independent learning and problem solving?
»  What strategies will be used to make sure all stucdents achieve |esson goals?
«  How will content-specific concepts, assumptions, and skills be taught?

DIFFERENTIATION (Standard 1: Students / Standard 4: Instruction})

»  How will the instructional strategles address all students’ learning needs?
«  How will the lesson engage and challenge students of all levels?

o How will developmental gaps be addressed?

5/18/12

The questians provided are intended to guide thinking and conversation; every question may not be answered or relevant for every observation.

RESOURCES (Standard 2: Content / Standard 4: Instruction)
«  What resources/materials will be used in instruction?
e  How will technology be integrated into lesson delivery?

CLASSROOM ENVIRONMENT

(Standard 1: Students / Standard 5: Learning Environment})
s  How will the environment support all students?

¢«  How will different grouping strategies be used?

s+  How will safety in the classroom be ensured?

How wilt respect for all be modeled and taught?

ASSESSMENT OF STUDENT LEARNING

(Standard 3: Assessment)

«  How will you check for understanding during the lesson?

+  What specific products or demonstrations will assess student learning / achievement
of goals for instruction?

¢  How will you ensure that students understand how they are doing and support
students’ self-assessment?

«  How will you use assessment data to inform your next steps?

PROFESSIONAL RESPONSIBILITIES
COLLABORATION AND COMMUNICATION (Standard 6)
*  How do you cooperate with colleagues?
s How do you work with others when there is a problem?
¢ What is your communication style with students? With families? With colleagues?
s Inwhat ways do you seek the perspectives of others? Give an example.

PROFESSIONAL RESPONSIBILITY AND GROWTH (Standard 7}

» How do you apply knowledge gained from other experiences into your teaching?
e Discuss ways you reflect and analyze your teaching.

*  Whatare some proactive ways you further your own professional growth?

Chlo | 20 .




Ohio "

‘her Evaluation System

Teacher Performance Evaluation Rubric

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

(Standard 4: Instruction}

objectives are too general to guide lesson
planning and are inappropriate for the

objectives that are appropriate for
students and reference the Ohio standards

learning objectives that include

INSTRUCTIONAL PLANNING S At o
Ineffective Developing _ Proficient Accomplished
The teacher does not demonstrate a clear | The teacher communicates a focus for The teacher demonstrates a focus for The teacher establishes challenging and
FOCUS FOR LEARNING focus for student learning. Learning student learning, develops learning student learning, with appropriate measurable goal(s) for student learning

that aligns with the Ohio standards and
reflect a range of student learner needs.

{Standard 3: Assessment)

Sources of Evidence:
Pre-Conference

The teacher does riot use or only uses one
measure of student performance.

The teacher uses more than one measure
of student performance but does not
appropriately vary assessment approaches,
or the teacher may have difficuity
anajyzing data to effectively inform
instruct:cnal planning and delivery.

assassments into lesson planning.

The teacher employs a variety of formal
and informal assessment techniques to
collect evidence of students” knowledge
and skitls and analyzes data to effectively
inform instructional planning and delivery.

[G] S Evid students, and/or do not reference the Ohio | but do not include measureable goals. measurable goal(s) for student learning The teacher demonstrates how the goal{s)

z ources of Evidence: ' i

= f standards. afigned with the Ohig standards. The fit into the broader unit, course, and .

2 Pre-Conference teacher demonstrates the importance of school goals for content learning and skills.

L .

5 the goal and its appropriateness for

-]

3 students.

=

e

e

J

=2

o

=

e} )

= Evidence
The teacher does not plan for the The teacher explains the characteristics, The teacher demonstrates an The teacher purpasefuily plans
assessment of student learning or does not | uses, and limitations of various diagnostic, | understanding that assessment is a means | assessments and differentiates assessment
analyze student learning data to inform formative, and summative assessments of evaluating and supporting student choices to match the full range of student
lesson pians. but does not consistently incorporate this | learning through effectively incorporating | needs, abilities, and learning styles,

ASSESSMENT DATA knowledge into lesson planning. diagnostic, formative, and/or summative incorporating a range of appropriate

diagnostic, formative, and summative
assessments into lesson plans.

Student learning needs are accurately
identified through an analysis of student
data; the teacher uses assessment data to
identify student strengths and areas for
student growth.

Evidence

5/18/12
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_INSTRUCTIONAL PLANNING -

Ineffective

Developing

"Proficient

_. Accomplished

INSTRUCTIONAL PLANNING:

"PRIOR CONTENT
KNOWLEDGE / SEQUENCE /
CONNECTIONS-
‘{Standard 1; Students;
Standard 2: Content; .
Standard 4: Instuction)

Sources of Evidence:
Pre-Conference

The teacher’s lesson does not build on or
connect to students’ prior knowledge, or
the teacher may give an explanation that is
illogical or inaccurate as to how the
content connects to previous and future
learning.

The teacher makes an attempt to connect
the lesson to students’ prior knowledge, to
previous lessons or future learning but is
not completely successful.

The teacher makes clear and coherant
connections with students’ prior
knowledge and future learning—both

explicitly to students and within the lesson.

The teacher plans and sequences
instruction to include the important
content, concepts, and processes in school
and district curriculum priorities and in
state standards.

The teacher uses the input and
contributions of families, colleagues, and
ather professionals in understanding each
learner’s prior knowledge and supporting
their development. The teacher makes
meaningful and relevant connections
between lesson content and other
disciplines and real-world experiences and
careers as well as prepares opportunities
for students to apply learning from
different content areas to solve problems.

The teacher plans and sequences
instruction that reflects an understanding
of the prerequisite relationships among
the important content, concepts, and
processes in school and district curriculum
priorities and in state standards as well as
multiple pathways for learning depending
on student needs. The teacher accurately
explains how the lesson fits within the
structure of the discipline.

Evidence

5/18/12
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INSTRUCTIONAL PLANNING

KNOWLEDGE OF STUDENTS
(Standard 1: Students)

Sources of Evidence:
Analysis of Student Data
Pre-Conference

The teacher demonstrates a lack of
familiarity with students’ backgrounds and
has made no attempts to find this
information.

The teacher’s plan for instruction does not
demonstrate an understanding of
students’ development, preferred learning
styles, and/or student backgrounds/priar
experiences.

Evidence

The teaches demoi .85 some
familiarity with studants’ background
knowledge and experiences and describes
one procedure used to obtain this
information.

The teacher’s instructional plan draws
upon a partial analysis of students’
development, readiness for learning,
preferred learning styles, or backgrounds
and prior experiences and/or the plan is
inappropriately tailored to the specific
popuiation of students in the classroom.

The teacher demonstrates familiarity with
students’ background knowledge and
experiences and describes multiple
procedures used to obtain this
information,

The teacher’s instructional plan draws
upon an accurate analysis of the students’
development, readiness for learning,
preferred learning styles, and backgrounds
and prior experiences.

The teacher demonstr. an
understanding of the purpose and value of
learning about students’ background
experiences, demonstrates familiarity with
each student’s background knowledge and
experiences, and describes multiple
procedures used to obtain this
information.

The teacher’s analysis of student data
{student development, student learning
and preferred learning styles, and student
backgrounds/prior experiences) accurately
connects the data te specific instructional
strategies and plans.

The teacher plans for and can articulate
specific strategies, content, and delivery
that will meet the needs of individual
students and groups of students.

5/18/12
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Instruction and: Asséssmant

Ineffective

Developing

‘Proficient .

INSTRUCTION AND ASSESSMENT

LESSON DELIVERY
{Standard 2: Coﬁtent;
Standard 4: Instruction;
Standard 6: Collaboration
and Communication)

i
Sources of Evidence:
Formal Obserbation
Classroom Walkthroughs/
Infarmal Observations

A teacher’s explanations are unclear,
incoherent, or inaccurate, and are
generally ineffective in building student
understanding. The teacher uses language
that fails to engage students, is
inappropriate to the content, and/or
discourages independent or creative
thinking,

The teacher fails to address student
confusion or frustration and does not use
effective questioning technigues during
the lesson. The lessan is almost entirely
teacher-directed.

Teacher explanations are accurate and
generally clear but the teacher may not
fully clarify information based on students’
questions about content or instructions for
learning activities or the teacher may use
some language that is developmentally
inappropriate, leading to confusion or
limiting discussion.

The teacher re-explains topics when
students show confusion, but is not always
able to provide an effective aiternative
explanation. The teacher attempts to
employ purposeful questioning
technigues, but may confuse students with
the phrasing or timing of questions. The
lesson is primarily teacher-directed.

Teacher explanations are clear and
accurate. The teacher uses
developmentally appropriate strategies
and language designed to actively
encourage independent, creative, and
critical thinking.

The teacher effectively addresses
confusian by re-explaining topics when
asked and ensuring understanding. The
teacher employs effective, purposeful
yuestioning techniques during instruction.
The lessan is a balance of teacher-directed
instruction and student-led learning.

Teacher explanations are clear, coherent,

and precise. The teacher uses well-timed,
individualized, developmentally
appropriate strategies and language
designed to actively encourage
independent, creative, and critical
thinking, including the appropriate use of
questions and discussion techniques.

The teacher accurately anticipates
confusion by presenting information in
multiple formats and clarifying content
before students ask questions. The
teacher develops high-level understanding
through effective uses of varied levels of
questions. The lesson is student-led, with
the teacher in the role of facilitator.

Evidence

DIFFERENTIATION
{Standard 1: Students;
Standard 4: Instruction)

Sources of Evidence:
Pre-Conference
Formal Observation
Classroom Walkthroughs/

The teacher does not attempt to make the
lessan accessible and challenging for most
students, or attempts are developmentally
inappropriate.

The teacher relies on a single strategy or
alternate set of materials to make the
lesson accessible to most students though
some students may not be able to access
certain parts of the lesson and/or some
may not be challenged.

The teacher supports the learning needs of
students through a variety of strategies,
materials, and/or pacing that make
learning accessible and challenging for the
group..

The teacher matches strategies, materials,
and/or pacing to students’ individual
needs, to make learning accessible and
challenging for all students in the
classroom . The teacher effectively uses
independent, collaborative and whole-
class instruction to support individual
learning goals and provides varied options
for how students will demonstrate

Informal Observations. mastery. 1
Evidence
' MRapartmmi
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(ESOURCES

Ineffective

Devel~ning

Proficient

Accomplis-~d ‘

{Standard 2: Content;
Standard 4: Instruction)

Sources of Evidence:
Pre-Conference
Formal Observation
Classroom Walkthroughs/
Informal Observations

Instructional materials and resources used
for instruction are not relevant to the
lessan or are inappropriate for students.

The teacher uses ap ate instructional
materials to support le«ining goals, but
may not meet individual studenis’ learning
styles/needs or actively engage them in
learning.

Instructional materials and resources are
aligned to the instructionat purposes and
are appropriate for students’ learning
styles and needs, actively engaging
students.

Instructional materials sources are
aligned to instructional pui poses, are
varied and appropriate to ability levels of
students, and actively engage them in
ownership of their learning,

Evidence

5/18/12
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 instruction and Assessment

Ineffective

Developing

Proficient .

- Accomplished

CLASSROOM
ENVIRONMENT
{Standard 1: Students;
Standard 5: Learning

Collaboeration and
Communication)

Sources of Evidence:
Pre-Conference

Formal Observation

Infermal Observations

INSTRUCTION AND ASSESSMENT

Environment; Standard 6:

Classroom Walkthroughs/

There is little or no evidence of a positive
rapport between the teacher and
students. For example, the teacher may
respond disrespectfully to students or
ignore their questions or comments,

There are no evident routines or
procedures; students seem unclear about
what they should be doing or are idle.

Transitions are inefficient with
considerable instructional time fost.
Lessons progress too slowly or quickly so
students are frequentiy disengaged.

The teacher creates a learning
environment that allows for little or no
communication or engagement with
families.

Expectations for behavior are not
established ar are inappropriate and/or no
monitaring of behaviors oceurs. The
teacher responds to misbehavior

inappropriately.

The teacher is fair in the treatment of
students and establishes a basic rapport
with them. For example, the teacher
addresses students questions or
comments but does not inquire about
their overall well-being.

Routines and procedures are in place, but
the teacher may inappropriately prompt or
direct students when they are unclear or
idle.

The teacher transitions between learning
activities, but occasionally loses some
instructional time in the process.

The teacher welcomes communication
from families and replies in a timely
manner.

Appropriate expectations for behavicr are
established, but some expectations are
unclear or do not address the needs of
individual students. The teacher
inconsistently monitors behavior,

The teacher has positive rapport with
students and demonstrates respect for
and interest in all students. For example,
the teacher makes eye contact and
connects with individual students.

Routines and procedures run smoothly
throughout the lesson, and students
assume age-appropriate levels of
responsibility for the efficient operation of
the classroom.

Transitions are efficient and occur
smoothly, There is evidence of varied
learning situations (whole class,
cooperative learning, small group and
independent work).

The teacher engages in two-way
communication and offers a variety of
volunteer opportunities and activities for
families to support student learning.

A classroom management system has been
implemented that is appropriate and
respansive to classroem and individual
needs of students. Clear expectations for
student behavior are evident. Monitoring
of student behavior is consistent,
appropriate, and effective.

The teacher has positive rapport with
students and demonstrates respect for
and interest in individual students’
experiences, thoughts and opinions. For
example, the teacher responds quietly,
individually, and sensitively to student
confusion or distress.

Routines are well-established and orderly
and students initiate responsibility for the
efficient operation of the classroom.

Transitions are seamless as the teacher
effectively maximizes instructional time
and combines independent, collaborative,
and whole-class learning situations.

The teacher engages in two-way, ongoing
communication with families that results
in active volunteer, community, and family
partnerships which contribute to student
learning and development.

A classroom management system has
been desighed, implemented, and
adjusted with student input and is
appropriate for the classroom and
individual student needs. Students are
actively encouraged to take responsibitity
for their behavior. The teacher uses
research-based strategies to lessen
disruptive behaviors and reinforce positive
behaviors.

Evidence

| Instruction and Assessme

Ineffective

Developing

_Profi'c_i‘eﬁt

Accomplished

ASSESSMENT OF
STUDENT LEARNING

‘Sources of Evidence:
Pre-Conference
F * 1t Observation

INSTRUCTION
N

a {Standard 3: Assessment)

5/18/12

The teacher does not routinely use
assessments to measure student mastery.

The teacher uses assessments to0 measure
student mastery, but may not differentiate
instruction based on this information.

The teacher uses assessment data to
identify students’ strengths and needs,
and modifies and differentiates instruction
accordingly, although the teacher may not
be able to anticipate learning obstacles.

Ohlo | 2220

The teacher uses assessment data to
identify students’ strengths and needs,
and modifies and differentiates instruction
accordingly, as well as examines classroom
assessment results to reveal trends and
patterns in individual and group progress
and to anticipate learning obstacles.
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Ineffective

Devel~aing

Proficient

Accomplic-=d

cl om Walkthroughs/
Informal Observations
Post-Conference

The teacher rarely or never checks the
students’ understanding of content. The
teacher fails to make adjustments in
response ta student confusion.

The teacher persists in using a particular
strategy for responding to
misunderstandings, even when data
suggest the approach is not succeeding.

The teacher does not provide students
with feedback about their lzarning.

The teacher checks Jdent
understanding and mares attempts to
adjust instruction accordingly, but these
adjustments may cause some additional
confusion

The teacher gathers and uses student data
from a few sources to choose appropriate
instructionat strategies for groups of
students.

Students receive occastonal or limited
feedback about their performance from
the teacher.

The teacher checks for understanding at
key moments and makes adjustments to
instruction (whole-class or individual
students).The teacher responds to student
misunderstandings by providing additional
clarification.

The teacher gathers and uses student data
from a variety of sources 1o choose and
implement appropriate instructional
strategies for groups of students.

The teacher provides substantive, specific,
and timely feedback of student progress to
students, families, and other school
personnel while maintaining
confidentiality.

The teacher continually s for
understanding and makes adjustments
accordingly (whole-class or individual
students). When an explanation is not
effectively leading students to understand
the content, the teacher adjusts quickly
and seamlessly within the lesson and uses
an alternative way to explain the concept.

By using student data from a variety of
sources, the teacher appropriately adapts
instructional methods and materials and
paces learning activities to meet the needs
of individual students as well as the whole
class.

The teacher provides substantive, specific,
and timely feedback to students, families,
and other school personnel while
maintaining confidentiality. The teacher
praovides the opportunity for students to
engage in self-assessment and show
awareness of their own strengths and
weaknesses. The teacher uses student
assessment results to reflect on his or her
own teaching and to monitor teaching
strategies and behaviors in refation to
student success.

Evidence

5/18/12
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Professionalism

Ineffective

Developing

Proficient

PROFESSIONALISM

PROFESSIONAL -
RESPONSIBILITIES
(Standard 6: Collaboration
and Commiunication;
Standard 7: Professional
Responsibility and
Growth)

Sources of Evidence:
Professional Developrment
Plan or Improvement Plan;

Pre-coriference;
Post-conference;
daily interaction with
others

Evidence

‘| The teacher fails to communicate clearly

with students and families or collaborate
effectively with professional colleagues.

The teacher fails to understand and follow
regulations, policies, and agreements,

The teacher fails to demonstrate evidence
of an ability to accurately self-assess
performance and to appropriately identify
areas for professional development.

The teacher uses a variety of strategies to
communicate with students and famiiies
and coltaborate with colleagues, but these
approaches may not always be
appropriate for a particular situation or
achieve the intended ocutcome.

The teacher understands and follows
district policies and state and federal
regulations at a minimal level.

The teacher identifies strengths and areas
for growth to develop and implement
targeted goals for professional growth.

The teacher uses effective communication
strategies with students and families and
works effectively with colleagues to
examine problems of practice, analyze
student work, and identify targeted
strategies.

The teacher meets ethical and
professional responsibilities with integrity
and honesty. The teacher models and
upholds district policies and state and
federal regulations.

The teacher sets data-based short- and
long-term professional goals and takes
action to meet these goals.

The teacher communicates effectively

with students, families, and colleagues,
The teacher collaborates with colleagues
to improve personal and team practices by
facilitating professional dialogue, peer
observation and feedback, peer coaching
and other collegial leaming activities.

The teacher meets ethical and
professional responsibilities and helps
colleagues access and interpret laws and
policies and understand their implications
in the classroom.

The teacher sets and regularly modifies
short-and long-term professional geals
based on self-assessment and analysis of
student learning evidence.

e
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Ohio Teacher Evaluation System

Classroom Walkthroughs / Informal Observation

An informal observation/ classroom walkthrough is a:
e 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 teachers; and
+  Means for principals to visit classrooms more frequently and more purposefully.

An informal observation/ classroom walkthrough is not a{n):
s  Formal observation;
e “Gotcha” opportunity for supervisors or evaluators;
isolated event; or
Shortecut to the observation protocol required as part of the teacher evaluation process.

Classroom walkthroughs/ tnformal observations, as part of the teacher evaluation system, may be general in nature or focused on obhserving a specific aspect
of teacher performance. Summary data collected through a series of walkthroughs along with evidence decumented 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 informat classroom observations. Informal observations should last from 15 to20 minutes; therefore, conduct only as many
observations in a day as you can follow up with on either the same or next day. Teachers need and deserve some type of immediate feedback.

Informally Observe As Often As You Can
The principal’s presence in the classroom sends a positive message to teachers: the principal cares. Including informal classroom observation as a school-
wide initiative requires consistency and frequency. Find times in the 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 afterncon.

Focusing on One or Two Areas
Although there may be no predetermined focus established {because of no pre-conference), find a focus based on the instruction, events or discussions
that are occurring in the classroom. A focus may also occur based upan past conferences and the need for follow up observations.

Chio | 280250 .
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Ohio Teacher Evaluation System

Make Time to Follow Up
Follow-up communication to informal classroom observations is a critical component. Follow-up will often be in writing but the evaluator should extend to
the teacher an invitation to discuss any comments provided face-to-face. The evaluator may also offer resources to help teachers refine their practice.

Teacher Driven Observations
While it is recognized that evaluators have many demands on their time, encouraging teachers to identify instructional periods for the evaluator to
observe can he a means for the evaluator to collect evidence related to a specific focus the teacher and evaluator may be working on.

Types of Data
Data collected as evidence of teacher practice may be quantitative, qualitative, or a combination of both. Quantitative data includes frequencies,
distributions and other counts or tallies. For example the observer could use a checklist to tally how many questions were asked of children in the front
row or 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 events observed. In both cases accuracy is essential to ensure the
credibility of the process and the evaluator.
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Ohio Teacher Evaluation System

Informal Observation: General Form

Teacher Name: Grade(s)/Subject Area(s): Date:

Evaluator Name: Time Walkthrough Begins: Time Walkthrough Ends:

Directions: This form serves as a record of an informal walkthrough by the teacher’s evaluator. The evaluator will likely not ohserve all the teaching elements listed below in any
one informal observatlon Thls record, along Wfth records of addltlonal informal chservations, will be used to |nform the summatlve evaluatlon of the teacher

EVALUATOR OBSERVATIONS: . : S

D Instruction is developmentaily appropriate D Lesson content is linked to previous and future Iearmng
|: Learning outcomes and goals are clearly communicated to students |__[Classroom learning environment is safe and conducive to learning
I: Varied instructional tools and strategies reflect student needs and : Teacher provides students with timely and responsive feedback

learning objectives
D Content presented is accurate and grade appropriate D Instructional time is used effectively
DTeacher connects lesson to real-life applications D Routines support learning goals and activities
[:] Instruction and lesson activities are accessible and challenging for D Mulitiple methods of assessment of student learning are utilized to guide
students instruction
D Other: D Other:

‘Evaluator Summary Comments: S TR Bt e

Recommendations for Focus of Informal Observations:

Evaluator Signature: D Photocopy to Teacher

Ohlo | 3555 o
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Ohio Teacher Evaluation System

Informal Observation: Open-Ended Form

Teacher Name: Grade(s}/Subject Area(s): Date:
Evaluator Name: Time Walkthrough Begins: Time Walkthrough Ends:

TIMES "

Evaluator Summary Comrents:

Evaluator Signature: |:| Photocopy to Teacher
e/ Chlo | S
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Ohio Teacher Evaluation System

Post Conference Planning
+  The goal for the conference leader is to cognitively coach the teacher through the use of reflective questions.
= Record 3 reflective questions you would ask the teacher aligned to the area of reinforcement.
1.

3.

*  Record 3 reflective questions you would ask the teacher aligned to the area of refinement.
1.

Four Key Elements of the Instructional Post-Conference

Conducting the Post-Conference: To be discussed at Day 3 Training prior to conducting the post-conference
1. Introduction/Greeting/Establish Length

*  Review Conference Process
*  General Impression Question
- “How do you think the lesson went?”

2. Reinforcing the Teacher
*+  ldentify an area of Reinfarcement (ONLY one area)
*  Ask Self-Analysis Question
*  Provide evidence from notes

3. Refining the Teacher’s Skill:
= Identify an area of Refinement (ONLY cne area)
*  Ask Self-Analysis Question
*  Provide evidence from notes
+  Give a recommendation for future practice

4. Present evidence and rating connected to the rubric

Ohlo | 265
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Ohio Teacher Evaluation System

Final Summative Rating of Teacher Effectiveness

Proficiency on Standards 50% . -

Cumulative Performance Rating
{Holistic Rating using Performance Rubric)

Areas of reinforcement/ refinement:

‘Student Growth Da

Student Growth Measure of Effectiveness

Areas of reinforcement/ refinement:

Final Summative (Overall}Rating - -~ - .{ ‘DEVELOPING - [~ PROFL

Check here if Improvement Plan has been recommended.

Teacher Signature Date
Evaluator Signature Date

The signatures above indicate that the teacher and evaluator have discussed the Summative Rating.

Note: The teacher may provide additional 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 the local contract agreement.
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Data Entry & Management B | APPENDIX C

A

Survey: lﬂnsoma Local Learning Targets | Site: | "Ansonia Elementary School & |

Enter Data Manage Entries

Ansonia Local Learning Targets Walk-Through
for Ohio / ERSS Region 10 / Ansonia Local School District, OH / Ansonia Elementary School

Date Entered: [1/29/13 | (fl[s 1:711 | ("M %)
Grade Level * _ Teacher Subject *

What is the l__earning_ Target(s) for the lesson? *

What does the student(s) state the Learning Target(s) is for the lesson? *

Learning Target(s) is posted and referenced. (select one) *

i jEvident {_)Not Evident \_)Posted But Not Referenced

i “jPosted But Not Referenced For  { Referenced But Not Posted { ‘Not Referenced Or Posted For
"~ This Observation. This Observation.

Learning Target(s) is evident to the students. (select one) *

i JEvident: Students Know {_;Somewhat Evident: Some i )Not Evident: Students Do Not
Target(S) Students Know Target(S) Know Target(S)

Identify Instructional Practices *

ittp:/ fwww.teachscape.com/tsp/web/Iwicket:interface=:3:4:: Page 1 of 3



Teachscape Program Manager
I_! Discussion

[_icomparison/Contrast

[_iCooperative Learning

{_iHand-On Experiences

(_utilization Of Graphic
Organizers Or Charts Or
Diagrams

i_!Learning Centers

Il providing Opportunities For
Practice

[_Iproviding
Directions/Instructions

{_Ipresentation

1/29/2013 812 PM

{_ILecture
I iReading Groups

[_iNone

[_ITeacher Directed Q And A

.| Short Answer And Extended
Response Questions

I Modeling

i_!Informal Assessment

Formative Assessment Strategy _Usgd. *

{ yEvident

{_Not Evident

I} Testing
i_'Teacher Proximity

__iNon-Linguistic Representations

{_)Some Evidence, But Unable To
Determine

Identify Instructional Materials *

i_!Computer Software

{_'Worksheets/Workbook

{_! content-Specific Manipulatives

I..'Handheld Technology
i_Lab/Activity Sheet

i_ipublished Print Materials

!_ITextbook

{_Student-Created Materials

I_'Video

i_!Computers |_loverheard/Whiteboard/Flip '_ILCD Projector
Chart

i_iSmart Board i web Site(S) |_iDocument Camera

I_!Real-World Objects ‘-;!Library Book i_inone

Determine level of class engagement (select one) *

{"sNo Opt-Out, It Is Evident That

~ Al Students Are Called Upon
Including Those With Hands
NOT Raised, Instructional Time
Maximized And ALL Students
Are Engaged In The Learning
Process.

(_JNeeds Improvement, As Some

Students Are Participating, But
Class Time Could Be Utilized
More Effectively.

{ iwell Managed, Students Are
willingly Compliant, A Majority
Of Students Are Participants.

http: / fwww.teachscape.com/tsp/web/?wicket:interface=:3;4::: Page 2 of 3



Teachsca®e Program Manager 1/29/2013 8:12 PM

{")Dysfunctional, Many Students
Actively Reject The Assigned
Task Or Substitute Another
Activity, Only Students With
Hands Raised Are Called Upon,
Students Can Opt-Out.

What is evident in the classroom environment?

{_!materials Are Available In The {_!Scoring Rubrics Are | Models/Exemplars Of Quality

Classroom. Displayed/Provided. Work Posted.
i_JStudents Ineract With i_JRoutines And Procedures Are
Classroom Environment. Evident.

Notes/ Feed b_ack

)

* required
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