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. RECOGNITION

ASSOCIATION RECOGNITION

The Cardinal Board of Education, hereinafter the "Board,” hereby recognizes the
Cardinal Education Association, hereinafier the "CEA”" or "Associafion,” as the
sole and exclusive bargaining representative for the purpese of collective
bargaining as defined in Section 4117.01 (G) of the Ohio Revised Code.

BARGAINING UNIT MEMBER

1. Members of the CEA bargaining unit, hereinafter "MBUs,” shall mean only
certificated/fiicensed personnel under reguiar teaching contracts employed
by the Board with the exception of substitutes, tutors (as defined in Board
of Education policy), or other casual employees. Persons employed as
substitutes with an assignment to one specific teaching position for a
period of sixty {60) days or longer in a single school year shall no longer
be considered as substfitute teachers for the purpose of this Collective
Bargaining Agreement, hereinafter “CBA.”

2. The Association shall not include any personnel employed as
management level personnel, i.e., those individuals who have the right to
hire, fire, discipline, evaluate, and/or recommend or paricipate in such
actions, and all other confidential employees, including the Athletic
Cirector, if an administrator.

{l. NEGOTIATIONS PROCEDURE

SCOPE OF NEGOTIATIONS

The Board will meet with the Association for the purpose of amiving at an
agreement on proposals conceming all matters with respect to wages, hours,
terms and conditions of employment, and the coniinuation, mcdification, or
deletion of an existing provision of the CBA.

MEETINGS AND PROCEDURE

1. Requests for Negotiations — i either party desires to open negotiations for
a successor CBA, it shall so notify the cther party in writing not socner
than one hundred eighty (180) calendar days, and not later than one
hundred twenty (120) calendar days prior to the expiration date of this
CBA. Noiification in wrifing from the Association shall be served on the
Superintendent, and from the Board shall be served on the Association
President. The party giving notice shall also serve a copy of the written



7.

notice, together with a copy of this CBA, on the Staie Employment
Relafions Board.

The parties shall simultaneously submit in writing their proposals within
tweniy {20) calendar days of the receipt of the written Notice to Nagotiate.
After the initial submission of proposals, additional items shall not be
submitted by either party unless mutually agreed otherwise. Within fifteen
(15) days after the parties submit their initial proposals, an initial meeting
fo negotiate shall occur. The traditional exchange of initial proposals may
be replaced by any form of Interest-Based Bargaining only if both parties
agree in writing to such a method.

At the time the initial request for negotiations is made and the items for
discussion are mutually exchanged, a meeting place shali be determined
and a timetable set up for future meetings.

Either team may call for a caucus at any time during a bargaining session.
Normally a caucus shall not fast more than thirty (30) minutes.

Negotiation teams shall be limited to a2 maximum of seven {7) members,
which shall include any consuitants and/or altemates.

The teams may mutually agree to invite other professional consultants to a
specific bargaining session {o provide informaticn fo both teams.

Ali bargaining sessions shall be closed to the general public.

AGREEMENT [T.A.

1.

When a tentative agreement is reached befween both negotiation teams,
the Association shall present the tentative agreement to the membership
for ratification or rejection.

After the Asscciation rafifies the tentative agreement, the Board will
consider the tenfative agreement. The motion to adopt the tentative
agreement will be written into the Board’s minutes.

After the Association ratifies and the Board adopts the tentative
agreement, the Association President and the Board President shall sign
four copies of the CBA and each party will receive two (2) copies.

DISPUTE SETTLEMENT PROCEDURE

1.

The parfies agree to discuss all issues in good faith in an effort to resolve
them within sixty (60) days of the onset of the first bargaining session.
Either party may submit, at any time after fifty {50) days prior to the



expiraticn date of this CBA, all unsettled issues in dispute o mediation
with the Federal Mediaiion and Conciliation Service (FMCS).

The parties agree that the aforementioned mediation process will
constitute their exclusive mutual altemative dispute settlement procedure
and shall last a minimum of twenty-one {21) days from date of assignment
of mediator or until settlement is reached, whichever comes first. The
Board acknowledges the Associafion's right to sirike under Section
4117.14 {D)(2}.

It is the intent of both parties that efforts to negotiate may continue during

the ten {10) day period following the Board's receipt of the Association’s
nctice to strike.

lll. GRIEVANCE PROCEDURE

DEFINITIONS

1.

Contract ltems — A "grievance" is a claim based upon violation,
misinterpretation or misapplication of a specific provision(s) of this CBA. A
grievance in this category may be processed, if necessary, through Step
V.

An Taggrieved person” is the person or persons making the claim. A
grievant may be a MBU, group of MBUSs, or the CEA.

A "party in interest” is the person or persons making the claim or any
person who might be required to take action or against whom action might
be taken in order to resolve the claim.

Days as used in this procedure shall be "school days."” Days used in this
procedure shall be school days except where the fime limits exiend
beyond the last teacher work day. After the last teacher work day, days
will be defined as calendar days. ,

Representative or representatives shall be any MBU chosen by the
aggrieved or any other person of the aggrieved’s choosing.

PURPOSE

1.

The purpose of this procedure is to secure, at the jowest possible
administrafive level, equitable solutions of the problems that may from
time to time arise concerning provisions of the CBA. Baoth parlies agree
that these proceedings will be kept as informal and confidential as may be
appropriate and iega! at any level of the procedure.



Nothing contained herein will be coenstrued as limiting the right of an
aggrieved person and a party of interest from discussing the matter
informally and to have the grievance resolved without intervention by the
Association, provided that the resolution is not inconsistent with the terms
of the CBA and that the Association has been given an opportunity to be
present at such resolution and to state its views.

PROCEDURE

Since it is important that grievances be processed as rapidly as possible, the
time table specified at each level should be considered as a maximum and every
effort should be made fo expedite the process. The grievance procedure must
be commenced within fwenty (20} days of an incident or within twenty {20) days
after the MBU becomes aware of an incident. The time limits specified may,
however, be extended by mutual agreement.

1.

Informal Step — If a grievant believes there is a basis for a grisvance, the
grievant may first discuss the matter with an immediate supervisor in an
effort {0 resolve the problem informally. :

Step | - If the grievance is not resolved within five {5) days of such
informal meeting, the aggrieved may present a formal claim to hisfher/their
immediate supervisor by submitting a completed Grievance Report Form.
Within five (5) days of receipt of the grievance, the immediate superviser
shall meet with the aggrieved and the aggrieved's representative(s], if
elected by the aggrieved, at a mutually agreeable time in an effort to
resolve the matter. The immediate supervisor shall indicaie histher
disposition of the grievance within five (5} days after such meeting by
completing the report form and returning it to the aggrieved and the
bargaining agent. If such dispositicn is not timely filed, the grievance shall
go to Step Il

Step H — If, after receiving an answer at Step | (or if no decision is
rendered), the aggrieved person remains aggrieved, the grievance shall
be forwarded to the Superintendent for a Step Il decision in the matter.
Such request must occur within five (5) days following the receipt of the
answer at Step |. The Superintendent shall meet with the aggrieved
person and a representative of the aggrieved's choice at a mutually
agreeable fime within five {5) days following the receipt of the written
grievance. Within ten (10) days of receipt of the written grievance, the
Superintendent shall forward a copy of the Step |l decision to the grievant.
A copy of the Step Il decision will be forwarded to the principal or
administrator involved at Step |.



Step Wl - If, after receiving an answer at Step Il {or no decision is
rendered), the MBU remains aggrieved, the aggrieved .andfor the
Associatiocn shall, in writing, request a Step Il hearing ‘with the Board of
Education. Such request must be made within five (5) days following
receipt of the Step Il decision. Copies of the grievance and Step I
decision will be sent {o all Bocard members. The Board will amange a
discussion to be held in executive session, if requested by the aggrieved
and the topic of the grievance is an appropriate cne for executive session,
to be held within ten (10} days or at the next Board meeting following
receipt of the discussion request, whichever is longer. If the topic of the
grievance is not appropriate for executive session, the Board will notify the
Association President at least five (5) days before the meefing and the
Association President will have the discretion to elect to advance the
grievance directly to Step IV. The aggrieved may be accompanied at the
discussion by representatives of the Association, legal ccunsel, and
witnesses. The Board's written decision shall be transmifted to the
grievant and the Association within five (5) days following the discussion.
Any official action taken by the Board will refer to the grievance by topic
only.

Step IV — If, after receiving an answer at Step lll (or if no decision is
rendered), the grievant is not satisfied with the disposition, the grievant or
the Association may submit the grievance fo arbitration within thirty (30}
days of the receipt of the answer from Step lll. The arbitrator will be
selected from a panel provided by the American Arbitration Assodiation {or

- another source if mutually agreed to by the parties’ representatives). The

arbitrator shali conduct a hearing in accordance with the rules of the
American Arbitration Association and render a decision following the
hearing. The arbitrator shall have no power to alter, add to, delete from, or
modify any of the terms of this CBA. Both parties agree that the award of
the arbitrator will be final and binding on all pariies. The fees and
expenses of the arbitrator shall be paid by the party that does not prevail
in the arbitration. The arbitrator shali identify the prevailing party as part of
hisfher decision, and, if the decision is “split,” the arbitrator shall allocate
histher fees and expenses as a part of histher decision. Additional
expenses shall be paid by the party that incurs them.

D. RIGHTS OF THE GRIEVANT

1.

A grievant may appear on hisfher/their own behalf or may be represenied
at any and all steps of the Grievance Procedure by the bargaining agent,
or by counsel, or by any other person of the aggrieved's chaice, except
that the aggrieved may not be represented by an officer or employee of
any teachers’ organization other than the recognized bargaining agent.



2. A grievant shall have the right to present a claim in accordance with the
procedure described herein, free from inierference, coercicn, restraint,
discrimination, or reprisal.

3. I a grievance appears to arise from the actions of an authority higher than
-the immediate supervisor and/or affects a group of members, it may be
initially submitied at Step |! described herein.

4. Any grievance may be dealt with by the grievant seeking redress with the
immediate supervisor; however, this informal procedure does not preclude
the filing of a grievance at any appropriaie formal ievel.

5. The grievant, grievant's wiiness{es), and the Asscciation President or
designee shall have the right to attend Step |, Il, lll, or IV level
meetings/hearings without loss of pay, or having to use any accrued
leaves of absence.

IV. MBUS’ RIGHTS AND RESPONSIBILITIES

CURRICULUM

With respect to participation in curriculum and other committees in which MBUs
are involved, MBUs shall not be requested to serve on more than two {2)
committees in any three (3} consecutive years. North Central committees are
excluded.

MULTI-YEAR CONTRACTS

1. The Board may provide multi-year contracts to MBUs who have taught
three (3} or more consecutive years in the Cardinal Local School District
but who do not meet the requirements for a professional educator, senior
professional educator, or lead professional educator license.

2. Any MBU cummently employed under a multi-year contract who becomes
eligible for a continuing contract shali be considered for said contract at
the May Board meeting following the MBLU) requesting such consideration.

TEACHER TENURE

Only MBUs employed half-time or more by the Board shall be eligible to be
considered for a continuing coniract. To be eligible io be considered for a
continuing contract, a MBU must have taught three (3) continuous years at the
Cardinal Local Schools and hold a valid professional teaching certificate/license,
and such appilication for professional teaching certificate/flicense is on fite with the
locat and county superintendent by the April Board meeting. In addition, the MBU



must notify the Superintendent of his/her eligibility fo be considered for a
continuing contract by the November 15 preceding the May in which the Board
woulld consider the matter.

PROFESSIONAL DEVELOPMENT PLANNING COMMITTEE

The parties affirm the importance of in-service programs to the professional
growth of the District's teaching staff. A Professional Development Planning
Commitiee (*PDPC"} shall be created that is composed of the Superintendent
and up two {2) administrators appointed by the Superintendent and a minimum of
four (4) persons appoinied by the Association President. The
Superintendent/designee and the Assodciation President/designee shall serve as
the co-chairpersons of the PDPC. The PDPC is responsible for planning a
relevant professional development program{s) to improve student performance.
Programs will be designed to meet LPDC standards for appropriate contact
hours of professional development. Other school improvement commitises {e.g.,
Race to the Top) shall collaborate with the PDPC to ensure alignment of K-12
professionaf development.

NON-RENEWAL OF CONTRACTS

A MBU whose limited coniract for reguiar teaching duties is expiring shall be
deemed reemployed for the successive school year unless:

1. The Superintendent notifies the MBU in writing by May 1 of his/her intent
to recommend to the Board that the MBU be non-renewed;

2. The Superintendent provides the MBU with a written statement of the
reasons that led to his/her decision to recommend nonrenewal and
pravides the MBU with an opportunity to meet with him/her by May 10 {o

- discuss the reasons;

3. The Board adopts a resolution in public session stating its intention not to
renew the employment of that MBU; and

4, The Superintendeni mails written notice of the non-renewal by certified
mail, retumn receipt requested, to the MBU at the address appearing for
that MBU on the Board Treasurer's records. It is the responsibility of each
MBU to keep a current address on file with the Board Treasurer and to
make any necessary changes therein. Timely mailing of the noiice of non-
renewal no later than June 1 shall be the Board's only obligation in serving
such notice.

The pariies affirm that paragraphs 1 — 4 above expressly supersede and replace
the corresponding provisions of Ohio Revised Code Section 3319.11.



Within five (5} calendar days after receipt of the Board's written nofice of
nonrenawal, the MBU may file with the Board Treasurer a written demand for a
hearing before the Board pursuant io divisions (G)(4) to (6) of Chio Revised
Code Section 3319.11. The Board will conduct the hearing in accordance with
0Q.R.C. 3319.11(G)} 4}-(6). S , '

A MBU may appeal a Board order affirming the nonrenewal to the Geauga
County Court of Common Pleas under O.R.C. 3319.11(G}X7). The parties affirm
that the evaluation procedures identified within this CBA, including the Board-
adopted Standards-Based Teacher Evaluation policy, shall be those required to
be followed by the administration and subject to review by the Court.

RESIDENT EDUCATOR PROGRAM

1. Purpose: The Resident Educator Program {*“REP”) is designed for
beginning teachers and provides them with the coaching, mentoring and
guidance that is critical fo improving their skills and knowledge and
enhancing siudent achievement. The Board will administer and fund the
REP. The REP is a four (4) year program. Successful completion of the
REP is required for a teacher to advance to a five (5) year professicnal
educator license.

2. Lead Mentor: A Lead Mentor will oversee and menter the Resident
Educator.
a. A Lead Mentor shoufd- have Mational Board, Masier Teacher or

Lead Teacher designation, if possible.

D. MBUs who want to be considered for the position of Lead Mentor
must submit an application to the Superintendent by April 1 for the
next school year.

c. Duties of Lead Mentor:

i. Chair Resident Educator Committee.

i Assign Mentors in conjunciion with the Resident Educator
Committee from the previous school year.

ii.  Coordinate the REP.
iv. Schedule and preside over meetings.

V. Keep Superintendent and/or designee informed of all
activities involving the Resident Educator,



vi.

Monitor the Resident Educator and Mentor's interactions and
offer support and assistance as needed.

d. The Lead Mentor shall be paid a stipend of 7% of the BA base.

Resident Educator Committee

a. The Resident Educator Commitiee shall be comprised of the Lead
Mentor, at least one administrator, and Mentors assigned to
Resident Educaters for the current school year.

b. The Resident Educator Committee shall determine when, where,
and the number of meetings necessary to fulfifl its purpose.

Mentor: The Lead Mentor shall assign Mentor Teachers ("Mentors”) afier
soliciting interest among qualified MBUs.

a. Qualifications:

L.

Mentors must have continuing contract status and a
minimum of five (5) consecutive years of teaching
experience in the District. Preference will be given to those
with Master Teacher, National Board Certification, or Lead
Teacher designation.

Mentors must be trained io serve as a Mentor through the
Obio Deparment of Education’s Instructional Mentoring
Program.

Mentors must hold a valid teaching cerfificateflicense and
should be assigned to Resident Educators with the same
area of certification/iicense.

Mentors must demonstrate the ability to work cooperatively
and effectively with the professional staff members and have
extensive knowledge of a variety of classroom management
and instructional techniques.

b. Responsibilities:

Carry out the REP {as developed by ODE) in conjunction
with the Resident Educator.

Consult with and otherwise assist the assigned Resident
Educator on a regular basis within the instructional day.



jii.

Use the REP formative assessment tools (collaborative log,
Ohio Standards for the Teaching Professional reflection tool,
goal sefting agreement) and protocols to support the
Resident Educator.

Attend regional mentor network meetings.

The Mentor shall not have a role in the Resident Educator's
formal evaluation. Rather, the Mentor serves as an
instructional mentor and is responsible for supporting the
Resident Educator's growth through the use of formative
assessment tools. -

Release Time:

jii.

Each Mentor shall be granted release time {at least the
equivalent of two {2} days annually} for direct mentoring
activities. Release time shall be separate from any other
release time covered under this Agreement and shall be
coordinated by the Superintendent/designee.

Each Mentor shall be granted release time tc attend
ccmmittee meetings, necessary training, and to perform the
required Committee work.

Coverage needs brought on by exceptional circumstances
will be provided by altemate methods to be detemmined
jointly by the Superintiendent/designee and the Mentor.

Restrictions:

Any or all materials jointly developed by the Resident Educator and
the assigned Mentor shall not be utilized as a remediation program.

Compensation: 7

il.

In addiion to the mutually agreed upon released time, each
Mentor shall receive a supplemental contract for each
assigned Resident Educator. The stipend is paid in May of
that school year.

The Board wiill pay al! training fees required for Mentors to
receive the mandatory ODE-staie mentor training.

Mentors shall receive a stipend of four percent (4%} of the
BA base.
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8. Resident Educator:

a.

Each Resident Educator shall be provided with the following:

i. Assistance in acquiring knowledge of the school curriculum,
responsibifities for implementing that cumiculum, and the
instructional resources available for such implementation.

ii. Assistance with the management tasks identified as
especially difficult for beginning feachers.

iii. Assistance in the improvement of instructional skills and
classroom management; and

iv. The opportunity fo consultiobserve other teachers both
within and outside of the District.

The Resident Educator shall be provided release time not to
exceed two {2} days per year for the purpose of observing classes,
meetings with histher Mentor, atiending recommended workshops,
assessment preparation, etc. The days may be used in quarter
{1/4) day increments and shall be coordinated by the Building
Principal/lmmediate Supervisor.

The Resident Educator is not required to complete an IPOP or
utiiize the LPDC process.

6. Protections:

a.

Other than a notation to the effect that a teacher served as a
Mentor, the teacher's activities as a Mentor shall not be part of that
Resident Educator's evaluation.

No Resident Educator shall be required o remain in a REP after
cbtaining a professional educator license.

If the District fails fo comply with the State-mandates for
implementing a REP, affected MBUs who participate in the REP
shall not be disciplined andfor adversely affected due to the
action{s) and/cr inaction(s} of the District.

Communications between a Mentor and his/her assigned Resident
Educator shall be considered confidential to the extent permitted by
law. Any violation of this tenet by the Mentor shali constitute
grounds for immediaie removal from his/her roie as mentor teacher.
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e. At any time, either the Mentor or the Resident Educator may
request that a new mentor teacher be assigned. If either individual
makes such a request, no specifics shall be given as to the
exercise of the option and no prejudice or evaluation is to be given
such change.

f. Al members of the Resident Educator Committee, Mentors and
Resident Educators shali keep confidential all discussions, actions,
materials and other information to the extent permitted by law.

g. No Mentor shall pardicipate in any informal or formal evaluation of &
Resident Educator, nor make or be requested or directed to make,
any recommendation regarding the continued employment of
hisfher assigned Resident Educator.

h. A Mentor's participation in the REP shall not be evaluated by the
administration or taken into consideration as a part of teacher’s
regular evaluation.

i Resident Educators are entitled fo the same rights and privileges as
- other MBUs.

j- Formative assessment evidence is the property of the Resident
Educator, and hefshe reserves the right to share or not share it with
the administration. Regardless, it will not be collected by the
Building Principal or other District personne!l, and it will not be
utilized for the teacher's evaluation or as a basis for empioyment
decisions.

Program Review / Revisions:

Mentors and their assigned Resident Educators may meet as a group
-prior to the end of each school year to assess and evaluate the REP.
Recommendations may be submitted in the form of a written report to the
Associafion and the Superintendent not later than June 1.

Records:
The Resident Educator Committee shall determine to what extent to keep

and retain records of its meetings, decisions, actions and
recommendations to the extent permitted by law.
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AIDS POLICY / MEDICAL PROCEDURES

MBUs are not expected to dispense regular medication. A MBU may hoid and
dispense emergency medication where there is a physician's written approval.
MBUs will not be requested or required to perform non-emergency medical
procedures or custodial care {e.g., changing diapers).

ASSOCIATION /| MANAGEMENT COMMITTEE

In an effort to solve problems before they become formal grievances, the Board
and the Association agree to establish a formal committee consisting of
represeniatives of both the Association and the Board.

The function of the Association/Management Commitize shal! be to confer on all
matters of mutual concem, to keep both parties to this CBA informed of changes
and developments caused by conditions other than those covered by this CBA,
and to confer over petential preblems (e.g., class size, etc.} in an effort to keep
such matters from becoming major in scope.

The Association representatives shall be no more than six {6) MBUs. The Board
representatives shall be no more than six (6} in number. Board members wil!
parficipate when available and requested. One meeting per year will be held in
January on an annual basis.

Additional meetings shali be limited to no more than once per month unless
mutually agreed upen. The party requesting the convening of the commitiee
shall submit a list of agenda items.

Nothing contained in this provision shall Iimit either party from maintaining a
course of adminisirative action or the Assocciafion from processing a formal
grievance.

PERSONAL COMPLAINTS

A perscnal complaint is a claim based upon an event or condition affecting the
welfare andfor terms and conditions of employment of a teacher or group of
teachers and not related to alieged violations of the CBA. A personal complaint
may be processed, if necessary, through Step Il of the grievance procedure in
Article lll, Section C.
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J.

EMERGENCY ASSIGNMENTS

1. Whenever a MBU is absent for one (1} ful! school day or more, the Board
' will attempt to secure a properly certificatedflicensed substitute.

2. In the event a properly certificated/licensed substitute cannot be obtained,

the following shall apply:

a. Elementary School - Students may be divided between other
classes, preferably in that grade ilevel, or assigned to a MBU(s)
volunteering to accept them. Each MBU receiving students shall be
paid an amount per day equal io cne-half of substitute pay.

b. Middle Scheol and High School — A MBLU may be requested to take
the class of the absent MBU. Such requests shall be equitably
distributed among MBUs who do not have assigned student contact
time. If substitutes are not available, a teacher may be directed to
take the added assignment, MBUs will receive one-sixth (1/6) of
the amount paid daily to a substitute per class period for this dufy.

c. Study Halls/Library — MBUs who receive an extra regulary
scheduled class of studenis in study hal! or the library shal! receive
the same additional pay per class as provided for in paragraph (b)
above.

Twice annually, in December and June, the Board will pay MBUs for all duties
served under this provision. A form will be provided to each MBU by the
immediate supervisor for each applicable class so covered. Records shall be
kept by the home school and turned in at the Board office prior to the pay period
affected.

There will be no compensation paid for a cooperative amangement beiween two
{2} MBUs to fill in for each other.
V. PERSONNEL FILES

LOCATION

The Board shall maintain an Employee Kiosk (for attendance and payroll) and, at
the Board Office, an official perscnnel file for each MBU.

CONTENT

Effective August 1, 2002, all negative items placed in the file shall be dated and
signed and identified as to scurce. A copy shall be sent to the MBU before being
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placed in the file with the exception of those items filed at the direction of the
MBU. Parental complaints will not be a part of an MBU's permanent personnel
file unless substantiated following an investigation and discipline is imposed.
After five years, a MBU may petition the Superintendent to remove a written
reprimand, if the conduct referred to in the written reprimand has not been
repeated during the five year period and the removal of the decument is not
prohibited by state law. '

EXAMINATION

Each MBU has the right to examine his/her file during regular office hours. The
MBU may be accompanied by a representative. A designee from the central
office must be present when a file is examined.

COMMENTS

The MBU has the right to attach written comments to any item in the file,

REMOVAL

The file shall not be removed from the Board Office by the MBU.

COPIES

A copy of each item in a MBU's file shall be provided, at nc cost, fo the MBU
requesting the material.

REVIEW OF PERSONNEL FILE

If a MBU's personnel fite is reviewed by anyone, excluding Administration and
Board office personnel, a notation will be made on a log attached to the file,
which will specify the date the review occumed and identify (if known) the person
who reviewed the file. This will also apply to members of the LPDC and
individual members of the Board of Education. Before a personnel! file is
reviewed by someone other than a Board member or School District empioyee, a
reasonable effort will be made {o notify the MBLU, and the MBU (or hisfher
designee} will be provided an opportunity to be present during the review,
provided any delay related to compliance with this provision will not cause the
Board to viclate Chio’s public records laws. If a MBU (or hisfher designee) is not
present during the review, the Administration will notify the MBU of which
documents were inspected and/or copied, to the exient known.

The Superintendent shall designate an individual to be present on the Board’s
behalf when a personnel file is being reviewed.
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ANONYMOUS CORRESPONDENCE

Mo anonymous correspondence or communication wil! be placed in a MBU's
personnel file.

V1. TEACHER YEAR

WORK YEAR

The school year will be 184 days, which will consist of:

1.

2.

Days of Instruction {178 ~ 180);

Up fo two (2) In-Service Days or the equivalent, with one (1} of the days
occurring on NEOQEA Day. _

Up to two (2} Parent-Teachers Conference Days;
One (1) Crientation Day (haif shall be used for teacher preparation); and

One {1) Record Day, which will occur the first weekday after the last day of
the second semester.

Early release days for siudents (two [2] hours) at the end of the first,
second and third quarters for Record Day responsibilities. MBUs assigned
to the Middle School and High School must submit grades no later than
the end of the first student day of the next quarter, and MBUs assigned fo
the Elementary School must submit grades no later than the end of the
fifth student day of the next quarter.

184 Total Days for MBUs.

Professional Development In-services:

Up to four {4} professional development in-services shall occur each year on
student half {(1/2} days. In-services shall not extend beyond the seven-and-one-
half {7 *2) hour workday.

MBU WORK DAY

1.

The MBU workday shall be seven hours and thirty minutes, inclusive of a
30-minute uninterrupted lunch. Building principals may conduct up to two
{2) meetings per manth that last no more than thirty (30) minutes beyond
the regular MBU workday. This section does not apply to meetings
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scheduled on early dismissals. Buitding Principals will establish the
buiiding times for work day and student day. Under no circumstances
shall any workday be scheduled to start before 7:15 a.m. or end later than
4:00 p.m.

2. There will be at least a ten (10} minute difference between the start and
end of the regularly scheduled student day and the MBU workday for each
building, and MBUs will not be regularly assigned any student supervisory
duties during these periods.

COPY OF CALENDAR

A copy of the schoo! calendar will be sent tc each MBL within four {4) weeks of
its official adoption by the Board.

VIl. CONDITIONS OF EMPLOYMENT

STAFF ASSIGNMENT

MBUs are subject {0 assignment each year by the Superintendent and will be
notified of any change by July 1. Only in emergency situations will assignments
be changed after this date. Emergencies shall include such things as inability fo
find a suitable replacement, significant changes in enrollment, and an anticipated
loss of revenue, When such an emergency arises, all MBUs who may be
affected will be notified. When the new assignments have been made, the MBUs
involved will be immediately nofified. Recommendations from principals
concerning assignments will be given consideration.

MOVING

MBUs who are moving from building to building or classroom to classroom,
whether by voluntary or involuntary transfer or by closing of a buiiding, shall have
furniture, equipment, and packed items moved by the Cardinal Local School
District. MBUs shall be paid a stipend of one hundred fifty dollars ($150.00)
when they move more than one time in a three (3) year period.

TRANSFERS

1. Voluntary Transfers

a. Requests by a MBU for transfer to a different class, building, or
position in which hefshe is interested shall be made in writing to the
Superintendent gn an annual basis. The Superintendent will nofify
the MBU of having received the request. If the MBU does not
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receive nofification within five (5} days, hefshe should call the
Board office fo confirm the request was received.

b. The application shall set forth the reasons for the request, and the
school, grade, or position sought.

C. The Superintendent will inform the MBU by letter if the position
hefshe desires is not granted.

d. The Beoard will maintain a "Request of Transfer" file. Requests for
voluniary transfer will be kept on file for a period of one year from
May 1st through April 30th.

2. Involuntary Transfers - Process — if the MBU objects o an involuntary
fransfer, the ma#ter, upon request, will be discussed in a meeting with the
Superintendent and/or hisfher designee, the MBU, and the MBU's
representative.

3. Definitions — For purpoeses of this article, "transfer® means reassigning a
MBU to a different department, grade level, or subject at the secondary
level; to a different grade at the elementary ievel; or to a different building.

A "vacancy" is created when there is: 1) the death of a MBU; 2) a
retirement; 3) the creation of a new position; 4) an extended leave of
absence; 5) a termination or non-renewal; 6} a fransfer; or 7} a premotion;
and the Board determines to retain the position.

4, Statement of Reasons for Transfer — In cases involving an inveluntary

transfer, the Superintendent will cite educational reasons, enroliment
changes, or financial reasons leading to the decision fo make the transfer.
This written notice will be issued to the affected employee befere the date
of the transfer.

in cases invoiving a veluntary transfer, the Superintendent will give written
notice to all individuals denied a reguest for transfer citing educational
reasons, enroliment changes, or financial reasons leading to the decision.

Where educafional reasons, enrollment changes, or financial reasons can
be addressed as determined by the Superiniendent by more than one
employee requesting the voluntary transfer, seniority at Cardinal Loca!
Scheol District will be considered.

D. POSTING

All vacancies for certificaied/licensed pesitions will be posted on the bulletin
board in each building's office, and on the District's web site and/or distributed
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through the District's Alert System. During the summer months, a notice of each
new vacancy will be posted on the District's web site and distribuied through the
District's Alert System, and a timely notification to check the District's web site
included on the e-mail pay stub. During the last two weeks prior to the opening
of school, nofice by direct contact shall be made with staff having indicated an
interest in the vacancy area. The posting period will be ten {10) working days.
Postings will state the minimum quaiifications and indicate that the vacancy is
"anticipated" if Board action is pending.

POSTING - EXTENDED EDUCATIONAL PROGRAMS

All vacancies for extended program staffing {programs outside of regular student
hours and schoel days) will be posted in the same manner as outlined in Article
VI, D. Posted positions will be filled with the following priority: 1) MBUs serving
in the iast session of the respeciive exiended program; 2) MBUs by seniority; 3)
Principal recommendation when 1 and 2 are equai.

NOTIFICATION OF ASSIGNMENT

By the final workday of a school year, the building principal or other administrator
will give written notification of each MBU's tentative building assignment and
grade level or subject area assignment for the next school year. At the middle
school and high school this shall include a tentative list of courses to be taught.

CLASS SIZE

1. Maximum Class Size — The administration will continue to make
reasonable efforts to ensure that the maximum class size will not exceed
twenty-twe (22) students in kindergarten and twenty-eight (28) students in
grades 1 through 5, and one hundred sixty-two {162) students daily in
grades € through 12. Exceptions to the above maximums are study halls,
music, physical education, and elementary art.

2. Compensation for Exceeding Limits — A teacher will be paid one
hundred fifty dollars ($150.00) per student per semester when the class

size in academic class exceeds the maximums set forth above. The
payment will be made when the teacher's class enrollment during a
semester exceeds the above limits for thirty (33) consecutive days. With
respect to elementary art, music and physical education classes that have
more than thirty {30) studenis, exira pay shall be calculated and paid as
follows: the teacher shall receive $0.28 per student for each week during

. a semesfier when there are more than 30 students in hisfher class. For
example, if a teacher had 15 students over the 30 limit (across all of
histher classes), hefshe would receive an extra pay stipend at the end of
the semester of $75.60 (i.e., $0.28 x 18 weeks x 15 students).
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H.

Students with IEPs — When a student with an individualized education
program (*IEP"} is assigned to an academic class without the assistance
of an aide or intervention specialist, the student will count cne and a half
fimes (1.5) toward the maximum class size. This section does not apply to
students who are efigible for an {EP solely based upon a speech
impairment or a minor orthopedic impairment, provided the student does
not require significant modifications in instruction.

EMPLOYING RETIRED MEUs

A MBU retired under STRS (“reemployed teacher”) may be employed /
reemployed under the following conditions:

1.

The Board of Education may employ retired MBUs when it is in the
operational interesis of the District. When a MBU retires from the District,
there is no expectation of reemployment. Any decision to re-hire a MBU is
solely the decision of the Board as recommended by the Superintendent.
A reemployed teacher who previously worked for the Board does not need
to be interviewed by the Board for any vacant position for which hefshe
may apply. A reemployed feacher is nol guaranteed a particular
assignment upon reemployment. Reempioyed teachers will be assigned
to positions that are within their certification/licensure area(s) and are
eligibie for transfers pursuant to this CBA.

The Board will place the re-employed retired MBU at Step 1. Reemployed
teachers will be given full credit for their academic training level. A
reemployed {eacher will move up the salary schedule one step for each
year hefshe is employed post-retirement. The Board may require the
reemployed teacher to execute a waiver of hisfher prior teaching
experience and ackhowledge his/her agreement to accept placement at
Step 1 on the salary schedule. This provision and such salary and
individual employment contract with the reemployed teacher expressly
supersedes Ohio Revised Code Sections 3317.13 and 3317.14, and all
other applicable laws.

Reemployed teachers are not eligible for continuing contracts; rather, they
will be awarded one-year contracts that will automatically expire at the end
of each school year without requirement for further Board acfion {i.e., the
Board does not have to non-renew them) and without nofice of non-
renewal and without compliance with the evaluation procedures set forth in
state law andfor this CBA. For purposes of reempioyed teachers, the
parties expressly agree that this provision supersedes and replaces Ohio
Revised Code Sections 3319.11, 3319.111 and 3319.112, and may differ
from the rights of other MBUs confained in this CBA. A performance
observation and evaluation will be conducted for reemployed teachers at
least once every three {3) years.
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Reemployed teachers shall be eligible for medical, dental, prescription and
life insurance coverage the same as other MBUs.

Reemployed teachers may not accrue addifional STRS credit as a result
of their service following reemployment. Instead, the Board and the
reemployed teacher shall make contributions to STRS that will fund a
single life annuity with a reserve based on the reemployed teacher's
accumulated contributions during his/her period of service as a regular
teacher following reemployment. For additional information conceming
the annuity, see 0.R.C. 3307.35.

Seniority for reemployed teachers will retum to zero {0) years and remain
at zero (0) years for the reemployed teacher's entire “post-retirement”
tenure. In the event of a reduction in force, the reemployed teacher will
not have any of the bumping rights set forth in this CBA.

Reemployed teachers are not eligible for severance pay for accumutated
sick leave and may not participate in any future retirement incentive

 programs.

Reemployed teachers will be eligible to accumulate sick leave. Sick leave
shall commence at zero (0) days for reemployed teachers. Reemployed
teachers will earn 1 Y4 days of sick leave per menth for the duration of their
reemployment. Reemployed teachers may request an advance of up to
five (5} days of sick leave, if necessary. The reemployed teacher must
reimburse the Board for any advanced sick leave that is not earned at the
time the reemployed teacher separates from histher employment with the
Board. The parties expressly agree that this provision supersedes and
replaces O.R.C. 3319.141.

Subject to these provisions, reemployed teachers are part of the
bargaining unit. The provisions of this CBA that are not applicable to
reemployed teachers include: salary schedule placement; severance pay;
reduction in force; sick leave assistance/bank; and sabbatical leave. Said
provisions, unless implemented in viclation of this Section, shall not be
grievable or arbitrable under the Grievance Procedures set forth in this
CBA, nor may they be challenged through any claim or action filed before
the STRS cor any other state or federal agency, or in any court of {aw.

The parties expressly agree and fully intend this Article to supersede and take
precedent over any inconsistent and/or contrary provisions of the Ohio Revised
Code, the Ohio Administrative Code, and federal laws and regulations.

21



VIi. MBU EVALUATION PROCEDURE

The Board-adopted Standards-Based Teacher Evaluation policy is incorporated into this
CBA as Appendix 4-1.

The Board and Associafion recognize the imporitance of ongoing assessment and
meaningful feedback as a powerful vehicle to support improved teaching performance
and student growth, as well as promotion and retertion decisions for teachers. As such,
thay acknowledge that the primary purposes of the MBU Evaluation system are to serve
as a tool to advance the professional development of teachers, to inform instruction,
and to assist teachers and administrators in identifying and developing best educational
practices in order fo provide the greatest opportunity for student leaming and
achievement.

SECTION 1 - OTES MBUs

Consistent with Chic Teacher Evaluation System {"OTES"), the parties affirm that value-
added and other student growth measure data derived from assessments taken in one
school year shall be combined with performance ratings that are assigned in the next
school year to achieve an annual summative evaluation rating.

A.  APPLICATION

The StandardS—Based Teacher Evaluafion procedures contained in this CBA
apply to the foillowing employees:

1. MBUs working under a license issued under Ohio Revised Code Sections
3319.22, 3319.26, 3319.222 or 3319.226 who spend af ieast fifty percent
{50%} of their time providing content-refated student instruction.

2. MBUs working under a pemanent certificate issued under Ohio Revised
Code Section 3319.222 as it existed prior to September 2003 who spend
at least fifty percent {50%) of their time providing content-related student
instruction. '

3. MBUs working under a permanent cerfificate issued under Ohio Revised
Code Section 3319.222 as it existed prior o Sepiember 2006 who spend
at least fifty percent (50%) of their fime providing content-related student
instruction.

4. MBUs working under a permit issued under Ohio Revised Code Section
3319.301 who spend at least fifty percent (50%) of their tme providing
centent-related student instruction.



Not later than September 15 of each year, or in the case of a new MBU or one
reassigned after the school year begins, within fourteen {14) days of the first day
worked, each MBU shall be notified in writing of the name and position of the
credentialed evaluator who will complete that year's evaluation. i an assigned
credentialed evaluator leaves the District or goes on an extended leave of
absence that prevents the timely complefion of the evaluation, the
Superintendent may assign a different credentialed evaluator to evaluate the
given MBU afier the deadline set forth in this paragraph.

The Board agrees to consider the following factors, in addition, to a MBU's final
summative evaluation rating, when making an employment decision (e.qg.
renewal, nonrenewal, promotion, termination) involving a MBU:

1. Whether the MBU supervised a student teacher, anﬁ whether that may
have impacted the MBU's student growth/vaiue-added rating;

2. Whether the MBU was on an extended {60 days or more) leave of
absence (e.g., sick leave, matemity leave), and whether hisfher leave
may have impacted the MBU's student growth/value-added rating;

3 Whether one (1) or more students assigned io the MBU's class was
absent forty-five (45) or more days during the school year, and whether
such absences may have impacted the MBU's sfudent growthfvalue-
added rating.

The Board and Association shall collaboratively develop student growth
measures to be utilized in the Evaluation Process. Student growth measures will
be developed by September 1, 2013. If this deadline is not met, the parties’
negetiation teams shall meet to bargain to agreement the student growth
measures by September 15, 2013.

OVERVIEW OF EVALUATION PROCESS: At the start of each school year,
Building Administrators will meet with MBUs tc explain the OTES Evaluation
Process and review the relevant forms and how to complete them.

OBSERVATION AND EVALUATION CYCLE

1. Evaluations will be based upon mutfiple factors, with the intent of providing
meaningful feedback to each MBU and assigning an effectiveness rating
based in equal part upon MBU performance and student growth {i.e., fifty
percent {50%) of each evaluation will be based upon teacher performance
and fifty percent (50%) on multiple measures of student growth as outlined
herein).

Each evaluation will result in the MBU receiving an effectiveness rating of:
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a. Accomplished;
b. Skifled;

c. Developing; or
d. Ineffective.

MBU performance will be evaluated during formal observations and
pericdic informal observafions afso known as “classroom walkthroughs.”
Such performance will be assessed through a holistic process based upon
Ohio Standards for Teaching Profession.

Fermal Observation and Classroom Walkthrough Sequence:

a. Except as provided below, MBU shall be evaluated based on two
formal observations and a minimum of two {2) periodic classroom
walkthroughs each school year.

b. MBUs on a limited confract who are under consideration for
nonrenewal shall receive at least three formal observations in
addition to periodic classroom walkthroughs.

C. A MBU wheo has been granted a continuing contract by the Board
and who receives a rating of “Accomplished” on his/her most recent
evaluation shall be evaluated every other school year and may
select his/her evaluator for the next evaluation cycle.

d. A MBU who receives a rating of “Accomplished” on the most recent
evaluafion may, with Superintendent approval, in place of one of
the required observations, complete a project.

Evaluations will be completed by May 1 and a meeting will be held with
each MBU by May 10" to review and provide to the MBU a written report
of the results of the evaluation. Written notice of nonrenewal will be
provided by June 1%, '

In evatuating teacher performance in these areas, the Board shall utilize
the measures set forth by the Ohio Department of Education’s OTES
“Teacher Performance Evaluation Rubric” for instructional planning,
instruction and assessment, and professichalism. (See Appendix 4-2).

Each MBU shall annually compltete a “Self-Assessment,” utilizing the Self-
Assessment Summary Tool set forth in Appendix 4-3.
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6.

7.

8.

Formal Observation Procedure

a.

a.

All formal observations shall be preceded by a conference between
the evaluaior and the employee where the MBU will submit & Pre-
Observation Form and explain plans and cbjectives for the
classroom situation to be observed. At the pre-cbservation
conference, the MBU must provide the evaluator with the lesson
plan, text, and other material pertinent io the lesson. The pre-
observation conference will occur not more than f ve (5) days
before the observation.

There shall be at ieast three (3) weeks beiween the first and
second observaiions.

A post-chservation conference shall be held afier each formal
observation within ten (10) schoo! days of the observation.

Informal Observation / Classroom Walkthreugh Procedure

Classroom walkthroughs shall not unreasonably disrupt andfor
interrupt the learning environment.

Daia gathered from the walkthrough will be placed on the form set
forth in Appendix 4-4.

A completed form must be provided to the MBU within fwo (2)
school days of the walkthrough.

Cbservations/Evaluations shall be conducted in a fair and reasonzble
manner, and no misieading, inaccurate, undocumented or untimely
information shall be included in a MBU’s performance evaluation report.

G. EVALUATORS

1.

The credentialed evaluator assigned to assess a MBU's performance shall

be a building administrator {principal or assistant principal) in the building
in which the MBU works.

If a MBU is assigred to muttiple buildings, the Superintendent shall assign
one building administrator in a building in which the MBU works to assess
the MBU's performance during a given school year.

A MBU with an Accomplished OTES-rating may select the evaluator for
the next evaluation cycle from the District's OTES-trained building
administrators in the MBU’s area of certificafionflicensure. With approval
of the Superintendent, an Accomplished MBU who is werking toward
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licensure in a different area, may select a District OTES-trained building
administrator in the new licensure area.

SEQUENCE OF EVALUATION ACTIVITIES

1. MBUs complete the Self-Assessment Survey prior o September 1, for
purposes of identifying two {2) priorities for the upcoming schoof year.

2. The first observation cycle will occur between November 1 and January
i5.

3. Two observations shall be conducted each school vear. A third
observation is required when contract non-renewal is a consideration.
The first observation, including the post-observation conference will be
compieted by January 15; the second observation must be completed by
May 1, unless a third observation is contemplated, in which case the
second observation must be completed by April 1.

4. The observation shall last a minimum of thirty {30} continuous minutes and
shall not exceed a full class period.

5. The Evaluator will utilize the ODE Interactive OTES Performance
Evaluation Rubric Form to document evidence observed in the classroom.
The Evaluator will use the rubric fo assign a performance rating to the
observation.

6. The Post-Observation Conference Planning Form will be discussed at the
post-chservation conference and will be utiized by the Evaluator to
develop up fo three (3) reflective questions aligned with the area of
reinforcement and up to three (3) reflective questions aligned with the area
of refinrement. See Appendix 4-5.

7. The Post-Observafion Conference will occur within fen {10} school days
following the observation. Teachers receiving a rating of ineffective will
develop an Improvement Plan with the assigned evaluator. The sources
of evidence that will be used to document the completion of the Plan will
be indicated in writing, be rubric specific, and measurable.

8. In addition to the scheduled observations, classroom walkthreughs {also
termed informal Observations) will occur on an unannounced basis during
the school year. A walkthrough shall last 2 minimum of five {5) minutes
but not longer than fifteen (15) consecutive minutes. A minimum of twoc
walkthroughs will occur annualiy. Walkthroughs shali be conducted by the
assigned evaluator. The purpose of the activity is to:
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i0.

11.

12.

13.

14,

15.

a. Provide opportunity to gather evidence of instruction over a series
of short classroom visits;

b. Offer a process for giving targeted evidence-based feedback to a
MBU;

c. Offer a means for the Evaluator to visit classrooms more frequentiy
and more purposefuliy.

The ODE Informal Observation General Form will be used to record the
walkthrough. The Evaluator will provide the MBU with a complete record
each fime a walkthrough occurs. The Form will be provided within two {2)
school days of the walkthrough ccouming. Data from the walkthroughs wili
be included in the MBU'’s year-end summafive evaluation.

The final cbservation shall be completed by May 1 with a written
summative evaluation report provided to the MBU by May 10. MBUs may
have a union representative present at the Final Summative Evaluation
conference that occurs by May 10.

A MBU may attach a rebuttal to observation reports and the Final
Summative Evaluation report. See Appendix 4-6.

All menitoring or observation of the performance of the MBU during the
observation process shall be conducted with the MBU's knowledge.

A copy of completed forms/freports will be provided to the MBU and sent to
the Superintendent’s Office for inclusion in the MBU's personnel file.

The MBU has the right to make written respense to the evaluator and to
have it attached to the evaluation report, which is placed in the personnel
file. A copy signed by both parties shall be given to the MBU.

The final summative evaluation report shall acknowledge the MBU's
performance strengths, as well as performance deficiencies, if any. The
evaiuator shall note the data used to support the conclusicns reached in
the formal evaluation report. The evaluator shall sign the evaluation
report. The MBU shall also sign the evaluation report to confirm receipt,
but the MBU’s signature should not be construed as evidence that the
individual agrees with the contents of the evaluation report. Shouid the
report contain improvements needed, they shaill be rmubric specific,
measurabie and include specific assistance the administrator will offer the
MBU.
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. iIMPROVEMENT PLAN / IDENTIFICATION OF DEFICIENCIES

MBUs raied Ineffective will develop an improvement plan with their credentialed
evaluator. The improvement Plan will outline the following:

1.

Specific performance expectations, resources and the assistance to be
provided (e.g., the Building Principal may provide a quaiified MBU with
release time to meet with, assist and/or observe the ineffective-rated
MBU).

Timelines for its completion.

Professional indicators documenied as ineffeciive through the formal
evaluation process. See Appendix 4-7.

A MBU placed on an Improvement Plan following the first observation will
be afforded a reasonable period {i.e., not less than nine [9) weeks) to
improve his/her performance.

J. PROFESSIONAL GROWTH PLAN

1.

MBUs {(Accomplished, Skilied, Developing) must develop with their
assigned evaluator a professional growth plan annualiy by September 30.

Professional growth pfans shall describe the performance expectafions,
resources, and assistance fo be provided, as appropriate.

SECTION 2 - NON-OTES MBUs

A. DEFINITIONS

1.

Evaluation — An evaluation is the forma! written composite appraisal
made by an administrator of the work performance of a MBU.

Observation — An ocbservation is a formal! visitation in a MBU's ciassroom

or job site by an administrator. The administrator may use a video
recorder to record the class session. The resulfing recording shall be
given to the observed MBU immediately at the end of the observed class
period. By mutual agreement, the video recording will be used in the
MBU/principal conference. Upon viewing, the MBU will return the video
recording to the administrator.

Conference — A conference is a formal or informal meeting between a
MBU and principal to discuss an observation andfor an evaluation.
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LIMITED { CONTINUING CONTRACT EVALUATION SCHEDULE

All limited contract MBUs shall have at least one (1) cbservation and one (1)
written evaluation and evaluation conference pricr to May 1 of each school year.
All continuing contract MBUs shall have no less than one (1) and no more than
three {3} observations/evaluations within any three (3) year period. If the
Administration determines that, based on evaluations, a confinuing contract MBU
needs assistance, the Administrator may put the MBU on an intensive
Assistance Plan {lLAP.). The LAP. will contain specific areas that need
improvement, methods by which the MBU may improve, and the way in which it
will be measured. The MBU will receive the .A.P. before the end of the school
year and will have the right to suggest changes or addifiens or deletions to the
.LA.P. The MBU, for the following school year, will be observed/evaluated
according to the schedule for a MBU new tc the system (See Paragraph C,
below).

NEW MBUs

MBUs new io the system shall have at least two (2} observations and two (2)
written evaluations and two {2) evaluation conferences. Cne (1) observation,
written evaluation, and conference is o be held prior to December 1. The
second cbservation, written evaluaticn, and conference is to be held prior to May
1 of each school year.

CONTINUING CONTRACT

MBUs eligible for a continuing coniract shall have at least two {2) observations
and two {2) written evaluations and evaluation conferences. The first shall be
completed prior fo December 1, and the other shall be compieted prior to May 1.
MBUs shall notify in writing their principals by November 15 of the school year in
which they are eligible for and seeking to be considered for a continuing contract.
This early notification allows the administrators to do the above-menticned two
{2) observations at the appropriate fimes.

NON-RENEWAL OF CONTRACT

If the administrator is concerned that weaknesses and/or shortcomings are of
such a serious nature that they could lead to non-renewaf of contract, the
administrator shall advise the MBU by way of the first evaluafion instrument of
such concems. An additional evaiuation shall be given no sooner than ien (10}
school days or later than twenty {20) school days from the date of the first
evaluation to determine if the weaknesses andfor shortcomings have been
comrected. The pericd of time may be extended in case of emergency. In cases
where a principal makes a recommendation for non-renewal of contract, an
evaluator shall have completed at least three {3) formal evaluations andfor
follow-up evaluations.
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EVALUATION REPORTS

Evaluation reports and observation reports shall be written on the Board-
approved form. The forms and the MBU's job description will be mutualiy
developed by the Association and Superintendent or designee. MBUs will be
provided with observaticn forms, evaluation forms, and jeb descriptions upon
empioyment and whenever revised.

INFORMAL CONFERENCE

All observations will be followed by an informal conference within five {5} school
days of the observation in which the administrator and MBU discuss the
observation. Specific recommendations regarding any improvements needed in
the performance of the MBU being evaluated will be writien into the evaluation
for any items marked "needs improvement.” '

FORMAL EVALUATIONS

All formal evaluations will be accompanied by a formal evaluation conference, in
which the administrator discusses the evaluation with the MBU, and a written
evaluation report will be given to the MBL.

REBUTTAL / WRITTEN COMMENTS

. Space shall be provided on the evaluation form for MBU's rebutial and/or written
comments. A copy signed by both the MBU and principal shall be given to the
MBU. A MBU's signature does not necessarily signify agreement with the
evaluation. A principal's signature does not signify agreement with the rebuttal.

MBU PERFORMANCE
Impraving MBU performance is the major goal of the MBU evaluation process.
COMPLIANCE

The Board shall evaluate in compliance with this evaluation procedure in any
school year in which the Board may wish to declare iis intention not to reemploy
a MBU. This evaluation procedure expressly supersedes and replaces the
statutory evaluation process set forth in OChio Revised Code Sections 3319.11
and 3319.111. i a MBU is absent on extended ieave, which prevents the
administration from completing the evaluation process described herein, the
evaluation(s) for the MBU will be considered waived and the Board will issue the
MBU & one-year limited contract, or a one-year extended limited contract if the
employee was otherwise eligible for a confinuing contract. [f the employee
remains absent during the following school year, the Board may non-renew the
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employee without having to conduct the evaluations otherwise required by this
CBA.

IX. TEACHING CONDITIONS

MBUs employed under regular teaching contracts to perform regular duties shall be
govemed by the following working conditions:

A,

PLANNING PERIOD

MBUs may use their planning period{s) for preparation, conferences,
professional studies, and activities. No students shall be assigned on a regular
basis fo a MBU during his/her preparation time.

Elementary MBUs shall be scheduled for a minimum of forty {40) confinuous
minutes of planning time during each student day. Each elementary MBU shal!
have a minimum of two hundred {200) minutes planning time per week, inclusive
and exclusive of the student day.

Middle school MBUs shall be scheduled for a minimum of forty {40) continuous
minutes of planning time during each student day. High school MBUs shall be
scheduled for a minimum of forty-one {41) continuous minutes of planning time
during each student day. :

EXTRA MEETINGS

1. MBUs who are required to atiend IEP, IAT and/or 504 meetings that ocour
outside the MBU workday will be compensated at the Extended
Educational Program Service (“EEPS”) rate, rounded to the next quarter
hour.

2.  MBUs who perform student supervisory duties as assigned by an

administrator {e.g., detention duty, bus duty, etc.) before or after the MBU
workday will be compensated at the EEPS rate, rounded to the next
quarter hour.

BISCIPLINE OF PUPILS

MBUs are responsible for assisting the administration in maintaining discipline of
pupils.

LUNCH

Each MBU shall be guaranteed a thirty (30) minute non-interrupted duty-free
lurrch period each school day.
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E.

DRUG FREE WORKPLACE

Drug free workplace procedures as established by federal law will be followed in
accordance with terms and conditions of this CBA.

X. REDUCTION IN FORCE

In the event that a reduction in the number of MBUs becomes necessary for the
following school year due to: inadequate funds necessary to maintain the current level
of staffing as indicated on the June 30th Five-Year Forecast line 1.070, "Total
Revenues,” projected for the year of the proposed reduction are less than the previous
year; a ioss of Title | revenue; andfor other reasons provided by statute {O.R.C. Section
3319.17), a reduction in force {"RIF"} wili occur in accordance with the provisions of
O.R.C. Section 3319.17 and the nen-conflicting provisions of this CBA.

A.

CONTRACT SUSPENSION

In making the reduction, the Board shall suspend contracis based upon the
Superintendent's recommendation. Those contracts to be suspended wilf be
chosen by the following procedures: '

1.

All MBUs will be placed on a seniority list for each teaching field for which
they are properly cedificated/licensed. MBUs serving under condinuing
contracts will be piaced at the top of the list, in descending order of
seniority. MBUs serving under limited confracts will be placed cn the list
below continuing contract MBUs, also in descending order of seniority.

Seniority shall accrue at the same rate regardiess of whether the MBU is
working in a pari-time or full-time position. Seniority shall be determined
by the iength of continuous service as detemmined by the daie of the Board
meeting at which the MBU was hired, and then by:

a. Total years of teaching experience at Cardinal; and then by
b. Total years of teaching service credit.

A substifute who becomes a MBU during the school year because hefshe
served in a single teaching assignment for a period of more than 60 days
in a single school year and ends the school year as a MBU, and then is
hired by the Board for the following school year in a limited contract
teaching position, shail have his/her seniority date commence when
he/she originally became a MBU.
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Recommendations for reductions in a teaching field will be made by
selecting the lowest person on the seniority fist in the MBU's area(s) of
cerfificationflicensure for all MBUs deemed comparable on their
performance evaluations. Prior to the action by the Board to suspend
contracts, the following steps wiil be taken:

a. At least forty-five (45) calendar days before the Board votes on the
action, the Superintendent will meef with and nofify the Association
President of the Board's intent to effect a reduction in force through
suspension of contracts and explain the need for a RIF,

b. The Superintendent will provide to the Association a list of positions
to be eliminated and a iist of MBUSs that will be affected by the RIF.

C. The number of persons affected by a reduction in force will be kept
to a minimum or avoided by not employing replacements insofar as
pracficable for employees who retire or resign, or whose limited
contracts are not renewed. However, attrition may not be sufficient
to avoid a RIF in its entirety.

d. At least forty (40} calendar days before the Board votes on the
action, the Board shall notify all MBUs in writing of its intent to
effect a reduction in force through suspensicn of contracts.

e. A MBU whose contract is being suspended through a RIF will be
given written notification at feast thirty {30) days prior fo the Board
action in June. The writien notification shall state the reason{s) for
the reduction and reason{s) for the selection of said ieacher.
Nofification shall be given at the end of the student day. The
personnel records and all future references of those employees
faid-off pursuant to this Ariicle shall cleariy indicate that such was
due to a reduction-in-force and not due fo unsatisfactory
performance.

When conducting a Reduction in Force, the Board may proceed to
suspend contracts in accordance with the recommendations of the
Superintendent. In making his/her recommendations, the Superiniendent
must first reduce MBUs on limited coniracts and then MBUs on continuing
contracis.

a. Limited contract MBUs shall be reduced first utilizing the following
order;

i. Certification/Licensure within the affected teaching field.

ii. Comparable evaluations as defined below.
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iif. When evaluations are comparable, or if the RIF involves a
non-OTES MBU, seniority in the District shall prevail, with
the contract of the least senior limited contract MBU in the
affected teaching field being the first to be suspended.

b. Should the necessary reduction of MBU positions exceed the
number of limited contract MBUs in the affected teaching field,
continuing contract MBUs shall be reduced utilizing the following
order: '

i. Certification/Licensure within the affected teaching field.
i Comparable evaluations as defined below.

fil. When evaluations are comparabte, or if the RIF involves a
non-OTES MBU, seniority in the District shall prevail, with
the confract of the least senior continuing contract MBU in
the affected teaching field being the first to be suspended.

COMPARABLE EVALUATIONS

Suspension of MBUs, and recall of eligible MBUs whose confracts have been
suspended pursuant to a RIF, will not be based upon senicrity, except in
circumstances when choosing between OTES MBUs with “comparable
evaluations™ or non-OTES MBUs. The application of the term “comparable” as
applied to teacher evaluations shall be-based on the following:

1. For the 2013-2014 and 2014-2015 school year, all MBUs shall be
considered comparable to cne another for the purposes of Reduction in
Force.

2. For the 2015-2016 school year, comparable evaluation shall be defined as
follows:

a. All Ineffective OTES-rated MBUs will be considered “comparable”
to each other.

b. All Developing OTES-rated MBUs will be considered “cnmpafable”
fo each other.

cC. All Skilled and Accomplished OTES-rated MBUs will be considered
“‘comparable” to each other.

3. In order to reduce the least senior MBUs within iicensurefoertiﬁcatinn
areas, involuntary transfer and/or bumping procedures must be used.



Bumping shall be defined as a MBU with more District seniority taking the
position of a MBU with less District seniority. A MBU may bump when
s/he otherwise loses histher position due to a reduction in force. A MBU
may only bump info areas in which s/he is iicensed/certified.

Current MBUs, at the time of a consolidation or merger, for the purpose of a
reduction in force, shall have greaier seniority than the employees acquired by
said consaolidation or merger.

The Associafion agrees to indemnify the Board for any cost or liability incurred as
a result of the implementation and enforcement of this prevision provided that:

1. The Board shall give ten {10) days written notice of any claim made or
action filed against the Board by & non-member for which indemnification

may be claimed;

2. The Association reserves the right to designate counsel to represent and
defend the Board;
3. The Board agrees to (a) give full and complete cooperation and

assistance to the Association and its counse! at all levels of the
proceeding, (b) pemnit the Association or its affiliates to intervene as a
party if it so desires, andfor {c) not oppose the Association or its affiliaies’
application to file briefs amicus curiae in the action;

4. The action brought against the Board must be a direct consequence of the
Board's good faith compliance with the reduciion in force provision of this
CBA; however, there shall be no indemnification of the Beard if the Board
intentionally or willfully fails to apply {except due tc court order) or
misapplies said provision herein.

RECALL

MBUs whose limited contracts are suspended shzll have their names placed on
a recall list for up to thirty-six (36) months from the time of the reduction. MBUs
whose continuing contracts are suspended shall have their names placed on a
recall list until they are recalled to a position. MBUs an the recall list will have the
following rights and protections:

1. No new MBUs will be employed by the Board while there are MBUs on the
recali list who are certificated/licensed for the position in question.

2. A MBU on the recall list shall be offered a place on the substitute teacher
list. '
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10.

A MBU whose name appears on the recall list shall be offered
reemployment to a position for which he/she is certificated/licensed
whenever a vacancy for a school semester or more occurs through
retirement, resignation, death, termination of contract, creation of positicn,
ar Board-approved unpaid leave of absence.

if a MBU on the recall fist accepts employment for a full school year with
another scheoo! district, the MBU shall notify the Superintendent
immediately and will be removed from the recall list.

A MBU removed from the recall list, except by recall to employment, must
make application for employment in accordance with established
procedure if hefshe desires to be considered for future employment by the
Board.

A MBU on the recall list shall, upon accepting an offer of reemployment,
retumn to the system with the same seniority, accumulation of sick leave
and salary schedule placement as the MBU would have received in the
year foliowing the suspension of contract.

The recall list shall be made available tc each building principal and the
Association President simultaneously and posted in each school building.

Seniority shall not be a factor in recalling any MBUs unless the decision is
between MBUs with comparable evaluations or non-OTES MBUs. When
selecting among MBUs with comparable evaluafions, MBUs on the recall
list wiil be recalled in order of seniority for vacancies in areas for which
they are licensed/ceriificated. MBUs on the recall st with continuing
contracts shall be recalied before those with limited contracts.

If & vacancy occurs, the Board shal! send certified mail of the offer of
reemployment o the last address on file in the Board Treasurer's office. i
a MBU fails to accept the offer of reemployment within fifteen (15)
calendar days or within five {5) calendar days if the offer is delivered within
ten (10) days prior to the start of a school year or during a school year,
from the date said offer is delivered at the address on file for the MBU, the
MBU shall be considered to have rejected the offer and shall be removed
from the recal! list.

A MBU whose contract is suspended shall be placed on a recall list stating
years of continuous service in the District, subject{s} and/or grade levels
certifiedficensed to teach, and type of areas of eligibility on the recall list.
Additional certificatesfiicenses must be filed in the Superintendent’s office
as acquired. A teacher on the recal! list shall be offered a contract for
vacancies as they occur, for which hefshe is certifiedfiicensed.
Acceptance or rejection of a lesser posifion offered by the District {i.e. less
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hours, non-teaching, any substitute position, etc.) will not result in the
teacher being removed from the recall list.

REPLACEMENTS

The number of MBUs affecied by a reduction in force will be kept to a minimum
by not employing replacements for MBUs who resign or retire, as is possible.

O.R.C. 3319.11 AND O.R.C. 3319.111

Limited contract MBUs whose contracts are not renewed in accordance with the
applicable provisions of this CBA shall not be placed on the recall list.

Xl. AsSSOCIATION RIGHTS

PAYROLL DEDUCTIONS

1.

The Board will provide MBUs with the following payroll deduction options:

a. Geauga Credit Union

b. Annuities (as per Board policy)

c. Association Dues

d Disability insurance

e. Cancer insurance

f. - Additional Life insurance with Board carier

g. Fund for Children and Public Education (FCPE}

h. U.S. Savings Bonds {if availabie}

Authorization for payroll deductions will be made on proper Board-

approved forms as submitted.

Such deductions:

a. Annuities, Credit Union shall be made in equal amounts over
twenty-four (24) pays.

b. C.E.A. Dues, FCPE shall be made in equal amounis over tweniy

- {20) pays.

C. Disability, Cancer and Life insurance shall be made in equal
amounts over twelve (12) pays.

d. Fair Share Fee will be divided equally among remaining pays after

it has been estabiished.
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DIRECT DEPOSIT

Automatic electronic deposit will be mandatory for all MBUs. Funds shall be
available by 8:00 a.m. on the pay date. The Board will provide via e-mail a
summary of each employee's direct deposit. If in the process the Board is in
error, the Board will assume any bank-related charges; if the employee is in
error, the employee will be responsible for any bank-related charges.

MAIL

The Association ancif:ln}.ur of its committees shall be entitled to use the intra- and
inter-school mails and MBUs' mailboxes for reasonable distribution of
Association and Board material.

USE OF SCHOOL FACILITIES

The Association and any of its committees shall be entitled to use school
facilities and-equipment when such facilities and/or equipment shall be used for
Asscciation business only. Supplies necessary for the use of the equipment
shall be furnished or paid for by the Association. When the cusitodian is on duty,
the building may be utilized without cost to the Asscciation.

BULLETIN BOARDS

The building principal shall designate bullefin board space in each building for
the general use of the Association. The bulletin board space shall be located in
an area readily accessible to and normally frequented by MBUSs.

ORIENTATION OF NEW MBUs

The Associafion President and the CEA executive committee will be provided
with adequate time to meet with MBUs new to the system and to distribute
-information during either the moming or afiemoon session of either the first or
second day of orientation activities when scheduled.

VISITATIONS
The Association President {or designee) shall, with the building principal's
approval, be allowed to visit schools to investigate working conditions, MBUS’

complaints, or problems during off-duty time in non-work areas. Discussions will
not occur in the classroom when students are present.

INFORMATION

The Board agrees to furnish, upon reasonable request, copies to the Association
President of available information conceming the financial resources of the



District, including but not limited to: annual financial reports and audits; register
of certificatedfiicensed personnel; amended certificate(s), SF-3, budgets, monthly
financial statement, census, and membership data. Board agendas and
approved minutes shall be sent io the Association President in the same manner
they are provided the Board members.

The Association, will upon request, be provided with the names and addresses of
all new MBUs by August 1 and all refiring MBUs as soon as such information is
available, unless the retiring MBU requests such information be kept confidential.

The Association shall receive by October 1 of each year a seniority roster of all
MBUs. This list shall include each MBU's name, length of service in the District,
current positicn, and all areas of certification/licensure. The list shall be arranged
with continuing contracts listed first in order of District seniority with limited
coniracts following in like order. The Association shall receive an updated listing
as personnel are added or removed from the list.

BOARD AGENDAS

The Board will provide advance agendas to each building in the same manner
and at the same time as such materials are provided tc other ocrganizations.
Agendas wili be made available in the office.

COPIES OF THE CBA

The Board shall supply to the Association copies of the executed CBA equal to
the number of current MBUs plus two (2) additional copies for the Association.
The Board shall provide each new hire with a copy of the CBA upcn
employment. The CBA shall be made available on the employee kiosk or shared
drive, which is password protected.

LOCAL PROFESSIONAL DEVELOPMENT COMMITTEE

The Cardinal Local Prefessicnal Development Committee (“LPDC™) will operate
in accordance with Ohio law and regulations of the Ohic Department of
Education. The Commiitee shall deveiop and appropriately revise "Standards
and Bylaws" that shall not supersede the CBA and/or Board policy.

The LPDC will consist of five {5) members. Three {3) members will be assigned
by the Association and two {2) members will be assigned by the Superintendent
{at least one of whom must be a building principal). The method of selection will
be determined by each responsible party. At the request of an administrator or
the Board Treasurer, when an administrator's Professional Development Plan is
being considered, twe of the members assigned by the Association shall refrain
from voting.
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Compensaiion - Members wili receive an annual stipend of four hundred fifty
doliars ($450.00) and the Recorder/Clerk will receive nine hundred doflars
{$900.00) annually. A member will be paid twenty dollars ($20.00) per hour for
gach hour of LPDC service beyond twenty-six and one-half (26-1/2) hours in a
school year. A Recorder/Clerik will be paid for additional hours beyond fifty-three
{53) hours in a given school year. The annual budget for operation of the LPDC
will be five thousand dollars {$5,000.00).

MBUs who receive National Board Ceriification shall receive a one (1} time
stipend of $1,000.00 in the year in which they receive the Certification. MBUs
- who receive Master Teacher Designaticn shall receive a one (1} time stipend of
$500 in the year in which they are granted such designation.

Xil. LEAVES OF ABSENCE

SICK LEAVE

All MBUs under contractual status are granted one and one-fourth (1-1/4) days of
sick leave per month. Unused sick leave can accumulate without [imit.

According to the provisions of this contract, the following are acceptable uses of
sick leave:

1. Personal illness or injury.

2. lliness, injury or death o an employee's immediate family member.

3. Pregnancy of the employee including leave taken during the six (6} weeks
following the birth of the child.

Sick leave benefits cannot be used in cases where the MBU)'s absence is
covered by other ieaves of absence.

“Immediate family" for illness is defined as anycne living under the roof of the
MBU, and spouse, parent, and children if not under same roof.

FUNERAL LEAVE

Up fo three days are allowable for funeral leave in the event of the death of an
immediate family member as defined in Article Xll., A., parent substitute, legal
guardian, significant other (non-spouse), grandpareni, grandchiid, in-law, or
sibling.

Sick feave days may be used beyond the three (3) allowable funeral ieave days
in the case of an immediate family member as defined in Article XII., A.
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JURY DUTY LEAVE

An empioyee absence card and jury duty pay voucher must be tumned in for the
MBU to receive pay for days on jury duty leave.

SUBPOENAED WITNESS LEAVE

An employee absence card and a subpoenaed witness pay voucher must be
tumed in for the MBU to receive pay for days as a subpoenaed witness.

PERSONAL LEAVE

Personal ieave shall be granied to all MBUs., MBUs may take up to three (3}
days of personal leave each year.

Perscnal leave is not to be used for vacation (except as authorized by the
Superintendent for wunigue circumstances), recreation or shopping trips.
Personal leave may be used for personal business that cannct be conducted
ouiside of regular werk hours.

Unused personal days will convert to the MBU's sick leave account at the end of
each school year.

Any MBU planning to use personal leave should provide hisfher immediate
supervisor with one week's notice for regular usage of personal leave. In
emergency situations a call to the building administrator will initiate procedures.
Personal leave shall not be used on days immediately before or after a vacation
or holiday nor during the first day or last day of the teacher year or studenis’ year
with the exception of;

Graduation of spouse and children/awards.
Funerals not covered by funeral leave.
Mandatory court appearances.

Weddings.

PN

Singie forms for application and signatures will be provided and a copy of the
same will be retumed to the MBU in a timely manner except in an emergency.

ASSAULT LEAVE

1. Assault leave will be granted to any MBU who is absent due to a physical
disability resulting from an assault that cccurs while the MBU is fulfiliing
the dufies required in his/her contract with the Board. The MBU will be
maintained on full school pay status during the pericd of such disability, or
a maximum of fifty (50) school days per incident. The Superintendent may
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grant a maximum of three {3) schoo! days for emotional distress per
incident.

2. Assault leave will not be charged against sick leave earned or eamable or
other such leave.

3. The Board requires a MBU requesting assauli leave to retum to the
Superintendent a signed statement justifying the use of assauif leave. The
form for this siatement will be made available from the secretary in the
building where the MBU is assigned.

4, An assaulted MBU will immediately apply for workers’ compensation and
sign an agreement with the Board to allow compensation received for this
absence to be paid to the Board.

5. In case of physical disability when medical attention is required, a
certificate from a licensed physician stating the nature of the disability and
its duration shall be required before assault leave can be approved for
payment. Any excess cost of any medical examination shall be beme by
the Board.

6. In order to qualify for assault leave the assaulted MBU must file charges
with the police, submit 2 detailed statement of the assault, and agree to be
available to participate in any proceedings necessary for the Board to take
appropriate action to discipline the assaulter. '

7. If a student{s) was responsible for the assault leave, upon request of the
MBU, there shall be 2 meeting with the MBU, siudent(s), parents and
principal before the MBU and student(s) resume activities in the
classroom. The purpose of the meeting shall be to emphasize to the
student(s) the need for proper behavior in the class and in the school.

PROFESSIONAL LEAVE

A MBU may be granted up io five (5) days leave with pay for attendance at
approved meetings or conferences for improving insiructional abilities of the staff
member. Such leave may only be approved if there are sufficient funds o cover
the costs associated with the leave in the applicable fund — curricular pregrams
are funded through the District's generat professional deveiopment account, and
extracurricular programs, including those related to athletics, are funded through
the District's athletic account.

Request — A request for professional leave to attend a conference or meeting
shall be submitted in writing to the MBU's immediate supervisor who shall
recommend approval or rejection of the request, and forward it to the
Superintendent. All requests for professional leave should be submitted four (4)
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weeks in advance when possible and at teast one (1) week prior to the event.
The Superintendent's decision shall be final. A MBU shall not have professional
leave deducted for attendance at a meeting at an administrator's request.

SABBATICAL LEAVE

MBUs may be granted an unpaid leave of absence for professicnal study or
travel. A program of study in a recognized college or university andfor travet
itinerary shall be submitted to the Superintendent. Upen recommendation of the
Superintendent, the Board may grant the sabbatical leave. All sabbatical leaves
shall be without pay. Such professional improvement may encompass one {1)
full academic year. While on sabbatical leave, a MBU can maintain insurance by
paying the premium for such coverage. To qualify, personng! must have
completed five {5) yvears of service to the Disirict.

No more than three percent {3%) of the staff may be on sabbatical leave at one
time. MBUs retumning from sabbatical leave shzall be retumed to the same
seniority staius held prior fo such leave. Persons replacing them shall have no
claim to continued employment in the District upon retumn of the MBU on a
sabbatical leave. A MBU cn sabbatical leave must notify the Superintendent in
writing on or before April 1 of the year of the sabbatical of histher intention to
retum or not return ic hisfher position. This decision is binding on the MBU.

PREGNANCY LEAVE .

1. Upon her request, any pregnant MBU may be granted an unpaid ieave of
absence for the remainder of the school year in which it is granted plus an
additional school year if requested by the MBU. Upon recommendation of
the Superintendent and Board approval, the leave may be extended for
cne (1} additional year.

2. The MBU will supply the Board, upon ifs request, a statement from her
physician indicating that she can fulfill the contractual duties upon retum.

3. A MBU retuming from such leave shall retain the same years of seniority
as prior to the leave and shall be placed on the appropriate step of the
salary schedule in keeping with other provisions of this CBA.

4, Persons replacing the MBU shall have no claim to continued employment
in the District upon return of the MBU on pregnancy leave. A MBU on
leave must notify the Superintendent in wrifing on or before April 1 of the
year of the leave of her intention to retum or not fo retum to her position.
This decision is binding on the MBU.

5. While on such leave, a MBU can maintain insurance by paying the
' premium for such coverage.
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PARENTAL LEAVE

1. A MBU who becomes the parent of a newborn or an-adopted child may be
granted an unpaid leave of absence for a period of one (1} year from the
date of birth or the date of placement in the case of adoption.

2. A MBU returning from such leave shall retain the same years of seniority
as prior io the leave and shall be placed on the appropriate step of the
salary schedule in keeping with other provisions of this CBA.

3. Persons replacing the MBU shall have no claim to continued employment
in the District upon return of the MBU on parental leave. A MBU on leave
must notify the Superintendent in waiting on or before April 1 of the year of
the leave of the intention to return or not to return to the pesition. This
decision is binding on the MBU.

4. While on such leave, a MBU can maintain insurance by paying the
premium for such coverage.

ASSOCIATION LEAVE

The Association is granted up to six (6) days of leave per school year for
Association business and an additional three {3) days per year for the
Association President. The cost of the substitute for the President’s leave will be
reimbursed to the Board by the Association at the curent substiiute per diem pay
rate. Association leave is to be used by officers, delegates, or appointees of the
President. The use of such leave is to be defermined by the Association
President. For any use of Association Leave, the Associaticn must notify the
individual's immediate supervisor one (1) week or at least twenty-four {24) hours
-in advance.

FAMILY AND MEDICAL LEAVE

MBUSs shail be entitled to leave as provided in the Family & Medical Leave Act of
1993, as amended, and the regulations adopted by the U.S. Department of
Labor. For purposes of this section, "12 month period" is defined as “"the 12-
menth period measured forward from the date the MBU's first FMLA leave
begins” (i.e., the leave year is specific to each MBU). Eligible MBUs are entitled
to 12 weeks of leave during the 12-month period beginning on the first date
FMLA leave is taken. The next 12-month period would commence the first time
FMLA leave is taken after completion of any previcus 12-month period.



M. SICK LEAVE ASSISTANCE

In the event of a serious illness where an employee will exhaust sick leave in a
given school year, other employees may donate up to three (3) sick leave days in
whole day increments from their respective accumulated days fo be made
available to the employee affected by the iliness. The total number of days fo be
donated is limited to thirty (30) days per instance of need.

XIl. INSURANCE AND OTHER PROGRAMS

Any possible change to the MBUs access to any carrier in this Arficle shall be done by
the Board providing written notification of such planned change to the affecied MBUs at
least thirty {30} calendar days prior to such change going into effect.

A INSURANCE
1. Hospitalization: The Board will provide single and family health
insurance at the best policy rate available fo the School District, as
reviewed by the Insurance Committee and the Board.

The policy must be equal to or better than the policy below:

Benefifs
In-Network
Office Copay $20 per visit
Other Copays $50 ER/$10 UC
Deductible $1,000/2,000
Coinsurance 90%
Qut-of-pocket Ind/Fam $1,006/$2,000
Phamacy G/F/B $10/20/30
Out of Network
Deductible $2,000/4,000
Coinsurance 70%
Qut-of-Pocket $2,000/4,000
2. Dental: The Board will provide single and family denta! insurance.
3. Premiums:

MBUs will pay fifieen percent {15%) of the monthly premium, with a cap of
$215 for family and $95 for a single, and the Board will pay the remaining
monthly premium for the medical and prescription coverage.
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Life Insurance — The Board shall provide ferm life insurance coverage of
forty thousand dollars ($40,000.00) per MBU and pay the full premium.

Additional portable universal life insurance will be offered for MBUs and
families at their cost as amranged by the group life insurance pian.

Section 125 Plan

.

The Board shall provide a Section 125 Plan that is designed to (a)
allow MBUs who make empioyee contributions for health care
coverage {o elect to do so cn a pre-tax basis, and {b) allow MBUs to
elect to receive additional cash in lieu of Board paid health care
coverage (as agreed to by the Board and the Association). in
accordance with the foregeing, the Payment in Lieu of Insurance
Coverage provisions of this CBA (below} shall be made through the
Section 125 Plan.

The Section 125 Plan will be designed to meet the requirements of
Intermal Revenue Code {({RC"} Section 125 and applicable
regulafions. Accordingly, each MBU will have an opportunity on an
annual basis to enroll in the Plan. The electicn to participate must be
submitied by the first week of December before the beginning of the
plarr year {January 1 thrcugh December 31). Each MBU hired after
January 1 may enroll in the Section 125 Plan within his/her first sixty
{60) days of employment and during his/her first year of employment
only, the Section 125 Plan year will begin the first of the month
following the employee's first sixty (60) days of employment and will
end December 31 of that year. The Section 125 Plan may not be
revoked during the cumment plan year unless there is a change in the
MBU's circumstances that, in accordance with IRC Section 125,
permits the MBU to change histher election under the plan (e.g.,
divorce, death of spouse, change in employment stafus including
employment status affecting a spouse or dependent, birth or adoption
of a child, a child lssing eligibility for coverage, a court order requiring
coverage, or other enrollment rights consistent with federal law).
Details of the Section 125 Plan will be provided on an annual basis at
the time of enrcllment and will also be available through the Board
Treasurer's office.

Plan Administraior
The Board shall be the administrator of the Section 125 Plan, but

may delegate administration to the Board Treasurer's office and/or
a third party administrator. Any adminisirative costs associated

. with a third party administrator will be offset by a service fee of

$1.00 per pay per participaiing teacher.
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Annually the Board will make available Hepatitis B vaccinations through
the County Health Depariment or ofher provider of the Board's choice at a
Geauga County iocation of the Board's choice. The cost of the vaccination
will be paid by the Board.

Payment in Lieu of Insurance Coverage

a.

A MBU may elect not to receive the hospitalization/medical
insurance coverage provided in paragraph A{1) above and instead
elect to receive additional compensation of $1,000 per year, (the
year being July 1 through June 30), less applicable payroll
deductions, to be paid with the first pay in September the foliowing
year. Two married teachers in the system are nct eligible for this
opt out.

In order to elect this option and receive this additional
compensation, the MBU must, during the menth of August in a
given year, complete, sign and file with the Board Treasurer a form
indicating histher election. Failure to submit the required form by
the designaied date shall result in a disqualification from payment
in fieu of insurance as set forth herein. Once this election is made,
it shall remain in effect and the MBU shall not be entitled to receive
the coverage that he/she elected not to receive for the duration of

- the one-year period. In the event of a change in the MBU's

circumstances {i.e., family staius} after this election has been
made, the MBU must report the change to the Board within sixty
{60) calendar days after the change occurred. To the extent
permitted by law, if the change is reported within the requisite
period of time, the change will be effective as of the date of this
change,; provided, however, that the change in salary reducticns
will not be effective earlier than the first pay period after the MBU
notifies the Board of the change in family status. [If the MBU does
not notify the Board of the change in family status within such sixty
(60) calendar days period, the MBU will not be able to change
histher election until the next open enroliment period. There shall
be no pre-existing condition exclusion for any MBU who re-enters
the insurance pregram in paragraph A{1) above after originally
electing not to participate in said program.

At the discretion of the Board, MBUs hired affer the August election
date may participate in this payment in lieu of insurance program
on a prorated basis.

If a MBU selects payment in lieu of insurance provided in
paragraph (a) as set forth above, but leaves active pay status at
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any point prior to the end of the contract year, the MBU will be paid
a pro-rated amount based upon the proportional amount of fime
hefshe was in active pay status for the contract year.

SEVERANCE PAY

Upon a MBU retiring from the District and having aisc made application for
retirement benefits through the State Teachers Retirement System (STRS), the
MBU will submit in writing such intentions to the Board Treasurer.

The MBU shall provide a written resignation and evidence of applying for State
retirement at the termination of employment and when the MBU has received full
compensation and all benefits due him/her from the Board with no further
obligation on the part of the Board, the MBU shall receive severance pay as
stipulated herein:

1. Accumulated sick leave is to be used for calculating severance pay. Only
sick leave accumulated while employed in a public school system in Ohio
will be considered for calculation purposes.

2. When severance pay is issued, afl accumulated sick leave is terminated
and reduced to zero {0).

3. A MBU shall only receive severance pay once, and shall be a MBU of the
District immediately before retirement.

4, Five (5) years of public school service is mandatory before a MBU is
eligibie for severance payment.

5. The formula for the calculation for severance pay will be adjusted to the
following: one-fourth {1/4) of the unused accumulated sick leave at the per
diem rate during the final year of employment to a maximum of seventy-
five (75) days.

6. Any MBU, eligible for retirement, who dies during the term of this CBA or
prior to receiving severance pay will have said severance benefiis paid to
his/her estate.

MILEAGE REIMBURSEMENT
The Board agrees to reimburse MBUs for travel at the current Internal Revenue
Service amount per mile. The MBU must submit a reimbursement form fo the

Board Treasurer io receive the reimbursement. Forms are available at the
central office.
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ECONOMIC CONDITIONS

Should Stafe of Chio funding become so inadequate as to prehibit the Board
from meeting either the terms and/or spirit of this Agreement, the Board agrees
o confer with the Cardinal Education Association t¢ try to mutually resolve the

probiem.
PAYROLL SCHEDULE (ATTACHED)

MBUs will be paid on a biweekly basis with the first pay of each school year
being the second Friday of September. No voluntary deductions will be taken
out the third pay in the months in which there are three {3) pay pericds.

As specified in Article X1, Paragraph B, the Board will send pay summaries to
MBUs via e-mail.

BOARD SHELTERING OF MBUs’ RETIREMENT CONTRIBUTION

1. The Board shall implement the "pickup” of the teacher-required contribution
to the State Teachers' Refirement System {STRS) and with the Board
having agreed o do so, the Board Treasurer is hereby authorized, effective
with the first payroll payment following the effective date of this CBA, to
confribute to STRS, in addifion to the Board's required employer
contribution, an amount equatl to each MBU's contribution toc STRS in lieu of
payment by such MBU, and that such amount confributed by the Board on
behalf of the MBU shall be treated as deferred salary paid by the Board fo
STRS from the centract salary otherwise payable to such MBU in cash.

2. The Board Treasurer will prepare and disiribute an addendum to each
MBU's confract that states: (1} that the MBU’s contract salary is being
restated as consisting of {a) a cash salary component, and {b} a "pick-up"
component, which is equal to the amount of the employee contribufion being
"picked-up" by the Board on behalf of the MBU; (2) that the Board will
confribute to STRS an amount egual to the MBU's required contributicn to
STRS for the account of each MBU; and (3) that sick leave, severance,
vacation, appropriate supplemental, and extended service pay shall be
calculated upon both the cash salary component and "pick-up" component of
the MBU's restated salary.

3. The Board's total combined expenditures for MBUSs’ total contract salaries
payable pursuant hereto (including "pick-up™ amounts) and its Board
confributions to STRS shall not be greater than the amount it would have
paid for those items had this Section not been in effect. The Board shall
compute and remit its employer contribution fo STRS based upon total
contract salary, including the "pick-up.” The Board shall report for Federal
and Ohio income tax purposes as a MBU's gross income said MBU's total
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contract salary less the amount of the "pick-up.” The Board shall report for
municipal income tax purposes as a MBU's gross income said MBU's total
contract salary, including the amount of the "pick-up.” The Board shall
compute income tax withholding based upon gross income as reported to
the respective taxing authorities.

4 This procedure is a salary reduction/salary restatement and not a purchase
of employee retirement contribution by the Board.

INSURANCE COMMITTEE

An insurance committee of five {5) CEA representatives appointed by the CEA
President, and five (5) representatives appointed by the Board will meet as
needed to review changes and mandaies that affect the hospitalization health
insurance package. Any recommendation for change must be rafified by both
pariies.

XIV. FAIR SHARE FEE (WITH INDEMNIFICATION)

The Board agrees to a fair share fee as a condition of employment. An amount
equal to the total dues of the Association shall be deducted upon receipt, by the
Board Treasurer, of a signed payroll deduction form from the pay of all MBUs
who ¢lect not to become members of the Association or who elect not to remain
members.

The Board Treasurer shall, upon notification from the Association that a member
has terminated membership and upon receipt of a signed payroll deduction form,
commence the check-off of the fair share fee with respect fo the former member,
and the amount of the fee yet to be deducted shall be the fair share fee less the
amount previously paid through payroll deduction.

Payroll deduction of such fair share fees shall begin at the second payroli pericd
in November, except that no deduction shall be made for a newly-hired MBU until
the second paycheck for that individual, which period shall be a required
probationary period for newiy-employed MBUSs.

. Dues rafes and fair share fee rates shall be transmitted by the Association to the
Board Treasurer for the purpose of determining amounts to be payroll deducted,
and the Board agrees {0 promptly fransmit all amounts deducted to the
Association.

The Board further agrees to accompany each initial transmittal with a list of the
names of MBUs for whom all such deductions were made.
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Upon timely demand, non-members may appeal the amcunt of the fair share fee
pursuant fo the internal procedure adopted by the Assocciation, or such non-
members may submit such appeals to the State Employment Relations Board
(SERBI).

The amount to be deducted from the pay of all non-Association members shall
be the total dues as paid by members of the Association, and such deducticns
shall confinue through the remaining number of payroll periods over which
Association membership dues are deducied.

The Association agrees to indemnify the Board for any cost or liability incurred as
a result of the impiementation and enforcement of this provision provided that;

1. The Board gives ien (10) days written nofice of any claim made or actiocn
filed against the Board by a non-member for which indemnification may be
claimed;

2. The Association shall reserve the right to designate counsel to represent
and defend the Board;

3. The Board agrees to {a) give full and complete cooperation and assistance
to the Asscciation and its counsel at all levels of the proceeding, (b) permit
the Asscciation or its affiliates to intervene as a pariy if it so desires,
andfor {c) not oppose the Association or its affiliates' application to file
briefs amicus curiae in the action;

4, The action brought against the Board must be a direct consequence of the
Board's good faith compliance with the fair share bargaining fee provisicn
of the CBA; however, there shall be no indemnification of the Board if the
Board intentionally or willfully fails fc apply {except due to court order) or
misapplies such fair share fee provision hereir.

The above fair share fee provision shall be an exclusive right of the Association,

which shall not be granted to any other employee organization seeking fo
represent employees in the bargaining unit represented by the Association.

XV. SALARY

The salary schedule will be increased by zero percent (0%]) for the 2013-2014, 2014-
2015, and 201M15-2016 school years. As such, the base shall remain at $33,291,
Bachelor's Degree with no experience, as per attached index, for the duration of the

MBUs not eligible fo receive an increase in compensation based on their Step on the
Teacher Salary Schedule shall receive a one {1) time payment of $500 in the first 1%
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pay of December of that school year in a separaie check. This benefit shall terminate
(i.e., sunset) at the expiration of this CBA.

CEA may request by April 1, 2015, to reopen negotiations conceming salary and two {2}
non-monetary items for each side related to the final year of the CBA. Such interim
bargaining shall not affect the three{3) year term of the CBA.

This CBA will continue until the effective date of its successor CBA or August 31, 20186,
whichever comes first except as provided above.

NOTES:

A MBU must be a highly qualified teacher at histher position or is working toward
completion of coursework, workshops, andfor seminars toward becoming HQT in
hisfher current position to advance on the salary schedule. Course work taken for
advancement on the salary schedule after September 1, 1983, must be at the graduate
level and in a fieid related fo education, unless the Superintendent authorizes
undergraduate coursework necessary for the MBU to be HQT.

Certified copies of transcripts of all credits and degrees must be on file in the
Superintendent's office to gualify one's position on the salary schedule,

Adjustments due {o graduate course completion will be made prospectively in
September and February of each year. A MBU may only move once in any given
schooi year. ' :

XVI1. SUPPLEMENTAL CONTRACTS

A Supplemental contracts assign specific dufies, compensation, and duration.
Upon completion of said duties, the contract will be paid in full. In the case of
those duties that exiend throughout the school year, two payments shall be
made — one the first pay in December and one at the completion of duties.
Supplemental contracts are not contracts of employment, and, therefore, the
automatic renewal provisions of O.R.C. 3319.11 do not apply {i.e., all
supplemental contracts shall be automatically non-renewed at the conclusion of
each school year without need for further notice from or action by the Board).
Persons interested in helding a supplemental contract(s) must submit a letter of
interest annually in May to the Superintendent for the following year.

B. CO-CURRICULAR: The co-curricular positions and index as per the attached
schedule. *Camp positions will be posted only if there Is a camp program.

Provided there is sufficient student interest and the program exists, Student
Clubs will be posted along with a planned schedule of events.
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Academic Challenge

Annual Middle School

Athletic Director — High School
Athletic Director — Middle School
Faculty Manager (Athletics)
Athletic Strength Coardinator
Annual Advisor

AFS

Building Technology Coordinaior

*Camp Nurse
Chess Club
Class Advisor — Senior
Class Advisor — Junior
Class Advisor — Sophomore
Class Advisor — Freshman
Dramatics Production
Dramatics Fall Production Asst. Birecior
Elementary Music Programs (1)
Elementary Siudent Council
Foreign Language Club
F.TA.
Key Club — High School
Key Club {Middle Scheool Builder's Club)
Mentor Teacher
Musical Assistant (Art)
Musical Assistant (Accompanist)
- Musical Coordinator
N.H.S.
Newspaper — Middle School
Power of the Pen
Student Council Advisor — High Schoof
- Student Council Advisor — Middle Schoo!
Teen Institute
Varsity C/Spirit Club
Saturday School
Extended Service (LPDC, Curriculum)
Extended Educational Program Service
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0.020

0.030

0.210

0.080

0.120

0.040

0.050

0.020

0.040 (Cardinal Intermediate
School and M.S.)

0.060 {Jordak and Higih School)

0.020 {any school if a daily period
is assigned)

0.020

0.020

0.030

0.05C

0.045

0.045

0.040

0.020

-0.030

0.020

0.020

0.020

0.020

0.020

0.040

0.040

0.040

0.040

0.020

0.030

0.020

0.030

0.030

0.020

0.020
$70.00/day
$20.00 per hour
$24.00 per hour



Cardinaires

Vocal Music 7-12

Choral - Middle School
Cardinaires Assistant

Dean of Students — High School
Flag Advisor

Dance Line Instructor
Marching Band/Concert Band
Marching Band Assistant
Band — Middle School
Musical Director

6" Grade Camp Director

6™ Grade Camp Counselor

Step 0*

0.080
0.040
0.030
0.070
0.140
0.040
0.040
0.120
0.040
0.030
0.070
0.060
0.040

Step 1*

0.090
C.050
0.040
0.080
0.160
0.050
0.050
0.140
0.050
0.040
0.080
0.070
0.050

Step 2*

0.100
(.060
0.050
0.090
0.180
0.060
0.060
0.160
0.060
0.050
.090
0.080
0.060

ATHLETICS: The athletic positions and index as per the attached schedule.
Provided there is a team, schedule of games, adequate faciities, and sufficient

student interest to field a team.

Boys Basketball Head Varsity
Boys Basketball Top Assistant {J.V.}
Boys Basketball Varsity Assistant
Boys Basketball Freshman

Boys Basketball Middle School {2}
Boys Basketball Scouting

Boys Basebal! Head

Boys Baseball Assistant

Boys Baseball Grade 9
Cheerleader Advisor High Schoal
Cheerleader Advisor Middle School
Cross Country Head

Cross County Assistant

Cross Country Middle School
Football Coach Head

Football Coach Top Assistant
Football Coach High School Assistant (2)
Fooctbali Coach Middle School
Football Scouting

Football Assistant Grade 9

Girls Basketball Head

Girls Basketball Top Assistant
Girls Baskethall Varsity Assistant
Girls Basketball Middle School {2)

Step 0

0.130
0.080
0.070
0.080
0.060
0.015
0.100
0.070
0.060
0.080
0.050
0.070
0.040
0.030
0.130
0.110
0.080
0.080
4.015
0.090
0.130
0.090
0.070
0.060

Step 1*

0.150
0.110
0.090
0.100
0.070
0.020
0.110
0.080
0.070
C.09C
0.060
0.080
G.050
0.040
0.150
0.130
0.110
0.100
0.020
0.110
0.150
0.110
C.090
0.070

Step 2*

0170
0.130
0.110
0.120
(.080
0.025

- 0.120

0.080
0.080
0.100
$.070
0.090
0.060
0.050
0.170
0.150
4130
0.110
0.025
0.130
0170
0.130
0.110
G.080



Girls Basketball Scouting 0.015 0.020 0.025

Girls Basketball Freshman 0.080 0.100 0.120
Girls Softball Head Coach 0.100 0.110 0.120
Girs Softball Assistant Coach 0.07D 0.080 0.090
Girls Softball Coach Grade 9 0.060 0.070 0.080
Girls Volleyball Head 0.130 0.150 0.170
Girls Volleybal! Assistant 0.090 0.110 0.130
Girls Volleyball Grade 9 0.080 0.110 0.130
Girls Volleyball Middle School (2) 0.060 0.070 0.080
Golf Head Coach 0.060 0.070 0.080
Golf Assistant 0.030 0.040 0.050
Soccer Head Coach 0.100 0.110 0.120
Soccer Assistant 0.080 0.070 0.080
Track Head 0.110 0.130 0.150
Track Assistant (3) 0.070 0.080 0.090
Track Middle School (2) _ 0.040 0.050 0.060
Wrestling Head Varsity 0.130 0.150 0.170
Wrestling Assistant 0.020 0.110 0.130
Wrestling Grade 9 0.070 {.080 0.090
Wresting Middle School (1} 0.060 0.070 0.080

All other supplemental contracts will be offered as long as there is adequate
facilities and sufficient student interest.

Middle Schoal Band and Choir MBUs will be compensated for outside programs
as follows: '

$75 per evening concerts, with a limit of two per year.

$125 for attendance at competition to a limit of four per year.

The Exiended Educational Service Program rate will be paid for time spent
outside the student day in preparation for these events.

The total payment for these pregrams may not exceed $1,000 for Band and

$1,000 for Choir, per year.

The elementary music MBU will be compensated for outside programs as foltows:
$75 per evening concerts, with a limit of six per year.

The Extended Educational Service Program rate will be paid for MBUs who =

choose fo supervise each event as requested by the music teacher.
The total cost of these programs will not exceed $1,000, per vear.

MBUs who serve as an advisor/chaperone on ovemight co-curricular field trips
will be paid a stipend of $200 per night.

MISCELLANEOUS

1. The base of the co-curricular satary schedule will be the same as the base
of the teacher salary schedule.
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Qualification for experience credit will be based on the number of years
that the MBU has performed the duty within the District in the same sport.
Experience outside the District may receive consideration.

As additional co-curricular duties are added, the compensation for such
duties will be negotiated with the appropriate CEA representatives.

Salary will be rounded to the nearest dollar.

In any sport area where there are muliiple coaching positions, such
positions will be filled depending on number of student participants and
schedule of games.

A written notification will be presented to the MBU prior o Board action to
hire a replacement when the employee has reapplied for a position served
in the previcus year.

When a MBU is unable to complete the responsibilities in a given contract
year and a replacement is needed, payment will be pro-rated for each
individual as determined by the overall duties of the position,

MBUs on extended time shall be paid at their per diem rate:
High Scheol Counselor - 15 days
Middle School Counselor- 10 days

RE: Dean of Students, Athletic Director{s), Faculty Manager, and Saturday
School. The Board may choose o assign the related duties of any of the
positions to administrative personnel when a person serving in the position
does nof retum due to retirement or other personal cheice or if no qualified
MBU applies. Prior notice must be given to ¢the Assaciation.

XVIl. MISCELLANEOUS

ENTIRE CBA

This CBA represents the enfire agreement beilween the Board and the
Association.

The parties acknowledge that during the negotiations that resulted in this CBA,
each had the unfimited right and opportunity to make demands and proposals on
any subject within the scope of negofiations. The understandings and
agreements amived at by the parties after the exercise of the right and
opportunity constitutes the entire contract between them and settles all demands
and issues on all matiers within the scope of negotiations.
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All prior negotiated agreements not contained herein, and ail prior practices,
rules, or reguiations not contained herein shalf not be binding upon the parties to
the CBA.

NO STRIKE CLAUSE

The Associaticn and any and all MBUs shall not cauée engage in, or sanction
any strike, slow-down, or any other such concerted action for the term of this

CBA.
PRESS RELEASE

The initial release to the press of the provisions of this CBA will be made jointly
by the head negotiators of the Cardinal Board of Education and the Cardinal
Education Association. -

DURATION
This CBA shall take effect the first wod{day of the 2013-2014 school year, except

as otherwise provided, and shall remain in effect until the effective date of its
successor CBA or August 31, 2016, whichever comes sooner.

SIGNATURES

In recognilion, agreement, and witness to the terms and conditions of this CBA,
the following officials place their signatures.

C N DUCATION ASSOCIATION CARDINAL BOARD OF EDUCATION
s/l g5
President / DAte Premdent Date

o7



CARDINAL LOCAL SCHOOLS
INDEX

Step N.D. BA BA+15 BA+30 M.A. _ MA+15 MA+30 MA+45

0.205 1.000 1.040 1.080 1.120 1.380 1.200 1.240
0938 1.040 1.084 1128 1.172 1216 1.260 1.300
0971 1.080 1.128 1.176 1.224 1272 1.320 1.380
1.004 1120 1172 1224 1276 1.328 1.380 1.420
1.037 1180 1.218 1.272 1.328 1.384 1440 1.480
1.070 1200 1.260 1.320 1.380 1440 1.500 1.540
1103 1.240 1.304 1.365 1.432 1496 1.560 1.600

0
1
2
3
4
5
G
7 1136 1280 1.348 1.416 1.484 1.552 1.620 1.860
5 11689 1320 1.392 1464 1.536 1.808 1.680 1.720
9 1202 1360 1.436 1512 1588 1.684 1.740 “1.780
10 1235 1400 1.480 1.560 1640 1.720 1.800 1.840
11 1288 1440 1.524 1608 1.682 1.776 1.860 1.900
12 1301 1480 1.568 1656 1.744 1.832 1.820 1.860
13 1.334 1520 1812 1704 1798 1588 1980 2.020
14 1.367 1.560 1.856 1.762 1.848 1.944 2040 2.080
15 1400 1800 1.700 1.800 1.900 2000 Z2.100 2,140
20 1.420 1620 1.720 1.820 1920 2.020 2.120 2180
25 1460 1660 1.760 1.8680 1.860 2.080 2.160 2.220
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CARDINAL LOCAL SCHOOLS

2013-2014 [ 2094-2015 / 2615-2016

= = = V= = Vi= V=
Years of ND BA BA+15 BA+30 MA MA+15 MA+30 MA+45
Expeariance Index index Index Index Index Index Index Index

it 30,128 33.291 34,623 35,854 37,286 38,618 39,848 41,281
1 31,227 34,623 38,087 37,552 38,017 40,482 41,947 43,278
2 32,326 35,054 37.5582 38,150 40,748 42,346 43,044 45,278
3 33,424 37.286 20,017 40,748 42,479 44,210 45,942 47,273
4 34,623 38818 40,482 42,346 44210 46,075 47,938 49,371
5 35,621 20,940 41,947 43,844 45942 47,830 49,937 51,268
6 35.720 41,281 43,411 45,542 47.673 49,803 51,934 53,266
7 37.819 42,612 44,876 47,140 49,404 51,668 53,831 55,263
8 38,917 432,044 48,341 48,738 51,135 53,532 56,929 57,261
g 40,018 45,276 47,806 50,338 52 866 55,396 57,926 59,258
10 41.114 46,607 48,271 51,934 54,597 57,261 58,024 81,255
i1 42,213 47,839 50,735 53,632 58,328 58,125 61,821 63,253
12 43,312 48,271 82,200 55,130 58,060 80,080 63,818 65,250
13 44,410 50,802 53,685 56,723 59,7 62,853 85,818 67,248
14 45,509 51,934 55,130 58,326 81,522 64,718 67,914 69,245
15 48,607 £3,268 56,595 58,924 63,253 66,582 62,911 71,243
20 47,273 53,831 57,261 60,590 63,919 87,248 70577 72,574
25 48,605 55,263 58,592 1,821 65,250 68,579 71,908 73,906
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CARDINAL LOCAL SCHOOL DISTRICT
Job Description
Classroom Teacher

QUALIFICATIONS:

As established by the Division of Teacher Education and Licensure, Ohio Department of Education, for
the classroom assignment of the teacher.

RE - TOEVALUATED BY:

Building Principal or designee,
-SUPERVISES:

Teacher aide, student teacher, or volunteers as assighed by the building pancipal.
JOB GOAL:

To guide students in learming subject matter andfor skills as contained in the applicable Cardinal Local
School District course(s) of study.

PERFORMANCE RESPONSIBILITIES:

Instructional Procedures

The teacher:

1. Effectively plans and implements lessons and activities that meet the individual needs,
interests, and abilities of students.

2. Has adequate knowladge of hisfher subject matter and area, and adapts that knowledge
to meet the neads, Interests, and abilities of students assigned.

3. Creates a dassroom environment that is stimulating and conducive to learniing.

4, Encourages student creafivity, motivates student interest and enthusiasm for the learning
process, and providas direction for the sfudents' development of good work-study habits.

5. Empioys Board-adopted curriculum &5 a basis for instruction.

6. Guides the learning process towards the achievement of cumiculum goals by establishing

clear shaort and long-ranhge written lesson plans.

Management Skils

The teacher:

1. Is aware of Pupil Personnel programs and seeks the assistance of District specialists as
needed.

2. Prepares a folder for use by a substiute teacher that inciudes general information
relevant to the teacher's schedule and classes, materials, seating charts, alternate lesson
plans, manuals, and such other additional information and materials that may ke useful to
the substitute teacher andfor required by the building principal.

3, Takes all necessary reascnable precautions to protect students, equipment, materials,

and facilities.
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4.

Recognizes hisfher responsibility for the supervision of students at all times of the school
day.

Pupil ! Teacher Relafionships

The teacher:

1.

2.

2.

Develops, in accordance with District and building guidelines, reasonable rules of
classrcom behavior and procedure,

Stresses positive rather than negative reinforcement whenever possible.

Encourages in studenis a sense of responsibility and respect for persons and property.

Teacher Relationships within the School Community

The teacher:

1.

3.

Strives to communicate posiiive aspects of the educational program to the pubilic through
involvement in the building Open House, school newsletters, forum/PTC meetings, and
publications.

Works cooperatively with parents and students to establish and maintain open lines of
communication.

Establishes and maintains cooperative relafions with all staff members.

Professional Characteristics

The teacher;

1.

Upholds and enforces school rules, administrative guidelines, and regulations and Board
policy; is supportive of them in public.

Is punctual in reporting to work, classroom or supenviscry assignments, and does not
leave the school building prior to the end of the prescrbad day without netifying the
building principat.

Assesses the accomplishments of students on a regular basis and provides progress
reports as required.

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

Plans and supervises purposaful assignments for teacher aides andfor volunteers and,
cooperatively with the principal, evaluates their job performance.

Provides materials, reports, surveys, lists, and inventories as needed and maintains
accurate, complete records as required by law, Board policy, and administrative
regulations.

Attends staff, deparimental, and commitiee meetings as required.

Respects confidentiality of records.
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TERMS OF EMPLOYMERNT:

Salary and work year as well as terms and conditions of employment shall be determined by the Cardinal
Board of Education in accordance with the Chio Revised Code and the current CBA.

EVALUATION:
Performance of this position will be evaluated as determined by the Cardinal Board of Education in
accordance with the current CBA.

Adopied: August 26, 1899
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CARDINAL LOCAL SCHOOL DISTRICT
Teacher OBSERVATION Form {Non-OTES Staff)

Teacher Date

Grade/Subject Building

Evaluation Scale:

E = Excelient G = Very Good S = Satistectory NI = Needs Improvement
l. Instructional Procedurss:

E &G S NI The teacher exhibits svidence of planning.

E G 35 NI The teacher exhibits organization of instructional procedures.

E G 3 NI The teacher provides for differences /n capacities of pupils.

E G S NI The teacher exhibits uses of resourceful techniques.

E G S NI The teacher exhibits skili in presentation of lessons.

E G S M The teacher encourages student paricipation.

E G S NI The teacher exhibits appropriate procedures to evaluate leaming.
E G 5 NI The teacher exhibits knowledge of subject matter.

COMMENTS:

. Management Skilis:

E G S NI The teacher exhibits organization of classroom,
E G S NI The teacher exhibits organization of materials and supplies.
E G 5 NI The teacher exhibits evidence of student record keeping.
COMMENTS:
L PupilfTeacher Relationships:
E G 5 NI The teacher helps students o develop and maintain good seli-concepts.
COMMENTS:
SUMMARY COMMENTS:

The signature of the teacher does. not indicate approval of the ratings or comments, but rather
that hefshe received a copy of this form. I the teacher wishes to add comments, the teacher may
do so.

TEACHER'S SIGNATURE COMNFERENCE DATE _

OBSERVER'S SIGNATURE

TEACHER'S COMMENTS:

App. 2-3



CARDINAL LOCAL SCHOOL DISTRICT
Teacher EVALUATION Form (Non-OTES Staff)

Teacher Daie

GradefSubject : Building

Evaluation Scafe:
E = Excellent G = Very Good S = Satisfactory NI = Needs Improvement

I. Instructional Procedures:;

E G 35 NI The teacher exhibits evidence of planning.

EG S5 M The teacher exhibits organization of insfructional procedures.

E G 5 NI The teacher provides for differences in capacities of pupils.

E G 5 HI The teachsr exhibits uses of resourcefui technigues.

E G 35 NI The teacher exhibits skill in presentation of lessons.

E G S NI The teacher encourages student parficipation.

E G S NI Fhe teacher exhibits appropriate procedures to evaluate lsaming.
E G 35 NI The teacher exhibits knowledge of subject matter.

COMMENTS:

Il. Management Skilis:

E G S HI The teacher exhibits organization of classroom.

E G S NI The teacher exhibits organization of materials and supplies.
E G 5 NI The teacher exhibits evidence of student record keeping.
COMMENTS:

1R PupilTeacher Relatipnships:

E G 5 NI The teacher hetps students to develop and maintain good self concepts.
COMMENTS:

V. Teacher Relationships within the Schogl Community:

E G 5 NI The teacher exhibits positive pupilfteacher relationships.

E G S5 NI The teacher exhibits positive parentiteacher relaticnships.

E G S N The teacher exhibits positive stafffteacher relaticnships.

COMMENTS:

V. Professional Characteristics:

E G S NI The teacher exhibits professional improvement.

E G S5 NI The teacher follows bullding rules and Board policy.

E G 5 N The teacher maintains student discipline.

E G S NI The teacher projects posifive personal characteristics.
COMMENTS:
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SUMMARY COMMENTS:

The signature of the teacher does not indicate approval of the ratings or comments, but rather
that he/she received a copy of this form. If the feacher wishes to add comments, the teacher may

do so.

TEACHER'S SIGNATURE

CONFERENCE DATE

OBSERVER'S SIGNATURE

TEACHER'S COMMENTS:

App, 3-2



BOARD OF EDUCATION PROFESSIONAL STAFF
CARDINAL LOCAL SCHOOL DISTRICT 3220/page 1 of 10

STANDARDS-BASED TEACHER EVALUATION

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

The Board adopts the Ohio Teacher Evaluation System {"OTES”") model as approved by
the State Board of Education.

The Board believes in the importance of ongbing assessment and meaningful feedback
as a powerful vehicle fo 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 shall be included in the
Collective Bargaining Agreement between the Board and the Cardinal Education
Association {("CEA™) {hereinafter, “CBA”), and in all extensions and renewals thereof.

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

The Board authcrizes and directs the Superintendent o establish and maintain an
engeing Evaluation Policy Consultation committee, with continuing participation by
District teachers represented by the CEA, for the express purpose of recommending
necessary changes to the Board for the appropriate revision this policy.

DEFINITIONS

“OTES"” - stands for the Ohio Teacher Evaluation System as adopted by the Ohio
State Board of Education in 2011, or as otherwise modified by the State Board of
Education.

“Teacher” — For purposes of this policy, “teacher” means a licensed instructor who
spends at least 50% of histher time providing content-related student instruction and
who is working under one of the following:

a. A license issued under O_R.C. Sections 3318.22, 3319.26, 3318.222 or
331%.226; or

b. A permanent cerfificate issued under O.R.C. Section 3319222 as it
exisied prior to September, 2003; or

c. A permanent cerfificate issued under O.R.C. Section 3319.222 as it
existed prior to September, 2006; or

d. A permit issued under O.R.C. Section 3319.301.
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BOARD OF EDUCATION PROFESSIONAL STAFF
CARDINAL LOCAL SCHOOL DISTRICT 3220/page 2 of 10

Subsfitute teachers and teachers not meeting this definition are not subject to
evaluation under this policy. Full-time bargaining unit members who do not meet the
definition will be evaluated utilizing the evaluation procedures of the collective
bargaining agreement in effect between the Board and the CEA.

The Superintendent, Treasurer, and any “other administrator” as defined by C.R.C.
Section 3319.02 are not subject tc evaluation under this policy.

“Credentialed Evaluator” — For purposes of this policy, each teacher subject io
evaluation will be evaluated by a District principal or assistant principal who:

a. Meets the eligibility requirements under O.R.C. Section 3319.111(D} and
the CBA; and

b. Holds a credential established by the Chio Department of Education for
teacher evaluation; and

c. Has completed state-sponscred evaluation training and passed an oniine
credentialing assessment.

The Beard shall autharize the Superintendentfdesignee to approve and maintain a list of
credentialed evaluators as necessary o effectively implement this policy.

“Core Subject Area” — means reading and English language arts, mathematics,
science, foreign language, govemment, economics, fine arts, history and geography.

“Student Growth” — for the purpose of the district's evaluation policy, student growth is
defined as the change in student achievement for an individual student between two or
more points in time.

“Student Learning Objectives” {“SLOs”} — inciude goals identified by a teacher or
group of {eachers that identify expected Ie.amlng outcomes or growth targets for a group
of students over a pericd of time.

“Shared Attribution Measures” — siudent growth measures that can be attributed to a
group.

“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 staie issued standardized assessments.

“Vendor Assessment” — 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 assessments, industry certification
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BOARD OF EDUCATION PROFESSIONAL STAFF
CARDINAL LOCAL SCHOOL DISTRICT 3220/page 3 of 10

exams, or end-of-course examinations for grade leve! and subjects for which the Vaiue-
Added measure does not appiy.

STANDARDS-BASED TEACHER EVALUATION
Teacher evaluations will utilize multiple factors, with the intent of providing meaningful
feedback to each teacher and assigning an effectiveness rating based in equal part

upon teacher performance and student growth.

Each teacher evaluation will result in an effectiveness rating of:

a. Accomplished,
b. Skilled;

C. Developing; or
d. Ineffective

The specific standards and criteria for disfinguishing between these ratings/levels of
performance shall be the same as those developed by the State Board of Education,
which are incorporated herein by reference.

The Superintendent shall annually cause ic be filed a report to the department of
education the number of teachers for whom an evaluation was conducted as well as the
number of teachers assigned each rating as set forth above, aggregated by teacher
preparaticn programs from which and the years in which the teachers graduated.

Fifty percent (50%} of each evaluation will be based upon teacher perfermance and fifty
percent {50%) on muliiple measures of student growth as set forth herein and as
outlined in the CBA.

ASSESSMENT OF TEACHER PERFORMANCE

Teacher performance will be evaluated during formal observations and periodic informal
observations alsc known as “classroom walkthroughs.” Such performance, which will
comprise fifty-percent (50%) of a teacher's effectiveness rating, will be assessed
through a holistic process by trained and credentialed evaluators based upon the
following Ohio Standards for the Teaching Professior:

a, Understanding student leaming and development and respecting the
diversity of the students they teach;

b. Understanding the content area for which they have instructicnal
responsibility;
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BOARD OF EDUCATION PROFESSIONAL STAFF
CARDINAL LOCAL SCHOOL DISTRICT 3220/page 4 of 10

C. Understanding and using wvaried assessment fo inform instruction,
evaluate and ensure student [earing;

d. Planning and delivering effective insiruction that advances individual
student learning;

e. Creaiing learning environments that promote high levels of leamning and
student achievement;

f. Collaboraiing and communicating with students, parents, other educators,
district administrators and the community fo support student leaming; and

9. Assuming responsibility for professional growth, performance and
involvement. _ ,

Formal Observation and Classroom Walkthrough Seguence

. Except as provided below, all instructors who meet the definition of
“teacher” under R.C. 3318.111 and this policy shall be evaluated based on
two formal observations and periodic classroom walkthroughs each schoa!

year.

. Teachers on a limited contract who are under consideration for
nonrenewal shall receive at ieast three formal observations in addition to
periodic classroom walkthroughs, unless the Superintendent waives the
third cbservaiion.

A teacher who has been granted a continuing contract by the board of education and
who receives a rating of “Accomplished” on histher most recent evaluation shall be
evaluated every other school year and may select hisfher evaluator for the next

evaluation cycle.

A teacher who receives a rating of "Accomplished” on his/her most recent evaluation
may request that in place of one of the required cbservations, the teacher instead may
complete a preject. The Superintendent/designee shall approve or deny the teacher's
request in hisfher sole discretion.

Pursuant to this policy and Board resolution, the Board shall approve a list of projects
recommended by the Superintendent/designee 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 cbservation.
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BOARD OF EDUCATION PROFESSIONAL STAFF
CARDINAL LOCAL SCHOOL DISTRICT 3220/page 5 of 10

Evaluations will be completed by May 1% and each teacher will be provided a written
report of the results of hissher evaluation by May 10™. Written notice of nonrenewat will
be provided by June 15,

In evaluating teacher performance in these areas, the Board shall uiilize the measures
set forth by the Ohio Department of Education’s OTES “Teacher Performance
Evaluation Rubric® for instructional planning, instruction and assessment, and
professionalism, set forth in Appendix 4-2 in the CBA.

Each teacher evaluated under this policy shall annually complete a “Self-Assessment,”
utilizing the Sel-Assessment Summary Tool set forth in Appendix 4-3 in the CBA.

FORMAL OBSERVATION PROCEDURE

a. As outiined in the CBA, all formal observations shall be preceded by a
conference between the evaluaior and the empioyse prior to the
observation in order for the empioyee to explain plans and objectives for
the classroom situation to be observed.

b. As outlined in the CBA, a post-observation conference shall be held after
each formal observation.

INFORMAL OBSERVATION/CLASSROOM WALKTHROUGH PROCEDURE

a. Classroom walkthroughs shall not unreasonably disrupt and/or interrupt
the leaming environment.

b. Data gathered from the walkthrough must be shared with the MBU and
placed on the form set forth in Appendix 4-4 in the CBA.

C. A completed form must be shared with the employee within a reasonable
amount of time as defined in the CBA.

ASSESSMENT OF STUDENT GROWTH

in determining student growth measures, the Board adopts the Ohio Department of
Education's Ohio Teacher Evaluation System {OTES), which calculates student growth
by assessing achievement for an individual student ccouming between itwo poinis in
time. It is important to note that a student who has foriy-five {(45) or more absences
(unexcused and/or excused) for the school year will not be inciuded in the detemination
of student academic growth.

In general, the Board will utilize the following categories to determine this aspect of a
teacher’'s evaluation, depending upon the instructor invelved:

App. 41
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A1: Teachers instructing in value-added subjects exclusively;
A2. Teachers insiructing in value-added courses, but not exclusively;
or

B: Teachers insfructing in areas with OChio Department of Education
approved vendor assessments with teacher-level data available; or

C: Teachers instructing in areas where no teacher-level value-added or
approved vendor assessment is avaitable.’

Where value-added methodologies exist for A1 and A2 teachers, the Board will utilize
them in the evaluation process, fo the extent set forth in Appendix 4-8 in the CBA.
Teachers instructing in value-added courses, but not exciusively, will utilize teacher
value-added and locally determined measures proportionate to the teacher's schedule.

When an approved Ohic Department of Education vendor assessment is utilized in the
measurement of student growth, it will be included in the evaluation process for B
teachers {c the extent set forth in Appendix 4-8 in the CBA.

When neither teacher-level value-added data nor Chio Department of Education-
approved assessments are available, the Disfrict shall use locally-determined Student
Growth Measures for C teachers as set forth in Appendix 4-8 in the CBA. Siudent
Growth Measures may be comprised of SLOs, shared aftribution, andfor non-Value-
Added vendor data.

An SLO must be based upon the following criteria: Baseline and Trend Data, Student
Population, Interval of Instruction, Standards and Content, Assessment{s), Growth
Targets, and Rationale for Growth Targefs. 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 SLOs is set forth in Appendix 4-8 in the CBA.

Data from these approved measures of student growth will be scored on five (5) léveis
in accordance with the Ohic Depariment of EducationfOTES guidance and converted to
a score in one of three (3} levels of student growth:

a. Above
b. Expected
C. Below

' If used, only one “shared attribution” measure can be uiflized per instructor.

App. 4-1
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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 following
“Evaluation Matrix™;*

Teacher Performance

Accomplished  Accomplisheg | = -

 Student Growth Measures.

* “Proficient” in the Table is equivalent to “Skilled” throughout this Policy. -

The evaluator shall conduct a conference at which a written evaluation will be provided
to the teacher for histher acknowledgement by written receipt. When signed by the
teacher, the receipt is to be sent to the Superintendent as soon as received; such
signature does not indicate agreement.

PROFESSIONAL GROWTH PLANS AND PROFESSIONAL IMPROVEMENT PLANS

Based upon the results of the annual teacher evaiuation as converted to the “Evaluation
Matrix® above, each teacher must develop either a professiona! growth plan or
professional improvement plan as follows:

a. Teachers whose performance rafing indicates above expecied levels of
student growth will develop a professional growth plan and may choose
their credentialed evaluator from those available to the Board for that
purpose, viilizing the components set forth in Appendix 4-7 in the CBA.
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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 Appendix 4-7 in the
CBA.

c. Teachers whose performance rating indicates below expected ievels 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 Appendix 4-7 in the CBA.

CoORE SUBJECT TEACHERS — TESTING FOR CONTENT K.HO'."JLEDGJE_

Beginning with the 2015-2016 schoo! year, core subject area teachers must register for
and complete all written examinations of content knowledge selected by the Ohic
Department of Education if the teacher has received an effectiveness rating of
*neffective” on histher annual evaluation for two {2} of the three {3) most recent school
years.

If a teacher passes the examinafion set forth above and provides proof of that passage
to the Board, the teacher will be required, at the teacher's expense, 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 and
the terms of the CBA:

. Failing to complete all required written examinations under this section;
. A failing score on a written examination(s) taken pursuant tc this section;
. 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

. Failure of a teacher to complete the required professional development.
Any teacher passing the examination set forth above will not be required to take the
examination again for three years, regardless of the teacher's evaluation ratings or

the performance index score ranking of the building in which the teacher teaches.

No feacher shail be responsible for the cost of taking an examination set forth above.

App. &-1
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BoarD PROFESSIONAL DEVELOPMENT PLAN

In accordance with the Ohio State Board of Education’s statewide evaluation
framework, the Board has adopted a specific plan for the allocation of financial
resources fo 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 io improve the
quality of instruciion, enhance student leaming and strengthen professicnal competence
through meaningfuf feedback and targeted professional development. In addition, the
evaluations produced will serve io inform the Board on employment decisions, i.e.,
retention, promotion of teachers, renewal of teaching confracts, and the
removalinonrenewal of poorly performing teachers.

Definitions

“Retention” for purposes of this policy refers to employment decisions on the question
of whether or not o suspend a contract pursuant to a reduction in force, non-renew a
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 evafuations.
The decision to non-renew or terminate the coniract of a poory performing teacher may
be informed by the evaluation{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 cumently employed in any discemnible 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 wil! consider teacher performance as
indicated by evaluations.

“Poorly Performing Teachers” refers to teachers identified through the evaluation

process set forth in this policy who demonsirate an inabilify and/or unwillingness to
meet the reasonable expectations of this standards-based evaluafion system.
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“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
“ineffective,” “Developing,” “Skilled,” and “Accompiished.”

Removal of poorly performing teachers will be in accerdance with the non-renewal and
termination statufes of the Ohio Revised Code and the relevant provisions of the
Collective Bargaining Agreement Between the Board and the CEA.

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 CBA. The evaluation sysiem 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 pclicy. The Board reserves the right to non-renew a teacher
evaluated under this policy in accordance with O.R.C. Secticn 3319.11 and the terms of
the CBA notwithstanding the teacher's summative rating. '

0.R.C. 3319.02, 3315.11, 3319.111, 3319.112, 3319.22, 3319.222, 3319.226, 3319.2§,
3319.58, 3333.0411
0.A.C. 3301-35-03(A)
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Ohila Teacher Evaluation System

Assassmeit of Techar Performance .

Teacher Performance Evaluation Rubric

The Teacher Performance Evaluation Ruhric Is Intended to be scared holistically. This means that evaluators will agsess which level provides the best overalf description
of the teacher. The scoring process Is expected to cecur upon campletion of each thirty {(20) minute observation and post-conference. The evaluator Is to consider
evidence gathered during the pre-observation canference, the observation, the post-observation conference, and classroom walkthroughs (If applicable). When
completing the performance rubric, please note that evaluators 2re not expected to gather evidenee on all indicators for each obsenvation cycle. Likewlse, teachers
should not be required to submit additional pleces of evidence to addrass all Indicators. ‘The professfonalism section of the rubric may use evidence coliected during the
pre-observation and post-observation conferences 35 well as information fram the Frofessional Growth and/or improvement Plan (if applicable).
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amd modifias and diffarantiates Instruction
nccordingly, s well as axamines classronm
assacsmient results to eevesl trends aod
patiens o individual and group progress
and to anticipate learning obstacles.
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Ohia Taacher Evaluation System Snif Aswissyion t .

Self-Assessment Summary Tool ) Name
Diractions: Teachears should record evidence to indicate strangths and areas for growth for each standard, Then, look across
alt of the standards hellstically and identify twe priorities for the upcoming year. Note these two priordtes with check marks  Date

in thn far‘ggﬁ mlumn. . ' . -
e ot ey —HL___M o s {n:f" P TS '!.J:LI [Ty i . Mm | "Aresa for Growth | Priarities {qﬁ!ﬂz B

Enawledge ol’ how students leam and of student dawslopment *
a

Understanding of what students know and are wbie 1o do

High axpectations for ell studarts

Raspect for all students

iduntiflcation, Instructkion and Interventton for special populetions

Enowledge of content

Utw of content- spacific iInstructional strategies to teach concepts and skillx

Knowledge of school and district currlciium prioritie: and Ohlo academic content standards
Retatinnship of knowledge within the diselpling ta ather content araas

Connection of content to [ife axperithces and career opportunities

Knowledge of assessment typeas

Use of varled disgnostic, formative and summative ssassamants

Analysis of data to monitor student prograss and to plan, differentlate, and modify instruction
Communicetion of resufts ’
Incluakon of student self-asgesimant and goal-setting

Allgnmant to scheol and distritt pioritdes and Ohlo academic content stendards

Uisw of student Information ta plan and dellver instruction

Communication of clear learning goals

Application of knawledge of how students lsamn to Inatrectional design and delvery
Differentiation of instruction to saupport learning needs of all students

Uze of activitiez to promote Independence end problem-solving

Use of varled resources o support earmer nesds

LI B B N ]

Standar 1-

Srandard 2:

Sandard 4 Standard 3+
instrustion Assesumant

7 ® B F B F|T TR

Fair and equitabie treatrnent of all atbdents

Cragtion of & zafe warning anvimenmant

Use of strategins to motivate students to work productdvely snd assume responsibiitty for laarning
Craatlon of ks rning sttustions for Independent snd callabormtive wark

Matntmnancs an éwirorument that 13 conduchne to laarning for alf students

Clear ard wifectve communication

Shared responsibility with parents/carsgivers to support student laaming

Collaboration with othet teachery, sdministrators, school and district staff

Collaboration with loca! cormmunity BEencles

Stndard 5;
Leaming

' EEITEEEE

» Understanding of and adherence to professian) «thics, policies and legal codus

* Engagement in cantinous, purposeful profecslons! dewslopment

Desirg to terve az at agunt of charge, seeking positive impact, on teaching quality and student
achiavament

Aesponsibiity  Communication | Emironmernt

and Sowth
L]

Brandard &:
Professional  Colizboration &

Standard 7;
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Ohlo Teacher Evalyation System

Classroom Walkthroughs / Informal Observation

An Informal observation/ classroam walkthrough s a:
s Tool to Inform evatuation that provides the opportunity to gather evidenca of Instruction over a series of short classroom visits;
= Process for giving targeted evidenced-based feedback to teachers; and
*  Means for principals to visit dassrooms more frequently and more purposefully,

An informal ohservation/ classroom walkthrough Is not afn):
» Formal obsenation;
» "Gotcha” opportunity for supervisors or evaluators;
+ Isolated event; or
» Shortrut to the observation protocol required as part of the teachet evaluation process.

Classroom walkthroughs/ Informal observations, as part of the teacher evaluation system, may be general in nature or focused on observing 2 specific aspect
of teacher performance. Summary data collected through 2 serles of walkthroughs alang with evidence documented through formal observations will come
together to inform the teachers’ summative performance rating: ineffective, developing, praficient or accomplished,

Guldelines for iInformal Classroom Qbservations

Informally Observe All Teachers
All teachers benefit from informal dassroom ohservations. Informat observations should last from 15 to20 minutes; therefors, conduct only as many
ohservations in a day as you can fallow up with on either the same of next day. Teachers nead and deserve some type of immediate feedback.

informally Observe As Often As You Can
The principal’s presence In the dassroom sends a pnsltlve message to teachers: the principal cares. Including informal classroom observation as a school-
wide initiative requlres consistency and frequency. Find times in the day to observe teachers at varying times of the day: for most teachers, what occurs in
the momming Is much different than whot occurs in the afternoon,

Focusing on Ona or Twa Areas

Although there may be no predetermined focus sstablished (because of no pre-confarence), find a focus based on the Instruction, avents or discussions
that are oceurring In the classroom. A focus may also-oceur based upon past conferences and the need for follow up observations,
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Ohio Teacher Evaluation yste

Kake mmrmup
Follows-tg communication b kiformalclassfoom otsensations is 2 critca component, Felloey-wp will often be in witing hmthemhaturslwdd extend to
Hhe teacher an hvitation to discuss any comments provifed fve-o-ace. The evaluator esay alsu offer resources to heky teachers refine their practice.

Teacher Drjvn Obseryations
While it s recognized that evaluators have many demands on their time, enmuragsmeamersmlduﬂﬁnstmcnmal periods for the evaluator to
abmmheammsluﬂle evauator tocollct eidence elated to a speckc focus the teaches and eraator aay be wurkieg on.

Topes of Data
Data colected as evidenca of teacher practioe may be quantitative, qualiiztise, or & combination of both. Quantitative thta incldes frequencies,
stribustions and other counds or talfies. For example the observer oouid use a checkist to tally how many questions were asked of chikiren in the front
rour or chikiren wh had thei hands raised versus not. The evalyator might 2o chart the types of questions asker (higher verses lower lovels). Quaiktative
dhata can indude scripled notes detailing pattens of activitkes, vocabulary med,mdmntsnhmeimhnm cases acturacy is essential 1o ensure the

aedhitroﬁhpmcessmdthe mlum
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'Classrqnm w;lktmnughs lmd Infunnal 3

Ohlo Teacher Evaluation System
e on Sy .-_Ob!umtiﬂns

informal Observation: General Form

Tamcher Name; ____ Grade(x)/Subject Areafs): _  Date:_

Evaluator Nama: Thme Walkthrough Begins: T Wl!kthfuugl'l Ends:

Directions: This form serves as a record of an Informal wallthrough by the teacher's evelustor. The evaluator wilt llkely not obsarve all the teaching elements listad balow In any

one Infurmal abservanm. ’l‘hla mcurd alum m:n rds afaddltlonal informal observations, will be used tn lnfurrn the sumrnatlvn evalual:lun of tha tulcher
Rl L T R T T L R R e R " EVALUATOR.OBSERVATIONS - i gl I R
lnstructiun Is developmentally appruprlate Lesson coatent ls llnked to prevl oz and future IEarnlng
Learning outcomes and goals are clearly communicated to students Classroom learning environment is safe and conducive to learning
Varled instructional tools and strategies reflect student needs and Teacher provides students with timely and responsive feedback
learning objectives :
Content prezented {s accurate and grade appropriate tnstructonal Hme 15 ysed effectively
Teacher connects lesson to real-life applications Routines support Ieamlnﬂuals and activities
Instruction and lesson activities are accessible and challenging for [:I Multiple methods of assessment of student learning are utifized to guikde
students instruction
[ Joer: 7] other:
Evaluator Summary Comments; - - ool DL D L i T T T
Recommaendations for Focus of Informmal Observations; - Sk
Gvaluator Signéture: 7] photacapy to Teacher
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Ohio Teacher Evaluation System 'uaﬂ;.“jl? " Wa!kthmughs and In&‘:_rmal )

Informal Observation: Open-Ended Form

Teacher Name: Grade{s)/Subjact Areals): Date:

Evaluator Nama: Time Walkthrough Begins: Time Walkthrough Ends:

TIMES .

MI“NWM c mn- e T e T

Evaluator Signature: ' I:I Photocopy to Teacher




Ohio Teacher Evaluation System _ Plannlngfm'tha Pﬂﬂt-ﬂbsgrvatlon anferance

Pust Conference Planning

The goal for the conference leader {s to coghltively coach tha teacher through the use of reflective queatons.
*  Record 3 reflective questions you would ask the teacher aligned to the grea of reinforcemant.
1. :

2,
3

+  Record 2 reflactive questions you would ask the teacher aligned to the area of reflnement.
1.

1.

ER

Four Key Elements of the Instructlonal Post-Conference

Conducting the Post-Conference: To be discussed at Day 3 Tralning prior to conducting the post-conference
1. Introduction/Greeting/Establlsh Langth

*  Review Conference Process
+  General Impresslon Question
- "How do you think the Jesson went?”

2. Relinforcing the Teacher
*  identlfy an area of Reinforcement (ONLY one area)
+  Ask Salf-Analysis Question
=  Provide avidence from hotes

2, Rafining the Teacher's Skiil:
= \dentlfy an areq of Refinement {ONLY one area)
s Ask Self-Analysls Question
= Praovide evidence from notes
=  Give a recomrmendation for future practice

4, Present avidence and rating connected to the rubric
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Ohio Teacher Evaluation System Final Summative Rating

Final Summative Rating of Teacher Effectiveness

Proficiency on Standards. SO% '

o |, INERRECTIVE 5 |12 DEVELOPING:. - | i PROFICIENT:.. |- ACCOMPLISHED

Cumulative Performance Rating
{Holistic Rating using Performatice Rubric)

Areos of relnforcement/ refinement;

VE, EXPECTED. ...

RS P T '.‘ y ﬂitﬂw E#EEETE S ..-:.:'. "" LT 0
.5 e Sl S ELE e - i
stuﬂemﬁmwthbata 0% T GROWTH Expﬁcrzqﬁnow CGROWTH

Student Growth Maesasure of Effectivenass

Areos of reinforcement/ refinemertd:

: -;.i-],l_pg_;,E}r;_l_i,!_:_“,rl_.!,vﬁ';-_" {:::.i;D_g\_f,_b_:_,l.lp_'rln_l_q-}'_;- 2 PROFICIENT: . { ACCOMPLISHED

Check here if Improvement Plan has been recommended.

Teachar Slgnature Date
Evaluator Signature __ Data ____

The signatures above indicate that the teacher and evaluator have discussed the Summative Rating.

Note: The teacher miay provide additionat Infarmation to the evaluator within 10 working daye of the receipt of this form, and may request 3
second conference with the evaluator. Any additlonal information will become part of the summative record. Challenges may be made according
to the local cantract agreement. ‘




. —— _Ohio Teacher Evaluation Sy
 Professibnal Growth Plan R o

Professional Growth Plan

As a result of the evaluation prooess, teechers and evoluators should focus on acealarating and continuing teacher growth through professional development. Profssional development
should be Individualized to the needs of the teacher, and specifically relate to his/her areas of refinement as identifiad In the teachers’ evaliation, The evahustor should recommend
professional development opportunities, and support the teacher by providing resotrces (e.g.. Hme, financial).

Seif-Directad
Colaborsthe Teacher Evaluator
Anrusal Fpcus Date
These are addresed by the svaluator as appropriate for this teacher, Reromd supparts needed, resources, professional developinent
: dat
wnenas during conferance with teacher and evalimtor are mads

discussed ropriate to the neads of the teacher,

Goal 1: Stdent Achievament/Dutoames for Students
Goal Stotement:

Ewviderrce fighfoators:

Gaul 2 ; Terchwy Pedformance on the Ohio Stondornds for the Teaching Profession
Goal Statement:

Evidence indicotors:

Evaluator Signature Dalw Toacher Signetome Date
The signatures above verlfy thot the teacher and evaluotor have discussed and agreed upon this Professiona! Growth Plarn.
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Dhio Teacher Evaluation $

Imipraveinent Plan
improvement Plan
Teacher Name: Grade Level/ Subject:
School year: Building: Date of Improvernent Plan Conference:

Written improvement plans are to be developed in the drcumstances when an educator makes below expected acedemic growth with hls/ her students AND/OR receives
an overall Ineffective rating or ah ineffective rating on sty of the components of the QTES system, The purpose of the improvement plan Is to identify speciflc deficlenciesin
performance and faster 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 ar to continue an the plan,

Section 2: Desired Level of Performance - List specific measutable goals to Improve performance. indlcate what wlll be measured for em:h goal
= B Levelot Fe:fmnapm Spe_ctﬂcally Dgwibe Sl.ln;qssful
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Ohlo Teacher Evaluation S .:

- Improvement Plan

Improvement Plan (continued)

Section 3: Speeific Plan of Action
Describe In detail specific plans of action that must be taken by the teacher to Imprave his/her performance. indicate the sources of evidence that will be used to
document the mmpletlun nfthe Impmvemeﬂpjan.

Actiunstﬂha‘l‘aken s

" Sources of Evidence that Wit Bé Examined

A Asslztance 2 Professional Development

| Describe in detall spectfic supports that will be provided as well a5 epportunities for professimal devefopment. |

Date for this Improvement Ptan to Be Evaluated:

Teacher's Sigratuse; Date:

Evaluator’s Signature; Date:
The evaludator’s signoture on this form verifies that the proper procedures as detuiled in the focal contract have been foflowed,
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Ohio Teacher Iuatlon 3

lﬁhioﬁerﬁéhf Plan

improvement Plan: Evaluation of Plan

Teacher Naime: ‘ Grade Level/ Subject:

Schood year: __Buliding: Pate of Evaluation:,

The lmprovement plan will be evaluated at the end of the time spedified in the plan. Outcomes from the improvement plan demonstrate the following action to ba taken;
Improvement Is demonstrated and performance standards are met to a satisfactory level of performance*

The improvement Plan should continue for time spedfied;
bisrnissal s recommended.

Comments: Provide Justification for recommendation Indicated above ant attach evidence to support recommended eotirse of action,

1 have reviewed this evaluation and discussed it with my evaluator. My signature Indicotes that 1hove been advised of my performance stotus; it does not necessarlly implythat
i agrea with this evalyation,

Teacher's Signatwe; Date: ____
Evalyator's Signature: Date: _
The evolugtor's signature on this_form verifies that the proper procedures as deballed i the local contrad have been followed.

*The acceptable level of performance vaties depending on the teacher’s years of experience. Teachers In resldency—spectfically in Years 1 through 4--are expected to
perform at the Developing level or above. Expertenced teachers—with flve or more years of experfence—are expected to meet the Profident level or ahove.
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CARDINAL EDUCATION ASSOCIATION
Grievance Form

GRIEVANCE NO. GRIEVANT:
{To be completed by the administration)

Cate of Informal Discussion:

Specific sections of the CBA that were allegedly viclated, misapplied andfor misinterpreted:

STATEMENT OF GRIEVANCE {Include factual background of and reasons for the grievance.
Use additional pages, if necessary.) :

RELIEF SOUGHT (Use additiona! pages, if necessary}

Grievant , ' Date Filed
Administrator Date Received
RESPOMSE (Use additional pages, if necessary)
Date of
Discussion
Administrator Date of Response
Grievant ) Date Received

pe: Labor Relations Consultant
CEA Presideni
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