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I. RECOGNITION 

A. ASSOCIATION RECOGNITION 

The Cardinal Board of Education, hereinafter the "Board," hereby recognizes the 
Ca rd in al Education Association , hereinafter the "CEA• or "Association," as the 
sole and exclusive bargaining representative for the purpose of collective 
bargaining as defined in Section 4117.01 (G) of the Ohio Revised Code. 

8. BARGAINING UNIT MEMBER 

1. Members of the CEA bargaining unit, hereinafter "MBUs," shall mean only 
certifi cated/li cen sed personnel under reg u!a r tea ch ing contracts emp Joyed 
by the Board with the exception of substitutes, tutors (as defined in Board 
of Education policy), or other casual employees. Persons employed as 
su bstitules with an assignment to one specific tea ch ing position for a 
period of sixty (60) days or longer in a single school year shall no longer 
be considered as substitute teachers for the purpose of this Collective 
Bargaining Agreement, hereinafter "CSA." 

2. The Association shall not include any personnel employed as 
management level personnel, i.e., those individuals who have the right to 
hire, fire, di sci pl ine, evaluate, and/or re com mend or participate in such 
actions, and all other confidentia I employees, including the Athletic 
Director, if an administrator. 

II. NEGOTIATIONS PROCEDURE 

A. SCOPE OF NEGOTIATIONS 

The Boa rd will m eel with the Associa lion for the purpose of arriving at an 
agreement on proposals concerning all matters with respect to wages, hours, 
terms and conditions of employment, and the continuation, modification, or 
deletion of an existing provision of the CBA. 

S. MEETINGS AND PROCEDURE 

1. Requests for Negotiations - If either party desires to open negoliatio ns for 
a successor CSA, it sha II so n olify the other party in writing not sooner 
than one hundred eighty (180) calendar days, and not later than one 
hundred twenty ( 120) ca lender days prior to the ex pi ration dale of th is 
CSA. Notification in writing 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 al so serve a copy of the written 
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notice, together with a copy of this CBA, on the State Employment 
Relations Board. 

2. The parties shall simultaneously submit in writing their proposals within 
twenty { 20) calendar days of the receipt of the written Notice to Negotiate. 
After the initial submission of proposals, addiliona I items sha II not be 
submitted by either party unless mutually agreed otherwise. Wrthin fifteen 
( 15) days after the parties submit their initia I proposa Is, an initia I meeting 
lo 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. 

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

4. 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. 

5. Negotiation teams shall be limited to a maximum of seven (7) members, 
which shall include any consultants andfor alternates. 

6. The ieams may mutually agree to invite other professional consultants to a 
specific bargaining session to provide information to both teams. 

7. All bargaining sessions shall be closed to the general public. 

C. AGREEMENT !I.A.I 

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

2. After the Association ratifies the tentative agreement, the Board will 
consider the tentative agreement The motion to adopt the tentative 
agreement will be written into the Board's minutes. 

3. 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. 

D. DISPUTE SETTLEMENT PROCEDURE 

1. The parties agree to discuss all issues in good faith in an effort to re so Ive 
them within sixty ( 60) days of the onset of the firs! bargaining session. 
Either party may submit, at any time after fifty ( 50) days prior to the 
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expiration date of this CBA, all unsettled issues in dispute to mediation 
with the Federal Mediation and Conciliation Service (FMCS). 

2. The parties agree that the aforementioned mediation process will 
constitute their exdusive mutual alternative 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 co mes first. The 
Board acknowledges the Association's right to strike under Section 
4117.14 (0)(2). 

3. 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 
notice to strike. 

Ill. GRIEVANCE PROCEDURE 

A. DEFINITIONS 

1. Contract Items - A "grievance" is a claim based upon violation, 
misinterpretation or misapplication of a specific provision(s) of this CBA. A 
grievance in !his category may be processed, if necessary, through Step 
IV. 

2. An "aggrieved person" is the person or persons making the claim. A 
grievant may be a MBU, group of MBUs, or the CEA 

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

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

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

B. PURPOSE 

1 . The purpose of this procedure is to secure, al the lowest possible 
administrative level, equitable solutions of the problems that may from 
lime to time arise concerning provisions of the CBA Both parties agree 
that these proceedings will be kept as informal and confidential as may be 
appropriate and legal at any level of the procedure. 
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2. Nothing contained herein will be construed as I im iting the rig hi 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 CSA and that the Association has been given an opportunity to be 
present at such resolution and to state its views. 

C. PROCEDURE 

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

1. Informal Step - If a grievant believes there is a basis for a grievance, the 
grievant may first discuss the matter with an immediate supervisor in an 
effort to resolve the problem info rm a fly. 

2. Step I - If the g rieva nee is not resolved within five ( 5) days of such 
info rma I meeting, the aggrieved may present a formal claim to his/her/their 
immediate supervisor by submitting a completed Grievance Report Form. 
Within five (5) days of receipt of the grievance, the immediate supervisor 
shall meet with the aggrieved and the aggrieved's representalive(s), if 
elected by the aggrieved, at a mutually agreeable time in an effort to 
resolve the matter. The immediate supervisor shall indicate his/her 
disposition of the grievance with in five ( 5} days after such meeting by 
completing the report form and returning ii to the aggrieved and the 
bargaining agent. ff such d isposili on is not lim ely Ii led, the grievance shall 
go to Step 11. 

3. Step II - If, after receiving an answer al Step J (or if no decision is 
rendered), the aggrieved person remains aggrieved, the grievance shall 
be forwarded to the Superintendent for a Step II 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 time within five (5) days following the receipt of the written 
grievance. Within ten ( 1 0) days of receipt of the written grievance, the 
Superintendent shall forward a copy of the Step II decision to the grievanl 
A copy of the Step II d ed sion will be forwarded to the p rincipa I or 
ad min islrator involved a I Step I. 
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4. Step Ill - If, after rece1vmg an answer at Step II (or no decision is 
rendered), the MBU remains aggrieved, the aggrieved .and/or the 
Association sha II, in writing, req uesl a Step 111 h earing with the Boa rd of 
Education. Such request must be made within five (5) days following 
receipt of the Step II decision. Copies of the grievance and Step JI 
decision will be sent to alf Board members. The Board will arrange a 
discussion lo be held in executive session, if requested by the aggrieved 
and the topic of the grievance is an appropriate one for executive session, 
to be held wilhi n ten ( 1 0) days or at the next Board m eeli ng 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 
Associalio n President a I least five ( 5) days before the meeting and the 
Association President will have the discretion lo elect to advance the 
grievance directly to Step JV. The aggrieved may be accompanied al the 
discussion by representatives of the Association, legal counsel, and 
witnesses. The Board's written decision shall be transmitted to the 
g rieva nl 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. 

5. Step IV - If, after receiving an answer at Step Ill (or if no decision is 
rendered), the grieva nl is not satisfied with the d isposili on, the grievant or 
the Association may submit the grievance lo arbitration within thirty ( 30) 
days of the recei pl of the answer from Step 111. The a rbitralor will be 
selected from a panel provided by the American Arbitration Association (or 
another source if mutually agreed to by the parties' representatives). The 
arbitrator sha II conduct a hearing in accord a nee with the rules of the 
American Arbitralio n Association and rend er a decision following the 
hearing. The arbitrator shall have no power to alter, add to, delete from, or 
modify any of the tenns of this CSA. Both parties agree that the award of 
the arbitrator wi II be fin a I and binding on all parties. The fees and 
expenses of the arbitrator shall be paid by the party that does not prevail 
in the a rbitra lion. The arb ilralor sha II identify the prevailing party as part of 
his/her decision, and, if the decision is "split," the arbitrator sha II allocate 
his/her fees and expenses as a part of his/her decision. Additional 
expenses sha I! be paid by the party that in curs them. 

D. RIGHTS OF THE GRIEVANT 

1. A grievant may appear on his/her/their own behalf or may be represented 
al any and all steps of the Grievance Procedure by the bargaining agent, 
or by counsel, or by any other person of the aggrieved's choice, except 
that the aggrieved may not be represented by an officer or employee of 
any teachers' organization other than the recognized bargaining agent. 
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2. A grieva nt shall have the rig ht to present a claim in acoordan ce with the 
procedure described herein, free from interference, coercion, restraint, 
discrimination, or reprisal. 

3. . If a grievance a pp ea rs to arise from the actions of an authority higher Iha n 
·the immediate supervisor and/or affects a group of members, ii may be 
initially submitted at Step II described herein. 

4. Any grievance may be dealt with by the grievanl seeking redress with the 
immediate supervisor; however, this informal procedure does not preclude 
the filing of a grieva nee at any ap propriale form a 11 eve!. 

5. The grievant, grievanfs witness(es), and the Association President or 
designee sh all have the rig ht to attend Step I, II, Ill, or IV level 
meetings/hearings without loss of pay, or having to use any accrued 
leaves of absence. 

IV. MBUS' RIGHTS AND RESPONSIBILITIES 

A. CURRICULUM 

Wrth 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. 

B. MUL Tl-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 currently employed under a multi-year contract who becomes 
eligible for a continuing contract sha II be considered for said contract al 
the May Board meeting following the MBU requesting such consideration. 

C. TEACHER TENURE 

Only MBUs employed half-time or more by the Board shall be eligible to be 
considered for a continuing contract. To be eligible to 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 application for profession a I teaching certificate/license is on file with the 
local and county superintendent by the April Board meeting. In addition, the MBU 
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must notify !he Superintend en! of his/her eligibility to be considered for a 
continuing contract by the November 15 preceding the May in which the Board 
would consider the matter. 

D. 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 
Committee ("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 appointed by the Association President. The 
Superintendent/designee and the Association 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 committees (e.g., 
Race to the Top) shall collaborate with the PDPC to ensure alignment of K-12 
professional development. 

E. NON-RENEWAL OF CONTRACTS 

A MBU whose limited contract for regular 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 
provides the MBU with an opportunity to meet with him/her by May 10 to 
discuss the reasons; 

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

4. The Superintendent mails written notice of the non-renewal by certified 
mail, return receipt requested, to the MBU at the address appearing for 
that MB U 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 notice of non­
renewal no later than June 1 shall be the Board's only obligation in serving 
such notice. 

The parties affirm that paragraphs 1 - 4 above expressly supersede and replace 
the corresponding provisions of Ohio Revised Code Section 3319.11. 
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Within five ( 5) calendar days after receipt of the Board's written notice of 
nonrenewaJ, the MBU may file with the Board Treasurer a written demand for a 
hearing before the Board pursuant lo divisions (G)(4) to (6) of Ohio Revised 
Code Section 3319. 11. The Boa rd wi II conduct the hearing in accordance with 
O.R.C. 3319.11(G)(4)-(6). 

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)(7). ·The parties affirm 
that the evaluation procedures identified with in this CBA, in cl uding 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. 

F. 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 critica I to improving their skills and knowledge and 
enhancing student 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 professional 
educator license. 

2. Lead Mentor: A Lead Mentor will oversee and mentor the Resident 
Educator. 

a. A Lead Mentor should have National Board, Master Teacher or 
Lead Teach er designation, if possible. 

b. 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: 

L Chair Resident Educator Committee. 

ii. Assign Mentors in conjunction with the Resident Educator 
Committee from the previous school year. 

iii. Coordinate the REP. 

iv. Schedule and preside over meetings. 

v. Keep Superintendent and/or designee informed of all 
activities involving the Resident Edu ca tor. 
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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. 

3. Resident Educator Committee 

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

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

4. Mentor: The Lead Mentor shall assign Mentor Teachers ('Mentors") after 
soliciting interest among qualified MBUs. 

a. Qualifications: 

i. 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. 

ii. Mentors must be trained to serve as a Mentor through the 
Ohio Department of Education's Instructional Mentoring 
Program. 

iii. Men to rs must hold a valid teaching certificate/Ii cense and 
should be assigned to Resident Educators with the same 
area of certification/Ii cen se. 

iv. 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 instru ctiona I techniques. 

b. Responsibilities: 

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

ii. Consult with and otherwise assist the assigned Resident 
Edu cat or on a regular basis within the instruclio na I day. 
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iii. Use the REP formative assessment tools (collaborative log, 
Ohio Standards for the Teaching Professional reflection tool, 
goal setting agreement) and protocols to support the 
Resident Educator. 

iv. Attend regional mentor network meetings. 

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

c. Release Time: 

i. Each Mentor shall be granted release time (at least the 
equivalent of two (2) days annually) far dire ct m entering 
activities. Release lime shall be separate from any other 
release lime covered under this Agreement and sha!I be 
coordinated by the Superintendentldesignee. 

ii. Each Mentor sha II be granted release time to attend 
committee meetings, necessary training, and to perform the 
required Committee work. 

iii. Coverage needs brought on by exceptional circumstances 
will be provided by alternate methods to be determined 
jointly by the Superintendenl/designee and the Mentor. 

d. Restrictions: 

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

e. Compensation: 

i. In addition 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. 

ii. The Board will pay all training fees required for Mentors to 
receive the mandatory ODE-stale mentor training. 

iii. Mentors sha I! receive a stipend of four percent ( 4 % ) of the 
BA base. 
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5. Resident Educator: 

a. Each Resident Educator shall be provided with the following: 

i. Assistance in acquiring knowledge of the school curriculum, 
responsibilities for i mple men ting Iha t curriculum, and the 
instructional resources available for such implementation. 

ii. Assistance with the management tasks identified as 
especia Hy difficu It for beg inning teachers. 

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

iv. The opportunity to consult/observe other teachers both 
with in and outside of the District. 

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

c. The Resident Educator is not required to complete an IPDP or 
utilize the LP DC 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 pa rt of that 
Resident Educator's evaluation. 

b. No Resident Educator shall be required to remain in a REP after 
obtaining a professional educator license. 

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

d. Communications between a Mentor and his/her assigned Resident 
Edu cat or sh a II be considered confidentia I to the extent permitted by 
law. Any viol a ti on of th is ten et by the Mentor sha II con slitute 
grounds for immediate removal from his/her role as mentor teacher. 

11 



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

g. No Mentor shall participate in any informal or formal evaluation of a 
Resident Educator, nor make or be requested or directed to make, 
any recommendation regarding the continued employment of 
his/her assigned Resident Educator. 

h. A Mentor's participation in the REP sha II not be eva I uated by the 
administration or taken into consideration as a part of teacher's 
regular evaluation. 

i. Resident Educators are entitled to the same rights and privileges as 
olherMBUs. 

j. Formative assessment evidence is the property of the Resident 
Educator, and he/she reserves the right to share or not share it with 
the ad m inistralion. Rega rd less, it will not be collected by the 
Building Principal or other District personne!, and it will not be 
utilized for the teacher's evaluation or as a basis for employment 
decisions. 

7. Program Review I 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 
Association and the Superintendent not later than June 1. 

8. 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 Jaw. 
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G. AIDS POLICY I MEDICAL PROCEDURES 

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

H. ASSOCIATION I MANAGEMENT COMMITTEE 

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

The function of the Association/Management Committee shall be to confer on all 
matters of mutual concern, 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 potential problems (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) MB Us. The Board 
representatives shall be no more than six (6) in number. Board members will 
participate when available and requested. 0 ne meeting per year wi IJ be he Id in 
January on an annual basis. 

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

Nothing contained in th is provision shall limit either party from maintaining a 
course of administrative action or the Association from processing a formal 
grievance. 

I. PERSONAL COMPLAINTS 

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

1. Whenever a MBU is absent for one (1) full school day or more, the Board 
will attempt to secure a properly certificated/licensed substitute. 

2. In the event a properly certificated/licensed su bslilute can not be obtained, 
the following sha II apply: 

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

b. Middle School and High School - A MBU may be requested to take 
the class of the absent MBU. Such requests shall be equitably 
distributed among MB Us 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 pa id daily to a substitute per class period for th is duty. 

c. Study Halls/Ubrarv - MBUs who receive an extra regulariy 
scheduled class of students in study hall or the I ibra ry sha II 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 al! 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 arrangement between two 
(2) MBUs to fill in for each other. 

V. PERSONNEL FILES 

A. LOCATION 

The Board shall maintain an Employee Kiosk (for attendance and payroll) and, al 
the Boa rd Office, an offici a I personnel file for ea ch MBU. 

B. CONTENT 

Effective Aug us! 1 , 2002, all negative items placed in the file shall be dated and 
signed and identified as to source. 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 do cu men! is not 
prohibited by state law. 

C. 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. 

D. COMMENTS 

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

E. REMOVAL 

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

F. COPIES 

A copy of each item in a MBU's file shall be provided, at no cost, to the MBU 
requesting the material. 

G. REVIEW OF PERSONNEL FILE 

If a MBU's personnel file is reviewed by anyone, excluding Administration and 
Boa rd office personnel, a no tali on will be made on a log attached to the file, 
which will specify the date the review occurred 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 employee, a. 
reasonable effort will be made to ncitify the MBU, and the MBU (or his/her 
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 violate Ohio's public records laws. If a MBU (or his/her designee) is not 
present during the review, the Administration will notify the MBU of which 
documents were inspected and/or copied, to the extent 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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H. ANONYMOUSCORRESPONDENCE 

No anonymous correspondence or communication will be placed in a MBU's 
personnel file. 

VI. TEACHER YEAR 

A. WORKYEAR 

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

1 . Days of Instruction { 178 - 180); 

2. Up to two (2) In-Service Days or the equivalent, with one (1) of the days 
occurring on NEOEA Day. 

3. Up to two {2) Parent-Teachers Conference Days; 

4. One (1) Orientation Day (half shall be used for teacher preparation); and 

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

6. Early release days for students (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 lo 
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 ha ff ( 1 /2) days. Jn-services shall not extend beyond the seven-and-one­
half (7 Y.) hour workday. 

B. MBU WORK DAY 

1. The MBU workday shall be seven hours and thirly minutes, inclusive of a 
30-minute uninterrupted lunch. Building principals may conduct up to two 
(2) meetings per month 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 di sm issa!s. Bu ifd ing Pri ncipa Is will establish the 
building 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 regulariy scheduled student day and the MBU workday for each 
building, and MBUs will not be regularly assigned any student supervisory 
duties during these periods. 

C. COPY OF CALENDAR 

A copy of the school calendar will be sent to each MBU within four (4) weeks of 
its officia I adoption by the Board. 

VII. CONDITIONS OF EMPLOYMENT 

A. STAFF ASSIGNMENT 

MBUs are subject to 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 lo 
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 notified. Recommendations from principals 
concerning assignments will be given consideration. 

B. MOVING 

MBUs who are moving from building to building or classroom to classroom, 
whether by voluntary or i nvo! u nta ry transfer or by closing of a bu ii ding, shall have 
furniture, equipment, and packed items moved by the Cardinal Local School 
District. MBUs shall be paid a stipend of one tiundred fifty dollars ($150.00) 
when they move more than one lime in a three (3) year period. 

C. TRANSFERS 

1. Voluntary Transfers 

a. Requests by a MBU for transfer to a different class, building, or 
position in which he/ she is interested sha II be made in writing to the 
Superintend en! on an an n ua I basis. The Superintendent will notify 
the MBU of having received the request. If the MBU does not 
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receive notification within five ( 5) days, he/she should call the 
Board office to 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 
he/she desires is not granted. 

d. The Board will maintain a "Request of Transfer" file. Requests for 
voluntary Iran sfer will be kept on file for a period of one year from 
May 1 st through April 30th. 

2. Involuntary Transfers - Process - If the MBU objects lo an involuntary 
transfer, the matter, upon request, will be discussed in a meeting with the 
Superintendent and/or his/her designee, the MBU, and the MBU's 
representative. 

3. Definitions - For purposes 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 level; 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-renewa I; 6) a Ira nsfer; or 7) a promotion; 
and the Board determines to retain the position. 

4. Statement of Reasons for Transfer - In cases involving an involuntary 
transfer, the Superintendent will cite educational reasons, enrollment 
changes, or financial reasons leading to the decision to make the transfer. 
This written notice will be issued to the affected employee before the dale 
of the transfer. 

In cases involving a voluntary transfer, the Superintendent will give written 
notice to all individuals denied a request for transfer citing educational 
reasons, enrollment changes, or financia I reasons leading to the decision. 

Where educational reasons, enrollment changes, or financial reasons can 
be addressed as determined by the Superintendent by more than one 
employee requesting the voluntary transfer, seniority at Cardin al lo ca I 
School District will be considered. 

D. POSTING 

All vacancies for certificated/I icensed positions wi II be posted on the b u/lelin 
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 distributed through the 
District's Alert System, and a timely notification to check the Di strict' s web site 
included on the e-mail pay stub. During the last two weeks prior to the opening 
of school, notice by direct contact sha II be made with staff having indicated an 
interest in the vacancy area. The posting period will be ten { 1 0) working days. 
Postings will state the minimum q ua!ifi cations and indicate that the vacancy is 
"anticipated" if Boa rd action is pending. 

E. POSTING -EXTENDED EDUCATIONAL PROGRAMS 

All vacancies for extended program staffing {programs outside of regular stud en! 
hours and school days) will be posted in the same manner as outlined in Article 
VII, D. Posted positions will be Ii lied with the following priority: 1 ) MB Us serving 
in the last session of the respective extended program; 2) MBUs by seniority; 3) 
Principal recommendation when 1 and 2 are equal. 

F. 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 !his shall include a tentative Ji st of courses to be taught. 

G. 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-two ( 22) students in kindergarten and twenty-eight ( 28) students in 
grad es 1 th rough 5, and one hundred sixty-two ( 162) students daily in 
grades 6 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 
slze 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 (30) consecutive days. With 
respect to elementary art, music and physical education classes that have 
more than thirty { 30) students, extra pay shall be cal cu lated and paid as 
follows: the teacher shall receive $0.28 per student for each week during 
a semester when there are more than 30 students in his/her class. For 
example, if a teacher had 15 students over the 30 limit (across all of 
his/her classes), he/she 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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3. Students with IEPs - When a student with an individualized education 
program ("JEP") is assigned to an academic class without the assistance 
of an aide or intervention specia Ii st, the student will count one and a half 
times (1.5) toward the maximum class size. This section does not apply to 
students who are eligible for an IEP solely based upon a speech 
impairment or a minor orthopedic impairment, provided the student does 
not require significant modifications in instruction. 

H. EMPLOYING RETIRED MBUs 

A MBU retired under STRS ("reemployed teacher") may be employed I 
reemployed under the following conditions: 

1. The Board of Education may employ retired MBUs when it is in the 
operationa I interests of the District. When a MB U retires from the Di strict, 
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 he/she 
may apply. A reemployed teacher is not guaranteed a particular 
assignment upon reemployment. Reemployed teachers will be assigned 
to positions that a re with in their certificationllicen sure area( s) and are 
eligible for transfers pursuant to this CSA. 

2. The Board will place the re-employed retired MBU al Step 1. Reemployed 
teachers will be given full credit for their academic training level. A 
reemployed teacher 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 his/her prior teaching 
experience and ackhowledge his/her agreement to accept placemen! 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 ap pllcable laws. 

3. Reemployed teachers are not eligible for continuing contra els; rather, they 
will be awarded one-year contracts that will automatically expire at the end 
of each schoo I year without requirement for further Boa rd action {i.e., the 
Board does not have to non-renew them) and without notice of non­
renewal and without compliance with the evaluation procedures set forth in 
state law and/or this CSA. For purposes of reemployed 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 contained in this CSA. A performance 
observation and evaluation will be conducted for reemployed teachers at 
least once every three { 3) yea rs. 
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4. Reemployed teachers shall be eligible for medical, dental, prescription and 
life insurance coverage the same as other MBUs. 

5. Reemployed teachers may not accrue additional STRS credit as a result 
of their service following reemployment Instead, the Board and the 
reemployed teacher shall make contributions lo STRS that will fund a 
single life annuity with a reserve based on the reemployed teacher's 
accumulated contributions during h islher period of service as a regular 
teacher following reemployment. For additional information concerning 
the annuity, see O.R.C. 3307.35. 

6. Seniority for reemployed teachers will return lo zero (0) years and remain 
at zero ( 0) yea rs for the reemployed teache.r' s en ti re "post-retirement" 
tenure. In the event of a reduction in force, the reemployed teacher will 
n at have any of the bumping rights set forth in !his CBA. 

7. Reemployed teachers are not eligible for severance pay for accumulated 
sick leave and may not participate in any future retirement incentive 
programs. 

8. Reemployed teachers will be eligible to accumulate sick leave. Sick leave 
shall commence al zero (0) days for reemployed teachers. Reemployed 
teachers will ea m 1 % days of sick I eave per month for the duration of their 
reemployment. Reemployed teachers may request an advance of up to 
five (5) days of sick !eave, if necessary. The reemployed teacher must 
reimburse the Board for any advanced sick leave that ls not earned al the 
time the reemployed teacher separates from hislher employment with the 
Board. The parties expressly agree that this provision supersedes and 
replaces O.R.C. 331 g.141. 

g, 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 violation of this Section, shall not be 
g rieva ble or arbitra bl e under the Grieva nee P raced u res set fa rth in th is 
CBA, nor may they be challenged through any claim or action filed before 
the STRS or 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. 
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VIII. MBU EVALUATION PROCEDURE 

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

The Board and Association recognize the importance of ongoing assessment and 
meaningful feedback as a powerful vehicle to support improved teaching performance 
and student growth, as well as promotion and retention decisions for teachers. As such, 
they 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 to provide the greatest opportunity for student learning and 
achievement 

SECTION 1 - OTES MBUs 

Consistent with Ohio 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 Evaluation procedures contained in this CBA 
apply to the following employees: 

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

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

3. MBUs working under a permanent certificate issued under Ohio Revised 
Code Section 3319.222 as ii existed prior to September 2006 who spend 
at lea st fifty percent ( 50%) of their time providing content-related student 
instruction. 

4. MBUs working under a permn issued under Ohio Revised Code Section 
3319.301 who spend at least fifty pe rcenl ( 50%) of their lime providing 
content-related student instruction. 
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8. Not later than September 15 of each year, or in the case of a new MBU or one 
reassigned after the school year begins, with in fourteen ( 14) days of the firs! day 
worked, each MBU shall be notified in writing of the name and position of the 
credentialed evaluator who will complete Iha I year's evaluation. If an assigned 
credentialed evaluator leaves the District or goes on an extended leave of 
absence that prevents the timely completion of the evaluation, the 
S uperinlendenl may assign a differen I credentialed evaluator to evaluate the 
given MB U after the dead Ii ne set forth in !his paragraph. 

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

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

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

3. Whether one (1) or more students assigned to 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 student growthfvalue­
a dded rating. 

D. 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' 
negotiation teams shall meet to bargain to agreement the student growth 
measures by September 15, 2013. 

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

F. OBSERVATION AND EVALUATION CYCLE 

1. Evaluations wil I be based upon multi pie factors, with the intent of providing 
meaningful feedback to each MBU and assigning an effectiveness rating 
based in equal pa rt upon M BU performance and student growth {i.e. , fifty 
percent (50%) of each evaluaUon will be based upon teacher performance 
and fifty percent (50%) on multiple measures of student growth as outlined 
herein). 

Ea ch eva lu atio n wi II result in the M BU receiving an effectiveness rating of: 
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a. Accomplished; 

b. Skilled; 

c. Developing; or 

d. Ineffective. 

2. MBU performance will be evaluated during formal observations and 
periodic informal observations also known as "classroom walkthroughs." 
Such performance will be assessed through a holistic process based upon 
Ohio Standards for Teaching Profession. 

Formal 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 contract who are under consideration for 
nonrenewal shall receive at least three formal observations in 
addition to periodic classroom walkthroughs. 

c. A MBU who 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 
evaluation may, with Superintendent approval, in place of one of 
the required observations, complete a project. 

3. Evaluations will be completed by May 151 and a meeting will be held with 
each MBU by May 10111 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 151

• 

4. In evaluating 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 professionalism. (See Appendix 4-2). 

5. Each MBU shall annually complete a "Self-Assessment," utilizing the Self­
Assessment Summary Tool set forth in Appendix 4-3. 
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6. Fonnal Observation Procedure 

a. All fonnal observations shall be preceded by a conference between 
the evaluator and the employee where the MBU will submit a Pre­
Observation Form and explain plans and objectives for the 
da ssroo m situation to be observed. At the pre-ab servation 
conference, the MBU must provide the evaluator with the lesson 
plan, text, and other material pertinent to the lesson. The pre­
observation conference will occur not more than five (5) days 
before the observe lion. 

b. There shall be at least three (3) weeks between the first and 
second observations. 

c. A post-observation conference shall be held after each fonnal 
observation with in ten ( 1 0) school days of the observation. 

7. Informal Observation I Classroom Walkthrough Procedure 

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

b. Data gathered from the walkthrough will be placed on the fonn set 
forth in Appendix 4-4. 

c. A completed fonn must be provided to the MBU within two (2) 
school days of the walkthrough. 

8. Observations/Evaluations shall be conducted in a fair and reasonable 
manner, and no misleading, inaccurate, undocumented or untimely 
information shall be inciuded in a MBU's perfonnance evaluation report. 

G. EVALUATORS 

1. The credentialed evaluator assigned to assess a MBU's perfonnance shall 
be a building administrator {principal or assi slant principal) in the bu i Id i ng 
in which the MBU works. 

2. If a MBU is assigned to multiple 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. 

3. 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 certffication/ficen sure. With ap p rova ! 
of the Superintendent, an Accomplished MBU who is working toward 
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licensure in a different area, may select a District OTES-trained building 
administrator in the new Jicensure area. 

H. SEQUENCE OF EVALUATION ACTIVITIES 

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

2. The first observation cycle will occur between November 1 and January 
15. 

3. Two observations shall be conducted each school year. A third 
observation is required when contract non-renewal is a consideration. 
The first observation, including the post-observation conference will be 
completed 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 
sha II 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 to assign a performa nee rating to the 
observation. 

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

7. The Post-Observation Conference will occur within ten (10) school days 
following the o bse rvatio n. Teachers receiving a rating of Ineffective will 
develop an Improvement Plan with the assigned evaluator. The sources 
of evidence !hat will be used to document the completion of the Plan will 
be indicated in writing , be rubric specific, and mea su rabl e. 

8. In addition to the scheduled observations, classroom walkthroughs {also 
termed Informal Observations) will occur on an unannounced basis during 
the school year. A walkthrough shall last a minimum of five (5) minutes 
but not longer than fifteen (15) consecutive minutes. A minimum of two 
walkthroughs will occur annually. Walkthroughs shall be conducted by the 
assigned evaluator. The purpose of the activity is to: 
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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 frequently 
and more purposefully. 

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

10. The final observation 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. 

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

12. AU monitoring or observation of the performance of the MBU during the 
observation process shall be conducted with the MBU's knowledge. 

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

14. The MBU has the right to make written response 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. 

15. The final summative evaluation report shall acknowledge the MBU's 
performance strengths, as well as performance deficiencies, if any. The 
evaluator sh all note the data used to support the conclusions reached in 
the forma I evaluation report. The evaluator shall sign the eva I uation 
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. Should the 
report contain improvements needed, they shall be rubric specific, 
measurable and in cl ude specific assistance the administrator wi II offer the 
MBU. 
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I. IMPROVEMENT PLAN/ IDENTIFICATION OF DEFICIENCIES 

MBUs rated 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 qualified MBU with 
release lime to meet with, assist and/or observe the ineffective-rated 
MBU). 

2. Timelines for Its completion. 

3. Professional indicators documented as ineffective through the formal 
evaluation process. See Appendix 4-7. 

4. 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, Skilled, Developing) must develop with their 
assigned evaluator a professional growth plan annually by September 30. 

2. Professional growth plans shall describe the performance expectations, 
resources, and assistance to be provided, as appropriate. 

SECTION 2 - NON-OTES MBUs 

A. DEFINITIONS 

1. Evaluation - An evaluation is the formal written composite appraisal 
made by an administrator of the work performance of a MBU. 

2. Observation - An observation is a formal visitation in a MBU's classroom 
or job site by an administrator. The administrator may use a video 
recorder to record the class session. The resulting 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. 

3. Conference - A conference is a formal or informal meeting between a 
MBU and principal to discuss an observation and/or an evaluation. 
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B. LIMITED I CONTINUING CONTRACT EVALUATION SCHEDULE 

Al I I imited contra ct MB Us shall have al least one ( 1 ) o bservali on and one ( 1 ) 
written evaluation and evaluation conference prior to May 1 of each school year. 
All continuing contract MB Us 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 continuing contract MBU 
needs assistance, the Administrator may put the MBU on an Intensive 
Assi sta nee Plan { l.A.P.). The I .AP. wi II contain specific areas that need 
improvement, methods by which the MBU may improve, and the way in which ii 
will be measured. The MBU will receive the I.AP. before the end of the school 
year and wiH have the rig ht to suggest changes or additions or de lelion s to the 
l.A.P. The MBU, for the following school year, will be observed/evaluated 
according to the schedule for a MBU new to the system (See Paragraph C, 
below). 

C. NEWMBUs 

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

D. CONTINUING CONTRACT 

MBUs eligible for a continuing contract shall have at least two (2) observations 
and two ( 2) written evaluations and evaluation conferences. The first sha!I be 
completed prior to December 1, and the other shall be completed prior to May 1. 
MB Us 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-mentioned two 
( 2) observations at the appropriate times. 

E. NON-RENEWAL OF CONTRACT 

If the administrator is concerned that weaknesses alld/or shortcomings are of 
such a serious nalu re th at they cou Id lead to non-ren ewaf of contra ct, the 
administrator shall advise the MBU by way of the first evaluation instrument of 
such concerns. An addition al evaluation shall be given no sooner Iha n ten ( 10) 
school days or later than twe nly ( 20) school days from the date of the firs! 
evaluation to determine if the weaknesses and/or shortcomings have been 
corrected. The period 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 and/or 
follow-up evaluations. 
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F. EVALUATION REPORTS 

Evaluation reports and observation reports sha II be written on the Boa rd­
ap proved form. The forms and the MBU's job description will be mutually 
developed by the Association and Superintendent or designee. MBUs will be 
provided with observation forms, eva I uation forms, and job descriptions upon 
employment and whenever revised. 

G. 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 written into the evaluation 
for any items marked "needs improvement• 

H. 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 MBU. 

!. RE BUTT AL I WRITTEN COMMENTS 

Space shall be provided on the evaluation form for MBU's rebuttal 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 rebutta I. 

J. MBU PERFORMANCE 

Improving MBU performance is the major goal of the MBU evaluation process. 

K. COMPLIANCE 

The Board shall evaluate in compliance with this evaluation procedure in any 
school year in which the Board may wish to declare its intention not to reemploy 
a MBU. This evaluation procedure expressly supersedes and replaces the 
statutory evaluation process set forth in Ohio Revised Code Sections 3319.11 
and 3319.111. If a MBU is absent on extended leave, 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 a one-year limited contract, or a one-year extended limited contract if the 
employee was otherwise eligible for a continuing contract. If 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 
CSA. 

IX. TEACHING CONDITIONS 

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

A. PLANNING PERIOD 

MBUs may use their planning period{s) for preparation, conferences, 
professiona I studies, and activities. No stud en ts shall be assigned on a regular 
basis to a MBU during his/her preparation time. 

Elementary MBUs shall be scheduled for a minimum of forty {40) continuous 
minutes of planning time during each student day. Each elementary MBU shall 
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. 

B. EXTRA MEETINGS 

1. MB Us who are required to attend IEP, IAT and/or 504 meetings that occur 
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. 

C. DISCIPLINE OF PUPILS 

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

D. LUNCH 

Each MB U shall be guaranteed a thirty ( 30) minute n on-i nterru pied duty-free 
lunch 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 loss of Title I revenue; and/or other reasons provided by statute {0.R.C. Section 
3319.17), a reduction in force {"RIF') will occur in accordance with the provisions of 
O.R.C. Section 3319.17 and the non-conflicting provisions of this CBA. 

A. CONTRACT SUSPENSION 

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

1. Al I MB Us will be placed on a seniority list for each teaching field for which 
they are properly certificated/licensed. MBUs serving under continuing 
contracts will be placed at the top of the list, in descending order of 
seniority. MB Us serving under limited contracts will be placed on the list 
below continuing contract MBUs, also in descending order of seniority. 

2. Seniority shall accrue at the same rate regardless of whether the MBU is 
working in a part-lime or full-lime position. Seniority shall be determined 
by the length of continuous service as determined by the date 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 substitute who becomes a MBU during the school year because he/she 
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, shall have his/her seniority date commence when 
he/she originally became a MBU. 
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3. Recommendations for reductions in a teaching field will be made by 
selecting the lowest person on the seniority list in the MBU's area(s) of 
ce rtificatio nllicen sure for a II MB Us deemed comparable on their 
performance evaluations. Prior to the action by the Board to suspend 
contracts, the following steps will be taken: 

a. At I ea st forty-five ( 45) calendar days before the Board votes on the 
action, the Superintendent will mee! with and notify 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 fist of MB Us that wi II 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 
practicable for employees who retire or resign, or whose limited 
contracts a re not renewed. However, attrition may not be suffici en! 
to avoid a RJ F 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 suspension of contra els. 

e. A MBU whose contract is being suspended through a RIF will be 
given written notification at least thirty {30) days prior lo the Board 
action in June. The written notification shall state the reason( s) for 
the reduction and reason{s) for the selection of said teacher. 
Notification shall be given at the end of the student day. The 
personnel records and all future references of tihose employees 
fa id-off pursuant to !his Article shall clearly indicate that such was 
due to a red ucti on-in-force and not due to unsatisfactory 
performance. 

4. 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 Superintendent 
must first reduce MB Us on limtl:ed contracts and then MB Us on continuing 
contracts. 

a. Limited co ntracl MB Us sh all be reduced firs! utilizing the following 
order: 

i. Certifi cation/Licen sure wtt:hi n the affected teaching field. 

ii. Comparable evaluations as defined below. 
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iii. 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 leaching 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 MB Us sha II be reduced ulilizi ng the following 
order: 

i. Certifi cation/Licen sure with in the affected teaching field. 

ii. Comparable evaluations as defined below. 

iii. When evaluations a re com parable, or if the RI F involves a 
non-OTES MBU, seniority in the District shall prevail, with 
the contract of the least senior continuing contract MBU in 
the affected teaching field being the first to be suspended. 

B. COMPARABLE EVALUATIONS 

Suspension of MBUs, and recall of eligible MBUs whose contracts have been 
suspended pursuant to a RIF, will not be based upon seniority, 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 one 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 "comparable" 
to each other. 

c. All Skilled and Accomplished OTES-rated MBUs will be considered 
"comparable" to each other. 

3. In order to reduce the least senior MB Us with in Jicen sure/certification 
areas, involuntary transfer and/or bumping procedures must be used. 
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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 
slhe otherwise loses his/her position due to a reduction in force. A MBU 
may only bump into areas in which slhe is licensed/certified. 

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

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

1. The Board shall give ten ( 10) days written notice of any claim made or 
action filed against the Board by a non-member for which indemnification 
may be claimed; 

2. The Associa lion reserves the rig ht 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 counsel at a II levels of the 
proceeding, ( b) perm ii the Associalio n or its affiliates to intervene as a 
party if ii so desires, and/or (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 reduction in force provision of this 
CBA; however, there shall be no indemnification of the Board if the Board 
intentionally or willfully fails to apply {except due to court order) or 
misapplies said provision herein. 

D. RECALL 

MBUs whose limited contracts are suspended shall 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 on the recall list will have the 
following rig his and protections: 

1. No new MBUs will be employed by the Board while there are MBUs on the 
reca II I isl who are ce rtifi catedllice nsed for the po silion in question. 

2. A MB U on the recall Ii st shall be offered a place on the substitute teacher 
list. 
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3. 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 position, 
or Board-approved unpaid leave of absence. 

4. If a MBU on the recall fist accepts empk>yment for a full school year with 
a no th er school district, the MB U shall notify the Superintendent 
immediately and will be removed from the recall list 

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

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

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

8. 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 evaluations, MBUs on the recall 
Ii st will be reca lied in order of seniority for vacancies in areas for which 
they a re Ii censed/certificated. MB Us on the recall list with continuing 
contracts shall be recalled before those with limited contracts. 

9. If a vacancy occurs, the Board sha II send certified mai I of the offer of 
reemployment lo the last address on file in the Boa rd Treasurer's office. If 
a MBU fails to accept the offer of reemployment within fifteen (15) 
calendar days or within five ( S) calendar days if the offer is delivered within 
ten (1 O) 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 reca II list. 

10. 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 
certified/licensed to tea ch, and type of a re as of eligibility on the re ca II list. 
Additional certificates/licenses must be filed in the Superintendent's office 
as acquired. A teach er on the reca II I isl shall be offered a contract for 
vacancies as they occur, for which he/ she is certified/licensed. 
Acceptance or rejection of a lesser position 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. 

E. REPLACEMENTS 

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

F. 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. 

XI. ASSOCIATION RIGHTS 

A. PAYROLLDEDUCTIONS 

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 carrier 
g. Fund for Children and Public Education (FCPE) 
h. U.S. Savings Bonds (if available) 

2. Authorization for payroll deductions will be ma de on pro per Boa rd­
approved forms as submitted. 

3. 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 amounts over twenty 
· (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 
ii has been established. 
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B. 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. Jf 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. 

C. MAIL 

The Association and any 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. 

D. USE OF SCHOOL FACILITIES 

The Associali on and any of its co mm itlees sh all be entitled to use schoo I 
facilities and-equipment when such facilities and/or equipment shall be used for 
Association business only. Supplies necessary for the use of the equipment 
shall be furnished or paid for by the Association. When the custodian is on duly, 
the building may be utilized without cost to the Association. 

E. BULLETIN BOARDS 

The building pri n cipa I shall designate bu lie tin board space in ea ch bui Id i ng for 
the general use of the Association. The bulletin board space shall be located in 
an area readily accessible to and normally frequented by MB Us. 

F. ORIENTATION OF NEW MBUs 

The Association President and the CEA executive committee will be provided 
with adequate lime to meet with MBUs new to the system and to distribute 
information during either the morning or aftemoo n session of either the first or 
second day of orientation activities when scheduled. 

G. 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 Ii me in non-work areas. Discussions will 
not occur in the classroom when students are present. 

H. INFORMATION 

The Board agrees to furnish, upon reasonable request, copies to the Association 
President of available information concerning the financial resources of the 
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District, including but not limited to: annual financial reports and audits; register 
of certificated/licensed personnel; amended certificate(s), SF-3, budgets, monthly 
financial statement, census, and membership data. Board agendas and 
approved minutes shall be sent to 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 retiring MBUs as soon as such information is 
available, uni ess the retiring M BU requests such information be kept confid en ti a I. 

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 position , and a II areas of certification/Jicensure. The Ii st shall be arranged 
with continuing con Ira cts listed first in order of Di strict seniority with Ii mi led 
contracts following in like order. The Association shall receive an updated listing 
as personnel are added or removed from the list. 

l. 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 to other organizations. 
Agendas will be made available in the office. 

J. 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 upon 
employment. The CBA shall be made available on the employee kiosk or shared 
drive, which is password protected. 

K. LOCAL PROFESSIONAL DEVELOPMENT COMMITTEE 

The Cardinal Local Professional Development Committee ("LPDC') will operate 
in accordance with Ohio law and regulations of the Ohio Department of 
Education. The Committee shall develop 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, two of the members assigned by the Association shall refrain 
from voting. 
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Compensation - Members will receive an annual stipend of four hundred fifty 
dollars ($450.00) and the Recorder/Clerk will receive nine hundred dollars 
($900.00) annually. A member will be paid twenty dollars ($20.00) per hour for 
each hour of LPDC service beyond twenty-six and one-half (26-1/2) hours in a 
school year. A Recorder/Clerk 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). 

L. MBU s who receive Nationa I Board Ce rtificalion shall receive a one ( 1) lime 
stipend of $1,000.00 in the year in which they receive the Certification. MBUs 
who receive Master Teacher Designation shall receive a one (1) time stipend of 
$500 in the year in which they are granted such designation. 

XII. LEAVES OF ABSENCE 

A. 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 limit. 

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

1 . Persona I illness or injury. 
2. Illness, injury or death to an employee's immediate family member. 
3. Pregnancy of the employee including leave taken during the six (6) weeks 

foll owing the birth of the chi Id. 

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

"Immediate family" for illness is defined as anyone I iving under the roof of the 
MBU, and spouse, parent, and children if not under same roof. 

B. FUNERAL LEAVE 

Up to three days are allowable for funeral leave in the event of the death of an 
immediate family member as defined in Article XII., A, parent substitute, legal 
guardian, significant other (non-spa use), grandpa rent, grandchild , in-law, or 
sibling. 

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

An employee absence card and jury duty pay voucher must be turned in for the 
MBU lo receive pay for days on jury duty leave. 

D. SUBPOENAED WITNESS LEAVE 

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

E. PERSONAL LEAVE 

Personal leave shall be granted to all MBUs. MBUs may take up to three (3) 
days of personal leave each year. 

Personal leave is not to be used for vacation (except as authorized by the 
Superintendent for unique circumstances), recreation or shopping trips. 
Personal leave may be used for persona! business that cannot be conducted 
outside of regular work hours. 

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

Any MBU planning to use personal leave should provide his/her 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 students' year 
with the exceplk>n of; 

1. Graduation of spouse and children/awards. 
2. Funerals not covered by funeral leave. 
3. Mandatory court appearances. 
4. Weddings. 

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

F. ASSAULT LEAVE 

1. Assault leave will be granted to any MBU who is absent due to a physical 
disability resu I ting from an assault that occurs while the MB U is fulfilling 
the duties required in his/her contract with the Board. The MBU will be 
maintained on full school pay status during the period of such disability, or 
a maximum offrfty (50) school days per incident. The Superintendent may 
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grant a maximum of three {3) school 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 assault leave lo return lo the 
Superintendent a signed statement justifying the use of assault leave. The 
form for this statement 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 lo be paid to the Board. 

5. In case of physical disability when medical attention is required, a 
certificate from a I icensed physician staling 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 oome by 
the Board. 

6. In order to qualify for assault leave the assaulted MBU must file charges 
with the police, submit a detailed statement oflhe assault, and agree lo be 
available to participate in any proceedings necessary for the Board lo 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 a meeting with the MBU, student(s), parents and 
pri ncipa/ before the MB U 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. 

G. PROFESSIONAL LEAVE 

A MBU may be granted up to five (5) days leave with pay for attendance al 
approved meetings or conferences for improving in structiona I abi I ities of the staff 
member. Such leave may only be approved if there are sufficient funds to cover 
the costs associated with the leave in the applicable fund - curricular programs 
are funded through the District's gen era! profession al d evelopmenl acco uni, and 
extracurricular programs, including those related to alhl etics, are funded through 
the District's athletic account. 

Request - A request for professional leave lo attend a conference or meeting 
shall be submitted in writing lo 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 least one (1) week prior lo the event. 
The Superintendent's decision shall be final. A MBU shall not have professional 
leave deducted for attendance al a meeting al an administrator's requesl 

H. SABBATICAL LEAVE 

MBUs may be granted an unpaid leave of absence for professional study or 
travel. A program of study in a recognized college or university and/or travel 
itinerary shall be submitted lo the Superintendent Upon 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, personnel must have 
completed five { 5) years of service lo the District. 

No more than three percent {3%) of the staff may be on sabbatical leave at one 
time. MBUs returning from sabbatical leave shall be returned to the same 
seniority status held prior to such leave. Persons replacing them shall have no 
claim lo continued employment in the District upon return of the MBU on a 
sabbatical leave. A MBU on sabbatical leave must notify the Superintendent in 
wrili ng on or before Ap ri I 1 of the year of the sabba tica I of his/her intention to 
return or not return to his/her position. This decision is binding on the MBU. 

l. PREGNANCY LEAVE 

1. Upon her request, any pregnant MBU may be granted an unpaid leave 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 
one ( 1 ) add itionaf year. 

2. The MBU will supply the Board, upon its request, a statement from her 
physician indicating that she can fu Ifill the contractual duties upon re tum. 

3. A MBU returning 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 lo continued employment 
in the District upon return of the MBU on pregnancy leave. A MBU on 
leave must notify the Superi nlen dent in writing on or before Apri I 1 of the 
year of the leave of her intention lo return or not lo return 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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J. 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 to the leave and shall be placed on the appropriate step of the 
salary schedule in keeping with other provisions of this CSA. 

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 
mus! notify the Superintendent in writing on or before Apri I 1 of the year of 
the leave of the intention to return or not to return to the posilio n. Th is 
decision is binding on the MBU. 

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

K. 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 su bstilute for the President's leave will be 
reimbursed to the Board by the Associa lion at the cu rrenl substitute per diem pay 
rate. Association leave is lo be used by officers, delegates, or appointees of the 
President. The use of such leave is to be determined by the Association 
President. For any use of Association Leave, the Association must notify the 
individual's immediate supervisor one (1) week or at least twenty-four (24) hours 
in advance. 

L. FAMILY AND MEDICAL LEAVE 

MBUs shall 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-
month period measured forward from the date the MBU's first FMLA leave 
begins" (Le., the leave year is specific to each MB U ). Eligible MB Us a re 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 lime 
FMLA leave is taken after completion of any previous 12-month period. 
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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 to be made 
available to the employee affected by the illness. The total number of days to be 
donated is Jim ited to thirty ( 30) days per ins ta nee of need. 

XIII. INSURANCE AND OTHER PROGRAMS 

Any possible change to the MBUs access to any carrier in this Artide shall be done by 
the Board providing written notification of such planned change to the affected 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 to the School District, as 
reviewed by the Insurance Committee and the Board. 

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

Benefits 

In-Network 
Office Copay 
Other Copays 
Deductible 
Coinsurance 
Out-of-pocket Ind/Fam 
Pharmacy G/F/B 

Out of Network 
Deductible 
Coinsurance 
0 ut-of-Po ck et 

$20 per visit 
$50 ER/$10 UC 
$1,000/2,000 
90% 
$1,000/$2,000 
$10/20130 

$2,000/4,000 
70% 
$2,00014,000 

2. Dental: The Board will provide single and family dental insurance. 

3. Premiums: 

MB Us will pay fifteen 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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4. Life Insurance - The Board shall provide term 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 a I their cost as arranged by the group life insurance plan. 

5. Section 125 Plan 

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

b. The Section 125 Plan will be designed lo meet the requirements of 
Internal Revenue Code ("IRC") Section 125 and applicable 
regulations. Accordingly, each MBU will have an opportunity on an 
annual basis lo enroll in the Plan. The election lo participate must be 
submitted by the first week of December before the beginning of the 
plan year (January 1 through 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 current plan year unless there is a change in the 
MBU's circumstances that, in accordance with IRC Section 125, 
permits the MBU to change his/her election under the plan (e.g., 
divorce, death of spouse, change in employment status induding 
employment status affecting a spouse or dependent, birth or adoption 
of a child, a child losing el igibi lily for coverage, a court order requiring 
coverage, or other enroll men! rights consistent with federal law). 
Details of the Section 125 Plan will be provided on an annual basis at 
the time of enrollment and will also be available through the Board 
Treasurer's office. 

c. Plan Administrator 

The Boa rd shall be the ad mi nislrator of the Section 12 5 P Ian, but 
may delegate administration to the Board Treasurer's office and/or 
a third party administrator. Any administrative costs associated 
with a !hi rd party administrator will be offset by a service fee of 
$1 . 00 per pay per participating teacher. 
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6. Annually the Board will make available Hepatitis B vaccinations through 
the County Health Department or other provider of the Board's choice at a 
Geauga County location of the Board's choice. The cost of the vaccination 
wi II be pa id by the Board. 

7. 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 following 
year. Two married teachers in the system are not eligible for this 
opt out. 

b. In order to elect this option and receive this additional 
compensation, the MBU must, during the month of August in a 
given year, complete, sign and file with the Board Treasurer a form 
indicating his/her election. Failure to submit the required form by 
the designated date shall resu It in a d isq u a lifi cation from pa ym en! 
in lieu of insurance as set forth herein. Once this election is made, 
it sha 11 rem a in in effect and the MBU sh a II 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 status} 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 with in the requisite 
period of time, the change will be effective as of the date of this 
change; provided, however, that the change in salary reductions 
will not be effective ea ri ier than the first pay period after the M BU 
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 MB U will not be able to change 
his/her election unti I the next open en roll me nt period . There shall 
be no pre-existing condition exclusion for any MBU who re-enters 
the insurance program in paragraph A( 1 ) above after originally 
electing not to participate in said program. 

c. At the discretion of the Board, MB Us hi red after the August election 
date may participate in this payment in lieu of insurance program 
on a pro rated basis. 

d. ff 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 lo the end of the contract year, the MBU will be paid 
a pro-rated amount based upon the proportional amount of time 
he/she was in active pay status for the contra ct year. 

B. SEVERANCE PAY 

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

The MBU shall provide a written resignation and evidence of applying for Stale 
retirement al 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 
sli pu lated 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, all accumulated sick leave is terminated 
and reduced lo 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 
eligible 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 al 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 CSA or 
prior to receiving severance pay will have said severance benefits paid to 
his/her estate. 

C. 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 lo the 
Board Treasurer to receive the reimbursement. Forms are available al the 
centra I office. 

48 



D. ECONOMIC CONDITIONS 

Should State of Ohio funding become so inadequate as to prohibit the Board 
from meeting either the terms and/or spirit of this Agreement, the Boa rd agrees 
to confer with the Cardi na I Education Association to try to mutually re so Ive the 
problem. 

E. 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 a re three ( 3) pay periods. 

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

F. BOARD SHELTERING OF MB Us' RETIREMENT CONTRIBUTION 

1. The Board shall implement the "pickup" of the teacher-required contribution 
to the State Teachers' Retirement System (STRS) and with the Board 
having agreed to do so, the Board Treasurer is hereby authorized, effective 
with the first payroll payment following the effective date of this C BA, to 
contribute to STRS, in addition to the Board's required employer 
contribution, an amount equal to each MBU's contribution to STRS in lieu of 
payment by such MBU, and that such amount contributed by the Board on 
behalf of the MBU shall be treated as deferred salary paid by the Board to 
STRS from the contract salary otherwise payable to such MBU in cash. 

2. The Board Treasurer will prepare and distribute an addendum to each 
MB U 's contract that states: ( 1 ) that the MB U '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 contribution being 
"picked-up" by the Board on behalf of the MBU; (2) that the Board will 
contribute to STRS an amount equal to the MBU's required contribution 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 MBUs' total contract salaries 
payable pursuant hereto {induding "pick-up" amounts) and its Board 
contributions 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 to STRS based upon total 
contract salary, including the "pick-up." The Boa rd 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 a uthorilies. 

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

G. 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 mandates that affect the hospitalization health 
insurance package. Any recommendation for change must be ratified by both 
parties. 

XIV. FAIR SHARE FEE (WITH INDEMNIFICATION} 

A. 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 elect not to become members of the Association or who elect not to remain 
members. 

B. 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 to 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. 

C. Payroll deduction of such fair share fees shall begin at the second payroll period 
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 MBUs. 

D. Dues rates 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 to promptly transmit all amounts deducted lo the 
Association. 

E. The Board further agrees to accompany each initial transmittal with a list of the 
names of MB Us for whom all such deductions were made. 
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F. Upon timely demand, non-members may appeal the amount of the fair share fee 
pursuant lo the internal procedure adopted by the Association, or such non­
members may submit such appeals to the State Employment Relations Board 
(SERB). 

G. 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 deductions 
sha II continue through the remaining number of payroll periods over which 
Association membership dues are deducted. 

H. The Association agrees to indemnify the Boa rd for any cost or Jia b ility incurred as 
a resu It of the i mplementalion and enforcement of this provision provided that: 

1. The Board gives ten (10) days written notice of any claim made or action 
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 Association and its counsel at all leve! s of the proceeding, (b) permit 
the Association or its affiliates to intervene as a party if it so desires, 
and/or { c) not oppose the Associalio n or its affiliates' a pplicalio n to Ii le 
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 provision 
of the CBA; however, there shall be no in dem nifi cation of the Boa rd if the 
Board i ntenlionally or willfu Hy fa i Is to apply (except due to court order) or 
misapplies such fair share fee provision herein. 

The above fair share fee provision sha II be an exclusive rig ht of the Associa lion, 
which shall not be granted to any other employee organization seeking lo 
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 2015-2016 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 
CBA. 

MBUs not eligible to receive an increase in compensafion based on their Step on the 
Tea ch er Salary Schedule shall receive a one { 1 ) ti me paym en! of $ 500 in the Ii rs! 1 ' 1

) 
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pay of December of that school year in a separate check. This benefit shall terminate 
(i.e., sunset) at the expiration of this CBA. 

CEA may request by April 1, 2015, to reopen negotiations concerning 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, 2016, 
whichever comes first except as provided above. 

NOTES: 

A MBU must be a highly qualified teacher at his/her position or is working toward 
completion of coursework, workshops, and/or seminars toward becoming HOT in 
his/her current position to advance on the salary schedule. Course work taken for 
advancement on the salary schedule after September 1, 1993, must be at the graduate 
level and in a field related to education , unless the Superintendent authorizes 
undergraduate coursework necessary for the MBU to be HOT. 

Certified co pi es of transcri pis of all credits and deg re es must be on Ii le in the 
Superintendent's office to qualify one's position on the salary schedule. 
Adjustments due to graduate course completion will be made prospectively in 
September and February of each year, A MBU may only move once in any given 
school year. 

XVI. SUPPLEMENTAL CONTRACTS 

A. Supplemental contracts assign specific duties, compensation, and duration. 
Upon completion of said duties, the contract will be paid in full. In the case of 
those duties that extend 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 ren ewa I provisions of 0. 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 Boa rd). 
Persons interested in holding 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 Coordinator 
Annual Advisor 
AFS 
Building Technology Coordinator 

*Camp Nurse 
Chess Club 
Class Advisor- Senior 
Class Advisor - Junior 
Class Advisor - Sophomore 
Class Advisor - Freshman 
Dramatics Production 
Dramatics Fall Prod uclio n Asst. Director 
Elementary Music Programs (1) 
Elementary Student Council 
Foreign Language Club 
F.T.A. 
Key Club- High School 
Key Club (Middle School 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 School 
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 High Schoo!) 
O. 020 {any school if a daily period 

is assigned) 
0.020 
0.020 
0.030 
0.050 
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 



StepO* Step f* Step2* 

Cardinaires 0.080 0.090 0.100 
Vocal Music 7-12 0.040 0.050 0.060 
Choral- Middle School 0.030 0.040 0.050 
Cardinaires Assistant 0.070 0.080 0.090 
Dean of Students - High School 0.140 0.160 0.180 
Flag Advisor 0.040 0.050 0.060 
Dance Line Instructor 0.040 0.050 0.060 
Marching Band/Concert Band 0.120 0.140 0.160 
Marching Band Assistant 0.040 0.050 0.060 
Band - Middle School 0.030 0.040 0.050 
Musical Director 0.070 0.080 0.090 
61t1 Grade Camp Director 0.060 0.070 0.080 
6th Grade Camp Counselor 0.040 0.050 0.060 

c. ATHLETICS: The athletic positions and index as per the attached schedule. 
Provided there is a team, schedule of games, adequate facilities, and sufficient 
student interest to field a team. 

StepO* Step 1* Step 2* 

Boys Basketball Head Varsity 0.130 0.150 0.170 
Boys Basketball Top Assistant { J .V .) 0.090 0.110 0.130 
Boys Basketba IJ Varsity Assistant 0.070 0.090 0.110 
Boys Basketball Freshman 0.080 0.100 0.120 
Boys Basketball Middle School {2) 0.060 0.070 0.080 
Boys Basketball Scouting 0.015 0.020 0.025 
Boys Baseball Head 0.100 0.110 0.120 
Boys Baseball Assistant 0.070 0.080 0.090 
Boys Baseball Grade 9 0.060 0.070 0.080 
Cheerleader Advisor High School 0.080 0.090 0.100 
Cheerleader Advisor Middle School 0.050 0.060 0.070 
Cross Country Head 0.070 0.080 0.090 
Cross County Assistant 0.040 0.050 0.060 
Cross Country Middle School 0.030 0.040 0.050 
Football Coach Head 0.130 0.150 0.170 
Football Coach Top Assistant 0.110 0.130 0.150 
Football Coach High School Assistant (2) 0.090 0.110 0.130 
Football Coach Middle School 0.080 0.100 0.110 
Football Scouting 0.015 0.020 0.025 
Football Assistant Grade 9 0.090 0.110 0.130 
Girls Basketball Head 0.130 0.150 0.170 
Girls Basketba II Top Assistant 0.090 0.110 0.130 
Girls Basketball Varsity Assistant 0.070 0.090 0.110 
Girls Basketball Middle School {2) 0.060 0.070 0.080 
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Girls Basketball Scouting 
Girls Basketball Freshman 
Girls Softball Head Coach 
Girls Softball Assistant Coach 
Girls Softball Coach Grade 9 
Girls Volleyball Head 
G iris Volleyball Assistan I 
Girls Volleyball Grade 9 
Girls Volleyball Middle Schoo! ( 2) 
Golf Head Coach 
Golf Assistant 
Soccer Head Coach 
Soccer Assistant 
Track Head 
Track Assistant (3) 
Track Middle School (2) 
Wrestling Head Varsity 
Wrestling Assistant 
Wrestling Grade 9 
Wresting Middle School (1) 

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

0.020 
0.100 
0.110 
0.080 
0.070 
0.150 
0.110 
0.110 
0.070 
0.070 
0.040 
0.110 
0.070 
0.130 
0.080 
0.050 
0.150 
0.110 
0.080 
0.070 

0.025 
0.120 
0.120 
0.090 
0.080 
0.170 
0.130 
0.130 
0.080 
0.080 
0.050 
0.120 
0.080 
0.150 
0.090 
0.060 
0.170 
0.130 
0.090 
0.080 

D. All other supplemental contracts will be offered as long as there is adequate 
faci I ities and sufficient student interest. 

E. Middle School 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 attend a nee at competition to a limit of four per year. 
The Extended Educational Service Program rate will be paid for time spent 
outside the student day in preparation for these events. 
The total payment for these programs may not exceed $1,000 for Band and 
$1,000 for Choir, per year. 

F. The elementary music MBU will be compensated for outside programs as follows: 
$75 per evening concerts, with a limit of six per year. 
The Extended Educational Service Program rate will be paid for MBUs who 
choose to supervise each event as requested by the music teacher. 
The total cost of these programs will not exceed $1,000, per year. 

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

H. MISCELLANEOUS 

1. The base of the co-curricular salary schedule will be the same as the base 
of the teacher salary schedule. 
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2. 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. 

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

4. Salary will be rounded to the nearest dollar. 

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

6. A written notmcation wi II be presented to the MBU prior to Board action to 
hire a replacement when the employee has reapplied for a position served 
in the previous year. 

7. 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. 

8. MB Us on extended time shall be paid at their per diem rate: 
High School Counselor - 15 days 
Middle School Counselor- 10 days 

9. RE: Dean of Students, Athletic Director{s), Faculty Manager, and Saturday 
School. The Board may choose to assign the related duties of any of the 
positions to administrative personnel when a person serving in the position 
does not return due to retirement or other personal choice or if no qualified 
MBU applies. Prior notice must be given to the Association. 

XVII. MISCELLANEOUS 

A. ENTIRE CBA 

This CBA represents the entire agreement between the Board and the 
Association. 

The parties acknowledge that during the negotiations that resulted in this CBA, 
each had the unlimited right and opportunity to make demands and proposals on 
any subject within the scope of negotiations. The understandings and 
agreements arrived 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 matters within the scope of negotiations. 
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All prior negotiated agreements not contained herein, and all prior practices, 
rules, or regu!atio ns not contained herein shall not be binding upon the parties to 
the CBA. 

B. NO STRIKE CLAUSE 

The Association and any and all MBUs shall not cause, engage in, or sanction 
any strike, slow-down, or any other such concerted action for the term of this 
CBA. ' 

C. 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. 

D. DURATION 

This CBA shall take effect the first wo rKcl ay of the 2013-2014 school year, except 
as otherwise provided , and shall remain in effect unti I the effective date of its 
successor CBA or August 31, 2016, whichever comes sooner. 

E. SIGNATURES 

In recognition, agreement, and witness to the terms and conditions of this CBA, 
the following officia Is pl ace their signatures. 

CARDI AL BOA~D ~~~UCATION 

~~ ?~/Y~/3 
DU TION ASSOCIATION 

President Date 
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Step 

0 
1 
2 
3 
4 
5 
6 
7 
8 
9 
10 
11 
12 
13 
14 
15 
20 
25 

CARDINAL LOCAL SCHOOLS 

INDEX 

N.D. BA BA+15 BA+30 MA 

0.905 1.000 1.040 1.080 1.120 
0.938 1.040 1.084 1.128 1.172 
0.971 1.080 1.128 1.176 1.224 
1.004 1.120 1.172 1.224 1.276 
1.037 1.160 1.216 1.272 1.328 
1.070 1.200 1.260 1.320 1.380 
1.103 1.240 1.304 1.368 1.432 
1.136 1.280 1.348 1.416 1.484 
1.169 1.320 1.392 1.464 1.536 
1.202 1.360 1.436 1.512 1.588 
1.235 1.400 1.480 1.560 1.640 
1.268 1.440 1.524 1.608 1.692 
1.301 1.480 1.568 1.656 1 .744 
1.334 1.520 1.612 1.704 1.796 
1.367 1.560 1.656 1.752 1.848 
1.400 1.600 1.700 1.800 1.900 
1.420 1.620 1.720 1.820 1.920 
1.460 1.660 1.760 1.860 1.960 
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MA+15 MA+30 MA+45 

1.160 1200 1.240 
1.216 1.260 1.300 
1.272 1.320 1.360 
1.328 1.380 1.420 
1.384 1.440 1.460 
1.440 1.500 1.540 
1.496 1.560 1.600 
1.552 1.620 1.660 
1.608 1.680 1.720 
1.664 1.740 1.780 
1.720 1.800 1.840 
1.776 1.860 1.900 
1.832 1.920 1.960 
1.888 1.960 2.020 
1.944 2.040 2.080 
2.000 2.100 2.140 
2.020 2.120 2.180 
2.060 2.160 2.220 



CARDINAL LOCAL SCHOOLS 

2013-2014 I 2014-2015 I 2015-2016 

I= U= Ill= IV= V= VI= VII= 
Years of ND BA BA+15 SA+30 MA MA+15 MA+30 MA+45 

Experience Index Index Index Index Index Index Index Index 

0 30,128 33,291 34,623 35,954 37,286 38,618 39,949 41,281 

1 31,227 34,623 36,087 37,552 39,017 40,482 41,947 43,278 

2 32,326 35,954 37,552 39,150 40,748 42,346 43,944 45,276 

3 33,424 37,286 39,017 40,748 42,479 44,210 45,942 47,273 

4 34,523 38,618 40,482 42,346 44,210 46,075 47,939 49,271 

5 35,621 39,949 41,947 43,944 45,942 47,939 49,937 51,268 

6 36,720 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 53,931 55,263 

8 38,917 43,944 48,341 48,738 51,135 53,532 55,929 57,261 

9 40,016 45,276 47,806 50,336 52,866 55,396 57,926 59,258 

10 41, 114 48,607 49,271 51,934 54,597 57,261 59,924 61 .255 

11 42,213 47,939 50,735 53,532 56,328 59,125 61,921 63,253 

12 43,312 49,271 52,200 55,130 58,060 60,989 63,919 65,250 

13 44,410 50,602 53,665 56,728 59,791 62,853 65,916 67,248 

14 45,509 51,934 55,130 58,326 61,522 64,718 67,914 69,245 

15 46,607 53,266 56,595 59,924 63,253 66,582 69,911 71.243 

20 47,273 53,931 57,261 60,590 63,919 67,248 70,577 72,574 

25 48,605 55,263 58,592 61,921 65,250 68,579 71,909 73,906 
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QUALIFICATIONS: 

CARDINAL LOCAL SCHOOL DISTRICT 
Job Description 

Classroom Teacher 

As established by the Division of Teacher Education and Licensure, Ohio Deparbnent of Educatkm, for 
the classroom assjgnment of the teacher. 

REPORT$ TO/EVALUATED BY: 

Building Principal or designee. 

SUPERVISES: 

Teacher aide, student teacher, or volunteers as assigned by the building principal. 

JOB GOAL: 

To guide students in learning subject m alter andfar 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 knowledge of his/her subject matter and area, and adapts that knowledge 
to meet the needs, interests, and abilities of students assigned. 

3. Creates a classroom environment that is stimulating and conducive to learning. 

4. Encourages student creativity, motivates student interest and enthusiasm for the learning 
process, and provides direction for the students' development of good work-study habits. 

5. Employs Board-adopted curricu I um as a basis for instruction. 

6. Guides the learning process towards the achievement of curriculum goals by establishing 
clear short and long-range written lesson plans. 

Management Skills 

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 substflute teacher that in eludes 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 be useful to 
the substitute teacher and/or required by the building principal. 

3. Takes all necessary reascnable precautions to protecl students, equipment, materials, 
and facilities. 
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4. Recognizes his/her responsibility for the supervision of students at all times of the school 
day. 

Pupil I Teacher Relationships 

The teacher. 

1. Develops, in accordance with District and building guidelines, reasonable rules of 
classroom behavior and procedure. 

2. Stresses pos~tve rather than negative reinforcement whenever possible. 

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

T &acher Relations hi es wilhi n the School Community 

The teacher. 

1. Strives lo communicate positive aspects of the educational program to the public through 
involvement in the building Open Hoose, school newsletters, forum/PTO meefings, and 
publicati ens. 

2. Works cooperafively with parents and students to establish and maintain open lines of 
com mun icafion. 

3. Establishes and maintains cooperative relations with all staff members. 

Professional Characteristics 

The teacher: 

1. Upholds and enforces school rules, administrative guidelines, and regu lalions and Board 
pol icy; is supportive of them in public. 

2. Is punctual in report ng lo work, classroom or supervisory assignments, and does not 
leave the school building prjor to the end of the prescribed day without notifying the 
building pr ncipal. 

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

4. Assists in the selection of books, equipment, and other instructional materia Is. 

5. Plans and supervises purposeful assignments for teacher aides and/or volunteers and, 
cooperafively with the principal, evaluates their job perfonma nee. 

6. Provides materia Is, reports, surveys, Ii Sis, and inventories as needed and maintains 
accurate, complete necords as required by law, Board policy, and administrative 
regulations. 

7. Attends staff, departmental, and committee meetings as required. 

8. Respects confidentiality of records. 
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TERMS OF EMPLOYMENT: 

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 Ohio 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. 

Adopted: August 26, 1999 
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CARDINAL LOCAL SCHOOL DISTRICT 
Teacher OBSERVATION Form (Non-OTES Staff) 

Date _________ _ 

Grade/Subject _____________ _ Buildin,,_ _______ _ 

Eva I uation Scafe: 

E = Excelfent G =Very Good S = Satisfactory NI = Needs Improvement 

L lnstruclional Procedures: 

E G s NI 
E G s NI 
E G s NI 
E G s NI 
E G s NI 
E G s NI 
E G s NI 
E G s NI 

COMMENTS: 

The teacher exhibits evidence of planning. 
The teacher exhibits organization of instructonal procedures. 
The teacher provides for differences in capacities of pupils. 
The teacher exhibits uses of resoufCllful techniques. 
The teacher exhibits ski I I in presentation of lessons. 
The teacher encourages student participation. 
The teacher exhibtts appropriate procedures to evaluate learning. 
The teacher exhibits knowledge of subject m alter. 

II. Management Skills: 

The teacher exhibits organization of classroom. E G S NI 
E G S NI 
E G S NI 

The teacher exh ibfts organization of materials and supplies. 
The teacher exhibits evidence of student record keeping. 

COMMENTS: 

111. Pupil/Teacher Relationships: 

E G S NI 

COMMENTS: 

The teacher helps students to develop and m ainlai n good self-concepts. 

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 teacher wishes to add comments, the teach er may 
do so. 

TEACHER'S SIGNATURE------------ CONFERENCE DATE 

OBSERVER'S SIGNATURE ____________________ ~ 

TEACHER'S COMMENTS: 
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CARDINAL LOCAL SCHOOL DISTRICT 
Teacher EVALUATION Fonn (Non-OTES Staff) 

Teacher ________________ _ 
Date-------

Grade/Subject _____________ _ Building _____ _ 

Evaluation Scale: 

E =Excellent G= Very Good S = Satisfactory NI = Needs Improvement 

I. lnstructionaJ Procedures: 

E G s NI 
E G s NI 
E G s NI 
E G s NI 
E G s NI 
E G s NI 
E G s NI 
E G s NI 

COMMENTS: 

11. Management Skills: 

E G s NI 
E G s NI 
E G s NI 

COMMENTS: 

The teacher exh iblts evidence of planning. 
The teacher exhibits organization of instrucllonal procedures. 
The teacher provides for differences in capacities of pupils. 
The teacher exhibits uses of resourceful techniques. 
The teacher exhibits skill in presentation of lessons. 
The teacher encourages student participation. 
The teacher exhibits appropriate procedures to evaluate learning. 
The teacher exhibits knowledge of subject matter. 

The teacher exhibits organization of classroom. 
The teacher exhibits organization of materials and supplies. 
The teacher exhibits evidence of student record keeping. 

Ill. Pupil/Teacher Relationships: 

E G S NI 

COMMENTS: 

The teacher helps students to develop arnl maintain good self concepts. 

N. Teacher Relationships within the School Comm unity: 

E G S NI 
E G S NI 
E G S NI 

COMMENTS: 

The teacher exhibits positJve pupil/teacher relationships. 
The teacher exhibits p<:isitive parent/teacher relationships. 
The teacher exhibits positive staff/teacher relationships. 

V. Professional Characteristics: 

E G S NI 
E G S NI 
E G S NI 
E G S NI 

COMMENTS: 

The teacher exhibits professional improvement. 
The teacher follows building rules and Board policy. 
The teacher maintains studert discipline. 
The teacher projects positive personal characteristics. 

App. 3-1 



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 th is form. If the teacher wishes to add comments, the teacher may 
do so. 

TEACHER'S SIGNATURE _____________________ ~ 

CONFERENCE DATE _____ _ 

OBSERVER'S SIGNATURE ____________________ _ 

TEACHER'S COMMENTS: 
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BOARD OF EDUCATION 
CARDINAL LOCAL SCHOOL DISTRICT 

PROFESSIONAL STAFF 
3220/page I of 10 

STANDARDS-BASED TEACHER EVALUATION 

The Board of Education is responsible for a standards-based teacher evaluation policy 
which conforms to the framework for evaluation of teachers as approved by the State 
Board of Education and aligns with the "Standards for the Teaching 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 ongoing assessment and meaningful feedback 
as a powerful vehicle to support improved teaching performance and student growth, as 
well as promotion and retention decisions for teachers. 

This policy shall be implemented as set forth herein and shall be induded in the 
Collective Bargaining Agreement between the Board and the Cardinal Education 
Association ("CEA") (herein after, ·c BA"), and in a I! extensions and re new a Is thereof. 

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

The Board authorizes and directs the Superintendent to establish and maintain an 
ongoing Evaluation Policy Consultation committee, with continuing participation by 
District teachers represented by the 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 his/her lime providing content-related student in struclion and 
who is working under one of the following: 

a. A license issued under O.R.C. Sections 3319.22, 3319.26, 3319.222 or 
3319.226; or 

b. A permanent certificate issued under 0.R.C. Section 3319.222 as ii 
existed prior to September, 2003; or 

c. A permanent certificate 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 
CARDINAL LOCAL SCHOOL DISTRICT 

PROFESSIONAL STAFF 
3220/page 2 of I 0 

Su bslitute tea ch ers and teachers not meeting th is definition a re not subject to 
evaluation under this policy. Full-lime 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 O.R.C. 
Section 331 g_o2 are not subject lo evaluation under this policy. 

"Credentialed Evaluator" - For purposes of this policy, each teacher subject lo 
evaluation wi II be evaluated by a District principal or assistant principal who: 

a. Meets the eligibility requirements under 0 .R.C. Section 331g_111 (D) and 
the CBA; and 

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

c. Has completed state-sponsored evaluation training and passed an online 
credenti~ling assessment. 

The Board shall authorize the Superintendentldesignee to approve and maintain a list of 
credentialed evaluators as necessary to effectively implement this policy. 

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

"Student Growth" - for the purpose of the district's eva lualion policy, student growth is 
defined as the change in student achievement for an individual student between two or 
more points in lime. 

"Student Learning 0 bjectives" ("SLOs ") - include goals identified by a teacher or 
group of teachers that identify expected learning outcomes or growth targets for a group 
of students over a period of lime. 

"Shared Attribution Measures" - student growth measures that can be alt rib uted 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 stale 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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exams, or end-of-course examinations for grade level and subjects for which the Value­
Added measure does not apply. 

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. 

Ea ch teach er evaluation will resu It in an effectiveness rating of: 

a. Accomplished; 

b. Skilled; 

c. Developing; or 

d. Ineffective 

The specific standards and criteria for d isli nguishing 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 S uperi nten dent shall annually cause lo 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 
preparation programs from which and the years in which the teachers graduated. 

Fifty percent (50%} of each evaluation will be based upon teacher performance and fifty 
percent (50%) on multiple 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 also known as "classroom walkthroughs." Such performance, which will 
comp rise 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 Profession: 

a. Understanding student learning and development and respecting the 
diversity of the students they teach; 

b. Understanding the content area for which they have instructional 
responsibility; 
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c. Understanding and using varied assessment to inform instruction, 
evaluate and ensure student learning; 

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

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

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

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

Formal Observation and Classroom Walkthrough Sequence 

• Except as provided below, a II instructors who m eel the defin iii on of 
"teacher" under R. C. 3319. 111 and this policy sh a 11 be evaluated based on 
two formal observations and periodic classroom walkthroughs each school 
year. 

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

A teacher who has been granted a continuing contract by the board of education and 
who receives a rating of "Accomplished" on his/her most recent evaluation shall be 
evaluated every other school year and may select his/her 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 observations, the teacher instead may 
complete a project. The Superinlendent/designee shall approve or deny the teacher's 
request in his/her 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 observation. 
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E valuations will be completed by May 1 st and each teacher will be provided a written 
report of the results of his/her evaluation by May 10th. Written notice of non renewal will 
be provided by June 151

• 

In evaluating 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 
professionalism, set forth in Appendix 4-2 in the CBA. 

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

FORMAL OBSERVATION PROCEDURE 

a. As outlined in the CBA, all formal observations shall be preceded by a 
conference between the evaluator and the employee prior lo the 
observation in order for the employee 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 learning environment. 

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

c. A completed form must be shared with the employee within a reasonable 
amount of lime 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 occurring between two points in 
lime. It is important lo note that a student who has fa rty-five ( 4 5) or more absences 
(unexcused and/or excused) for the school year will not be included in the determination 
of student academic growth. 

In general, the Boa rd will utilize the following ca leg ori es to determine th is asp eel of a 
teacher's eval ua lion, depending upon the instructor involved: 
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A1: Teachers instructing in value-added subjects exclusively; 

A2: Teachers instructing in value-added courses, but not exclusively; 

or 

B: Teachers instructing in areas with Ohio 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 available.1 

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

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

When neither teacher-level value-added data nor Ohio Department of Education­
approved assessments are available, the District shall use locally-determined Student 
Growth Measures for C teachers as set forth in Appendix 4-8 in the CBA. Student 
Growth Measures may be comprised of SLOs, shared attribution, and/or 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, Assessmen!(s), Growth 
Targets, and Rationale for Growth Targets. When new SLOs are developed or revised, 
the process will include consultation with teachers employed by the Board. The Board's 
process for creating and revising 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) levels 
in accordance with the Ohio Department of Education/OTES guidance and converted to 
a score in one of three (3) levels of student growth: 

a. Above 

b. Expected 

c. Below 

1 If used, only one "shared attribution" measure c:an be utilized per instructor. 
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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 
4 3 2 1 

• "Proficient" in the Tab I e is equivalent to •Skilled" th rou ghoul th is Policy. 

The evaluator shall conduct a conference at which a written evaluation will be provided 
to the teacher for his/her 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 evaluation as converted to the "Evaluation 
Matrix" above, each teacher must develop either a professional growth plan or 
professional improvement plan as follows: 

a. Teachers whose performance rating indicates above expected levels of 
student growth will develop a professional growth plan and may choose 
their crede ntia!ed evaluator from those available to the Boa rd for that 
purpose, utilizing the components set forth in Appendix 4-7 in the CBA. 
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b. Teachers whose i>erformance 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 levels of 
student growth will develop a professional improvement plan with their 
credentialed evaluator. The administration will assign the eva I uator for the 
subsequent evaluation cycle and approve the professional improvement 
plan, utilizing the components set forth in Appendix 4-7 in the CBA. 

CORE SUBJECT TEACHERS - TESTING FOR CONTENT KNOWLEDGE 

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 Ohio 
Department of Education if the teacher has received an effectiveness rating of 
•ineffective" on his/her annual evaluation for two {2) of the three (3) most recent school 
years. 

If a teacher passes the examination set forth above and provides proof of that passage 
to the Board, the teach er wi II 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 CSA: 

• Fa i I ing to complete all required written exam ina!io ns under th is section; 

• A fa ii ing score on a written exam ina lion( s) taken pursuant to th is 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 teacher shall be responsible for the cost of taking an examination set forth above. 
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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 to support the professional development of teachers covered by this policy. 
The plan will be reviewed annually. 

RETENTION AND PROMOTION DECISIONS I 
REMOVAL OF POORLY PERFORMING TEACHERS 

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

Definitions 

"Retention" for purposes of this policy refers to employment decisions on the question 
of whether or not to suspend a contract pursuant to a reduction in force, non-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 evaluations. 
The decision to non-renew or terminate the contract of a poorly 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 th is context is of Ii m ited ulil ily given the fact that teachers 
covered by this policy are not currently employed in any discernible hierarchy. 
Nevertheless, when making decisions relative to such matters as determining 
department or grade I eve I chairpersons, selections to curricular or strategic planning 
bodies, or teaching assignments, the Board will consider teacher performance as 
indicated by eva I uatio n s. 

"Poorly Performing Teachers" refers to teachers identified through the evaluation 
process set forth in this policy who demonstrate an i nabi lily and/or unwillingness to 
meet the reasonable expectations of this standards-based evaluation 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 "Accomplished." 

Removal of poorly performing teachers will be in accordance with the non-renewal and 
termination statutes 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 system and procedures set forth in this policy shall not 
create an expectation of continued em p loym en! for teachers on a limited contract that 
are evaluated under this policy. The Board reserves the right to non-renew a teacher 
evaluated under this policy in accordance with 0 .RC. Section 3319.11 and the terms of 
the CBA notwithstanding the teacher's summative rating. · 

O.R.C. 3319.02, 3319.11, 3319.111, 3319.112, 3319.22, 3319.222, 3319.226, 3319.26, 
3319.58, 3333.0411 
O.A.C. 3301-35-03(A) 
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m::jlv not be (hallan~-

Thitt~r•~11ddress11:!1 

COr'rfUlibt by 1'9-eocplatnh'fl ~ W'""1 
ai*ed and l!!n$1.91ns andll!l"5tWndln•· 1be 
b!achl!!r ~ploys ~d;tve,. p1,tfp1J!lieful 
Clull!!stiOniila b!!!dmiques during lnstnictton. 
l1'u!1 l11!1550h bi a balan~ af teaclter-d~d 
lhltudion and student-led ~IQ. 

The leadu!!!r supptirUI th- lea~nl!!: l'ftds of 
~~b tllraush • Qriift'i" of sb'at~. 
me.tel'l•ls,. lilnd/« pacing th3"t me .. 
lnrnll'l8 •~.s,Jble ;!!Ind ~h•HiM'll!!llltA for-the 
ll'QUP·· 

" " 

T1!!achet"~l11nat1ottS <Ire delr, coherent, 
and p~:!ile. Thfl toct.ar uses. ~JI.timed, 
tndtvklUi!IOzed, deveJopmentaly 
epl'f(lprlatl!! sb'atef!:ll!!i and ~li8llil8'e! 

dt!slgned to ldfvl!!~ ~mur.qe 
lndePend~ht. cn!iltM!., itind c:rltkal 
tttinklr-. lnc:l•dirig thee: 3pproprt11tl!! ~or 
quesdons and dl:JeuJSaon t'l!dlniqus. 

Thill tead'!iar 011;a11111tlll:tv an~ 
c:onfmh111 by pn!5eJJttng lnfarm;itJoti IQ 
1QtJltll1lt! funn11tts •nd darffftn8 mnk!nt 
!MifDte student!. a:slr.que$tlon$. The 
h!&tdler clevelops h~sh-lhl!I under.Jblndllis 
thrnush df!Ktfw uses of~ leveh Qf 
Q~!ttinns. The fusoa ts studt!!nt-1"'1. Wltft 
tbe toldil!!r In ~ role i:,f ftdttlltor. 

1he teadter J11•tehe' M111te818s. mahltlilk. 
and/or P'el"I •o Jt~i'ttf' trnfMdl.dl' 
needs. to m•~ .. lllrn'1e •OCMSlb .. Ind 
chellenf:lng for 1111 students tn thli! 
dilSSrl)CJIT) • The ~dter emtc:ttve1v l.l'Hs 
lodepend••~ oollobo<>tM! .. d wh ... 
dus lnslnic:HDd to !iUppQlt tndMd"81 

JNm1n9 &oilk •nd provldli!$ V'.:il~ opllori:I 
for how :stl.ldi:nn Win ~~.-.te 
masb!ry • 

............ ·-----··-----..... ·-~-----·~- !..-~ ...... --------·-~··--~·~"-

ii,_: . .'' 

..... 
•:, 

;!. ·' ,:• ··';: 
,. ·~~. 

... : 
. :; .... -. 

·-· ·' . 

··•'' 
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There 111tttk! or no evlikn~ Of~ pcsltl'ltl 
rapport bll!!lwee.n the tiRchl!!!r and 
UUdP.nt~ fiDf" eKemplo, the. ~il!!lr rnlilV 
J"HPQnd dlsresp~tft.illy to students, or 
l8J1Vt9 their qUif'!/.th:tt'i5 or comroent:fi. 

ThllH"& ent no evtdll!!nt n:i~tl.-e&- or 
proc:eduh!ti; student!! s....,.. li,..;kmr abo~t 
whitt they should be doing or an:t kl ... 

Tl'11RJl""'1:!i ere lnefftdent wlth 
eon$1der1111bte lns.tructkm•I time lost. 
l.e5$oos p11J8ress too ~lnlrly or quickly so 
students ar~ fmqu1t11Uy dl~ngag~. 

. : . -'.: :: ' . ' '~ .. 

-~ ... 
the t•d:Jiit!' 15 f;1lt In tht!: tr~enl of 
~udents and estabttshes u basic ldlJport 
wltl'I them. For exampkl, the teaehtr 
•Cldtesse' nt.idents qU2sHVll:!i or 
eomm11nts but clot!!!'i not fnqulre about 
lhelT owl'<il wellMbelng. 

rtounnes at1d procedur11s 1re ln r;ii'4ice, but 
the *eh11111" iTliilY ln:eppraprintefy pram pt or 
dlrei;:l students when thty "'• IJncleer ~ 
Idle. 

The ttl•t:httr tr:;ins.ltlans batwftn teatnlf12 
<Cld:lvltt.J, but (1~5kl1'1Blly ID!Ul!I: SUrtH! 

lnstn.1dlo~ time In tllit:i pracess. 

The 1i::ad'lv~ wekornes c;ammunli;;iltlon 
from hlmfhs ~nd repUE!$ li1 a tlmil!!l'f 
rn:a11n~. 

Appropfla•e opect<ltlon!I far beh<1vt01" are 
l!'St:!ibUdted, but SQme ~ectaHOIQ -11'9 

unclear or dD noi 1ufdress thli! n~s of 
tndtvfdual studl!!!l'lt!il, Thfi teacher 
lncoruil!itently moJlitot.!i bettavlor. 

·· ... 

Ttte U!.Bdt@r has po:Utfvit l'OllpPort with 

students oh<I d-• t01poct for 
enid itlit•rf:tSt In 1111.studimts- FOi" ex&mpite, 
.._. ttriach•t m1'1kes- • .,. cotmic1: •ncl 
connects with lndivldu11I ~dents. 

Mgydn1s 111nd pnx:edunn: run smoottily 
thmusflcut tt\11 ~son. and stUdenb 
assume ~g~pprnprt&rte Jf:Vlllls of 
responslbllltyfvt the-effic~l OfJl!l:r'MIOll of 
th.ii: 1;:lassroom. · 

'tr;indtfons iir'e emclern and oeeur 
smoo:tlily. Th~re ls .vldt:nct!I of "8rled 
lumlng Slttlatlons (Wlho1'! da'5, 
c~,.tl~ fartdng. smal sroiip .<illd 
lndel'M'dont wmt). 

nt. "MllCM!.- enpg-. In two-wey 
1:Gmm11nlcation U:Jld offers a w~i;y of 
vOlunteer opportunlthrs. illnd :a~M:llU for 
~mllk!s to SllPpdl't. !ttud~"t •9BrAlfti8· 

A d•ssroom mii!fl•S11tJf'lerit 5)'$b!m has been 
lm~mented that b apptot:wl•te .1mi 
tesponsM! IO tle"'"""' ond Individual 
~d!J of m.den~. C.::18<1t expoct•tlan:t. fot 
student bebWlol' a.-e IMl:lent. Monltarlns 
Clf stude!nt heh111\lfor Is co11llstent. 
.,.,.,..,,-... d-. 

·" 

Thi! W•ehet has poslt+vlft r;appott With 
:!lltld@nt:s: and d@monstrci.tes resl>@Ct for 
and lilton5st 1n lndlvkli.a•I !!'itUdents' 
llllCperlena!s, tho1.1Bhts 11nd opli'tlons. FQr 

............... -· ...,..,,,.i....,1e11y, 
lndMiillillfv, and Mt'ISltfvefy la 'tuch11nt 
~f!Uton or dl:str"U$, 

Routtnes are ~IHstabllshed ~lld orderly 
ilnd .stud111mh lnttlilte ntspon!!iRJJllty for the 
~fftdeJ!t Opt!l1ltlon of ttte dassmom. 

Tr1n1ltklin• are se1mS.ss as~· tffdtet 
8ffectlv8'y mexlmltm ln"rvct:IOll•I tlltle 
and co1t1bln•1 lndepeMent,. coRlboratMt. 
and whole-diliM lil!!am&ll!!:: 1ltuattoni. 

The~·" l!lljBlf'!s In two-wav. OJ180rna 
t:1;1mmunlcatbi with r•mlltes that l"l!Sults 
In Kt>ltl vtilu..Wer~ r;ommllnlty, and f:ittnlly 
p11rblel'.$hlpa; whkh cantrlbutlli to f:tud~t 
'"""""" ...... d ..... .,,....., •• 

,. da5~m maBa~rntnt sysunn ha, 
boon d"'lpod, lmplomonb!d, ""d 
1djusmd with Sllldent klput and Is 
apt1f'Opriat:a fnr the classroom lilnd 
fl'ldMdual student ._!h, Stlldents ltl!! 

Ktfvely •nmun18ed to llh R!5p0n5lblll~ 
fotlhelrbehltVtot. TheteKherun1 
researeh-bila!d sb41tefdet tu les'!il!n 
dl&niptfvl! beh11vbn and n!lnf'un:~ post~ 
btihav!Or.i. 

,. ' •.• ·.··:t-c· 
1-~~....,...-~··~··-'-· ..,,.,.,,,.o.;t-------------·--- "--------·----··-·--+-·----------------l--·--------------1 - - ··~·~i?.;;i~ 

'"." ' '~·'. ~I·,.,;_ . 
~~~~~~' e~ldenati.1, 

~·"· •1<1;' 
., ,..... .-.... 

. ' . . . •" . . . . . ' ~ ' ' . . ' ' ' . ' .•.. . :.:. . .. -· .... · . ····.•·. 

·" '· ······ 

The tftchl!r doe., not routl~lv U!iite 
.:tSS•:Ssm@nls to me.a:surE! student m.itrtery. 

·',_- .. _.,·;.'.'" •' ·•,/". 
,·:·· 

tile h!adK!r uses il5HUmt1nts to mttal.l're 
student mastery_. hut may nt;t dtfi1:!rentlBU! 
lnstntctlon b111Hd on thl$ Information. 
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The teamer~ a5Stl!5~ml!t'rt d:lta to 
l~lfy mid11nt$" sttenglh5 ancl ri~ed!ii­
i!lnd modifies and dltrermtta~ •Mtruction 
iie.cordlnllv. iidl;floueh •he ti11ac:her rJn•r not 
b• able to antklpiic. leamlhg obstaclll!!ls. 

... 
Ac:comnll1hod 

The tlli!acher us• ~nt tbt. to 
Identify studsn~ str.-igtlis a11d nered1,, 
•nd modtffe1 •nd dlffl!n!ntlltes lnstructton 
accon:Hn1~· .. 1111Wllff1:1 aamines dlaroi;mi 
as.sessmMit results to r~I tni:nds and 
patmns In tncU\lldWll and BfOUP Pl'Oll'UE 
and to 11nth:lp191le lmunlns ob1t1de~ 



• -· 

·-

!·." 

·" 

.• 

,. 

. .• ' ~j.·' 

;•: 

... 
,_; .... 

•·"'''· 
'· 

••I '' 
,)"·, ··' 

. , .. - ,., ... 
'· ·. U Tho h!adl., dooo not pro.tilo ,,.deot> 
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The teachOJgathe• .. nd """studmt dat• 
fn>m a few sautQ!5 IOd>ooso_..,iote 
lnslM:tlonal sllatoSles !<Jr....,. of 
'1Udents. 

Sbldelltl-oa:aslonalorllmled 
fMcllack about !hi!~ pe<lnrnoance fmm 
""' tnc:her. 

).· ·- ... . lshed 

Tiii! teadl., gathers nf .,.. sbldem­
Jrurn • wrlelrof ..,."""to - and 
nplo ...... appn:oprble--•I 
"'"teales for 8'°"1>S of student<. 

The teocher p- ..m.t;ilnllve, spodDi; 
and UllQyleedba<:k of ""'ellll'f'Oll'S ID 

SIUll!ol>, ........ nd ··­PtOOll••l"'111o melntaitlnB 
">nfldontlalfy. 

1be l!idler<Olllh131t tbeds for 
undelstoo1dqand make adjus-.ts 
1<C01 llL4!11 (llhale-dass or lndlwld~al 
Sbodenls~ When ••...,....,!loll ls not 
olh!ctMilr ...... sbllontsto•...-.....i 
""'mnteit, the ll!9ther ld)lsls ~Idly 
and......i...ryw111111 lllelmonond .,.., 
........... M!.,..,toexplllnh r.ancept. 

lly m1na-.1 c1a1a hom 1 v>rlt!IY of 
- tfiol<OcliOI .... opil;ttdyad;ip .. 
liKtrutllonol r...tiock ..,d moterlols and 

-'""'"""'..,....... ... -""' """"' of lndluldual-as...ilas the what@ 
class. 

n..-·-"""'~ .. peclflc, and $11elyWiod< ID Slldents, famlhs, 

and olhor sdlool """'"""" whio 
mallllllnil&~ Th<!ll'tldw 
pnJOidas the ClPPOfblllltr r.t SU!derrts to 
""8'8f! Iii Id-¥ n mon!ind mo;, 
-oftlloirOMl<bqlh$;md 
AtAs c 111e1J!M:heram~nt 

_,,.,.,,,, ... nt¢ 19111s1or-.lea ... •i.i"''"" 
-tadqandlo--lllg .......-.1111 ............ ln .... tlonto 

··"· --!-+,-. -...-::----~+---------·--·-·--- ----------·--1--------------·-J=====---------
..• •·· ._,·~·- •-.: .. 

""':.; .. • ·" .. .. 
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'!hi! l.t!ildler llleeb ethlral n 
profm'iooal J!SfOmilliltil's Mil bllqpitf 
aid hollfllY. Thetmermollelsand 
d•dlstrktpulkle: alNI slate and 
~erallf8~11$. 

.. ·.·-.. 

The lil!illlier mis ellbl ind 
probilunallf5po1111blllll'.s md •• 
wll~atfa! 111~ 1*1pretlawuq 
polkies~nd Uflderst11d llleirnplblbls 
ill Ille tlas5ffllllll. 

-ae wdiei sels aoo regulirly lllldllies 
shilrt-illd lont-terlll Jlldmlooal ~Is 
lla!ed0115"-dlii8<111d amlpil of 
stlllentlmiioldnl:e.. 



Ohio Teach.,r Evaluation Syst.,m 

Self-Assessment SLlmmary Tool Name 
Dlract1C11n.!I: T.i,•cht:u's $houfd rf!cord evlden~ to lndtcate sttengths and i':U'f!as; for 1rowth for i!a.ch $t•ndar-d, 'then. look aCross. ----------------
Bii of the 'ttu~dlards holl:!ltfe•lly end ld•ntlfy~ prior-lttes. for th• uixomtne ye•.-. Note thesie two priorities With check mark!;!: Dete --···--- . __ __ 
In tha far~.-1ftht; calumn. 

·•" 

ij 
A'l -

• Knowt.da:R of h(lw :ir..b.ldents 104llm and of studl!nt dil."*lopml!nt 
• Undl!Bt11u·w;lln1J ot what students know·~ •r• •bfe tc do. 
• Hl11h expectati1;1n5 fas: 1111 •tudlilnts 
"' J\4!1"pei:t for all st:1.1ditnts 
• 1d111nt;aflQl·tk;111~ lnstl't.id;l(ln •nd ln~..V.ntton fQr r;peclal flQP\ll•~ons 

• Know~ of content 
• Uffl (If i:ontl!nt- !lpeeTflc lh&truc;tfof'l•l .stre~1'*lli to tt!11ch cone;i:=pb illnd 'klll# 
• Knowledg~ of school and dbitrlct ieunkulum prlorlt1es •nd Ohio aCfld~mlc; content ltilnderd!I 
• h.el11.tion$hlp of knaw~d., within thll! dlselplihG to other oon~nt illriu!I 
• connectton of eol"lteht to llf~ e.l(pel'lithol!' •t1d O!llreer opportunlth!!I&: 

• Knowh!t13'~ ar 111~5Sment typM 
• Use of v•t1ed c=U111nost:IC, form•ttv~ and !IU""'m&tl\r4!! l!l!'is~,m•nts 
.. A11alysl• of deit. to monitor .Jtvd•nt progrius. end to pleon, dfff.lil'errtla1:~. illli'ld modify 1*'ttru.c:tlgn 
• Cornm\lnl~tlon Qf r'*.$\llb 

• lnclu!llan of student 5elf-ll!IMSlim•nt end aoal~M!tdn• 
,.,. At1..-im111nt to ~~o• •nd dlstl'let: pt1or1tles 111nd Ohio acedemk: ((Intent st&nd~rd& 
• Use rJf st.Udt!!lnt 1nrormatkJn kl pl1n •nd deltv.r lrt,tructioii 
• Communication of ~Ivar learnh'liJ so•l!I 
• Appllc:•tfOil of kno-l•dll4!! "' how .riudents l••m 'to lnstr\li=tton..I de11lll!!i" •nd daHvety 
• Olfferentlutlon of ln$C:f"\lc:tlon to i1upPQrt lear'Olog needs of all students 
.. Use of ac::ttvl~e:f. to promote ltidepll!ndl!:ni:e and pn:iblern·~gtvfn1 
• u~ Qf 11111rled resoun;~.s to 'upport learner n-e•ds 

• Fair a:l\d eqult111ble t~ab'l'lent of all sttJd•nts 
• er.etton of• saf• t.•rnln• envln;tnl'Tl•nt 
• U54! of !Jtl'"BtefJ;llil:!!i ta mol;iv•t. students to work prodl.tCtlvely •ncl ll.$$Ume reBponslbUlty for l••rnfhl 
• Cnu1tlon Qf leilll rnlng !)lltuat1ons far lndep!!ndent •nd collebon1rtl"4e work 
• M;!llllnt.l'lilnai .llf'li envttonment.th•t b ~ndl.ICllAI: to lt111rn1n11 for •H nud~nU 

• Cl~illlr 1Uid lfffect!W!! ieommUnlcl!ltfon 
• Shared ri!!Sp(tm.lb111ty wtth p11rent!/c:artt81vers to supl)Ort student l•mlns 
• Coll•bo!'*tlon with 01;..._r ~acha-rs, adrnlnlsb-.tots, school at'l(f ~::listr'k:t 5tillltf 
• ColleboretfQ11 with lixal cornmiJnlty ege1"1Cl•111 

• l,JnderstaridlhlJ of and adherencll! to pt'(IF@!lslon;a11l *'"hlcs, poUi::les •nd lepl eodill$ 

• ~npJit'(l:mll'nt In eor\tll"IUOUI", pUl'PQ$itNI prQ'fe$:5IQnal d4!!V11th:ipJn.nt 
• D~slr11 to s•rve as an ag.t11t of cha.ng•, ~HH!klng poidttve lm~d: on "hlaehlng (IU'lllllty and student 

achlevt!!m@ont 

App. 4-3 



_o_h_1_o_r_e_a_ch_e_r_E_r.i_1_u_a_t_1o_n_s_v_$_t_e_m _____________________ -'·~.j1~~j,;f~,~~~il~~-~(l)lf l~~ii~:Ll~(.!;::,::_ 
Classroom Walkthroughs / Informal Observation 

An Informal ollservatton/ classroom walkthrough Is a: 
• Tool to Inform evaluation that provides the opp0rtunlty to Qathor evidence of Instruction over a series of short classroom visits; 
• Proceu fur glvl119 targeted evidenced-based feedback to teacher$; and 
• Me•ns fur principals to visit classrooms more frequently and more purposefully. 

An Informal observation/ classroom wallcthrough 1$ not ll{n): 
• FOrmal observation; 
• "Gotcha" opportunity for supervisors or evaluators: 
• Isolated event; or 
• shorlrut to the observation protocol required as part ofthe toacher evaluation process. 

Classroom walkthroughs/ Informal observations, as part of the teacher evaluation system, may be eeneral In nature or focused on observing a spedOc aspect 
of teacher performance, summary data collected thr0<tBh a series of walkthrouQhs along with evidence documented lhrouQh formal observations will come 
together to Inform the teechers· summalive performance rotlnQ: Ineffective, de,,.,loplng, proficient oroccompll•hed. 

Guldellnes for Informal Classroom Observations 

Informally Observe All Teachers 
All te1chers beneflt from Informal classroom <>bservatlons. Inform•! <>bservaUons shollld last from 15 to20 minutes; therefore, conduct only as m•ny 
observations In a day as vou can follow up with on either the S<lrne or next day. Teachers need and deserve some type of Immediate feedback. 

lnform8ly Observe As O~ 115 YUU Oln 
The prlndpaFs presence In the classroom send• • positive message to t""chers: !tie principal cares. lndudln9 Informal dassroom observation as a school­
wide Initiative requires consistency and frequency. Find limes In the day to observe toachers at varying times of the day: fur most n.acheio-. what occurs In 
the morning ls mut:h different than What occurs In the afternoon. 

Focuslna on Ona or Two Areas 
Although th<!fe may be no predetennlned focus established (because of no pre-conference), find a focus b•sed on the Instruction, events or dlscus<iom 
that are occuJTlns In the classroom. A focus may also·O(rur based upon past conforences and tM need for follow up observations. 

App. 4-4 



Ohio T eadter Evaluation System 

.. .. . . ~.' -. . . -·. ~ ' . . ·- . . 
<·.-:.:·.::-~Walt!.- ~ltid~femtll · ..... 
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Mate lilt to fGh ~ 
rdlow-up oomm111kal!m lo Informal ciassrOClll obwrviions iu crilkal cCfllponent Folmip wiD oft.en be in writing but the eriuatlJr shGUld extend to 
tteteacher 11 llMtatlon to d'11cassanytl.l1111"1l5 prlllilal fat'e-tfflce. lh! ewhJaWr •IV al50 offer resoum to help tmdlt!rs rlflll! thBr pooice. 

Teacher~ "'8nalilns 
""1ie ii k recogniled that mtors have many demnson &!ir time. encoura~" teadl!rs to ldenff lnstruclional periods ilr lheevamatorto 
obme ran be a means'for the evaluaor tooollect eWlalce related lo a spdc fools the teacher alKI !fillutor mayhnrorkllg on. 

Types of Data 
llili oollected as evidellC! of tmher iradke mav he qiranlltafive, qualitative, au combination of botli. Quanlil* data includes fr&qUellCi!s, 
distributions 11111 ohreo11llls or lillles. FfW example the11bsmer oouhl use 1 chec~ist total~ how ntartf queslioR5 were askEd of cllk1ren in Ille lmnt 
row« dildren who had lh8r halkls raised \'915 not The emratoi miht also dtartthe lypes of qElionsasied (liBher ver5115 W« lel!I~. Qualitative 
data can irn:ludl! sa~ted noteslitailftg pitl!JllS of actMlies, alary use~ llfl e¥ells obseved. In both CiSl!saccuracy is essential to msure Ille 
credlJiltr of ii! process iM1d the mluator. 

App. 4-4 
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Oh.•_o_T_e_a_ch_e_r_e_va_1_u_a1_1o_n_s_y_st_e_m __________ ~---------' '_• .. :_O:--"Y_':.-'c'i_.;_•~-:~]t~~'f:e:~~"~· 1gjft'::'.:'·.·· .. ··~~ 
Informal Observation: General Form 

Te•cher Name: __ Grade(s)/Subj<H:t Area(s): __ Date: __ 

~luator Name: 11mo Walkthroush Bo1ln1: __ 11me Wolklhrauah rndso _ 

Dl1'9Ctfom: fh1s fotm !!if:rve~ a:s a record er an lnform'I welkthrough bv the t:eacMrs evaluator. The e\'alustor wlll IUcctly not obsll!!l'Ve •ll the teac::hlfJl t!~mentl llsted bll!!low In •nv 
one Informal cbservallon. 'l'hls ~cont. ulorw- with recnrd.s of addttlonal 1 nf be orrnel ob.!t!iv~ons, wlll used to Inform the .sumrnattvs ~luatlOn of th11: bl1cher. 

•·.•:<::.".•>·: ... · " ·· .. · .. _':-':.::.- ,,..,: .. ;· .. •:·.:.•·.:.: '·' ·•'".· .... ::.:·:: .. : :.'.•·:•,:·.':::C.'•:··•·: ~AWATOit.OilSEllVATIDNS .·,,·::·, :·::.., ... :::·· ·: ,: ,::• .. •.:::.::·. ,,. '' ., . " : .... ,:;,-,.·; .· . '" .. ..... ,,,, 

Instruction ts developmentally aoproprlate Lesson wment Is linked to previous and future leamlng 

Learning outi:omes and goals are clearly communicated to students Classroom leamlng environment Is sare and conducive to leamlng 

~ Varied Instructional tools and strategies reflect student needs and _ Teacher provides students with timely and responsive feedback 
learnt~ oblectlves 

Content presented Is accurate and C"31de appropriate Instruct! onal d me ls used f!ffectlvely 

Teacher conn..cts l•.son to reaHH'e applications l\Outlnes support leamlnK goals and actlvttles 

i.-- Instruction 'nd les!:on activities ere acee..sslble end chelleng;lng for 
~ 

MultJpl~ m@tliods of assessment of s.tud@nt learning are utlliz@d to guide 
students Instruction 

l lather: l l other: 

...... ;-· .. :::·,:,:·.·:· •"."•·. 
.-; . '•' ... · 

" 
.··· ·· .... ··,_ .... '• .. ·.. . .. · 

I n.<ommandellons for Focus o{.lnfurmal ObH....,lluns;: : .. .. .. : ,. . . ::.:.•" .... :-.:·,::>· ··: .. · ... ,.'• .. '•' ' ..... , 
•" 

Evaluator SlanatUrt!: __ 0 Photocopy to Teacher 
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Ohio Teacher Evaluation System .: ,: pa~l'Poni.W~l~t~fCluahS •nd ln~mal .. 
----~--------------------·~:.ii2~=::.~.~:·.::::::.i:SL~~'~-~il.S:L~~~:!:~·~~L'':~~:__. __ 

Informal Observation: Open-Ended Form 

Teach8r Nama: Grade{sl/Subjact Areals): 

Evaluator Nam11: Time Walklhrou&h Bealll5: 

:: :··: :"::; :: ;.::· ::: .. ' ~ .. · ,: · •. _:·•.·.'· .• ::.:,··.·~.;.·.: ·•· •• ·.· .·.·. ,· •.· ·,· . 
. .-.-. .-.:::,:~:' .. '.~;:.·.~~.: . ' -='"4' '---"""""""~..-1 "'':·.:,.:; ., , ... r- .. . . " .·:.· .. - . ' ·:: .... :, ··' .::··· :=~·. ::::·. :·.~:~ - . '. ·:·:··.::-.'.:_:.:.;n:_::.'.:· ... · .··,c: ··,:,· 
·.::··: :·: : .... · •" ,, ' '.. ..;,·, :: ;= ... ; .":.:.·· •• ~: •.. · ' ··:·'/",, .· .···:··· 

·.···· 

Evaluator Signature: 

Date: 

Time Wlllkthro .. h Ends: 

·· ... 

,,':·. '.::: ... . ·:' :· .. · .. ::~ · .. " :,.:. . ...... •" .. :·-..::·. ·::: .. . :: ," :-: : :· .. 

D Photacapy to Teacher 

App. 4-4 

,.· .·• .. •."· 

··.·-·· 

I 
I 
I ... 1-

···.·, 



Ohio Teacher Evaluation System . PJ~il~•~•.~.r:.~l:i!! i>~7o~rv~t•c;tr.i ~~terfmce ·-----------------------------'-----··-.. -----------~-·-·-----·--.. ------·-·--
Post Conference Planning 

The goal for th@ conference leader Is. to cognltlvely w~ch the teadler through the u5e of r~ectlve questions. 
Record 3 r~fllE!!ctivlE!! q1.1est1on!i yau would ask tile ~f:her aligned tr:t the area of .-elnforcemflht. 

1. 

2, 

3. 

Record 3 renEictlve questions you would :ask the teachet ~Ugned to the area af reflnement. 

1. 

2. 

3. 

Four Key Elements of the Instructional Post-Conference 
Conducting the Post-Conference: To be dl$Cussed at Day 3 Tralnllll! prior to conducting the post-conference 

1. lntrodu<tlon/Greetlng/£•1abllsh Length 
hevJIBW Conferencl! Process 

Gener;;.l Impression Qu@.st1Qn 
- .. HOW do you think the lesson Wt!f1t?" 

2. Relnfordn.g the Teac:hll!!f' 
ld@ntlrv l!!ln area of Reinforcemeht (ONLY one area) 

Ask Self-Analysis Qu~tfon 
Pl"ovlde lilvld@ni:;e from not~! 

3, rt.flnlng tht!i Teachi:!l"'!ii Sklll: 
Identify an ar-ea or Reflnl!!ment (ONLY one area) 

As~ Self"An•lv>I• Quostlon 
Provide evidence from notes 

Gfv@ a rt!!!comrnendatlon for future practice 

4. Prest!!!nt evidence and ratlng con11ectt!!!d to the tubr1c 
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Ohio Teacher Evaluation System Final Summatlve Rating _________________________________ ,. ______ .. ___________________ ... __ _ 

Final Summatlve Rating of Teacher Effectiveness 

Pt"!fcle,i:iq ~n.,!l_ti1!Jdard$'.::~~%:':/,-.-:_:;;,:_.:::.::: ·:· :-.·.··::;· :_::-:;;.· :/.••.:.; .: .. _ll\lff F.t:tr1_v I!.: : ;.::_,1:1_~\lll.~Q:P,llV/(.:·:-- :·,;; .P_ ~:<lf 1~1.~111.r:.-: • , Ac:eoM.~.LfSllElJ 

cumulative Petformangi Rating 
(Hollstlc Ratlllll using Petfonnance R11brlc) 
Areas of rf!/nforcement/ refinement: 

5'udent Growth Measure of Effectiveness 

Areas of reinforcement/ refinement: 

Ocheck here If Improvement Plan has been recommended. 

Teacher Signature_ Date_ 
Evaluator Slglllltura _ Data 

The signatures above Indicate that the teacher and evaluator have discussed the Summatlve Rating. 
Note: The teacher may provide additional Information to the evaluator within 10 working davs of the receipt of this form, and may request a 
second conference with the evaluator. Any addltlonal Information will become part of the summatlve record. Challenges may be made according 
to the local contract agreement: 
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Professional Growth Plan 
As a ""'"It of the ... 1u.t1on """"''" teocherund evaluators should focu1 on •ceoleraulll! and amHll\llng teacher 1rnwth through prolesslonal development Promlonal development 
shoukl be lndlvlduollled to the needs of the teacher, ard •peclfl<:olly "''""'to his/her"""" of r.tloementas ldenttftod In the teachers' ... klotlo'1. The eveluator should l't!<ommend 
profosskmal develoP!Dent opportunltt•!5, and support the teacher by provldlJlll resour<t!5 (1!.J! •• llme, """"'Ian. 

Teacher Evaluator 

Dab! , .......... 
Th...,..., add"""'11 bythe evolualo< as •pprnprliltl! far this teacher. Rea>Rl supports~.........,.., professiolllll ~pnront 

datos 
1kuf'-Jarior811oi! wllll ........,...., .... _ • ..,mode when 

discussed ~l""Ptlotetothe-dsoftho-. 

G""' :I: 51"'1entA-t>tJuttomosjar5tlldenls 
GoolStmemenr. 

f .rllmce '"""""""'' 

lf1oa/ Z; Tw<i"'Poifurrnan"'"" ti,., OhloStondcml.>}b<tiie TeO<hing Profo"lon 
Goal Sto,,,,,,.nr: 

Evidence lnd/«Jtoss: 

Dal• 

The S/glHIMe> obo"" vetlfy !hot rhe IN<her ond tvo/IJfJtl)rhUff! dis<>med and agreed upoo this l'rof!monol Growth Pion. 

App. 4-7 



Improvement Plan 

TeadwName: Grade Level/ SUb)ect: 

School year: Building: Dall' of Improvement Plan Conferena.: 

Written in1Jmvement plans are to be developed In 1he circumstances when an educator makes below expected academic growth with his{ her students AND/OR receives 
an overall Ineffective ratlns or an ineffective ratlns on any of the components of 1he OTES system. The purposa of the lmprov!!ment plan Is to Identify speclHc deflclendesln 
performance and foster smwth through pmfes.lonal development and tarseted support. If corrective actions are not made within the time as speettled in the 
Improvement plan, a recommendation may be made for dlsmlssal or l'o contin..e on the plan. 

-~;,;~~:~~:~i~i~.~r~s~:i~.ih~-P~~·:~::.:\'.';:; ... : .. :.' .. 0a ... ·.·_·_ .•. 
1.:_:.-.~.--.-.:.:,J,~_·_:_-_-.1 . ." ___ i.·_m_•.'_·:'··-~.:_._': .... '.'.~_:_._:,-.·-·····.:.'.•.:·_·_-"_._--·.i_'~---~.·::._·.·_-~_:_:_·~-'.~_·'._.t._,_·-~.·_Oli_._-_._·_-.. _ftm.·.··,·,·,_·'.'..·',:·_,.-_~_ .. '._:,.'..·_ ... :::_·.~,:.,Md_._:·._·_.'_.:,:_-.·.·.::,··.'.·. '.:.'._~_._:._:.:·_·~--.·.'-.'.•_:.·_., ... ·.·.·.~-·.:~ .• -.\_~_ •. le_:.:.·.:\,~.-.·lrm_'·'.:·'·'.'._~_:_·_or_·,•~--·· .. ·.~.-.'.:.·.:,·.·.~--··~··: __ .. _·'._'_._•_,~_·_·· .. ~~.:.:~_:_:·'.·'.,·:.·_ .. -:_._',_r9_'f .• _!_·~-·-··_:···-~--.:.0Vfth_· .. ,:·:·:~_··_1_·~.:_:.-• 

;_:]:~ ;'. ;~:::: :":: .=.~'.:~::.: :.~~::::;~·; f ~ :: {.'. . ': ;·. ·.; ::: : .'.' :· ~,'. ·.:::-.:;: ~ :: ~·::/;;. ·::: :~' '.~. ·~· .. ~. :~ ::::;: ~ ::: ::;:: ' 

Section 2: Desired Level af Performance - List s~eclflt measurable &Dills to Improve nerfonll;jnel!. lndk:ate what will be measi.ed for each ...,,.1. 
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Improvement Plan (continued) 

Section 3: SpR:ltk Pl8n of Action 
Desert be In detlll specific plans of action that must be taken by the teachor to Improve his/her performance. lndlci1re the sources of evidence thot wQI be used to 
document the com etlon of the Im ement Ian. 

,.···" , . ..... 

Describe kl det;ill specific supports that wtll be provided as well as opportunities for profess Iona I development. 

Date for this Improvement Plan to Be Evaluated: 

Teacher's Slgnatum: __ Date: _ 

Evaluator'sSIQnature:_Dare: _ 
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Improvement Plan: Evaluation of Plan 

Grade Level/ subject: ______ _ 

Oateof Evaluatlon:. __________ _ 

The Improvement plan will be evaluai..t at the end of the time sped fled In the plan. Out<:omes from the Improvement plan demonst.rate the followlng action to be taken; 

Improvement Is demonstrated and performance standards are met to a satisfactory love! of performance• 

The Improvement Plan should continue for time spedHed: 

Olsmlssaf Is ll!Celnmended. 

Comments: Provide ju<tlflcatlon for recommendation Indicated above and attach evidence lo support recommended course of aciton. 

I have tf!V/ewed this ellfJluatlon and disatSSed It with my ellfJluoror. My signoture lnd/aftes !hot I hove been adtllsed of my peifotmance .stow.<; It does not ntcessarlly /mp/ythat 
I agree with this ellfJluaUon. 

Teacher's~: __ Oate: _ 
Evaluator'sSlgnature: Date:_ 
Th• ....tualnr'ulgnaftif< on rtrbfeml vetl/fo< rtrotlhe prow proud""'' ru deklllt!d In th• local "111""'1 have bnrr fb//owed. 

*The acceptable level of petfonnance varies depending on the teacher's Y"•rs of e•perlence. Teachers In restdency-speclftcally In Years 1 through 4-are ~ to 
perform at the °"""loplng level or above. E>perlenced teachers-with Hve or more years of experience-are e>pected to m.,..t the Profldent level or above. 
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Teacher 

Al 50 0 0 0 
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CARDINAL EDUCATION ASSOCIA TIOH 
Grievance Form 

GRIEVANCE NO.---------­
(To be completed by the administration) 

GRIEVANT: ________ _ 

Specific sections of the CBA that were allegedly violated, misapplied and/or misinterpreted: 

STATEMENT OF GRIEVANCE (Include factua I background of and reasons for the grievance. 
U5E1 additional pages, if necessary.) 

RELIEF SOUGHT (Use additional pages, if necessary} 

Grievant 

Ad minis1rator 

RESPONSE (Use additional pages, if necessary} 

Administrator 

Grievant 

pc: Labor Relations Consultant 
CEA President 
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Date Filed 

Date Recewad 

Date of 
Discussion 

Date of Response 

Date Received 




