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1.01

1.02

1.03

2.01

2.02

ARTICLE 1
RECOGNITION

The Yellow Springs Exempted Village Board of Education hereinafter referred to as the
Board, recognizes the Yellow Springs Education Association, an affiliate of the Ohio
Education Association and the National Education Association, hereinafter refeired to as the
"Association," as the sole and exclusive bargaining representative for those
certificated/licensed teaching personnel included in the unit for bargaining as set forth in the
paragraph below. The term "teacher" when used hereinafter shall refer to all employees
represented by the Association. The term "Board" when used hereinafter shall refer to the
Board of Education of the Yellow Springs Exempted Village Schools.

The following teacher personnel who hold valid contracts with the Yellow Springs Schools
comptise this bargaining unit; K-12 classroom teachers, guidance counselors, librarians,
special education teachers, speech and hearing therapists, remedial reading teachers, tutors,
and other teaching positions established by the Board; but excluding per diem substituies,
intern teachers, supervisory and administrative personnel, and any other certified or non-
certified personnel employed by the Board in a non-teaching position.

The Board agrees not to negotiate with any teachers' organization other than the Association
for the duration of this Agreement. Nothing herein is intended to prohibit the right of fiee
communication between the Board or its representatives and the personnel included in the
bargaining unit,
ARTICLE I
NEGOTIATIONS PROCEDURE

Initiating Meetings

A. Requests to open negotiations shall be in writing and either sent by certified mail or
delivered in person to the receiving party. Board requests shall be directed to the
President of the Association, and Association requests shall be directed fo the
Superintendent. A copy of said requests shall be filed with the State Employment
Relations Board (SERB) by the initiating party.

B. The initial request calling for negotiations shall be made by either party between one
hundred twenty (120) to ninety (90) calendar days prior to the expiration of the
current agreement. The first negotiation session shall be arranged by mutual
agreement but shall take place within twenty one (21) calendar days of the initial
request.

Scope of Negotiations

The scope of negotiations includes all matters pertaining to wages, hours, or terms and other
conditions of employment and the continuation, modification or deletion of an existing
provision of this contract.




2.03

2.04

2.05

2.06

2.07

3.01

Negotiations Procedure Guidelines

A. A pre-bargaining meeting involving lead representatives from the Board and the
Association will meet to openly commit to do what is necessary to make this
negotiating process work. It is in the best interest of both parties to utilize Interest
Based Bargaining (IBB).

B. When all items have been tentatively agreed upon and initialed, such tentative
agreement shall be submitted for ratification and adoption within ten (10) days, If
ratified by the Association, the tentative agreement shall be submitted to the
Board, at the next regularly scheduled Board meeting, for ratification and
adoption.

Negpotiating Meetings

The Association and the Board pledge that their representatives shall have the power and
authority to make proposals, consider proposals, and make counterproposals. All
negotiations shall be conducted exclusively between the officially designated
representatives. The negotiating team for the Association and the Board will not exceed six
(6) members each. Either side may bring additional consultants to the table at their
discretion to address specific issues.

Release of Information

It is understood that the negotiating teams will maintain communication with their
respective parties. It is further agreed that no information will be released to the public prior
to reaching agreement or declaring impasse without the mutual consent of the parties.

Impasse

In the event that either party declares negotiations to be at an impasse, the parties mutually
agree to call upon and meet with a representative of the Federal Mediation and Conciliation
Services for the purpose of mediation. Any cost for the use of such mediation service shall
be shared equally by the parties.

Ultimate hmpasse and the Right to Strike

Upon the expiration of the contract, after the parties have been at impasse for at least thirty
(30) days and settlement has not been reached, the Association will have the right to strike
upon the filing of the statutorily required ten (10) day notice and the Board shall have the
right to declare "ultimate impasse" and implement its last offer.

ARTICLE IiI

GRIEVANCE PROCEDURE

Grievance Defined

A claim by a teacher, group of teachers or the Association that there has been a violation,
misinterpretation or misapplication of any provision of the Agreement and/or written teacher
personnel policies directly applicable to wages, hours or conditions of employment adopted
by the Board may be processed as a grievance as hereinafter provided.
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3.02

3.03

There shall be one or imore Association representatives for each school building who shall
be recognized as official representatives of the Association in grievance procedures, The
names of such representatives of the Association shall be furnished in writing to the
Superintendent at the beginning of each school year. No such representative shall act on
behalf of the Association until the Superintendent has been advised of his or her
designation in writing by the Association. Any changes in such representatives shall be
reported to the Superintendent in writing.

The Association shall maintain a Professional Rights and Responsibilities (PR&R)
Committee for the purpose stipulated in Section 3.03 "Procedure for Filing Grievances" of
this Article. In the event that a member of the PR&R Cominittee is a party in interest to any
grievance, he or she shall disqualify herself or himself.

Time Limitations

The number of days indicated at each step of the Grievance Procedure are work days and
should be considered as maximum, and every effort should be made to expedite the
grievance process; however, the calendar days during Winter and Spring breaks shall not be
counted in computing the time limits, Any time limit may be extended by mutual consent.

The failure of an aggrieved person or the Association to proceed from one step of the
Grievance Procedure to the next step within the time limits set forth shall be deemed to be
an acceptance of the decision previously rendered and shall constitute a waiver of any future
appeal concerning the particular grievance.

The failure of an administrator to commmnunicate his or her decision to the teacher within the
specified time limits shall permit the teacher and/or Association to proceed to the next step
in the Grievance Procedure,

Procedure for Filing Grievances

Both parties recognize and endorse the importance of establishing a prompt, fair, and
efficient mechanism for the orderly resolution of complaints and agree to use their best
efforts to encourage the prompt settlement of such matters. Both parties encourage the
resolution of complaints before they become formal grievances. It is understood that
nothing in this procedure will limit the existing right of an individual member of the
Association to communicate with any person having administrative authority for the
purpose of informal resolution of a complaint.

Within ten (10) school days of the date a grievance occurs or a grievable act becomes
known, the teacher shall discuss the grievance with his or her immediate supervisor
individually, or together with his or her Association representative with the objective of
resolving the matter informally. Any settlement, withdrawal or disposition satistactory to the
teacher of a complaint at this informal stage will be a final resolution of the particular
complaint.

If the grievance is not resolved through the informal procedure above, the following
procedure shall apply in the handling and processing of a formal grievance:




A.

Step One

The teacher and the Association shall within five (5) school days of the informal
process submit to the Administrator a signed written “Statement of Grievance"
contained in Appendix E. The "Statement of Grievance" shall name the teacher
involved, shall state the facts giving rise to the grievance, shall identify all the
provisions of this Agreement alleged to be violated by appropriate reference, shall
state the contention of the teacher and the Association with respect to these
provisions, shall indicate the relief requested and shall be signed by the teacher
involved.

The Administrator or his or her designee shall give the teacher and the Association
an answer in writing no later than five (5) school days after receipt of the written
grievance.

Step Two

If the grievance is not resolved at Step One, the teacher and the Association shall
forward the grievance to the Superintendent within five (5) school days. Within ten
(10) school days of receipt of the grievance, the Superintendent or his or her
designee, who shall be a staff member, shall meet with the teacher and the
Association. The Superintendent shall file his or her disposition with the teacher and
the Association within five (5) school days after such meeting.

Step Three

If the grievance is not resolved at Step Two, the grievance may be submitted for
binding arbitration at the request of either party, provided written notice of the
request for submission to arbitration is delivered to the Board or the Association
within ten (10) school days after the Superintendent’s disposition in Step Two. The
Association only, not the individual teacher, shall have the right to appeal a
grievance to arbitration,

The arbitrator shall be selected by the American Arbitration Association in
accordance with its rules which shall likewise govern the arbitration hearing. The
fees and expenses of the arbitrator shall be shared equally by the Association and the
Board. All other expenses shall be borne by the party incurring them, and neither
party shall be responsible for the expense of witnesses called by the other.

3.04 Powers of the Arbitrator

1t shall be the function of arbitrators, and they shall be empowered, except as their powers
are limited below, afler due investigation, to make a decision in cases of alleged violation of
the specific articles and sections of this Agreement.

A,

The arbitrator shall have no power to add to, subtract from, disregard, alter or
modify any of the terms of this Agreement.

The arbitrator shall have no power to establish or alter salary schedules.

The arbitrator's powers shall be limited to deciding whether the Board or the
Association has violated the express articles or sections of this Agreement. It is

4




3.05

understood that any matter not specifically set forth in Section 3.01 is not a matter
for arbitration.

The arbitrator shall have the authority to rule on the arbitrability issue prior to
hearing any evidence or issuing any ruling on the merits of the dispute in the event it
is claimed by the Board that any matter filed as a grievance is not a grievance as
defined in Section 3.01 or elsewhere limited in this Agrecment.

The arbitrator shall decide the issues presented on the basis of reliable and
substantial evidence in the record of the proceedings in the express terms of the
grievance definition (3.01). The arbitrator shall be empowered to make a suitable
award based upon the evidence and relief sought,

Miscellaneous

A,

The filing of a grievance shall in no way interfere with the right of the Board to
proceed in catrying out its responsibilities, subject to the final decision of the
grievance.

No reprisals of any kind shall be taken by or against any party of inferest or any
participant in the grievance procedure by reason of such participation.

All documents, communications or records dealing with a grievance shall be filed
separately from the personnel files of the participants.

The form "Statement of Grievance" found in Appendix C will be the form used in
the grievance procedure.

Access shall be made available to records of all information used in the
determination and processing of the grievance.

No grievance shall be filed for or by any teacher after the effective date of his or her
resignation.

Any grievance filed during the life of this Agreement shall be processed through the
steps of this procedure regardless of whether such time required may go beyond the
expiration date of this document.

If the Association and the Board mutually agree, two or more gricvances on the
same subject may be handled by the Board as one grievance.

Nothing contained herein shall be construed to prevent any individual teacher from
presenting a grievance and having the grievance adjusted without the intervention of
the Association if the adjustment is not inconsistent with the terms of this
Agreement, providing that the Association has been given opportunity to be present
at such adjustment,

Disposition of any grievance at Step One shall be without precedent to either the
Board or the Association for any purposes whatsoever.

Nothing in the Agreement shall be construed to deny the individual, the Association,
or its representative(s), the right o seek redress by law or any appropriate agency;
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provided, however, that if the grievant elects to pursue any legal or statutory remedy,
such election shall bar any further or subsequent proceedings under this Grievance
Procedure.

The ability to grieve non-renewal of a limited contract shall be limited to the
processes described in Article 9.02.

ARTICLE IV

MANAGEMENT RIGHTS

401 Board Rights

It is expressly agreed that the Board reserves umto itself, without limitation, all
responsibilities, powers, rights, duties and authority vested by law and the Constitution of
Ohio and the United States. Such rights reserved to the Board shall include by way of
partial illustration the right to:

A,

B.

H.

Manage and control its business, its equipment and its operations.

Continue its rights, policies and practices of assignment and direction of its
p p g
personnel and schedulmg.

The right to direct the working forces, including the right to hire, promote,
discipline, transfer and determine the size of the work force.

Determine the services, supplies and equipment necessary to continue its operations,
Adopt reasonable rules and regulations,

Determine the qualifications of employees, including health conditions, with the cost
of required medical examinations at the expense of the Board.

Determine over all goals and objectives as well as the policies affecting the
educational program.

Determine the administrative organization, its functions and authority.

4.02  Association and Teacher Responsibilifies

A,

Teachers shall be in their classrooms for the days contracted. Any unexcused
absence will result in an entry to that effect in the teacher's personnel file, with
notice thereof to the teacher and it, or a combination of these, may be cause for
disciplinary action up to and including dismissal,

No teacher, who holds a valid contract, shall discontinue his or her service with the
Board except by mutual consent without giving a written notice to said Board as
early as possible, preferably by April 15, but in no case later than the legal date of
July 10.




The teacher and/or the Association will adhere to Principles I and IT of the Code of
Ethics of the Education Profession adopted by the National Education Association's
Representative Assembly.

All newly employed teachers shall furnish evidence of fieedom from communicable
tuberculosis as required by health authorities.

All Association materials intended for distribution or display in any property of the
Board shall be identified as Association material before display or distribution.

Teachers are responsible for maintaining a continuous high level of professional
service to the welfare and benefit of the student body.

ARTICLE V

ASSOCIATION RIGHTS

5.01  General Rights

The Board hereby agrees that every teacher employed by the Board shall have the right
freely to join, not join, maintain or terminate his or her membership in the Association for
the purpose of engaging in collective bargaining or negotiations. The Board agrees that it
will not directly or indirectly discourage, deprive or coerce any teacher in the enjoyment
of this right, or any other rights conferred by laws of Ohio or the Constitutions of Ohio
and the United States.

5.02  Right to Fair Share Fee

A.

Payroll Deduction of Fair Share Fee

The board shall deduct from the pay of members of the bargaining unit who elect
not to become or to remain members of the YSEA, a fair share fee for the
Association’s representation of such non-members during the term of this
Agreement, No non-member filing a timely demand shall be required to subsidize
partisan political or ideological causes not germane to the Associations” work in the
realm of collective bargaining. All fair share fee deductions will be made by the last
pay in May.

Notification of the Amount of Fair Share Fee

Notice of the amount of the annual fair share fee, which shall not be more than
100% of the unified dues of the Association, shall be transmitted by the Association
to the Treasurer of the Board on or about October 1 of each year during the term of

this Agreement for the purpose of determining amounts to be payroll-deducted, and
the Board agrees to promptly transmit all amounts deducted to the Association,

Schedule of Fair Share Fee Deductions
1, All Fair Share Fee Payers

Payroll deduction of such annual fair share fees shall commence on the first
pay date which occurs on or after January 150 annually, In the case of unit




5.03

employees newly hired after the beginning of the school year, the payroli
deduction shall commence on the first pay date on or after the later of:

(a) Sixty (60) days employment in a bargaining unit position, or
(b)  January 15"
2. Upon Termination of Membership during the Membership Year

The Treasurer of the Board shall, upon notification from the Association that
a member has terminated membership, commence the deduction of the fair
share fee with respect to the former member, and the amount of the fee yet to
be deducted shall be the annual fair share fee less the amount previously paid
through payroll deduction. The deduction of said amount shall commence
on the first pay date occuring on or after forty-five (45) days from the
termination of membership.

3, Transmittal of Deductions

The Board further agrees to accompany each transmittal with a list of the
names of the bargaining unit members for whom all such fair share fee
deductions were made, the period covered, and the amount deducted for
each.

4, Procedure for Rebate

The Association represents to the Board that an internal rebate procedure has
been established in accordance with §4117.09 of the Ohio Revised Code, and
that a procedure for challenging the amount of the representation fee has
been established and will be given to each member of the bargaining unit
who does not join the Association, and that such procedure and notice shall
be in compliance with all applicable state and federal laws and the
Constitution of the United States and the State of Ohio.

5. Entitlement to Rebate

Upon timely demand, non-members may apply to the Association for an
advance reduction/rebate of the fair share fee pursuant to the internal
procedure adopted by the Association.

Right to Information

The Board agrees to provide the Association with such public information as is available
concerning the financial resources of the District, as may be necessary fo assist the
Association to bargain collectively with the school with respect to wages, hours, and other
terms and conditions of employment. The Association agrees that requests for such
information will be made in writing through its president or someone designated by him or
her, and that such requests will be made sufficiently in advance of their needs so that the
Board will have reasonable time to prepare and/or assemble the data. Original records shall
be examined only at the office where they are kept.




5.04 Notification and Agenda of Board Meetings

5.05

5.06

5.07

5.08

The president of the Association shall be notified of all official Board meetings at the same
time as members of the Board and supplied with an agenda of such meetings.

Association Related Meetings

Association activities will in no way interfere with classroom or preparation time.
Association meetings or announcements will be permitted only before or after the end of the
teachers' working day, provided however, the Association shall have free access to the
in-school mailboxes as a means of communication,

A, Right to Use of Buildings

'The Association shall be the only teacher bargaining group that shall have the right
to use building facilities for meetings after regular working hours when a regular
operating staff is on duty. Such use must be scheduled through the building
administrator, When special custodial service is required, the Board will charge the
Association for the actual cost involved.

B. Communication With Members
Duly authorized officials of the Association shall be permitted to transact official
Association business on school premises during school hours, provided permission

is received from the building principal. Such permission will be granted if it does not
interfere with or interrupt normal school operations.

C. Right to Use Bulletin Board

The Association may post notices on one bulletin board in each teacher lounge.

Right to Use School Equipment

The Association may use Board typewriters, calculators, duplicating machines, audio-visual
equipment, technology equipment, and amplifying equipment; provided, however, all such
equipment is not in use for educational or community purposes as determined by the building
principal. The Association agrees to pay the cost of any materials or supplies used, and to
indemnity the Board from any damage or cost of repair arising out of Association use.

Right of Adiministrative Appraisal Committee

Upon request of either party, the Board and the Association shall establish an Administrator
Appraisal Committee that shall be responsible for studying teacher evaluation of
administrators, including the objectives of evaluation, evaluation instruments and
procedures.

The Committee shall consist of four teachers appointed by the Association, two
administrators appointed by the Superintendent, and the Superintendent.

The Board shall assume the cost of any travel or consultants required by the Committee, as
approved by the Superintendent.




5.09

5.10

All of the foregoing are granted solely to the Association and shall not be utilized by any
other teacher organization,

Email

The Association and the Administration/Board will consider all  Association
communications on the district email system secure.

Cominittees

The Association President will be requested to appoint a representative to all Board-
designated committees. In forming other committees, if the Superintendent believes
Association representation would be of assistance in achieving the purposes for which the
committee is established, he or she will ask the Association President to appoint a
representative.  The Association President may request the opportunity to appoint a
representative to any other committee. Permission to appoint ai representative will not be
unreasonably denied.

10




6.01

ARTICLE VI

COMPENSATION AND REIMBURSEMENT

Regular Salary Schedule

Year 1
Year?2
Year3

Step

Step 1
Step 2
Step 3
Step 4
Step 5
Step 6
Step 7
Step 8
Step 9
Step 10
Step 11
Step 12
Step 13
Step 14
Step 16
Step 16
Step 20
Step 25
Step 28

1.5% on base; all appropriate steps/column; $225 Flexible Spending Account
3.5% on base; no steps/column moves as appropriate; $225 Flexible Spending Account
1.5 % on base; all appropriate steps/columns; $225 Flexible Spending Account

YELLOW SPRINGS EXEMPTED VILLAGE SCHOOLS

SALARY SCHEDULE
Effective August 1, 2013
Bachelors + 18 Level IV
Sem. Hrs./27 Qfr. Master's + 30 sem.
Level | Bachelors Hrs. Level lll Master's  Hrs./45 Qir. Hrs.

index $amount index $amount index $amount index $amount
1.0650  $36,159 1.1000 $37,.347 1.1650 $39,554 1.2150 541,252
14000  §37.347 1.1400  $38,705 1.2125  $41,167 1.2675  $43,034
11350  $38,536 1.1800  $40,063 1.2600 $42,780 1.3200 $44,817
11700  $39,724 1.2200 §$41,421 13075 $44,392 1.3725  $46,599
12200 $41,421 1.2800 $43.459 13600 346,175 1.4250  $48,382
12750  $43,289 1.3400 $45486 14250  $48,382 14950  $50,758
1.3300  $45,156 1.4000 $47,533 1.4900 $50,588 1.5850  §53,135
1.3850  $47,024 14600 $49,570 1.5550  $52,795 1.6350  $55,512
1.4400  $48,891 15200 851,607 1.6200 $55,002 1.7050 $57.888
1.4950  $50,758 1.5800 §$53644 1.6850 $57,209 1.7750  $60,265
1.5500  $52,626 1.6400 $55681 1.7500 $59416 1.8450  $62,641
16050  $54,493 1.7000 $57,718 18150 $61823 19150  $65,018
1.6600  $56,360 1.7600  $59,756 1.8800  $63,830 1.9850  $67,395
17150  $58,228 1.8200 $61,793 1.9450 $66,037 2.0550  $69,771

$0 1.8800  $63,8330 2.0100 $68,244 21250  $72,148

$0 50 20750 $70,450 21950  $74,525
1.7668  $59,886 1.9368  $65,758 24377  $72,579 22613  $76,776
1.8021 561,165 1.9756  $67,076 2.1804  $74,029 23065 $78,310
1.8521 $62,883 2.0256 68,773 2.2304  $75727 23565  $80,008

$33,952 Base

All Sala

ries are rounded to the nearest dollar
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Step

Step 1
Step 2
Step 3
Step.4
Step 5
Step 6
Step 7
Step 8
Step 9
Step 10
Slep 11
Step 12
Step 13
Step 14
Step 15
Step 16
Step 20
Step 25
Step 28

YELLOW SPRINGS EXEMPTED VILLAGE SCHOOLS

SALARY SCHEDULE
Effective August 1, 2014
Bachelors + 18 Level IV
Sem. Hrs./27 Qtr. Master's + 30 sem.
Level | Bachelors Hrs. Level Hl Master's  Hrs.f45 Qtr. Hrs.

index $amount index $amount index $amount index $amount
1.0650  $37,424 1.1000  $38,654 1.1650 340,938 12150 $42,695
11000 $38,654 1.1400 $40,080 1.2125 $42,607 1.2675 $44,540
11350 $39,884 11800 $41465 1.2600 $44276 1.3200 $46,385
11700 $41,114 1.2200 $42.871 1.3075 $45946 1.3725 $48,230
1.2200  $42,871 1.2800 $44,979 1.3600 $47,790 1.4250  $50,075
1.2750 $44,804 13400 $47,088 14260 §$50,075 14950 $52,534
1.3300  $46,736 1.4000 $49196 1.4900 $562,359 15650  $54,994
1.3850 $48,669 1.4600 $51,304 15550 $54,643 1.6350  $57,454
14400  $50,602 15200 $53,413 1.6200 $56,927 1.7050  $59,914
14950  $52,534 15800 $55521 1.6850  $59,211 1.7750  $62,374
15500  $54,467 1.6400 $57,630 1.7500 $61,495 1.8450  $64,833
16050 $56,400 1.7000 $59,738 18150 $63,779 19150  $67,293
1.6600 $58,332 1.7600 $61,846 1.8800 $66,063 1.9850  $69,753
1.7150  $60,265 1.8200  $63,955 1.9450  $68,347 2.0550  $72,213
$0 1.8800 $66,063 2.0100 $70,631 21250 $74,673
$0 $0 2.0750 $72,918 2.1950  $77,132
1.7668  $62,085 1.9368  $68,089 2.1377  $75,119 2.2613  $79,462
1.8021  $63,326 1.9756  $69,423 21804 $76,618 23065  $81,050
1.8521  $65,083 20256 §$71,180 2.2304  §$78,376 23565  $82,807

$35,140 Base
All Salaries are rounded to the nearest dollar
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Step

Step 1
Step 2
Step 3
Step 4
Step 5
Step 6
Step 7
Slep 8
Step 9
Step 10
Step 11
St.ep 12
Step 13
Step 14
Step 15
Siep 16
Step 20
Step 25
Stép 28

YELLOW SPRINGS EXEMPTED VILLAGE SCHOOLS

SALARY SCHEDULE
Effective August 1, 2015
Bachelors + 18 Level IV
Sem. Hrs.[27 Qtr. Master's + 30 sem.
Level | Bacheiors Hrs. Level Il Master's  Hrs.J/45 Qtr. Hrs.

index $amount index $amount index $Famount index $amount
1.0650  $37,985 1.1000 $39,234 1.1650 341,652 1.2150  $43,335
11000  $39,234 11400  $40,660 1.2125  $43,246 1.2675  $45,208
1.1350  $40,482 1.1800  $42,087 1.2600  $44,940 1.3200  $47,080
1.1700  $41,730 1.2200 $43,514 13075 $46635 13725  $48,953
1.2200  $43,514 1.2800 $45654 1.3600 $48,507 14250  $50,825
1.2750  $45475 1.3400 847,794 14250 $50,825 14850  $53,322
1.3300  $47,437 14000 $49,934 14900 $53,144 15650  $55,819
1.3850  $49,399 14600 $52074 15550  $55462 16350 $58,316
1.4400  $51,3680 1.5200 $54,214 1.6200  $57,781 1.7050  $80,812
14950  $53,322 1.5800 $56,354 1.6850  $60,099 1.7750  $63,309
15500  $55284 1.6400 $58494 1.7500 $62417 1.8450  $65,806
16050 $57,246 1.7000 $60,634 18150 $64,736 1.9150  $68,302
1.6600  $59,207 1.7600  $62,774 1.8800 $67,054 1.9850  $70,799
17150  $61,169 1.8200 $64,914 1.9450  $69,372 20550 $73,296
$0 1.8800 $67,054 2.0100 $71,691 21250  $75,792
$0 $0 20750 $74,009 21950 §78,289
17668  $63,016 1.9368 $69,080 21377 $76,245 22613 $80,654
1.8021 $84,276 19756  $70,464 2.1804 877,768 23085 382,266
1.8521  $66,059 2.0256  $72,247 22304  $79,552 23565  $84,049

"$35,667 Base
All Salaries are rounded to the nearest dollar
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6.02 Regular Salary Schedule Placement

A.

Teachers transferring into the Yellow Springs School District shall be given
substantial credit for prior teaching experience. Credit will be given such that the
teacher’s salary will equal or exceed the salary for which the teacher would be
eligible if placed on the State minimum salary schedule in the column and on the
step indicating his or her preparation and years of experience. Any former teacher
of the Yellow Springs School District who is re-employed within a period not
exceeding five (5) years shall be placed on the salary schedule in the next step
above the one on which his or her salary was based when he or she left the
Yellow Springs School District, or shall be given credit for teaching experience as
provided in this section, whichever is greater. This provision does not apply to
the hire or rehire of a teacher who has retired and is receiving benefits from a
public retirement system,

Up to five (5) years will be allowed for honorably completed military duty as
defined in O.R.C. 3307.02 and credited in O.R.C. 3317.03.

Up to two (2) years will be allowed for satisfactorily completed Peace Corps
teaching service, overseas American school experience or other related government
sponsored teaching experience.

The maximum years' placement shall be ten (10) yeais.

All pay adjustments shall be based on the number of days in the work year for
teachers.

Salaries shall be adjusted each semester for college credits verified by receipt of an

official transcript, or official notification that work has been completed and a
transcript is forthcoming, thirty (30) days prior to the beginning of each semester.

14




6.03  Supplemental Salary Schedules

YELLOW SPRINGS SCHOOLS
CO-CURRICULAR CONTRACTS
2013-2014, 2014-2015, 2015-2016 SCHOOL YEARS

A. Schedule placement is in categories I through XVIII as listed,
B. Salary in each category is determined by multiplying the base in effect on August 1, 2011
($33,450, reduced by 2% to $32,781) by the index factor shown by each category.
C. All Co-Curricular positions must be applied for and approved in advance of the activity,
D. Where a teacher holds supplemental contracts to coach two combined athletic teams where
the teams practice at the same time, stipends shall be determined as follows:
1. If a team plays one schedule, but contains players from more than one level, then
the coach will receive one stipend.

2. If ateam contains players from more than one level and plays in games at each level,
then the coach receives a stipend that is 1.5 times the average of the two stipends.

3. Ifthe team plays two distinet schedules, then the coach receives both stipends.

Base
32781

Leadership Council (minimum of

4/blda)

6 or more teachers X 0.096 $3,147 0.102 $3,344
4-5 teachers Vil 0.084 $2,754 0.089 $2,918
2-3 teachers Wi 0.06 $1,967 0.064 $2,098

Student Assistance Team v 0.038 $1,246 0.041 $1,344

MLS (2-7)

McK/YSHS(3-6) v 0.038 $1,246 0.041 $1,344

MH.LS LAWN SCHOOL

Safety Patrol I\ 0.038 $1,246 0.041 $1,344
Concert Director v 0.038 $1,246 0.041 $1,344
Play Director Vi 0.06 $1,967 0.064 $2,098
Intrmrls-StudentActivities | 0.01 $328 0.012 $303
10sessn/10 student base

Student Council (1-stpd) \Y 0.038 $1,246 0.041 $1,344
TV/Media Broadcasting vV 0.048 $1,573 0.052 $1,705
(1-2}

Webmaster IV 0.038 31,246 0.041 $1,344
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School Camp Advisors

$196 per/person, per/night not to
exceed $1764 cumulative

McKINNEY SCHOOL
7" grade Boys Bask'ball v 0.048 $1,573 0.052 $1,705
8" grade Boys Bask'ball V 0.048 $1,573 0.052 $1,705
7" grade Girls Bask'ball Y 0.048 $1,573 0.052 $1,705
8" grade Giris Bask'ball v 0.048 $1,573 0.052 $1,705
7" grade Football v 0.048 $1,573 0.052 $1,705
8" grade Football Y 0.048 $1,573 0.052 $1,705
7" grade Volleyball Y 0.048 $1,573 0.052 $1,705
8" grade Volleyball Y 0.048 $1,573 0.052 $1,705
Boys Track v 0.038 $1,246 0.041 $1,344
Girls Track v 0.038 31,246 0.041 $1,344
Cheerleader Advisors (Fall/\Winter) ifl 0.028 $918 0.031 $1,016
Power of the Pen Advisor I\ 0.038 $1,246 0.041 $1,344
Student Council ] 0.028 $918 0.031 $1,016
Intrmris-StudentActivities | 0.01 $328 0.012 $303
10sessn/10student base
YSHS
Heritage Vil 0.084 $2,754 0.089 $2,918
Spectrum Il 0.018 $590 0.02 $656
School Forest Xl 0.138 $4,524 - 0.145 $4,753

School $14.78/ hr

forest summer rate
Senior Citizens Day Coordinator v 0.038 $1,246 0.041 $1,344
Science Club 1l 0.018 $590 0.02 $656
JCOWA I 0.018 $590 0.02 $656
Model U.N. Club I 0.018 $690 0.02 $656
Student Review Board | 0.01 $328 0.012 $393
Web Advisor v 0.038 $1,246 0.041 $1,344
Pep Band il 0.018 $590 0.02 $656
Quiick Recall Advisor ] 0.028 $918 0.031 $1,016
Quick Recall Ass't Advisor I 0.018 $590 0.02 5656
United Society il 0.018 $590 0.02 $656
Senior Class Advisor v 0.038 $1,246 0.041 $1,344
Junior Class Advisor v 0.038 $1,246 0.041 $1,344
Sophomors Class Advisor I 0.01 $328 0.012 $393
Freshman Class Advisor | 0.01 $328 0.012 $393
Drama Club Advisor Il 0.018 $590 0.02 $656
Band Director Vi 0.06 $1,067 0.064 $2,008
QOrchestra Director \ 0.06 $1,967 0.064 $2.008
Principal's Council Y 0.038 $1,246 0.041 $1,344
Mock Trial i 0.018 $590 0.02 $656
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Aifter School extended

$49.00/ per
session

Detention monitor

YSHS morning supervisor

$10.78/ each
session

YSHS detention monitor

$10.78/ per 30
minute session

Fall Play Director, {may be more Vi 0.06 $1,967 0.064 $2,008
than one)
One Acts Coordinator M 0.028 $918 0.031 $1,016
Spring Musical Director Vil 0.072 $2,360 0.077 $2,524
Ass't Dir Spring Musical VI 0.072 $2,360 0.077 $2,524
Choreographer i 0.018 $590 0.02 $656
(Spring Muscial)
Tech Advisor n 0.028 $918 0.031 $1,016
(Spring Musical)
Video Club Advisor HI 0.028 $918 0.031 $1,018
Co-Ed Athletics
Athletic Director xXvill 0.216 $7,081 0.224 $7,343
Activities Events Coord.
Site Manager Athletics il 0.06 $1,967 0.064 $2,008
Ass't Site Manager \' 0.048 $1,573 0.052 $1,705
Tennis Vi 0.06 $1,967 0.064 $2,008
Golf Vil 0.072 $2,360 0.077 $2524
Intrmris—Student Activities I 0.01 $328 0.012 $303
10sess/10student base
Cheerleader Adyv (2malef2female v 0.038 $1,246 0.041 $1,344
squads)
Assistant Track (field events for VI 0.06 $1,967 0.064 $2,098
male & female
Swim Coach Vil 0.084 $2,754 0.089 $2,918
Cross Country (Gr. 7-12) Xl 0.124 $4,065 0.131 $4,294
MEN'S ATHLETICS
Head Football Xl 0.124 $4,065 0.131 $4,294
Ass't Foothall VI 0.084 $2,754 0.089 $2,918
Ass't Football Vil 0.084 $2,754 0.089 $2,918
Head Basketball Xl 0.124 $4,065 0.131 $4,204
Reserve Basketball Vil 0.084 $2,754 0.089 $2,918
Freshman Baskethall Vi 0.06 $1,967 0.064 $2,098
Head Soccer Xl 0.124 54,065 0.131 $4,294
Ass't Soccer Wil 0.084 $2,754 0.089 $2,918
Track Xl 0.124 $4,065 0.131 $4,294
Baseball Vil 0.072 $2,360 0.077 $2,524
Ass't Baseball IV 0.038 $1,246 0.041 $1,344
WONEN’S ATHLETICS
Head Soccer Xl 0.124 $4,065 0.131 $4,294
Ass't Soccer Vil 0.084 $2,754 0.089 $2,918
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Head Basketball Xl 0.124 $4.065 0. 131 34,294
Reserve Basketball Vill 0.084 $2,754 0.089 $2,018
Volleyball Vi 0.072 $2,360 0.077 $2,524
Reserve Volleyball v 0.048 31,673 0.052 $1,705
Softhall VIl 0.072 $2,360 0.077 $2,524
Track Xl 0.124 $4,065 0.131 $4,294
Tennis VI 0.06 $1,987 0.064 $2,008
Video-taping Minimum Wage Minimum Wage
Half paid by Board/half by

requesting organization

Lead Mentor Teacher $1,000

Mentor New Teacher $800

Mentor experienced Teacher (new $400

to district)

Tutors $25/hr

LPDC Chair Person $25 hour not to
exceed $1000

LPDC Committee Members $25 hour not to
exceed $800
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0.04  Supplemental Salary Schedule Placement

A.

Each teacher will assume an exfra-duty position within the area of the teacher's
ability and/or interest in consultation with the building administrator, No teacher
shall be required to accept more than one extra-duty position.,

Additional extra-duty positions may be established by the Board after consultation
with the Association regarding duties and compensation.

When any vacancy in a co-curricular position exists, that vacancy will be offered to
any teacher deemed qualified by the principal of the building in which the position
exists and the Superintendent. If offered to a person(s) outside of the bargaining unit,
the opening will be offered in conformation with O.R.C. 3313.53 regarding the
hiring of co-curticular staff members. The following acts will be observed:

1. The opening will be offered to bargaining unit members first;

2. A person(s} outside of the bargaining unit may be employed if qualified
applicants are not found in Step 1;

3. The compensation for persons hired from outside the bargaining unit shall be
negotiable, Once a negotiated rate is obtained by the Board, the Board shall,
before filling said position, offer to bargaining unit members the available
position at the negotiated rate arrived at with non-bargaining unit members.
If the bargaining unit members refuse to accept the available position, the
position shall be filled by the Board with the non-bargaining unit member at
the negotiated rate which was declined by bargaining unit members;

4, No Carnegie unit credit may be given for activities sponsored by a non-
certificated/non-licensed person.

s. If it is determined to be financially prohibitive, positions may be offered
using alternative compensation as deemed appropriate/acceptable by the
YSEA and the Board of Education.

By notification to the Treasurer prior to August 5, the teacher who has a full year
supplemental contract may choose to have the payment pro rata throughout the
school year in a regular paycheck in June.

Supplemental salary checks that are not paid throughout the year will be paid in the
next regular paycheck, no sooner than two (2) weeks after the Treasurer’s receipt of
the notification of completion of duties.

The board reserves the right to not fill any supplemental it chooses not to fill.

Any supplemental can be filled by volunteers without compensation. Volunteers
can be teachers or non-teachers. If compensation is offered in any way, the offer
will be made to YSEA bargaining unit members first. If the board fills supplemental
positions using volunteers without compensation, the seeking of volunteers will be
communicated to the YSEA president/designee before volunteers are sought.
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6.05

6.06

6.07

6.08

6.09

Salaries for Tutors

Certified/licensed tutors shall be paid the howrly rate of twenty-five dollars ($25.00).

Summer School Salaries

The rate of pay for teaching summer school shall be twenty-five dollars ($25.00) per hour.
The pay shall be paid on the regular pay schedule.

Extra-Duty Pay for Long-Term Committee Woik

A.

Student Assistance Teams

1. This committee is established at each school fo determine which students
meet the criteria for intervention and to coordinate prescriptive planning for
these students,

2. The Student Assistance Team will be composed of at Ieast two (2) members
at Mills Lawn, and at least three (3) members at McKinney/
YSHS.

The members of the Student Assistance Team will be paid an annual stipend per the
co-curricular salary schedule,

Members may, after notice is given by the Board, submit applications for either of
the above committees through the building principal and will be appointed to serve
on the committees by the Superintendent or principals.

Internal Substitution

A teacher may be asked to substitute for an absent teacher during his or her preparation
time. Preparation time is defined as at least two-hundred (200) minutes per week for
instructional planning, evaluation and conferences for teachers who work a day six (6) hours
or longer, exclusive of a lunch period,

If a substitution causes a teacher to receive less preparation time than is granted by
standards, that teacher shall be compensated at $11.00 per hour for each hour or portion of
an hour substituted.

Severance Pay

Al

I
4

Upon retirement, a teacher will receive payment for accumulated sick leave as a
severance pay at the rate of one-fourth (1/4) of the maximum accumulated sick
leave according to the years of experience. The maximum accumulated sick leave
for calculating severance will be up to three hundred (300) days, which equals up
to seventy-five (75) severance days. Payment shall be based upon the teacher’s
rate of pay at the time of retivement. The per diem rate shall be figured using the
following formula: Yearly salary at retivement divided by the days in the work
year for teachers; provided, however, that if the last year of employment prior to
retirement is not the teacher’s highest year, then the per diem rate shall be figured
based on an average of the teacher’s three (3) highest years,
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6.10

Employer 403(b) — Special Pay Retirement Account

For all eligible certificated/licensed teaching personnel 55 years of age or older
during the calendar year of retirement, a contribution will be put into the Board
sponsored “Employer 403(b) Special Pay Retirement Account™ through ING in the
name of the employee in an amount equal to the value of their eligible unused
accumulated sick leave, personal days, and incentive pay up to the maximum IRS
415 limit, as allowed by the IRS for that calendar year, for the section 403(b) plan.
The initial payment will not exceed the maximum 415 limit as allowed by the IRS
for that calendar year. Any amount due exceeding what is allowed each year will be
paid every following January until the full amount has been paid, up to five (5) years
beyond the year of separation of service, If there is any remaining money, it will be
paid in cash.

These monies will be paid into the “Employer 403(b) Accumulated Leave Plan” in
the month following payment of the last regular paycheck and other severance
payments(s), as per the negotiated agreement,

Those certificated/licensed teaching personnel under age S5 in the calendar year of
separation of employment will receive payment in cash. The teacher not eligible for
the Board sponsored Employer 403(b) Special Pay Retirement Account” shall select
one of the following payment options (All payments shall follow IRS guidelines):

Option 1. Payment shall be made to the employee within 60 days of the
Board receiving STRS notification of retirement. This payment will be subject to
all taxes, but no retirement contribution will be deducted.

Option 2. The employee may establish a tax-deferred annuity to be deducted
from the employee’s severance payment calculation, provided the annuity amount
falls within the maximum exclusion allowance as described by the IRS and the
election to defer is made prior to the date the Board accepts the employee’s
resignation. The election to defer severance pay is irrevocable after the Board
accepts the resignation. If the employee wishes to select this option, it is the
employee’s responsibility to make sure that all required paperwork is complete
according to the above requirements, If there is remaining severance pay, it will
be paid in a lump sum according to the procedure in Option 1.

Any teacher with ten (10) years of service in the District who dies while in active
service to the District or while on Board approved leave is deemed to have retired
the day prior to his or her death, and severance pay benefits shall be determined in
accordance with the provisions in (A) above. Any teacher with less than ten (10)
years of service in the District who dies while in active service to the District or
while on Board approved leave is deemed to have retired the day prior to his or her
death, and severance pay benefits shall be determined in accordance with the
provisions in (A) above, based on sick leave accrued while employed in the District.

Mileage Reimbursement

A teacher who is required as part of his or her assignment to use his or her own vehicle for
transportation in order to perform regularly assigned duties, shall be reimbursed at the IRS
rate effective August 1 of the pertinent school year, Mileage will be computed on the basis
of actual miles logged and returned each month.
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6.11

Tuition Reimbursement

A,

The Board shall maintain a Professional Growth Program for appropriate
additional study.

The Board will budget twelve thousand ($12,000.00) dollars each fiscal year,
equally divided between summer/fall and winter/spring terms, to support this
program. The following procedures shall be followed:

1. A statement of intent on the appropriate form must be filed by the teacher
with the Superintendent no later than May 1 for courses in the summer/fall
terms and December 1 for courses in the winter/spring terms. It shall
include the number of quarter or semester hours for which reimbursement
will be requested as limited by 6.11 (C).

2. Requests for reimbursement shall be approved by obtaining advance
approval of the specific courses by the Superintendent. Unless otherwise
approved by the Local Professional Development Committee (LPDC), the
Superintendent will decide the appropriateness of the coursework for
which compensation is being requested. Tuition reimbursement will not be
made to anyone for a workshop, class or conference that occurs during a
contract day.

3. If budgeted resources are insufficient to meet the demand, the budgeted
funds will be divided by the hows requested and teachers will be
compensated that amount per approved hour completed.

Reimbursement

Compensation will be the number of quarter or semester credit hours times the
cost per quarter or semester credit hour, up to a two hundred ($200.00) dollars per
quarter hour, or three hundred ($300.00) dollars per semester credit hour. The
maximum reimbursement during any one year shall be as follows:

1. One to two (1-2) years employment in the District: fifteen (15) hours of
satisfactory completion.

2. Three (3) or more years employment in the District: eighteen (18) hours of
satisfactory completion.

During the school year, compensation shall be made within thirty (30) days of
proof of satisfactory completion and documentation of the cost of the approved
course. Such proof must be submitted no later than October 1 of the year
following the application.

Satisfactory completion for reimbursement shall mean that the teacher received at
least a “B” in the course or “pass” in the course when pass/fail is the only grading
method.

If funds remain of the $12,000 budgeted for that contract year, the amount will be
divided by the total number of approved hours completed, and teachers will be
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6.12

6.13

6.14

6.15

compensated that additional amount per approved hour completed, not to exceed
the actual rate paid per quarter or semester hour taken.

Pay Periods

There will be twenty-four (24) pays on the 1% and 15 day of each month. If the pay dates
are on a weekend or a holiday, payments will be the Friday before these dates.

Payroll Deductions

A. All payments shall be subject to deductions required by law.

B. Teachers may authorize deductions for:
1. Tax-sheltered annuity deposits
2. Yelow Springs Education Association dues
3. United Way Contributions
4, Ohio Fund for Children and Public Education

All payment shall follow IRS guidelines. With the start of this agreement, any new
tax sheltered annuity companies must have a minimum of three (3) employees
before entering into a contract with the Board. Annuity companies presently under
contract with the Board are excluded from this requirement as long as they have at
least one annuitant. Once an employee has qualified for an annuity deduction, said
deduction will continue until terminated by the employee.

The Board reserves the right to establish an emrolliment period for tax-sheltered
annuities, if needed.

C. Teachers, who reside in communities whose income tax is greater than that of
Yellow Springs, may elect to have the fotal amount of their city income tax withheld
from their pay checks and forwarded to the taxing authority effective September 1,
1979.

Direct Deposit

All payroll checks will be direct deposited. In the event that the payday falls on a holiday
(i.e. Christmas), the electronic transfer shall take place the workday prior to the holiday.
Monies may be directed to a maximum of four (4) different bank accounts using a
percentage or fixed dollar amount. A minimum notification period of two (2) weeks for
any changes must be submitted to the Treasurer’s office. The required documentation is
a conipleted authorization agreement for automatic deposit with an attached canceled
check, deposit slip or statement copy so that the transit routing number, which identifies a
specific financial institution, can be verified.

National Teacher Certification

Teachers who have attained National Certification will receive an additional one thousand
($1,000.00) dollars each year up to five (5) years included in the teacher’s salary, as long as
the teacher works in the District.
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7.01

ARTICLE VII

INSURANCE

Group Insurance Plans

A.

The Board will make available to employees a group health insurance plan,
including prescription coverage, a group dental insurance plan, and a vision
insurance plan. The Board will pay eighty-five percent (85%) of the premium for
single coverage and eighty-five percent (85%) for family coverage. The group
insurance plans, the details of which are attached hereto as Appendix I, will be
subject to the other terms of this Agreement and insurance cartier regulations.

The Board’s insurance contributions shall begin in September and continue through
August for teachers.

The Board and the Association have a mutual interest in maintaining the lowest
possible costs for health care coverage, with each sharing in costs as described in
this Section. The parties will form a standing Insurance Committee comprised of
stakeholders in the school community. The purpose of the Committee is to review
and analyze available insurance coverages so that acceptable benefit levels can be
made available to employees at a reasonable cost.

The Committee will consist of six (6) to nine (9) members, as follows:

Superintendent, Treasurer and the Treasurer’s Assistant

One (1) to Two (2) members appointed by the Board of Education
One (1) to Two (2) members appointed by the Association

One (1) to Two (2) members appointed by OAPSE

The Committee will meet at least once a year and at least twice during the final year
of a contract, and more often as needed. The committee may invite consultants and
vendors to provide information to the Comumittee for its consideration. The
Committee will be prepared to make recommendations to the bargaining teams,
especially on how to be achieve a balance between cost and coverage.

The Committee shall use a collaborative approach in considering health insurance
issues and shall reach all decisions on the basis of reaching a consensus, Goals and
purpose of the Committee shall be to:

Obtain a thorough knowledge of insurance programs,
benefits and options; and

Educate the membership, administration and Board on
insurance issues,

The Board will not unilaterally change benefit levels. If a health insurance carrier
changes benefit levels, the Board will not be required to self-insure any benefit
which a carrier reduces or eliminates. The effects of changes in coverage will
bargained with the Association prior to the changes taking effect.
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7.02

7.03

7.04

7.05

Life Insurance

A. The Board will provide a sixty thousand ($60,000.00) dollar paid group life
insurance benefit, with double indemnity in case of accidental death, subject to
insurance carrier enrollment period waiting time regulations, for all teachers, except
that a teacher who is employed half-time or less will receive a thirty thousand
($30,000.00) dollar paid group life insurance benefit. The Board will also provide
the opportunity for teachers to purchase additional life insurance at group rates with
at least one fourth (1/4) the staff participating.

B. The Board's life insurance contribution shall begin in September of each year and
continue through August for teachers.

Workers' Compensation

The Board will provide Workers' Compensation as required by law.

Section 125 Benefits Plan

The benefits provided to employees by Section 125 of the Revenue Act of 1978 shall be
made available to all employees of the bargaining unit. The Section 125 Plan will include
insurance premiums, medical expenses, and dependent care.  An amount not to exceed fifty
(50%) per cent of salary may be set aside by the employee for the selection, under Section
125 of the Internal Revenue Code, which includes the non-taxable benefits of all eligible
insurance,

Neither the employer nor the employee shall incur any fees for the setup, enrollment, and
administrative services provided.

A change in the provider for the above shall require the Board to give sixty (60) days notice
of said change to the Association President.

All payment shall follow IRS guidelines.

General Provisions

A, Board health, life and dental insurance contributions during the summer months will
be prorated for teachers who are employed after the beginning of the second
semester, as follows: ratio of days of employment/days in second semester to Board
confribution for summer months.

B. Board fringe benefit payments will be stopped at the end of the month in which the
employment of any teacher is terminated.

C. Part-time teachers shall receive prorated health insurance as follows: more than
one-third time, less than one-half time - single subscriber benefit; half or more time
but less than three-fourths time - single subscriber benefit, plus fifty percent (50%)
of the additional cost of full family coverage; three-fourths or more time ninety
percent (90%) of premium. No insurance coverage will be Board paid for employees
working less than one-third time,
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Board employees, who are husband and wife or living as such, shall only have the
following options in medical insurance coverage:

1. Each shall be covered by separate single medical coverage, or
2. Both shall be covered by one family medical coverage.

However, in no event will two (2) Board employees, who are husband and wife or
two employees living as such, be covered by two separate family medical coverages.

ARTICLE VIII

LEAVE PROVISIONS

Compensable Leaves of Absence

8.01

Sick Leave

A.

One (1) and one-fourth (1/4) days of sick leave shall be granted full-time teachers
for each completed month of employment up to fifteen (15} days per year. Unused
sick leave is cumulative up to a total of three hundred (300) days. A teacher who, on
August 1, 2002, has more than three hundred (300) days of accumulated sick leave,
will be allowed to maintain such accumulation, and may accumulate additional sick
leave.

A teacher whose absence due to illness exceeds his or her accumulation will be
advanced a maximum of five (5) days of sick leave in September and up to ten (10)
days after January 1, if requested. The days advanced shall be charged against the
teacher's accumulating sick leave so that no loss of pay results. If the teacher should
resign, be placed on leave of absence, or be approved for final payment in full,
before his or her advancement of sick leave has been earned back, any unearned sick
leave days shall be deducted from adjusted final pay or claim shall be made against
the teacher.

Previously accumulated sick leave of a teacher, who has been separated from
another Ohio public agency, shall be accepted at full value up to two hundred
(200) work days, provided such accumulated sick leave has not been converted to
pay upon retirement or separation.

Sick leave shall be granted in accordance with the schedule specified herein, subject
to the following conditions:

1. Personal illness: bona fide physical or mental incapacity of the teacher to
report for and discharge his or her duties to the extent of unused days of
credit.

2. Illness or serious injury in the immediate family: Absence necessitated

because of the personal attendance of the teacher, (Immediate family shall
include the teacher's spouse or life partner, children, parents or foster parents,
parent-in-laws, brothers, sisters, and any other person for whose financial or
physical care he or she is principally responsible.)

3. Exposure to communicable disease which could be communicated to others.
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4, Iliness or disability due to pregnancy as determined by health care provider.

5. Emergency medical or dental appointments that cannot be scheduled outside
of the school day.
E. The leave statement form must be completed for any day or part of day used. (See
also 8.012)
E. An attendance incentive will be paid out to all bargaining unit members who have

perfect attendance. The perfect attendance award will be calculated twice annually
for the time periods as follows:

o Start of contract year-December 31
° January 1-End of contract year

For the purpose of this incentive, perfect attendance will be defined as the use of
zero sick days during the time periods with which the attendance will be calculated.
Sick days taken for bereavement leave (as defined in 8.02) and assault leave (as
defined in 8.05) will not be calculated as sick days for the purpose of this incentive.

At the end of each attendance period, the Board will place all bargaining unit
members who have achieved perfect attendance into a poo!l for the award. The
semi-annual award will be calculated according to the following formula.

[(Byr. avg. sick leave for period-current period sick leave) x 80% x $100] / number
of bargaining unit members with perfect attendance (for the specific period) = Total
sick leave payout per award recipient.

Sick Jeave incentive will be awarded within 30 days of the end of each aftendance  period.

If the sick days used in any period are more than the 3 year average for that period,
there will be no incentive payout for that period.

8.012 Extended Illness or Disability

Any teacher whose personal illness extends beyond the period compensable under Article
VIII of this Agreement (Compensable Leave) shall be granted a leave of absence for
medically certified reasons of health, including illness or disability due to pregnancy and/or
childbirth, false pregnancy, termination of pregnancy or recovery therefrom, for a period not
to exceed one year from the date granted by the Board. A second year of leave will be
allowed upon written request of the teacher and with submission of medical certification, A
teacher anticipating extended illness may be granted such leave prior to the expiration of his
or her accumulated compensable leave days if said teacher has spent down compensatory
sick leave days to thirty (30) days or fewer,

This leave shall be without regular pay. However, all benefits due to the employee under
his or her other most recent employment status shall be paid. It is the responsibility of the
employee to pay his or her share of the benefit costs on a quarterly basis. Teachers granted
this leave during the school year shall be advanced on the salary schedule, If the leave
should extend through the following full school year, the teacher would not advance on the
salary schedule for that year.
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8.013

8.02

8.03

Sick Leave Bank Guidelines

A,

In the event of a catastrophic illness or medical event, all certified employees
shall have access to the S.I.B. Employees may contribute days voluntarily but
these days shall not be refundable. If on October 1% of each year the S.L.B has
fallen below 30 days, each employee with 15 or more sick days shall contribute
one day to the S.L.B,

A Usage Control Board of Review consisting of (2) two certified employees
appointed by the Association and (1) one administration employee appointed by
the Superintendent shall be established to deal with the administration of the
S.L.B.

Original requests are limited to no more than 60 days. Subsequent requests must
be approved by a majority of the usage control board. A grant will be considered
only after the certificated employee has used all of his/her accumulated sick leave
days, all possible advances of sick leave days, and is not eligible for disability
leave under the Ohio State Teacher Retirement system.

Determinations of applying these and any other policies and guidelines shall be
made by the (3) three member sick leave Usage Board whose decision shall be
final and not subject to the grievance procedure contained in this agreement. The
Sick Leave Usage Control Board shall be charged with attempting to expand the
program to a district wide concept to all employees prior to the termination of this
contract.

Bereavement Leave

A.

Bereavement: Leave up fo a maximum of five (5) days, when required, will be
granted in case of a death in the immediate family. Leave beyond five (5) days will
be deducted from sick leave accumulation or personal leave at the discretion of the
employee.,

Funerals: One (1) day leave may be granted for funerals for persons other than those
in the immediate family. One additional day may be granted for funerals held more
than 250 miles from Yellow Springs.

Personal Leave

A

Each teacher will be credited with three (3) non-cumulative personal leave days per
year. The Superintendent may approve one (1) additional day upon request,

Personal leave of teachers hired after the beginning of the school year shall be
prorated at one-half (}%) day for each quarter year or fraction thereof to be served.

Personal leave shall be used for personal matters.

A teacher taking personal leave shall file notice of his or her intent to take such
leave with his or her principal or other immediate supervisor at least five (5) work
days prior to the date of such leave (except in cases of emergency). The leave
statement form must be completed for any day or part of day used. If problems

28




8.04

8.05

=

arise with excessive use of personal days by classroom teachers on the same day,
the Assoctation and Board agree to convene and discuss remedies.

Excused absences without personal leave deduction may be authorized by the
Superintendent for community service.

If the teacher should terminate his or her services prior to the end of the school year,
the Board will be reimbursed for all personal leave used on a pro-rated basis.

Beginning the 1987-1988 school year, teachers may begin accumulating unused
personal leave days for the purposes of severance pay only. Beginning with the
2008-2009 school year, teachers with at least four full years of service who separate
from the district shall receive $100 for each accumulated day of personal leave,
Personal leave days accumulated between the 1987-1988 school year and the 2012-
2013 school year will be paid when the teacher separates from the district.

Beginning with the 2013-2014 school year, teachers will be paid for unused personal
leave days no later than the end of the summer following each school year, Teachers
not using any personal leave days will be paid $350, teachers using only one
personal leave day will be paid $225, and teachers using two personal leave days
will be paid $100,00

Professional Leave

A.

D.

Each teacher may request professional leave days. Requests shall be made by
completing a professional leave form.

Professional leave shall be requested only for matters which enhance the teacher's
professional abilities as a District employee or arise directly from the teacher's
employment.

Professional leave shall be granted when the teacher is required to appear at a legal
proceeding due to his or her employment in the District. Professional leave for such
appearances shall be granted for as many days as are needed. This provision will not
apply if the teacher is a party to litigation against the District.

If approved, the Board will assume costs consistent with the budget submitted at the
time of application. Proof of payment shall be required for reimbursement.

Assallit Leave

A.

Any case of employment-related assault and/or battery upon a teacher shall be
reported as soon as possible to his or her principal. If] in the judgment of the teacher
and/or the principal, the assault is sufficiently severe, the police shall be notified.
The Board shall advise and assist the teacher in handling the incident with law
enforcement authorities. The teacher shall receive time oft with full pay and at no
loss of any accumulated leave for time spent in judicial proceedings related to the
investigation and prosecution of the incident,

Any teacher, who is assaulted while in the performance of his or her duty, on or off
school premises before, during, or after school hours or any teacher who is assaulted
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8.06

8.07

while attending a school or District sponsored activity, shall be granted up to ten
(10) days of leave without a doctor's or psychologist's recommendation.

Assault leave of up to ninety (90) days shall be granted if, in the opinion of a doctor
or psychologist, the teacher is physically or mentally unable to perform his or her
duties, The evaluation of the doctor or psychologist must be submitted within the
first ten (10) days of leave if leave beyond ten (10) days will be requested. The
Board agrees to assist the feacher, if requested, in securing the assistance of an
appropriate health care professional for the purpose of evaluating the physical or
mental state of the teacher relative to his or her abilily to perform his or her duties.

Teachers on assault leave shall receive full pay and benefits. Such leave shall not be
deducted from the teacher's accumulated sick leave.

The Superintendent shall grant additional days, up to a maximum of thirty (30) days,
upon receipt of an evaluation from a doctor or psychologist stating that the
conditions supporting the initial granting of assault leave continue to exist.

The Board agrees to pay any teacher, who is assaulted while in the performance of
his or her duty or while in attendance at a school or District sponsored activity, all
expenses not covered by a teacher's insurance for medical expenses, counseling
expenses, or repair expenses incurred through assault on a teacher or vandalism of a
teachet's property.

If, upon exhaustion of assault leave, the teacher remains unable to perform his or her
confracted duties, he or she may pursue other options:

I. Sick Leave

2. Other Leaves (as applicable)

3. Workers' Compensation (if eligible)
4, Disability Retirement

Jury Duty

Teachers will be excused for jury duty with pay. Jury duty fees received shall be returned to
the treasurer of the Board.

Witness Duty

Teachers will be excused with pay when they are summoned or subpoenaed to appear in any
court case in which they are not parties. Witness fees received shall be returned to the
tfreasurer of the Board.

Unpaid Leaves of Absence

Except as provided by law or specifically stated to the contrary herein, all leaves of absence shall be
without pay, without fringe benefits, and without salary increment credit.

8.08

Child Care Leave

Child care leave shall be granted to teachers to care for a newborn child, a newly
adopted infant under two years of age or a child from whom the adoptive agency
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requires full-time parental care. This leave shall be granted in keeping with the
contractual obligation of the teacher to maintain instruction, but with awareness of
the need of young children for direct parental care. Leave requested in the first
semester shall be granted for a period of time not to extend beyond the end of the
school year. Leave requested in the second semester shall be granted for a period of
time not to extend beyond the end of the first semester of the following school year,

Child care leave shall be requested by written notice to the Superintendent. Notice
shall be submiited thirty (30) days prior to the anticipated leave date.

A teacher returning from child care leave within the same school year shall have
reinstatement rights to the same teaching assignment, Otherwise, the teacher shall
be guaranteed a teaching position within his or her area of certification/licensure
pursuant to seniority.

The term of a teacher's contract shall not be extended by child care leave, but in the
event that a teacher's contract expires while on child care leave, the contract will be
renewed or nonrenewed in accordance with those normal procedures for teachers not
made unfeasible by the teacher's leave status.

In cases where it is not feasible fo follow normal procedures, the most recent
appraisal of the teacher shall serve as the appraisal to be used in the consideration of
renewal or non-renewal.

If child care leave shall cause a teacher to be at the end of contract having gone three
(3) years without appraisal, at the Board's option, a one (1) year contract can be
issued for the purpose of appraisal.

The Board recognizes that the granting of child care leave does not preclude an
employee from use of otherwise anthorized sick leave, After such authorized sick
leave has been exhausted, however, this leave shall be considered a leave without
regular pay. All benefits due to the employee under his or her most recent
employment status shall be paid. It is the responsibility of the employee to pay his
or her share of benefit costs on a quarterly basis. Teachers granted this leave shall
be advanced on the salary schedule.

8.09  Sabbatical Leave

A.

A teacher, who has been on the staff for a minimum of five (5) consecutive years, is
a full-time employee, and has a record of above satisfactory service, shall be eligible
for this leave.

Applications shall be filed with the Superintendent by the end of the first semester
for a leave beginning the following September. Leaves must be for one (1) school
year.

An applicant for sabbatical leave of absence shall file with the application form an
outlined program for the period requested for sabbatical leave. This plan shall be
indicated in an attached statement and include details for either study in an approved
college or university or a problem or project in research to be pursued independently
by the applicant, provided such problem or project is related to his or her
professional obligation.
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A teacher requesting a sabbatical leave for study shall be required to take at least ten
(10) semester hours per semester or ten (10) quarter hours per quarter in a university
ot college accredited by the North Central Association of Colleges and Secondary
Schools or equivalent agency.

All applications shall be reviewed for recommendation to the Superintendent by a
committee consisting of six (6) members, three appointed by the Superintendent and
three appointed by the Association. The committee shall consider among other
qualifications the following: the extent of the applicant's professional study, travel,
research, growth contributions, and successful service during the five (5) years.

A teacher will be notified within sixty (60) days after the deadline date for
submission of application as to the results of his or her request.

Status While on Sabbatical Leave

1. A teacher on sabbatical leave shall be considered to be in the employ of the
Board and shall have a contract.

2. A teacher on sabbatical leave will be paid the excess of the difference
between the substitute's pay and the teacher's expected salary and any other
full benefits provided by the Agreement currently in effect.

3. A teacher granted such leave shall advance on the salary schedule the same
number of steps he or she would have advanced had he or she been on the
staff while on sabbatical leave.

The applicant must sign an agreement to return immediately upon termination of the
sabbatical leave and to continue as an employee of the Board for a period of one (1)
year, or refund any compensation received from the Board while on leave.

Teachers on sabbatical leave may not be employed during the school year while on
sabbatical, except as terms of the sabbatical work might warrant. Teachers on
sabbatical leave may hold part-time jobs that will not adversely affect the sabbatical
program.

The Board may require such reports or transcripts as are necessary or reasonable to
determine that the teacher is fulfilling his or her approved plan of sabbatical leave.

During the next regularly scheduled evaluation year following return of the teacher
from sabbatical leave, said teacher will be required to formulate at least one (1) goal
that deals with the impact the sabbatical has had on his or her professional
development and practice.

No more than two (2) teachers will be approved for sabbatical leave in any year.

The Board will approve sabbatical leave under the terms of this Agreement, within
limitations of financial resources.

Upon request, an extension of one (1) full year may be granted. Such request must
be made by the end of the first semester during the year that the teacher is on
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8.10

8.11

8.12

8.13

sabbatical. Salary and benefits will not be provided during the second year of the
leave.

Military Leave

A military leave of absence shall be granted in accordance with Ohio Rev. Code §5923.05.

BExchange Teaching

A.

A teacher may apply for exchange teaching assignment for a period not to exceed
one (1) year in another state of the United States, another country, or a territory of
either, following five (5) years of satisfactory service in the District, provided said
teacher states his or her intent to return to the District for a minimum of one (1) year.

Exchange leave with pay may be granted by the Board on recommendation of the
Superintendent,

A teacher being granted an exchange teaching leave of absence shali advance on the
salary schedule as he or she would have advanced had he or she been employed in
the District.

Requests for a leave of absence for exchange teaching assignments shall be made by
the end of the first semester for leave beginning the following September.

Teaching for the United States Government, Peace Corps, or Other Special Programs

A.

A teacher who has been employed in the District for a minimum of five (5) years
and has a record of satisfactory service shall be eligible for a leave of absence for a
period not to exceed two (2) years to teach in an assignment abroad in schools
maintained by the United States, provided said teacher states his or her intent to
retum fo the district for a minimum period of one (1) year.

Such leave granted shall be leave without pay or Board paid benefits and may be
granted by the Board on recommendation of the Superintendent.

A teacher granted such leave shall advance on the salary schedule as he or she would
have advanced had he or she been employed in the District,

Requests for a leave of absence for such an assignment shall be made by the end of
the first semester for a leave beginning the following September,

Extended Personal Leave of Absence

A.

Any teacher employed by the Board for a minimum of ten (10) years may take a
leave of absence for one (1) year. Such leave shall require the approval of the Board.

Notice of intent to take a personal leave of absence shall be filed with the
Superintendent by the end of the school year preceding the leave, unless the date is
waived by mutual consent.

At least six (6) years must pass before personal leave of absence may be taken again
by any one (1) teacher,
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8.14

9.01

This shall be an unpaid [eave without Board paid benefits. Teachers on such leave
shall be entitled to continue to be covered by insurance, providing the insurance
company involved permits such continuance of coverage, and the teacher pays to the
treasurer in advance each quarter the full amount of the premium of such coverage.
Any overpayment of premium shall be refunded to the teacher upon termination of
leave.

Teachers on an extended personal leave of absence shall not advance on the salary
schedule.

A teacher taking such leave shall have reinstatement rights to the same position upon
return to duty, unless such position is eliminated by enrollment or change due to
reorganization. If such position is eliminated, the teacher shall have reinstatement
rights to a similar position.

No more than two (2) teachers may take personal leave of absence in any one (1)
year. The two (2) leaves will go on a first come - first served basis.

Other Leaves

A,

B.

Other leaves may be granted by the Board based upon their individual merits.

As part of the agreement for a leave of absence, a teacher must notify the
Superintendent no later than February 1 of his or her year of leave of his or her
intention to return or not return to work for the following school year. If written
notification by hand delivery receipt or certified mail is not received by that date, it
shall be understood that the teacher has resigned from his or her position.

ARTICLE IX

INDIVIDUAL RIGHTS

T'eaching Contracts

The contractual term of employment shall be as follows:

A,

A newly employed teacher shall receive a one (1) year limited contract which shall
be followed by a one (1) or two (2) year limited contract if his or her contract is
renewed.

A teacher who has been employed for three (3) or more years shall receive, upon
expiration of his or her contract, a one-(1) year, two-(2) year, three-(3) year, or five
(5) year limited contract if his or her contract is renewed. Two (2) or three (3) year
contracts shall be issued to teachers whose appraiser's ratings are generally 2.5 to
3.24. Five-year contracts shall be issued to teachers whose appraiser's ratings are
generally 3.25 to 4.0. The Board reserves the right to issue a one (1) year contract to
any teacher if the teacher's appraisal and/or the Board's review of his or her
peiformance indicates that the teachei's performance is unsatisfactory and in
substantial need of improvement. Such a review will be a review of materials,
actions, and other evidence based upon performance.
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Appraisal ratings for final teacher performance evaluation will be determined using
these values:

Accomplished 3.25-4.00
Skitled 2.50-3.24
Developing 1.75-2.49
Ineffective 1.00-1.74

In addition, the appraisee rates himself or herself. (Appendix A)

A teacher with an overall appraiser's rating of 3.25 to 4.0 who holds a life,
permanent, or professional certificate/license is eligible to apply for a continuing
contact after three (3) years of employment in the District out of the last five (5)
years, Teachers issued their first Heense after January [, 2011 must wait 7 years
before being eligible to apply for tenure. A teacher may apply in writing to the
Superintendent for evaluation at the beginning of the school year in which he or she
becomes eligible.

Teachers who have attained continuing contract status in another district are eligible
for a continuing contract after having served two (2) years in the District; but the
Board, upon the recommendation of the Superintendent, may, at the time of
employment or at any time within such two-year period, grant continuing contract
status. He or she shall notify the Superintendent in writing of his or her eligibility for
evaluation at the beginning of his or her second year of employment.

0.02 Non-Renewal of a Limited Contract

A.

A teacher whose limited contract is expiring shall be re-employed with a successor
confract unless non-renewal of the limited contract is made in accordance with the
following provisions:

L. The teacher exhibits or demonstrates a lack of ability or low degree of
professional competence, and/or the teacher has failed to abide by and
adhere to the rules and regulations adopted by the Board, and/or other
reasonable, factual and legally correct cause.

2. The teacher evaluation process was adhered to fully and completely. It is not
intended that this section shall automatically give rise to grievances based on
an insignificant omission in the teacher evaluation process.

3. The administrator to whom the teacher is directly responsible will inform the
teacher in writing before recommending non-renewal to the Superintendent.
The grounds for non-renewal shall be defined in the written notification.

4, Any teacher so notified by an administrator of the recommendation of
non-renewal shall have the opportunity to discuss the recommendation with
the Superintendent prior to official Board action on renewal or non-renewal
of contract.

5. Following the meeting with the Superintendent (as described in 9.02, A. 4.)
the teacher shail have the opportunity to appear before the Board to respond

35




9.03

9.04

to the grounds for non-renewal in a due process hearing prior to official
Board action.

This policy shall not be construed to limit any professional or legal rights of the
Board or the teacher involved in obtaining due process,

Any failure of the District to follow the procedures set forth in this section is subject
to the Grievance Procedure set forth in Article 1T of this Agreement. If a teacher’s
contract is non-renewed, appeal of such non-renewal will be solely in accordance
with the provisiens of Ohio Rev. Code §3319.11.

Fair Disimissal Procedure

A.

A full written record of the teacher's evaluation(s) shall be maintained (prior to any
action of dismissal or reprimand or discipline). Copies of such information shall be
made available by the administration to said teacher upon request.

Reprimand or discipline of a teacher by an administrator for the alleged violation of
Board rules or regulations shall, upon request of the teacher, be in the presence of an
Association representative and the administrator making the charge or imposing the
disciplinary action. ~

The administrator to whom the teacher is directly responsible will inform the teacher
in writing before recommending dismissal to the Superintendent. The grounds for
dismissal shall be defined in the written notification.

Any teacher so notified by an administrator of the recommendation for dismissal
shall have the opportunity to discuss the recommendation with the Superintendent
prior to official Board action on renewal or dismissal of contract.

Following the meeting with the Superintendent (as described in 9.03, E.) the teacher
shall have the opportunity to appear before the Board to respond to the grounds for
dismissal in a due process hearing prior to official Board action.

Any failure of the District to follow the procedures set forth in this Section is subject
to the Grievance Procedure set forth in Article III of this Agreement, If a teacher’s
contract is terminated, appeal of such termination will be solely in accordance with
the provisions of Ohio Rev. Code §3319.16.

This policy shall not be construed to limit any professional or legal rights of the Board or the
teacher involved in obtaining due process.

General Contract Provisions

A

B.

C.

Teacher contracts shall conform to the Ohio Revised Code.
Teacher suspensions shall conform to the Ohio Revised Code.

Teacher contract termination shall conform to the Ohio Revised Code.
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9.05

Teacher Appraisals

A.

General Conditions

L.

All monitoring or observation of the work of a teacher shall be conducted
openly and with the full knowledge of the teacher. The use of eavesdropping,
closed circuit television, public address systems and similar surveillance
devices shall be strictly prohibited. Teachers may choose to participate in a
self-appraisal system which ufilizes videotaping for purposes of
self-evaluation.

Each observation of a teacher that is part of the formal appraisal process
shall be not for less than thirty (30) minutes or the duration of a particular
observable event and shall take place in a classroom/school setting.

For the 2013-14 contract year, the first two observations will be scheduled.
For the 2014-15 contract year, the first observation will be scheduled. For
the 2015-16 contract year, the observations will be either scheduled or
nonscheduled.

No observations/walkthrough(s) shall unduly interfere with the teaching-
learning process.

Each teacher to be appraised shall be given a copy of the appraisal process
steps and forms within four (4) weeks after the beginning of the school year
or within four (4) weeks after employment. The appraisal process shall be
explained to the appraisees at least four (4) weeks prior to appraisal.

Teaching assignments outside a teacher's area of certification/licensure shall
not be appraised for purposes of determining his or her retention as a teacher,
provided that one-half or more of his or her assignment is within an area of
certification/licensure; however, teachers with one-half or more of his or her
assignment outside of his or her certification/licensure will be appraised for
purposes of determining his or her retention.

Appraisals shall include personal observation in a classroom conducted by
an OTES certified evaluator. In district OTES evaluators include all
administrators.  The appraisee (teacher) may elect to have their
appraisal/observations conducted by an outside OTES certified evaluator
randomly selected from a list of OTES certified evaluators, to be contracted
out by the Yellow Springs School District, If a teacher elects to use an
outside evaluator, the teacher agrees to pay for the cost of the evaluation.
Unit leaders, department heads, or teaching colleagues shall not be asked for
evaluation judgments of any teacher’s performance at any point in the
appraisal process.* (see 9.05 Al1)

All Observation Reports shall be produced in writing and a copy given to the
teacher at a conference within ten (10) work days of the observation, For this
provision only, all work days are defined as days in which both the appraiser
and teacher are present in the District. If the teacher disagrees with the
appraisal report, he or she may submit a written rebuttal which shall be
attached to the file copy of the appraisal in question. The Observation
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10.

1.

Reports may include strengths, concerns, and specific recommendations for
enhancements, as well as progress noted since previous evaluations.

By May 10th, the final appraisal summary conference will be held and the
teacher shall sign and be given a copy of all appraisal reports prepared by his
or her appraiser, The Principal’s contract recommendation shall be made in
the Swmmative Evaluation. In no case shall the teacher's signature be
construed to mean that he or she necessarily agrees with the evaluation, A
teacher may submit a self-evaluation and/or submit additional comments to
the written appraisal if he or she so desires within ten school days of the final
appraisal meeting.

During the appraisal process, all written documentation shall be filed in the
Principal's office. The Superintendent shall have access to these appraisals.
Upon request, the teacher shall be entitled to confer with the Superintendent
regarding his or her appraisal. At the request of the teacher, this conference
may include another Association representative who shall be a member of
the YSEA.

During the appraisal process if either the appraiser or the appraisee believes
he or she cannot conduct an objective or accurate appraisal, the reasons for
such belief must be submitted in writing to the Superintendent, who may
designate an alternate OTES certified appraiser. If the original appraiser was
an in-district appraiser an alternate appraiser may be selected from in-district
or out of district OTES certified appraisers. If the original appraiser was an
outside appraiser, the alternate OTES certified appraiser must be randomly
selected from the list of outside OTES certified appraisers. * (see 9.05 Al1)

*Outside OTES evaluvators may be selected as a pilot option only for the
2013-14 school year. If both the YSEA and the superintendent want to
continue using outside evaluators beyond 2013-14, an Memo Of
Undeistanding (MOU) must be signed before the commencement of the
2014-15 school year indicating such agreement.

B. Time and Frequency of Appraisals

1.

Credentialed evaluators shall evaluate all teachers annually; except those
teachers receiving effectiveness ratings of Accomplished on their most
recent evaluations carried out under this policy, shall be evaluated every two
years, Annual evaluations of teachers who are on limited or extended
limited contracts pursuant to State law and are under consideration for
nonrenewal shall, in the final confract year, include at least three formal
observations of at least 30 minutes each and classroom walkthroughs.
Evaluations of all other teachers shall include at least two formal
observations of at least 30 minutes each and classroom walkthroughs. All
teacher evaluations must be completed on or before May 1, with a written
report of the evaluation results provided to the teacher on or before May 10,

One additional observation can be scheduled if valid concerns are noted by
the evaluator. Further observations can be scheduled by mutual agreement.
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With the exception of first-year teachers whose performance is deficient, teachers
who are offered a contract and score less than 2.5 on the Summative Evaluation,
may be referred to a trained resident educator mentor.

The provisions of sections 9.01-9.05 supersede the evaluation procedures set forth in
Ohio Rev. Code §3319.111.

9.06  Assignments, Transfers & Vacancies

A.

Assignments

1.

Teaching assignments are for a period of one (1) year, but may be changed
during the year upon the recommendation of the Superintendent.

Assignments will be made prior fo the last working day of the school year
for teachers.

The teacher must be notified in writing by the building principal of a change
in his or her assignment, When a change in assigmment must be made after
the close of school, the teacher must be notified within one (1) week of the
time the change is made, but no later than August Ist, except under highly
unusual circumstances, such as a resignation after August 1st.

Where the Principal and teacher disagree on the assignment, a conference
with teacher, principal, and Superintendent shall be held. The decision of the
Superintendent is final.

In all assignments, the needs of the pupils, the general welfare of the school,
and the personal desires of the teacher shall be considered.

By July 20 of each year, the Association shall be notified of the numbers and
duties of cettificated/licensed staff positions for the following academic year,
existing vacancies, and the distribution of those positions by building, unit or
department.

Teachers on a one (1) or two (2) year limited contract shall be assigned
within the scope of their teaching certificates/licenses, to the extent possible.

To the extent possible, newly employed, inexperienced teachers shall be
assigned to the lowest class size at their teaching level.

Transfers

A fransfer shall be defined as a permanent change in assignment or school
building.

The Board and the Association recognize that it may be necessary to
accomplish transfers. For example, transfers may become necessary to meet
load conditions, to meet instructional requirements, to maintain a balance of
experienced and inexperienced staff in a particular building,
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For regular teaching contracts, the principals will notify all district teachers
of all known openings by assignment and location that will be available the
following school year before making any decisions of those changes. Within
three (3) days, teachers desiring to request consideration for transfer shall
notify building principal through intent card or other written notification,
The principal will acknowiedge receipt of the teacher’s request. All
applicants shall be informed when the vacancy for which they have applied
has been filled.

Teachers shall be retained in their original or similar assignments throughout
their first two (2) years of employment to the extent possible.

In cases of involuntary transfer, teachers shall have the opportunity to meet
with the Superinfendent to discuss the transfer. When circumstances so
permit, teachers so affected shall be given a choice of available open
positions. In filling transfer positions, if teachers are equally qualified for the
position, voluntary transfers shall be given priority over involuntary
transfers.

C. Vacancies

1.

A vacancy shall be defined as an available permanent teaching position in
the bargaining unit, or an administrative position, resignation or newly
created position,

As a matter of policy, and not as a reflection on performance, extra-duty and
co-curricular positions, except those on multiple year contracts, are
automatically considered vacant for the next school year and will be posted
by May 10, or as soon thereafter as they are known.

During the school year and until June 30, the Board shall post all vacancies
at least seven (7) calendar days prior to being filled, Such posting shall be in
a designated locatton in each school building, sent via e-mail, and posted on
the District website. The seven (7) days begin with the start of the first day
the notice is posted and ends at the end of the seventh (7) calendar day
thereafter, From the end of the school year until the beginning of the
following school year, employees who have an interest in the posted
position, as expressed on their intent forms, will be personally notified by
both the district and the association (infent forms may be revised at any
time). When a vacant position occurs on or after July 1, and prior to the start
of the ensuing school year, the Board may fill that vacant position by
selecting someone from the “intent form” and not post the position. Or, the
Board may hire a new staff member for the vacant position. However, any
vacancy that occurs during this time period but is not filled by the start of the
ensuing school year shall be posted and filled in accordance with normal
vacancy procedures.

The President of the Association shall also be given a copy of such vacancy

notices. Such vacancies shall include the following: teaching positions,
administrative positions, and extra-curricular positions.
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4, Any certified/licensed teacher within the District applying for the vacant
position will receive an interview. In filling the position, however, the Board
shall consider professional qualifications, background, attainments, and other
relevant factors, including service in the District, as well as applicants from
outside the District. If two or more applicants are equal in their
qualifications, the position should be filled: 1) from within the District, and
2) by the teacher with the longest continuous service in the District, In all
appointments to administrative positions, the Board's decision shall be final.

5. If requested, unsuccessful applicants shall be given the reasons for their not
attaining the position.

6. Any teacher who shall be promoted or transferred to an administrative or
supervisory non-bargaining unit position and shall later resume teacher status
shall be entitled to retain such seniority as he or she may have had under this
Agreement prior to such promotion or transfer, All time served in an
administrative or supervisory capacity shall be credited toward placement on
the salary schedule.

9.07 Personnel File

A,

There shall be one official personnel file. Subject to the Public Records Act of
Ohio, this shall be considered a confidential file and the only official file of
recorded information mentioned by the board and the Administration,

Upon appointment with the Superintendent, a teacher will be given access to his
or her own personnel file to review any document prepared by the teacher, college
transcripts, progress evaluation forms prepared by the Principal or supervisor, but
not confidential pre-employment information.

An Association representative may be present at the teacher’s option. such records
will be made available in the Superintendent’s office and shall not be removed
from said office, but copies may be obtained upon request.

All materials inserted by the Administration in the file of a teacher will be dated
and sent to the teacher.

Teachers have the right to attach a rebuttal to any item in the file.

The Board will notify the teacher of any requests from the public to view or copy
their file under the Public Records Act of Ohio.

If a teacher disputes the accuracy, relevance, timeliness, or completion of
information in the teacher’s personnel file, the teacher may tvequest the
Administration to investigate the current status of the information.  The
Administration shall, not later than ninety (90) days after receiving the request, make
a reasonable investigation to determine whether the disputed information is accurate,
relevant, timely and complete, and shall notify the teacher of the results of the
investigation and of the action that the Administration plans to take with respect to
the disputed information. The Administration shall delete any information that it
cannot verify or that it finds to be inaccurate.
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9.08

9.09

Personnel Complaint Procedure

A formal complaint is defined as an allegation that is written and signed by the complainant
and submitted to the Principal. No formal complaint arising from a teacher's performance of
duties as an employee of the Board by any parent, pupils or other person not employed by
the Board, shall become a part of the teacher's personnel file without the following steps:

A, A formal complaint concerning a teacher or teachers must be submitted in writing to
the Principal. The Principal shall give a copy to the teacher or teachers.

B. A meeting involving the teacher, the principal and the complainant will be arranged
at a mutually convenient time to discuss the complaint. If the complainant refuses to
meet the teacher and the Principal within thirty (30) days, the complaint will be
withdrawn from the Principal's file and destroyed.

C. If the complainant is not satisfied with the Principal's disposition of the complaint,
the Principal shall attach a statement describing the manner in which the complaint
was handled and forward the complaint to the Superintendent. The teacher may
attach his or her own statement to the complaint.

D. The complainant may appeal to the Superintendent, who will hold a hearing in
which the patticipants shall include the involved teacher and the teacher's immediate
supervisor. The complaining party may be present if the party desires.

E. If the complainant or teacher is dissatisfied with the Superintendent's disposition of
the complaint, the matter may be appealed to the Board, who shall hold a hearing in

private during an official meeting, and then rule on the matter by action.

F. In each of the steps above, either party may be accompanied by counsel and/or an
Association Representative.

G. Conferences regarding such matters shall be in private.

Professional Responsibility and Disciplinary Procedures

The Board and the Association recognize a mutual responsibility for promoting professional
conduct that encourages quality in the educational process and reflects favorably upon the
teaching profession. Breaches of professional conduct are subject to disciplinary procedure.
Such breaches include, but are not limited to: abuses of sick leave and other leaves,
tardiness, willful deficiencies in professional performance, violation of Board policies,
regulations and administrative directions not inconsistent with the terms of this Agreement,
and in violation of the terms of this Agreement.

Disciplinary action shall be defined as any written warning, written reprimand, suspension
or discharge.

Before any meeting is called from which disciplinary action may result, the teacher shall be
notified and shall be entitled to have present an Association representative.

Whenever the result of a reprimand or disciplinary action for any infraction of discipline, or
delinquency in professional performance is reduced to writing by the administrator, the
findings and decisions of the administrator shall be filed, in writing, in the teacher's
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9.10

9.11

personnel file, and a copy thereof given to the teacher. The teacher shall have the right to
append a rebuttal statement to any statement, finding or decision with which he or she
disagrees.

No teacher shall be disciplined without reasonable, factual and legally correct cause.

Privacy and Intellectual Freedom

The District affirms that teachers have a reasonable expectation of privacy and intellectual
freedom. The District will have the right to access district computers and databases for
reasons related to the health and safety of students and staff and the integrity of the
instructional program.

Resident Educator Program

A. The mentoring program is a way of providing quality on-the-job assistance for all
teachers with a resident-educator license. The goal of this program is to provide
teachers with assistance and suggestions to facilitate success in the classroom.

B. Mentors will be selected from teachers who have submitted a letter of interest to
their building principal during the month of April but no later than the last
contracted working day of the year prior to the mentoring. The selection team must
include but is not limited to at least one (1) Principal, the lead mentor, and former
mentor teachers. After consultation with the selection team, the Principal will make
the final decision.

C. The requirements for the position of mentor include:

1. Mentors shall have at least five (5) years of successful classroom experience,
two of which must be in the District.

2, The mentor will have completed the appropriate, required training prior to
the first day of the school year.

3. Mentors will be assigned to the resident educator within thirty (30) calendar
days of board approval and reasonable attempt will be made to match the
mentor and resident educator in the subject arca and/or grade level. Every
reasonable attempt will be made to make the assignment to the resident
educator and mentors as fair and equitable as possible.

4, It is suggested that a mentor be assigned to no more than one (1) resident
educator.
5. Should the mentor resign or be otherwise replaced, a proportionate stipend

shall be made to the affected mentor teacher.

0. Mentors and resident educators will be granted at least three half days of
release time for the purpose of completing classroom observations and
necessary activities of the resident educator program.

7. All records and interactions between the mentor and the resident educator
will be confidential between the two parties.
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9,12  Teachers new to the District (non-resident educators)

A,

The mentoring program is a way of providing quality on-the-job assistance for all
teachers new to the district. The goal of this program is to provide teachers with
assistance and suggestions to facilitate success in the classroom.

Mentors will be selected from teachers who have submitted a letter of interest to
their building principal during the month of April but no lafer than the last
contracted working day of the year prior to the mentoring. The selection team must
include but is not limited to at least one (1) Principal, the lead mentor, and former
mentor teachers. After consultation with the selection team, the Principal will make
the final decision.

The requirements for the position of mentor include:

L. Mentors shall have at least five (5) years of successful classroom experience,
two of which must be in the District.

2. Mentors will be assigned to the new employee within thirty (30) calendar
days of board approval and reasonable attempt will be made to match the
mentor and new employee in the subject area and/or grade level. Every
reasonable attempt will be made to make the assignment to the new
employee and mentors as fair and equitable as possible.

3. It is suggested that a mentor be assigned to no more than one (1) new
teacher.
4, Should the mentor resign or be otherwise replaced, a proportionate stipend

shall be made to the affecied mentor teacher.

5. All records and interactions between the mentor and the new teacher will be
confidential between the two parties.

9.13 Rehire of Retired Teacher

In the event the Board hires or rehires a teacher who has retired and is receiving benefits
from a public retirement system, the following provisions will apply. These provisions
expressly supersede all relevant provisions of the Ohio Revised Code, including but not
limited to §§3319.08, 3319.11 and 3319.111 and all other applicable Ohio statutes.

A,

Re-Employment, The parties are committed to recruiting and hiring the best
qualified teachers to fill vacancies. Rehired teachers must apply for each vacancy
for which they wish to be considered, and compete with other applicants as a part
of the selection process.

Break in Service and Seniority. Retirement of a teacher from the District will be
considered a break in service, and a teacher who is later rehired will be considered
a newly hired teacher. Such a teacher will not acquire seniority, and will not have
recall rights in the event the teacher is subject to a reduction in force.
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10.01

Placement on Salary Schedule. This provision expressly supersedes Ohio Rev.
Code §3317.13 and other applicable laws. A retived teacher who is hired or
rehired will be given credit for a maximum of ten (10) years of service, and the
appropriate educational degree level, for purposes of placement on the salary
schedule.

Sick Leave. This provision expressly supersedes Ohio Rev. Code §124.39 and
other applicable laws. A teacher who retires and is subsequently reemployed by
the Board will begin employment with zero (0) days of accumulated sick leave,
and will accrue and accumulate sick leave in accordance with the provisions of
Article VIII of this Agreement. The Board may advance a re-employed teacher
up to five (5) days of sick leave. Such a teacher is not eligible to convert sick
Jeave to severance pay pursuant to Article V, Section 6.09 of this Agreement upon
subsequent retirement.

Insurance Benefits. A teacher who retires and is subsequently re-employed by the
Board may enroll in insurance plans available to other teachers,

Coniract.

(1)  This provision expressly supersedes Ohio Rev, Code §3319.11 and all
other applicable laws. A retired teacher who is hired or rehired will be
employed on a limited contract for a term of one (1) year. Such confract
will expire automatically by its own terms at the end of the school year,
without the necessity of a resignation from the teacher, or without the
necessity of Board action. Such teacher shall not be deemed re-employed
when notice of nonrenewal is not given. Any further employment of the
teacher will be pursuant to Paragraph B of this Section.

(2)  This provision expressly supersedes Ohio Rev. Code §3319.08 and all
other applicable laws. A retiree will not be eligible for continning
contract.

Evaluation. A retired teacher who is rehired will not be evaluated pursuant to the
provisions of Article IX, Section 9.05 of this Agreement.

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

ARTICLE X

WORK YEAR AND WORK DAY

Length of School Day

The teacher work day shall be set by the Principal in consultation with unit leaders and
department heads, after the unit leader or departiment head has had the opportunity to consult
with staff members, with the approval of the Superintendent and the Board. However, the
length of the official teacher day shall not exceed seven and one-half (7-1/2) hours.
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10.02

10.03

10.04

10,05

10.06

Any teacher who is required to participate in, supervise or sponsor an after-school activity,
may leave school at the same time as the students on the day of the activity.

Conference and Preparation Periods

Each teacher's schedule shall include at least one (1} period daily for conference and
preparation. It is understood that each teachei's preparation period shall consist of at least
one (1) class period in the secondary school and at least thirty (30) minutes in the
elementary. Elementary planning time may be before or after school to meet scheduling
requirements, as determined by the building Principal after consultation with the entire staff.

Duty-TI'ree Lunch Period

Teachers shall have a duty-free, unintemipted lunch period equal to a regular class period,
or the length of the scheduled noon hour, and in no event less than thirty (30) minutes.

Beginning of the Year Meetings

Teachers are to attend district, building, and department or team meetings unless specifically
excused by their building Principal or assistant Principal or, in the Principal's absence, their
department head or team leader. To the extent possible, these meetings will be scheduled
within the official teacher work day.

Of the two (2) teacher days prior to the opening of school, one (1) day may be used for
district and building meetings, and the remaining one (1) day shall be reserved exclusively
as a teacher work day.

On the final day of school, students will be dismissed 2 hours early and the time shall be
reserved exclusively for teacher work,

WOEA day shall be reserved exclusively as a teacher work day.

The final teacher work day is an option day that can be taken prior to the start of the school
year. The option day can be taken any day during the five (5) work days preceding the first
required work day. Teachers using the option day must sign in and out in their building
office.

For part-time employees, attendance at parent-teacher-student conferences, waiver days,
professional development, teacher work days, etc. will be pro-rated equivalent to the
employees FTE. A written job description for part-time employees shall be proffered by
June 30 annually.

Severe-Weather Cancellation of Classes

On days when the weather is judged by the Superintendent or his or her designee to be too
severe to safely send the District's school buses on their regular routes, all classes will be
canceled.

Length of School Year

The work year of teachers covered by this Agreement shall consist of one hundred and
eighty-four (184) days as set forth in the school calendar. In the event of calamity resulting
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11.01

11.02

in less student days than are required by law to constitute a minimum school year, the Board
will negotiate an agreement with the Association to change the school calendar to meet
minimum state requirements for days in session. Any such change in or extension of the
calendar shall be considered part of the work year for teachers. Students will be in
attendance for days to meet or exceed the minimum school year unless excused by calamity
days as provided by law.

ARTICLE X1
WORKING CONDITIONS
Class Size

To the extent possible, the maximum class size shall be:
Grades K-2 1-22
Grades 3-5 1-25
Grades 6-8 1-26
Grades 9-12 1-28

The teacher-pupil ratio shall not exceed 1-25 in any building. The teacher-pupil ratio shall
be determined by dividing the total school enrollment in each building by the total school
teaching staff which is actively engaged in instruction, excluding special education teachers
and pupils.

To the extent possible, newly employed, inexperienced teachers shall be assigned to the
lowest class size at their teaching level.

Physical Facilities

(General Conditions

A. Telephone facilities shall be available in the school offices for teachers for their
reasonable use. All personal long distance calls shall be charged to the teacher's
home number.

B. The Board will provide lounges and rest rooms for the use of adult staff in each
building,

C. The Board will provide adequate off-street parking for teachers, to the extent
possible.

D. The Board shall provide adequate attendance books, plan books, paper, pens,

pencils, chalk, erasers, and other such consumable materials required for the
performance of the teacher's daily routine. A budget amount will be communicated
to each department, team or teacher prior to the beginning of the school year upon
submission of the teacher’s spending plan for the school year. The purchasing
process will be defined in the employee handbook. '

E. Texts, library reference materials, maps, globes, laboratory equipment, audio-visual
equipment, art supplies, athletic equipment, current periodicals, and other tools of
the teaching profession will be made available to the extent possible within budget
restrictions.
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Instructional materials reflecting the multi-ethnic nature of our society shall be
utilized wherever possible.

Instructional materials that will not reflect sexual bias shall be utilized wherever
possible.

The Board shall assure that adequate custodial service is executed in each building
so that students and staff may perform their daily routine in a clean and healthful
environment.

Building Maintenance - The Board shall assure that adequate building maintenance
is executed in each building (within the financial limits of the District) so that
students and staff may perform their daily routine in a safe and healthful
environment. Repaits to the physical plant and repairs or replacement of equipment
shall be made as promptly as possible.

11.03 Faculty Advisory Committee

A,

A Faculty Advisory Committee shall be established consisting of two (2) teachers
from each building appointed by the Association to advise the Superintendent and
the Board on matters of concern {o (eachers. Principals shall be invited to attend
these meetings. The committee shall meet with the Superintendent and at least one
Board member at least three (3) times per year or more often at the request of the
Association, the Superintendent, or the Board, but in no case more than ten (10}
times per year, unless by mutual agreement. The first meeting shall occur by
October 31, the second by January 31, and the third by April 30. Responsibility for
setting up these meetings rests with the Association.

11.04 Selection of Siaff

A.

Selection of Teachers

A candidate for a teaching position shall be defined as one of the most highly
qualified applicants who is being seriously considered for recommendation for
employment. Every candidate for a teaching position interviewed by the Principal
shall be interviewed by at least two teachers from the applicant's subject area o
team, whenever possible. The teachers' recommendations will be discussed with the
Principal prior to his or her recommending a candidate to the Superintendent for
employment.

Selection of Superintendent
1. When a vacancy in the position of Superintendent is to be filled by the
Board, the Board shall consult with the Association about the qualifications

for and the method of selection of the administrator.

2. A Consultative Comimittee consisting of two (2) teachers from each building
may be appointed by the Association,
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3. The Consultative Committee may interview each candidate who is
interviewed by the Board and submit a written evaluation of the candidate
for consideration by the Board.

C. Selection of Administrators
L. When a vacancy in the position of Principal, Assistant Principal, or other
administrative position is to be filled by the Board, the Superintendent shall
consult with the Association about the qualifications for and method of

selection of the administrator.

2. A Consultative Committee consisting of three (3) teachers from the affected
building or area may be appointed by the Association.

3. The Consultative Committee may interview each candidate who is
inferviewed by the Superintendent and submit a written evaluation of the
candidate for consideration by the Superintendent.

D. General

The Board's decision on the appointment of Superintendent, administrator and
teachers is final, and not subject to the Grievance Procedure,

11.05 Student Discipline

The Board recognizes its responsibility to give reasonable support and assistance to teachers
with respect to the maintenance of control and discipline in the performance of their duties
in school or i out-of-school functions in accordance with established Board policies and
building procedures. Each teacher, however, bears the primary responsibility for
maintaining proper control and discipline. In exercising his or her responsibility, the teacher
shall assure that all disciplinary actions and methods invoked are reasonable and just and in
accordance with the policies and procedures referenced above.

Each student also bears responsibility for maintaining proper self control and respect for
the rights of others. In cases of students who do not respond to reasonable and just efforts
of teachers to maintain control or discipline in school or at school functions, or who fail
or refuse to obey rightful directives of teachers, or respond profanely or abusively to
rightful directives of teachers, the administrators of the District shall take disciplinary
action that is appropriate to the gravity of the offense, including the option of suspension
or expulsion,

This section shall be interpreted and applied consistent with student rights under applicable
law.

11.06 Student Suspension

A, It is expected that students shall participate cooperatively with teachers or
substitutes,

B. The Principal or Assistant Principal and the teacher will cooperatively endeavor to
achieve correction of student behavior through whatever avenues are reasonably
available.

49




C. It is expected by the Association that students who do not respond to reasonable
efforts to correct behavior that disrupts the education process will be temporarily
suspended from school and/or withdrawn from the atfected class(es).

D. Temporary suspension of students from school may be imposed only by a Principal,
Assistant Principal or Superintendent.

E. A teacher may exclude a pupil from the classroom temporarily when the grossness
of the offense, the persistence of the misbehavior or the disruptive effect of the
violation makes the continued presence of the student in the classroom intolerable.
In such cases, the teacher will furnish the administration full particulars of the
incident(s) as promptly as his or her teaching obligation will allow, but in no case
later than the end of the teacher's day unless extenuating circumstances dictate
otherwise. Before the Principal or Assistant Principal retumns the student to the
classroom, he or she shall inform the teacher of the corrective measures taken.

11.07 Student Placement

Any student who menaces a teacher or who vandalizes or deliberately damages a teacher's
real or personal property, shall not be placed in a class or activity of that teacher, without the
teacher's consent, for the remainder of the school year or a semester, whichever is greater,
This section shall be interpreted and applied consistent with student rights under applicable
law.

ARTICLE X1T
NO STRIKE CLAUSE

12.01 A. The Association agrees that neither it nor its members nor any persons acting on
its behalf will cause, authorize, support or take part in any strike (i.e., the
concerted failure to report for duty, or willful absence of a teacher from his or her
position, or stoppage of work or abstinence, in whole or in part, from the full,
faithful and proper performance of the teacher's duties of employment) during the
life of this Agreement.

B. The Board will have the right to all remedies available at law for violation of this
Article, including injunctive relief and/or damage against any person, group or
organization violating this Article.

ARTICLE XIII
REDUCTION IN FORCE
13.01 A. Seniority shall be defined as the continuous service or employment as a teacher in
the District, beginning with the first date the teacher reported for duty as a regular
teacher. A regular teacher is defined as a teacher hired on a limited or continuing
contract with appropriate placement on the adopted salary schedule. Continuous

employment for the purpose of this section shall include:

1. All Board approved leaves of absence,
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2. All time while on disability retivement up to a maximum of five (5) years,
and
3. All time during suspension if the teacher is later reinstated.

If a reduction in staff becomes necessary (as defined in Section D), a teacher's
contract shall be suspended in accordance with Section 3319.17 of the Ohio Revised
Code. A teacher whose limited contract has been suspended shall be considered for
reappointment to fill a subsequent vacancy for which he or she is qualified during
the term of his or her contract. Written notification will indicate that a decrease in
emrollment was the reason for the suspension of the contract. Teachers to whom this
paragraph applies shall be notified of all vacancies.

Reductions in teaching staff shall be made by the Board for the following reasons:

L. Decrease in pupil enrollment.

2. Suspension of schools or territorial changes affecting the school district.

3. Return to duty of a regular teacher from leave or disability retirement,

4, Elimination or reduction of courses of study provided that notice is given to

the Association and teachers in potentially affected areas as early as possible,
but no later than April 30. Additionally, the Superintendent shall sign
applications for certification/licensure submitted by teachers in those
potentially affected areas, when such applications meet the criteria
established by the State Department of Education for cettification/licensure.
The application will be signed on a yearly basis as long as the teacher
continues to  make satisfactory progress toward  permanent
certification/licensure.

5. Financial reasons.

The Superintendent shall meet with representatives of the Association by April 30 to
discuss the possible effects, resulting from the issuance of temporary
certification/licensure, upon other members of the bargaining unit with regard to
rights or RIF. The intent of this language is to allow members of the bargaining
unit, who may be directly or indirectly affected by the elimination or reduction of
courses of study, ample time to protect their rights or RIF.

Having made a determination that a reduction in staff and suspension of one (1) or
more contacts is necessary, the Superintendent shall cause notice to be given to the
affected teacher(s) by April I5 or as soon as practicable in case notice by April 15 is
not possible. In any event, notice shall be given to the teacher(s) prior to
recommendation of such action to the Board,

In the event that staff reductions and subsequent suspension of contract(s) becomes

necessary, the Association shall receive, along with all teachers to be reduced, a
seniority list by tenure, including each teacher's area(s) of certification/licensure.
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All suspensions of contracts pursuant to this Article shall be made as follows:

L. The suspension of contract shall occur to non-tenured teachers first by area
of certification/licensure. The second decision point shall be teacher
evaluation (based on three (3) most recent final evaluations, when available)
and the third decision point is seniority.

2. In the event two (2) or more teachers' continuous setvice began the same
date, the date the Board authorized the contract shall take precedence. In the
event, two (2) or more teachers were hired at the same Board meeting, the
teacher with the most regular teaching experience shall be the next criteria
for establishing seniority. If this criteria is also equal, then seniority shall be
granted fo the teacher who is certified to teach the greatest number of
subjects.

3. Should it become necessary to suspend the contract of any tenured teacher,
such suspension shall be made from tenured teachers first based on teacher
evaluation (based on three (3) most vecent final evaluations, when available)
and second on seniority.

4. Retention rights shall accrue to all teachers with their respective contract
status groups, but in no event shall a non-tenured teacher exercise retention
rights over tenured teachers. The right to retention shall be limited to areas of
certification/licensure, and no assignment shall be claimed outside of one's
area(s) of certification/licensure,

5. Part-time regular teachers shall have seniority and retention rights to their
positions as provided by the contract without limitation due to their part-time
status.

Teachers whose contracts have been suspended for the reasons set forth in this
Aaticle shall have recall rights in the following order:

L. First recall rights shall be given to tenured teachers first by area of
certification/licensure. The second decision point shall be teacher evaluation
(based on three (3) most recent final evaluations, when available) and the
third decision point is seniority. The first refusal by the tenured teacher to
exercise a recall right shall not remove the teacher from the recall list. A
second refusal in a succeeding year may remove the teacher from the recall
list,

2. If the vacant area(s) cannot be filled by recall of tenured teachers, then non-
tenured teachers shall be recalled first by evaluation results (based on three
(3) most recent final evaluations, when available) and then by seniority
according to area(s) of certification/licensure. The first refusal to exercise a
recall right shall not remove the non-tenured teacher from the recall list. A
second refusal in a succeeding year may remove the teacher from the recall
list.

3. Recall letters shall be sent by proof of sending mail. Teachers who choose to
exercise their recall rights must reply in writing to the Board. This response
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must be postmarked no later than ten (10) calendar days following the date
of mailing, Failure to reply shall be considered a refusal.

4, It shall be the responsibility of teachers on the recall lists to keep the Board
apprised of their current mailing address.

5. It shall be the responsibility of the Board to see that teachers on the recall
lists are fully informed in writing regarding the exercise of recall rights as
described in Article XIII, Section 1.

The non-renewal of contracts shall not be used as a means to obtain reduction in the
number of staff members.

ARTICLE X1V

EFFECTS OF CONTRACT

14.01  Severability

It is agreed that the matters contained in this Contract, except where specifically qualified
elsewhere in this Contract, are not subject to further negotiations during the life of this
Contract unless such matters can be clearly shown to:

A.

Fall within the definition of the scope of negotiations provided as section 2.01 of this
Agreement.

Conflict with newly enacted state or federal or local legislation rule or regulation, as
shown below:

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

If, during the term of this Contract, there is a change in O.R.C, 4117.10(a) or federal
law, or valid rule or regulation adopted by a federal agency pursuant thereto, which
would invalidate any provision of this Confract, as determined by a court of
competent jurisdiction, the parties will meet to negotiate any necessary change in the
contract refative to the affected provision within sixty (60) days by demand of either

party.

If, during the term of this Contract, there is a change in any applicable state or
federal law, or valid rule or regulation adopted by a federal agency or a state
agency pursuant thereto, which requires the Board to develop policies that affect
the term(s), condition(s) of employment, or werking condition(s), then the parties
will meet to negotiate the additional term, condition of employment, or working
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14.02

14.03

14.04

14.05

14.06

14.07

condition in an expedient manner, not to exceed thirty (30) days by demand of
either party.

Complete Agreement

This Agreement incorporates the agreement reached by the parties on all issues which
were subject of negotiation. This Agreement may be altered, changed, added to, deleted
from or modified through the voluntary mutual consent of the parties in writing as an
amendment to this Agreement.

Rights Under Law

Nothing contained herein shall be construed to deny to any teacher rights he or she may
have under any other law.

Non-Diserimination

The provisions of the Agreement and the wages, hours, terms and conditions of employment
shall be applied without regard to race, creed, religion, color, national origin, age, sex,
marital status or membership in or association with, the activities of any employee
organization.

Conpies of Contract

Each teacher, member of the Administration, and Board member shall be furnished with a
copy of the Agreement as soon as possible following ratification. During the period of this
Agreement, any new teacher employed by the District will be furnished a copy of this
Agreement upon signing a contract. The Board shall pay one-half (1/2) the cost of typing
and reproduction by the Association.

Copies of Board Policies and Procedures

Board policies are available online or in the buildings’ main offices. All teachers shall be
notified when policies are added, changed or deleted.

Privacy in the Workplace

The Board will respect the right of the teacher to have a private desk and work materials.
No teacher shall have his/her possessions searched while on school property without cause.
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ARTICLE XV

DURATION OF CONTRACT

The Board and the Association agree to abide by the terms of this Agreement. This Agreement is in
full force and effect from August 1, 2013 through July 31, 2016.
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Preface

Over the past decade, Ohfo has made important education palicy advances, with 2 focus on student learring 2nd achievement, standards and accountability, which together
have moved Chio’s kindergarten through 12" grade system forward in several important ways. Ohic is serious about s commitment to quality schoals. The report of the
Governor's Commission on Teaching Success was followed by the passage of Senete Bill 2 in 2004, which mandatad the creation of tha Educator Standards Board. The Board was
charged with the creation of the Ohic Standards for the Teaching Profession, the Ohio Stondards for Principals and the Ohio Standards for Professionc! Development.

House Bill 1in 2009 directed the Educater Standards Board to recommend model evaluation systems for teachers and principals to the State Board of Educetion for their review
and adoption. The Chic Teacher Evaluation System (OTES) was created in rasponse to this mandate and designed to be used to assass the performance of Chio teachers.

The OTES was collaboratively developed by Ohio teachers, school administrators, higher education faculty, and representatives from Ohio's professionat essociations, in
collzboration with national experts In the area of teacher evaluation. The scope of work of the Ohio Tezcher bvaluation Writing Team during 2009-201% included extensive study
of model eveluation systems throughaout the courtry, Many weil-recognized state and district systems were examined in depth, including the District of Columbia Public Schoals,
Delaware, New Mexico, Nerth Carcling, and Colorado. The nationally recognized wark of Charlotte Danielson, Laura Goe, the New Teacher Center, and Learning Point
AssociatasfAmerican institutes for Research (AIR} was utilized. This research and the collaboration of these national experts informed the componamnts, processes, and tools
included in the OTES. The OTES Is desfgned 1o be research-based, transparent, Tair and adapiable to the specific contexts of Chio's districts {rural, urban, suburban, fatge, and
small}. The evaluation system builds on what we know sbout the importance of ongoing assessment and feedback as a powerfu! vehicle to support improved practice.

it is anticipated that as districts design or revise their teacher evaluation system, the OTES will be used a3 a medel. The teacher evaluation as required by Ohio Revised Code:

o Provides for multiple evafuation factors, including student academic growth which shall account for fifty percent of each evaluation;

o Isaligned with the standards for teachers adogted under section 331%.81 of the Ravised Code;

o Requires observation of the teacher being evaluated, including at Jeast two formal observations by the evaluator of at least thirty minutas each and dlassroom
walkthroughs;

o Assigns a rating on each evaluation conducted ynder sections 2319.02 end 3318.111 of the Revised Code in 2ccordance with the follawing levels of performance:
accomplished, skilled, developing, or ineffectiva.

o Requireseach teacher fo be provided with a written report of the results of the teacher’s evaluation;

o Implaments a classroom-level, value-added program developed by & nonprofit organization as described in division {B) of section 3302.021 of ORG;

o Identifies measures of student academic growth for grada levels and subjects for which the value-added prograss dimension prescribed by saction 3302.021 of the
Revisad Code does not apply;
Provides for professional davelopment to acceleratz and continue teacher prowth and provide support to poorly performing teachers; and

o Provides for the allccation of financial resources to support professicnal development.

£ 15 our hope that districts and boards of educaticn across the state will find this madel vseful in improving the assessment of teachers and in strengthening their prefessional
growth.

58




Definition of Teacher Effectiveness

The scope of work of the Ohle Teacher Evaluation Writing Tearn during 2008-2010 inchided extensive study of model evaluation systems throughout the country. Many state
systems were examnined In depth (o.g., District of Columbia Public Schools, Delaware, New Mexico, Colorade) for a standzrds-based definition of teacher effactiveness. Research
was supplemented by the work of Charlotte Dantelson, Laurz Gog, New Teacher Center, and Learning Point Associates.

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

Inherant in this definition is the expectation that all students will demonstrate a minimum of one year of grawth based on standard and relizble measures,

Effactive teachars:

Understand student learning and development, raspect the diversity of the students they teach, and hald high expectations for all students to achieve and progress at
high levels;

Know and understand the content areas for which thev have Instructional responsibility;

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

Plan and deliver affective instruction that advances the learning of 2ach individual student;

Creste 2 [earning environmant that promotes high levels of student leaming and achievement far all students;

Collaborate and communicate with students, parents, other teschers, administrators and the community to suppert studant leaming; and

Assume responsibility for professional growth end performarncs as zn individual and as a mamber of 3 learmning community.

Chio Teacher Evaluation System {OTES] Model Organization

The OTES model is designed to provide suppert for the implementation of the Ohic State Board OF Educetion approved framawork. It is representative of thres years of
committes work that includes 2 field test znd pilot. This model is 2 professional growth model and is intended o be usad to continuafly assist educators In improving teacher
perfermance. This process is to be collaborative and In support of the teacher.

information contained inthis model is organized to address

+ Teacher Performance

«  Student Growth Measures

¢ Implementing the GTES Model

« Appendix A: Teacher Performance Rubric

+ Appendix B: Guidance on Combining Teacher Performance Measures
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Teacher Performance Teacher performance is determinad by using a rating rubric {Teacher Performance Evalugtion Rubric) consisting of indicaters hased on the hic
Standards for the Teaching Profession. The evaluation process requires the evaluator 1o use evidence gathered in a variety of avenues [professional growth or improvemant
plan, observations, walkthroughs, and confarencas) to detarmine a teacher performance rating.

Teacher Performance on Standards

“Formal Observation and
Above ssrodm Walkthreughs/
Expected | sormal Dbsarvation ||/ Infornal Obsarvations -
and Classranm
Walkthroughs/
| informal - G Pre-conference.
irr| Cbservations
Expected || Pré-conferones: - Chservation 3 o @
‘Growth (WONGRWRE I3
2 - - ]
| otssaniation wHyL = o

' ﬂqmﬁleta Peﬂnrméq:&_
' Riibrle

Written Report’
by M3y 30}
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Student Growth Vieasures
Student growth measures shall account for fifty percent {S0%) of the teacher evaluation. For the purpose of use in the OTES model, student growth is defined as the change in
student achievement for an individual student betwean two or more points in time.

Student Growth Measures

A Teachar-level Value-Added
data available

Teacher Value-Added
1080% e

QR

B: Apnroved Vender Aszassment
data available

ndor Assessment

C: No Teacher-leve] Value-Added or-
Approved Vendor Aszessment data.

LEA Vieasures:
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In Chio's LEAs the student growrth component will be comprised of a combination of the following measures based on data availability and LEA decislons.

[« pUSTuss ff availabie
o 10-50% if applicable
N Teacher value- n  Phased-In Implementation of reading and math, grades 4-8
Added o Bdended reponting {other grades and subjects) being pilotad
~  EVAASValue-Added metric, aggregated across subject argas
o 1-year report; or 2- or 3-year rolling average, based on availability
= MUST use if LEA has assessment In place
B Vendor & 10-50% if applicable and no Value-Added data available
Assessments = From ODE-Approved List
o Vendors demonstrate how assessment can measure growth
= MAY use: LEA decision {Teacher Groups A & B)
o D-40% If used in combination with Type Cne or Two measures
= MUSTuse (Teacher Group C)
o 50%if no Type One or Two data available
*  Three types of LEA-Determined Measures
o Student Learning Objectives {SLOs} process for using measures that are specific to relevant subject matter. Measures for SLOs
must be district-approved and may include:
* District-approved, locally developed assessments
LEA-Determined * Pre/Post assessmants
¢ Measures » [Interim assessments
» Performance-based assessments
» Portfclios
o Shared attribution measures to encourage colaborative gozls and may include:
»  Building or Bistrlet Value-Added is recommendad if available
«  Building teams {such as content area) may utilize a composite Value-Added score
*  Performance indexgalns
»  Building or District-based SLOs
o TeacherGroup A (with Value-Added) may alsa use Vendor assessments as a LEA-determined measure If using both

The combination of measures within the OTES model will vary depending an the grades and subjects taught. The guidelines and further information given will be updated as
research and best practices emerge o Inform revisions. Please sea the Ohio Departmant of Education webpage for more Information. The combination of measures will fall
into three categories: a} Teachers with Value-added data available; b) Teachers with approved Vendor Assessment data available; ¢} Teachers with no teacher-level Valye-

Added or Approved Vendar Assessment data available. Some combinations of measures, based on LEA decisions, may include a shared attribution measuare such as bullding
leval data.
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Acmrdmgto the Na‘cronal Comprehensive Center for Teacher Quaﬁty (NCCYQ), the focus on evaluatmg educators hy measurlng growt’: ra.her 'than atmlnmen‘. is fairer 10
teachers and principals whose students enter classreoms well below grade level. These measures have the potentiat to Inform Instruction, buiid stzkeholder commitment,
provide a critieal dimension to the assessment of teacher effectiveness, and, mest impertant, Improve student performance across a broader set of expectations,

Student growth For the purpose of use in evaluation systems, student growth Is defined a5 “the change in student achievernent for an Individual student between two or more
points in time” (axcerpted from Measuring Student Growth for Teachers in Nen—Tested Grodes and Subjects! A Primer].

Tasted grades and subjects. The US Department of Education {ED) defines “tested grades and subjects” a5 those covered by the stale’s assessment under the ESE4 and “non-
tested grades and subjects” 05 those without such dota, Because the definition of student growth requires individual student achievement data from two or more points in time,
this definition typically IImits the tested grades and subjects to grades 4—10 Ih the subjects of English Ianguage arts and mathematics. in Obio, this {s imited to reading and math,
grades 4-8.

Value-Added. 12 Ohig, Valve-Added refers to the EvASS value-Added muethodsology. This is distinct from the more generic use of the term “value added” which can represent &
variety of statistical modeling techniques. The Ohio, EVAAS Value-Added measure of student progress at the district and school leve! has been a component of the Ohio
Accountability system for several years. Ohio's Race to the Top plan provides for the expansion of Value-Added to the Teacher-level, Addltionally, the EVAAS data reporting
system has added several helpful features 1o help educators use this important data. Battelle for Kids [BFK} Is providing profassional development and other related sarvices
across the state,

vender Assessment. Chio Revlsed Code reguines the Department to “develop @ Hst of student assessmants that measure mastery of the course content for the appropriate
grade level, which may include nationally normed standardized assessments, Industry certification examinations, or end-of-course examinaticns” for grade levels and subjects
for which. the Value-Added measure does not apply {the “non-tested” grades). OODE released & Request for Cualifications {RFQ) whereby interasted vendors could demonstrate
qualifications. Tha List of approved assessments will be maintained and updated by ODE.

Student Learning Objectives {510s). SLOs are goals identified by a teacher or group of teachers that identify expected learning outcomes or growth targets for a group of
students over a period of time, SLOs are determined by teachers after analyzing data on student academit performance and identifylng areas in need of targeted effort for all
students and subgroups of students, A< a way to measure student growth, SLOs demonstrate a teacher’s Impact on student learning within 2 given interval of instruction.
Further, they enable teachers to use their own knowledge of appropriate student progress to make meaningful decisions about how their students’ leamning Is measured. As 2
collzborative process, SLOS also support teacher teams in theic use of best practices.

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

Teacher Value-Added, by methodeiogical definition, Includes multiple measures on multiple levels, First, the EVAAS methodology Incorporates studants’ tast hstories {acress alk
statetested subjects) in determining growth metrics, Second, Value-Added creates effactiveness ratings for each tested grade and subject, as wal] as an aggregate compomte
rating. So far example and analegous to Value-Added on the Loca! Report Card, 2 5™ grade teacher may have a Value-Added rating for 5™ grade math, a separate rating Tor 5™

grade reading, and an overall compaosite rating. Third, the Value-Added metric will eventually roll Into a three-year average so that multiple years of multiple measures are
represeated.
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Teacher performance and student growth measures are combined in a summative teacher evaluation rating:

Ohio Teacher Evaluation System (OTES]

Teacher Performance on Standards

Forrpeh Olnervelon amd
Chascroom Walkthroughe/

| permal Observatin Infarmal Obsennations
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2| Olervations': T
3 FE : S oo
: . +1 .
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3 {both sl 5D
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Written Report
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‘lprovemant’

“The studeat geerath meacure pROZIess dimension chall be uwed in proportian 1o te part of a tracher's cehedule of caures or thjects fer which the dimencion i ppaGeahle_

“=~AL-H 2 tnacher's scheduls jg feed anly aff or sabjects for which valus-added progrecs dimension i applicadle
Urtil Juna 30, 7014, tha majority [~25%) of the ctufent academy ot of the
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Each category's sub-scoras are combined on the fookup table to determine rating. The verfical axis of the lockup table represents student growth measures, and the horizontal
axis on the table reprasents teacher performance. By using the lookup table, a final summative rating will be determined.

Teacher Performance

4 2

Expected

Student Growth

Professional Development
The district will provide all funding for required professional development as part of an improvement/growth plan.

implementing the OTES Model: Observation Process and

Ohio Teacher E tion System Modal
io Teacher Evaluation System Mode Performance on the Standards".."

Assessment of Teacher Performance
All teachers, at all stages of their careers, will be assessed on their expertise and performance—in the dassroom and school setting, A credantialed evaluator s one whe:
+  possesses the proper certification/ licensure to be 2n evaluator orthe LEA has deemed that peers may be evaluatars
+ has been approved as an evaluator by the local board of education
+« has completed a state-sponsored OTES training
*  has passed an ondine assessment usitg the OTES rubtic.
Teachers will be evaluated in accordance with the provisions under 9.05 of the negotiated agreement.
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The Formal Observation Process
Cbservations of teaching provide impartant evidenece whaen assessing a teacher’s performance and effectiveness. As an evaluator sbserves 2 teacher engaging students In

learning, valuable evidence may be collected on multiple levels, As part of the formal ohservation proacess, on-going communication and collaboration between evaluator and
teacher halp fostera productive professional relationship that [s suppeortive and leads to a teacher’s prefessional growth and development.

Pre-Conference {Optional depending on the type of observation): Planning and observation of classroem teaching and learning
When a pre-conference s used as part of the observation process, the evaluator and teacher discuss what the evaluator will observe during the classroom visitation. important
infarmation is shared about the characteristics of the learners and learning @nvironment. Specific information is also shared about the objectives of the lesson, and the
assessmant of student leaming. The conference will alsc give the teacher an opportunity to Identify areas in which she/he would lke focused feedhack from the evaluator
during the classroom obsenvation. The communication takes place during a formal meeting and a record of the date(s) should be kept. The purpase of the pre-observation
conference is to provide the evaluator with ar opportunity te diseuss the following:
»  Lessan or unit objective(s)
Prior learning experiences of the students
Characteristics of the learners/Tearning environment
Instruetional strategies that will be used to meet the lesson objactives
student activities and materials
Differentiation based on needs of students
Assessment {data} collected to dermonstrate student learning
share Information that may not be collectad during the class visit
Provide evidence in areas of instryctional planning, instruction & assessment, and professionalism

» v v 9

lmplementmg’the OTES Mode! Obsematlon Process and

Ohio Teacher Evaluation System Maodel Patforimance on the Standards

Formal Observation: Gathering evidence of teacher performance

Teachers will participate in a minimum of twe formal cbsenvations. A formal ohservation consists of a visitation of a class period or the viewing cf a class lesson. The
ohservation should be conducted for 2 minimum of 20 miputes. During the classrcom observation, the evaluator documents specific information related to teaching and
leamning. €ach formal observation will be aralyzed by the evalyator using the Teacler Performance Evaluation Rubric. A rarrative will then be complated by the evaluator o
document each formal ghservation. The results of each formal observetion are reviewed with the teacher during the post-chservation conference. Formal ebservations will not
include videotaping or sound recardings except with the written permission of the teacher

Suggestions for Conducting the Post-Conference

1 Introduction/Gresting/Establish Length
~  Review Conferance Procass
«  General Impression Question
“How de you think the lasson went?”
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2. Reinforeng the Teacher
- Identify an area of Reinforcerment {ONLY one area)
= AskSelf-Analysis Question
- Provide evidence from notes

3. Reflning the Teachers Skill:
~ Identify an area of Refinement (ONLY cne area)
- AskSelf-Analysis Question
= Prowide evidence from notes
- Give a recommendation for futune practice

4. Prasent evidence and rating connectad to the rubric

Classroom walkthroughs ar informal observations, typlcally betwaen 3-20 minutes. These may oceur frequently and are most oftan unannounced. Class walk-throughs
shall be discussed with teachers at the naxt scheduled evaluation mesting.

Post-Conference: Reflection, reinfercement, and refinement

The purpese of the post-cbsenvatlon conference s to provide reflection and feedback on the observed lasson and to identify strategles and rescurces forthe teacherte
Iincorporate in [essons to Increase effectivenass, Following the lessomn, the teacher reflects on the lesson and how well the student learning cutcomes were met. Professional
conversations between the evaluator and the teacher during the Post-Conference will provida tha teacher with feedback on the obsarved lesson, and may identiy additional
strategles and respurces. The evaluator will make recommendations and commendations which may become part of a teacher's professional development plan.

In general, the discussion between the evaluator and teacher needs to focus on how sugcessful the lesson was (reinforcement) ang areas needing further support (refinement),
Teachers may bring additional evidence that supports the lesson phserved to share with the evaluater af the conference. The evaluator may consider these as evidence of
student [earning or evidence to support the teacher’s performance,

Combining Measures to Obtain a Helistic Rating

Astrong teacher evaluation system calls for ongoing collaboration and honest conversation between teachers and thelr eveluators. The foundation of such & system isthe
transparent, two-way gathening and sharing of evidence that Informs the teacher performanes ratings at the end of the year. Some teacher behaviors ara chservable In the
classroom while other evidence may include formal conferences, infermal conversations, evidence of practice, other input, The model Ohio Teacher Evaluation System describes
oppertunities for teachers and evaluators to discuss evidence, build @ commen understanding of the teacher’s current practice, and identify areas far future growth. Regular
check-ins also help evaluators manage the administrative burden of gathering and organizing evidence by sharing the respansibility with the teacher and encouraging evaluaters
to document teacher prastices asthey oceur,

Forsuggested step-by-step quidance for evoluotars to review and onalyze multiple dota points that inform teocher performance rutings, plecse see Appendix B; Using Evidance
to Inform Holistic Performance Ratings.
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Ohio Teacher Evaluation System Medel

Assessment of Student Growth

Student growth measures shall account for fifty percent {50%) of the teacher evaluation. For the gurpose of use in the OTES model, student growth is defined as the change in
student achievarnent for an individual student between two or more points in time. In Ohic's LEAs the student growth component will be comprised-of 2 combination of two or
more measures of Value-Added scores, Vendor-created assessments, and LEA determined student growth measures.

cats i ‘
It Is important to note that the combination of measures within this generat framework will vary depending an the grades and subjects taught. There s not enough research yet
1o say which combination of measures will provide the most accurate and useful information about teacher effectiveness. Therefore, these guldelines shall be updated as
resaarch and best practices emerge to inform revisions. Subsequently, the specific student growth components will be divided into three categories for teachers based on the
availabllity of Teacher Value-Added and LEA decisions:

A: Teacher-level Value-Added data svaifable

Student Grawth
{503}

Student Growth
{5}

Student Growth
(5%}

As the teacher evaluation system Is implemented and matures, LEAs mey consider a phased-In, stepped approach In designing percentage breakdowns within categories, Some
student growth data will be based on the previous year's results {due to testing schedules and evaluation requirements for evaluation schedule). The value-Added metric will
uthize a three-year average, which will itself mature on a rolling basis as LEAs Implement teacher Value-Added on a phased-In schedule beginning in 2010-11.

A student growth committee will be developed and consist of teachers znd administrators. The committee will be charged with providing guidance and approving SLO%
{Student Learning Objectives} & SGMs {Student Growth Measures) for submission to the supetintendent for final approval,
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Ohio Teacher Evaluation System Model

APPENDIX A

Teacher Performance Rubric

Teacher Performance Evaluation Rubric

The Tegcher Performunce Evaluation Rubric is intended to be scored holistically. This means that evaluators will assess which level provides the best overalf description of
thateather. The scoring process is expacted to occur upett cormpletion of each thirty (30} minute ohservation and post-conference, The evaluator is to consider evidence
gathered during the pre-observation conference (if applicable), the observation, the post-observation conference, and classroom wallthroughs {if applicable). When
completing the performance rubric, please note that evaluators are not expected to gather evidence on all indicators for each obsarvation cycle. Likewdse, teachers should
not be required to submit additional pietes of evidence to address all indicatars, The professienallsm section of the rubrie may use evidence collected during the pre-

observation and post-observation conferences as well as information from Professional Growth and/for Improvement Plans (if applicable).

INSTRUCTIONAL PLANNING
.. . - Ineffective Developing Skilled Accomplished
‘The teattwer does not demonstrote s clear | Tho trachat edmenunicatos a Tocos for ‘The thacher demDnstrates b focus for The teacher ectablizhes chalianplsz and
FOCUS FOR LEARMING focus for student jaarning. ieaming studant [saming, develops looming stadent learning, with ble peals] fer student learming

{standard 4: Instruction)

sbjectives are 100 generm! to fuide iosion
planring and are lnapproprisee for the

obiectives that ore appropriate Tor
seudents and reference the Chlo mandargs

learning objectives that indude
metsurabie poals) for stedent leaming

that aligns with the Ohjo standzrds and
ratioct arrange of student lnarmer needs.

measure-of student performance,

of studont performance but doas not
appropriately vary asseymment approuches,
orthe teacher may have difflculty
analyzing date to effectvely inform
wistructional planning and defivery,

and Infarmat asseszmant tacheiques to
-toliest evidence of students’ knowledge
nnd 5Kils and data ™ effectively
infarm instruclional piznning and delbwry.

Sources of Evidence: andfordo not the Ohia | bue do not inciude meaztireable Leals. aligned with the Chio smndardz, The The toachar demaonstrates how the goal(z)
® Pre-Conference standards, teacher demonstrazes the Importance of 1t inve the broadar unlz, muz’e,:mﬂ ]
= the goal and its appropriatuness far schao! gosts for cantant learning and =kilis,
% students.
s Theteacher does not plan torthe The teacher explains the characteristics, The teacher demonstrates an Tha taachor purposefully phing
a assessment of student inarning or does net | wses, and | jonz of varlous di 5t o 1z that tiz 3 means | ozzess znd differ
; analyze shadent learning data to inform formative, and i of o and supporsing sudent cholces te match the full range of student
= lewzon piars. bt dodz 1ot consizbently incarporate thix | loaraing throuph effecthely incorporating | neads, abilities, and Jeoming stylas,
E ASSESSMENT DATA kmowizdge Into lezson planning, dlagnestic, formative, and/or summathe iNCoTporeting a ange of appropriata
g (Standard 3: Assessment) Tnto lesson pka dlapnostlc, (n_rmathm, and summative
= asarsments inte leman plans.
=

So:meggfffw'denm: Theteacher doas notuse or ONly usks one | The teacher uses more than one measure | The teacher employs 2 variety of formal Student learnlng needs are zeoarataly

e erence

idonzifiad through an analysis o stwdaent
gaty; the teacher uses sasessmant dala to
tdentify student sirenpths and areas for
student growth.
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Professionalism

PROFESSIONALISM

. Ineffective Develoning Skilled Accomplished
PROEESSIONAL The teacher f2ils 20 commurreate Ceardy The teachier uses 3 variety of strateriesto | The teacher uses effective communication | The teacher effectively
RESPONSIBILITIES with =tudents and famlles or collaborate «<omm tnicate with students and families steategles with shrdents and fomifles and with students, fumllies, and colleagies.

[Standard &: Collaboration
and Communication;
Standard 7: Prafessional
Responsibility and
Growth]

Sources of Evidanze:
professional Development
Plan or Improvement Plan;

Pre-conference;
Post-conferance;
daily Interaction with
others

effettively with professional colloazuas.

The tencher fofls 10 undorstand and follow
regulations, policies, and agreements,

The teacher fails to demonstrate evidence
of an sbility 10 accurately seif-assess
performance and to appropriataly Identify
aruas for professianal developmeant.

and collaborate with colleagues, bt these
approaches may notalways ba
appropriste for a particular sitaxtion or
achieve thelintended otutoome.

The teacher undetstands and follows
dlstrick pollcies and state and {pderal
regulations ava minlmal evel.

The teicher identifles strongths ond areas
for provith ta develop snd Implement
targeted poals for profassionsl growth.

works effectively with colleagueste
oxamine problems of practlce, analyza
studont work, and Ideatify rgeted
stratenies.

The teacher meats ethical and
professional responsibiliches vwith integrity
and henesty, The teacher models and
upholds district pollder and state and
Tederal repulations,

The teacher sets dyta-based short- and
long-term professionst zoals and takes
actlon to meet theze goal.

The teacher callaborates with colleagues
o improve persenal and team practices by
Tadilitating profazsional dlalogue, poet
obseraton and feedbzck, peer coaching
and qthar collepial leaming actvitios

The teacher meets ethlral and
professional resporsibiiities apd helps
colleapues atcass and Interpret laws and
policies and understand thair implications
in the clazsroom.

The teachorzets and regularly modifies
shert-and long-1enm professional goals
based on zel-a55essment and analysiz of
student learping evidence,
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Ohio Teacher Evaluation System Model

Appendix 8

Implementing the OTES Model: Holistic Rating

Using Evidence to Inform Holistic Performance Ratings

Defining the Performance Ratings
In accordance with Chio Revised Code 3319.112 the rubric describes four levels of teacher performance for aach standard area.

in more peneral terms, as 2 holistic rating of teacher performance:

Each performance rating ¢an also be described

Ineffactive:

A rating of Ingffective indicates that the
teacher consistently fails to
demonstrate minimurn competency in
one gr mare teaching standards. There
15 little or no Improvament over

time. The teacher requires immediate
assistance and needs to be placed en
an Improvement plan,

Developlng:

A rating of Developing indicates that
the teacher demonstrates minimum
competency in many of the teaching
standards, but may struggte with
others. The teacherls making progress
but reguires ongeing profassional
support for necessary growth to ocour.

Skilled:

A rating of Skiffed indlcates that the
teacher consistently meets
expactstions for parformance and fully
demonstrates mest or gll
competendes. This rating Is the
rigorous, expected performance level
for most experienced teachers.

Agcomplished:

A rating of Accomplished indicates that
the teacher is 3 ieader and medal inthe
classroom, school, and district,
exceeding expectations for
performance. The teacher consistently
strives to fmprove his or her
instructional and professional practice
and contributes to the school or district
through the development and
mentoring of colleagues.

Teacher Evaluation reflies on two key evaluation components: a rating of Teacher Parformance and a rating of student academic growth, each weighted at fifty percent of
each evaluation. The following guidance speaks to the Teacher Performance rating component, utilizing the state model Teacher Performrance Evaluation Rubric,
The fellowing Is suggested step-by-step guidance for eveluators to review and analyze multiple data points that fnform teacher performance rotings.

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

1h. Be consistent In gathering, recording, and sharing detzilad, factual evidence. Capture enough detall to aceurately but suceinctly describe the event, interaction, or behavior
factually (without Implied judgrment or opinion In the recording). Share the form with teachers throughout the yearso thatthe information can be used as a basls for changes in
practice.

1c. Sort the evidence by standard area to determine where more information is needed. As the year progresses, holes in evidence coverage across standard areas may emerge.
ifthe evidence collected s organized by standard area after each Interaction, It will be automatically sorted by standard area and missing evidence will be apparent. Keep these

standard areas in mind during future interactions with the teacher, since all standard areas are important for effective teaching practice.
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Step 2: Issue holistic performance ratings

22. Read all of the evidence ¢collected up to that point within a standard area, looking for pattarns. For example, If 4 teacher talks about wanting to mprove an Instructional
technique I a preconference, demonstrates that technlque in the first formal classroom observation and an Informal classroom “walk-through” and asks for feedback on the
technlque In the post-copference, that teacher is displaying a pattern of devoting attentlon to a particular area of practice. Note these patterns and take them Into consideration
when Issulng a rating.

2b. Compare the evidence and patterns to the performanee descriptors. After becoming familiar with the rubric, start by re-reading all of the Skilled performance descriptors in
a standard area. Does the evidence exemplify this level of performance? Whether yes or no, [ock at the Accomplisked or Developing performanca lavel descriptors as well, to
decida if either of them better aligns with the avallable evidence, If the Developing descriptor seems to be an appropriate match to the evidence, also read the Ineffective
descriptor carefully to ¢onsider whether any evidence is at this level.

2¢. Repeat the process above for each standard area, and then consider patterns of performance across standard areas. Onee you determine a rating for each standard area,
based on tha available evidence from multipke Interactions, look at the larger picture of performance across 2fl standard areas. Although all standard areas are important for
effective teacher practice, you may find it appropriate to more strengly weight patterns of behavior in one standard area over another. For example, if the teacher demonstratas
a@ pattern of Developing behavior in the standard areas of Classroom Environment and Resources but exhibits solidly Skilled patterns of behavier In the standard area of
Knowledge of Students and Lesson Dalivary, you may use your knowledge of the situation to make sense of this informatfon, finding that performance In the former two areas
inhibits performance in other areas. As another exampie, you may find that some of the lost instructional time observed within a classroom is offset by the teacher's intanse
attention to individual student needs demonstrated throughout the class time and elsewhere. In 2 different case, however, you might observe that 2 pattern of classroom
management issues such 2s lost Instructlonal time is signlficant enough to overshadow the teacher’s silled performance In other categories. The key polnt is that no one
standard arez of performance should be considered In: Isolatian, but should be analyzed In relation to all other areas of performance,

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

3z. Consider ali evidence from the year, paying attention to trends, In order to issue a teacher’s final performance rating for the year, return to the body of collacted evidence
rather than just the earliar standard area- or holistie ratings. Use the process cutlined to reconsider the evidence in each standard area across the arc of the entire year, taking
into account observations, all conferences, and daily interactions. During this step, it is particularly important to consider trends in the teacher's perfarmance over ime. Was the
teacher consistentin his or her practice, did ke or she improve, or did the teacher decline in one or more areas? If @ pattern of evidence in a particular standard area displays a
trend of behawvior or practice, the evaluator may consider placing more emphasis on the area improvement or decline.

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

3c. Issue the final performance rating, summarize the supporting evidence, and offer areas of reinforcement and refinement, Complete the performance rating process by
docymenting the final teacher performanee rating. Support your rating with evidence from formal and Informal observations, artifacts provided by the teacher, 2nd other
appropriate evidence collected throughout tha evaluation cycle. Provide suceinet, targeted feedback on what professional growth needs to ocsur so that teachers have a clear
understanding of the path to continuecus growth and imprevement and have ¢oncrete examples of supports that will help them improve practize.
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2d. Final performance rating calculation. Appraisal ratings for final teacher performance side of the evaluation rating will be determined using these values:

Accomplished 3.25-4.00
Skilled 2.350-3.24
Daveloping 1.75-2.49
Ineffactive Loc-1.74
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Appendix

Educator Evaluation Timeline 2013-2014

Ohio Teacher Evaluation System (OTES)

» ‘Completion of Performance Rubsic for
Cyclel”

+ " Obzervaon Walithranghs Cyele 3
- Comgleuon of Perfommanees Robrie for
Cyele 2!

Timeline Suap enntendentm esignee . Frincipal Teacher
AwgustSepterber _l?.ﬁ—' : | eIPES- alPES—
- Distiét opticas, mmplete ser-up - = Verfy teacher roster « Log into acconst
screens. . »  Send access to teachers
* SetSGM pemmmge's for dintrict SGM/ 6TPES—
teathers and poincipals. 1 SGM/ <TPES— s Teacher VA will be downloaded
+ complete DTES Alipoment Teol + Review mmdividuoal teacher catepories + Vendsr Ascesnogents and T EA student prowth
* - Verify prncipal roster . (AB.C) and modify if needed meanres maocally entered
»  Send aceess to prinéipals N
N N et o —
‘| Begin eunluation procnss - » (Optional aod pavate} complete Self-Assetsment
» Growth Plan or Inprovement Plan = Sclect evaluater i sbove expected Stedent
= Observation Cyele 1 bepins growth
« Growth Plan ar Improvemest Plan
»  Cbeervation Cyele 1 bemins
October » 'Obseryation/Wallthrnghs Cyele 1 s ObservaionWalltheoughs Cyele 1
s Approve SLUs or Committes Approval »  Submir SLOs for approval
of SLOs
November - April »  Chsesvation/Walkthronghs Cyrle 1 s ObaerymionWalldbroughs Cycle T

s Upload actifacts as applicable

AR e R T T R e e T B D

+  Obsermtion Walldhroughs Cyele 2
+ Upload arvifaets as applicable

May

s . Complation of Observation Rubries by
May1

<IPES-
¢  Determing helistic rating for each
" teacher's performance and enter
«  Enter and vesify each teacher’s local
SG
*  Completefdocoment Fina! Summative
‘Rating for each tepcher

» Complete local SGM scoring and report to
compaittee/principal

June

" tenchpr Totings fo ODE

o Written report o \‘encbuﬁ.'ivi..w 10

2 The board tnust require at least three formal observations of each teacher who is under corsideration for non-renewaland with whom the board has entered Into a [Imited contrict or an

exterded imited contract.
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Appendix D

Teacher's Names - Schiock: I — Grade LeveliSohject:

xaluater’s Name: School Year: Walle Through Date(s): Observation Date:
Tneffective = I Developing =13 Skilled =7 Accoroplished = A

Instrctions: Please rate the teacher’s performance using the space provided to provide the teacher with summary comments that support the rating,  Evaluarors oy clioose
1o focus on spr 1he oo ci of the observation,
& D S
LS

s

o =

Focus for Leaming

Assessment Datp
Prior Content - .j Prior Content
Fnowledge: Knowledge: Sequence
Sequence and ' 7| and Connectons
Cotmections o
Enowledge of <. | Knowledge of Students

| Students ’
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‘ éciz&ol:

fﬂcﬁm‘ s Nam: (}nd: I.‘,:ve‘.;.-’ssgab;ec't:x ‘
Evalvater's Name: School Year: Walk Through Date(s): Qbservation Date;
Ineffactive =T Developing =D Skilled =P Accomplished =4

Instenctions: Please tate the teacher's pecformance usitg the space provided to provide the teacher with suzontary’ comments that stpport the mting, Evalunfors iy choose
o foms on spcc:ﬂc o OIELS mthe d.omnm Ifso mrcle‘rhc mmpcmmx{s m the left h:md colwmy; rhat :lrc the focusfoci of the observation.

. Lesson Demery

% Differentiation - Drfferentiaticn
Resources .- .| Resources
Classroom -7 Classroom
Environment | Environment
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o = ! I 1
Teacher's Name: School: Grade LevelrSubject:
Evaluator’s Name: School Year: Walk Through Date{s): Observation Date:
Ineffective =1 Developing =D Skilled=P Accomplished=A

alf

Instyctions: Please rate the teacher's pedformance using the space provided to prov
1o focus o specific components mither than all cony

de the teacher with summary comments that suppost the mting. Evaluaters may choose
onects in the domain, I so. circle the commy

Collaborationt and Collaboration and
Corrmunicatien Communication
T Professional Professional
. Responsibilities Responsibilities
| and Growth and Growth

(s} in the left hand colams that are the focasioed of the observation.
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Teacher™s Name: B Schoecl . Grade Level/Subject:

Evalator’s Name; School Year: Walk Through Erates: Clbservation Dates;

Imeffective=1 _ Developing =D o Skilled =P Accomgplished = A

NRe—

& a

B GRS

& i
Evaluztion Comments:
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Final Summative
Evaluation Rating

mmp

D 1 agree with the final evaluation score O 1 do not agree with the final evaluation score

Use the space below to comment on the evaluation process and oufcomes.

Teacher’s Signature Date

Evaluator™s Signature Date
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Ohio Teacher Evaluation System Final Summative Rating

Final Summative Rating of Teacher Effectiveness

proficiency on Standards 50% INEFFECTIVE DEVELQPING PROFICTENT ACCOMPLISHED

Curnulative Performance Rating
(Holistic Rating wsing Performance Rubric)

Areas of reinforcement/ refinement;

- BELOW EXvECTED ApoOVE EXPECTED
Student Growth Data 50% G ROWTH ExpPzeren GROWTH CROWTH
Student Growth Measure of Effectiveness
Arear of reinforcement/ refinement:

Final Sumivative {Overall) Rating: INZEFICTIVE Devetosing ProgiclzNT AteomPLISHED

Dcheck here if lmprovament Plan has been recommendad,

Teacher Signature Date
Evaluator Signature ____ Date

The signatures shove Indicate that the teacher and evaluator hirve discussed the Summative Ratng.

Note: The tearher may provide additioral information to the evaluatorwithin 10 working days of the receipt of thiz form, and may request 2
second conference with the evaluator. Any additional Information will become part of the summative record. Challenges may be made according
to the locsl contract apreement.
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APPENDIXE
GRIEVANCE FORM
Page tof 2
Distribution of Form:
Step I. Immediate Supervisor/Director
Step ll. Superintendent
Step 1tl, Arbitration

Grievance # -

NAME OF GRIEVANCE DATE FILED

A. Date cause of grievance occurred

B. Aninformal grievance was discussed with

C. Statement of Grievant

D. 8pecific Article (s} and Section (s) claimed to be violated:

E. Relief Sought

SIGNATURE OF GRIEVANT DATE







APPENDIX F
LOCAL PROFESSIONAL BEVELOPMENT COMMITTEE (LPDC)

Mission: The mission of the Yellow Springs Exempted Village Schools LPDC is to foster and encourage
professional staff development and ensure a fair and equitable processing of licensure.

Definition: The commiltee defines professional development as any course, aclivity, Inservice or
experience that enhances the educational growth of staff members to impact the learning of students in a
positive way and support the mission of the District,

Bylaws

A, Structure and Purpose: In accordance with ORC 3319.22, the Yellow Springs Exempted
Village Schools Local Professional Development Committes {LPDC) is established to
review and implement standards and requirements for professional educator certificates
and licenses. The LPDC shall decide equivalent activities toward Continuing Education
Units (CEU's*); develop a format for Individual Professional Development Plans for district-
wide use; establish a district-wide Entry-Year Program pursuant fo Department of
Education Rules and Regulations 3301-24-04; establish a Mentor Program as appropriate
for the Eniry-Year Program and/or other assistance; implement appropriate training for all
members; maintain confidentiality; and to establish and implement an appeals procedure.

B. Membhership:

a.  Composition: The LPDC shall be comprised of five (5) members. Three (3} shall be
teachers. Two (2} shall be administrators.

b.  Appointment: Three (3) teacher members shall be appointed as per YSEA Constitution and
Bylaws. Two (2} administrative members shall be appeinted by the Superintendent.

¢.  Duties of the Committee:
1. Foster a standard of continuous improvement within the District.
2. Promote alighument of professional growth with individual, student, building, atid
district needs and goals.
3. Emphasize student learning and achievement,
4. Guide the development of Individual Professional Development Plans.
6. Consider a broad range of approaches to professional development.

* Ten (10) contact hours = one (1) CEU
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LPDC Bylaws

Page 2

jo N

-

6. Validate educator professional development by the approval and issuance
of Continuing Education Units within the District.

. Term:; Teacher members shall serve a term of fwo (2) years in a staggered rotation as per

the YSEA Constitution and Bylaws. The terms of the administrative members will be at the
diseretion of the Superintendent.

Vacancy: Inthe event there is a vacancy for a teacher member of the LPPC, a new

member will be appointed per YSEA Constitution and Bylaws to fulfill the vacant term.
Administrative vacancies will be filled by appointment of the Superintendent.

LPDC Operating Procedures:

Organization: Members of the LPDC shall elect a chairperson. Additicnally, the LPDC shall
determine its operating procedures and schedule of meetings by consensus. Where
consensus is not possible, a vote of the majority of the full membership of the committee
shall be required for action,

Removal of a Member: Amember who is not fulfilling his or her duties on the LPDC may be
removed for just cause hy a vote of a simple majority of all other members of the committee.

Teacher Individual Professional Development Plan: [n accordance with ORC 3319.22 and
the Department of Education Regulation 3301-24-08, each educator who desires to fulfill
license or certificate renewal requirements is responsible for the design of an Individual
Professicnal Development Plan {(IPDP) subject to approval of the LPDC. The plan shall be
hased on the needs of the educator, the students, the school, and the District. The
Individual Professional Development Plan must be approved by the LPDC at least two (2)
years prior to issuance of a cettificate or license.

Completion of the IPDP: Educators will complete the IPDP on the prescribed form{s) and in
the prescribed manner for the period of ime remaining on any provisional or professional
certificate(s)license(s). If the IPDP is reviewed by the LPDC and pre-approved, the
educator may work toward completion of identified goals throughout the life of the IPDP.
The educator should maintain a log of professional growth activities for his or her own
review and for later post-approval by the LPDC prior to the time of renewal. The educator
should seek approval for any change in the [PDP during its life prior to implementing the
change. Itis likewise the responsibility of the educator to maintain a personal record of all
locally approved CEU's and university transcripts. Previously approved IPDP's of teachers
new to the District will he honored by the LPDC.

Appeals Process: If the IPDP is rejected by the LPDC, the educator shall be given a copy of
the IDPD review criteria with reasons for rejection clearly indicated.
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LPDC Bylaws

Page 3

Educators may then submit a revised plan within thirty (30) days of the initial rejection notice, or
submit additional documentary materials or explanation to justify the plan. Either the educator or
the LPDC may request a conference to discuss any such concerns,

In the event the LPDC does not approve an educator's IPDP or does not approve an educator's
professional development used for renewal of a certificate or license, the educator should contact
the LPDC Chairperson for direction concerning the initiation of an appeals process,

The appeals process shall include the following:

1.

palb i

o

Rejection by the LPDC of the educator’s IPDP and/or other professicnal development work
applied to the renewal of a certificate or license,

The LPDG and/or educator should request consideration.

Following reconsideration, the LPDC again votes to approve or reject the revised proposal.
If the {ack of approval still exists, the educator may request the formation of a three-person
appeals panel which shall review and rule on the LPDC decision,

The panel shall consist of;

a. The YSEA President or his or her designee.

h.  The Superintendent.

¢.  An educator chosen by the educator filing the appeal.

The appeals panel is the final step in the local resolution of the appeal.

An educator may appeal the decision of the local appeals panel to the Department of
Education.

Afinal appeal may be made to the Court of Comnion Pleas,
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Your Summary of Benefits Anthem @

Educational Purchasing Council - Yellow Springs
Blue Access® (FPO)
Effective October 1, 2013

Please note: As we recelve additlonal guidance and clarificatlon from the U.S. Departmenl of Health and Human
Services, we may bs required lo make additional changes to your henafits,

£ il I
Daductible {Single!Family) $100/5200 $200/3400
Out-of-Pocket Limit (Single/Family) $1,000/$2,000 $1,600/53,000
Physlcian Home and Office Services (PCPISCP) $20/$20 30%

Primary Care Physlclan (PCP)
Specially Gare Physician (SCP}
Including Office Surgeries and allergy serum:

o allergy Injecllons (PCP and SCP) $6 30%

o allergy fesling 0% 30%

o rouline and non-routine mammograns $20 0%
(regardless of oulpatient selling)

o diabeflc educalion {regardless of outpatient $20 30%
setling)

¢ cartaln medical nulritional therapy {regardiess $20 Not covered
of autpalient salllng)

o MRAs, MRIis, PETS, C-Scans, Nuclear 10% 30%
Cardiolegy hnaging Sludies

and non-materaily related Ultrasounds
Preventive Care Services
Services include but are not limited to:
Routine Exants, Pelvlc Exams, Pap testing, PSA tests,
Immurizations?, Annual diabetic eye exam, Routing
Vision and Hearing screenings
o Physiclan Heme and Office Vislls (PCP/SCP) $20/520 30%
o Other Quipatient Services @ 10% 30%
Hosplla¥Alternative Care Facllily
Emergency and Urgent Care
Emargency Room Services $75 375
o [acliityfother covered services
(copaymeant wraived if admilled)
Urgent Care Center Services $35 $35
fnpatlent and Outpatient Professional Services 10% 30%
include but are not limited to;
o Medlcal Care visils (1 per day), Intensive
Medlcal Care, Conourrent Care, Gonsuitalions,
Surgsry and adminlstration of general
anesthesia and Nawborn exams
Bhue 3.0

Fecben Bl Ceoss and Bl 80303 ©2 Yoda nns of Comvanity e Curpaiy,
£a hjefeqiml Ecsasze of o Bla Cross ood Bl Sl Asysifon,
5 GReg' oS maks 18 Gross 201 BLd B Asscoitton,
e ryaay Yedou S
£ Yelox Serings GF 102013
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Your Summary of Benefits

£ L ..‘gmLM& SRR E A S eI
Inpatlent Faellity Services {Network/Non-Nelwor
combled} Unlimiled days except for:

o 60 days lor physical medicine/rohab {limit
includes Day Rehabilitalion Therapy Servicas
on an oulpallent basis)

o 180 days for skilled nuesing facllity

Outpatlent Surgery Hospital/Allatnative Care Facility
o Surgery and adminisiration of
general angsthesia

10%

0%

Other Quipatient Servicos (Comblned Network & Non-
Nelesork limits) including bul net limied to:

o Non Surglcal Gutpatient Services for example:
MRIs, C-Scans, Chemotherapy, Ultrasounds,
and ofher dlagnostic oudpallent services

o Home Care Services 80 vislls (sxcludss IV
Therapy}

o Durable Medical Equipmanl and Orthotics
{excluding Prosthatic Devices, Limbs and Madical
Supplies)

o Prosthetic Devices

o Prosihetlc Limbs

o Physicatl Medicine Therapy Day
Rehablfitation programs

o Hospice Cara

o Ambulance Services

10%

0%
No copayment/coinsurance

30%

10%
Mo copaymentfcoinsurance

Qutpatient Therapy Services
{Combined Network & Nen-Nalwork [imis)
o Physician Home and Office Visits (PCP/ISCE)
o Ofher Oulpatient Services @
Hospltal/Atternalive Care Facility
Limits apply to:
o Physicat Therapy: 30 visits
o Occupational Therapy: 30 visits
o Manipulalion Therapy: 12 visits
o Speech lherapy: 20 visils

$20/$20
10%

0%
30%

Bohavioral Heaith;
Kental lliness and Substance Abuse?
o Inpalient Facility Services
o Inpalient Professional Services
o  Physiclan Home and Olfice Visils (PCP/SCP)
o Other Quipalient Services. Oulpalient Faclity
@ Hospital/Altarnative Care Faclllly,
Quipatienl Profasslonal

10%
19%
$20/$20
10%

30%

Heeman Organ and Tlssue Transplants?
o Acquisilion end transplanl pracedures,
harves! and slorage.

No
copaymenlicolnstrance

50%
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Your Summary of Benefits

Preseription Peugs:
Administered by CVS/Caremark See Your Prescription See Your Prescription
Beuelit Ptan Simmary Benefl Plan Summary
Lifetime Maxlmum
UnHimited Unlimited

Heoles:

¢ Fled doller copaymanls ere excluded fram the oul-of-pockel linils, Afso Hon-nefwork Buman Organ and Yissue Transelants ate excluded from the
out-of-pocket fimlis,

0 Deducliblas) apply ony Io covered medical services listed with a percentage (%) colnsurance, However, the deductibla dozs nof apply lo
Emergency Room Seniees whese a percenlega (%) colnsurance appliss Lo olher cavared sesvices,

0 Hetwork and Mon-naterork deductibles, copayments, co'nsurance and oul-of-pocket maximums are saperale end do nol accurmulate towzed
eath other.

o Dependarkt Aga: fo and of the monlh which tho child affains age 26

O Spacialist capayment b5 appticable 1o al! Spectaisls pxcluding General Physicians, intereist, Pediatriclans, OB/GYHs pnd Cerialtles of eny other
Nelwork Provider as aTowed by the plan,

0 Physltians Home end offica visit copaymon ofso epplies il {fe offics visi [s bied wilh alferay Injections.

0 Nocopaymenlicolnsurance means no deductivlelcopaymenticolnsursace up to the maximum alfewablo amount, 0% means no colnsuianca up
tothe mazknum ellowable enount. However, when choosing a Non-nelwerk provider, the maber 15 responsibla for zny balance dus aller the
plan payment.

0 PGP is a Helwork Provider who is & practilioner tha! speclalizes In femily prectice, genesal practics, Internal medicine, pedialrics,
chstelricsfgynecology, aerialics or any other Hebwork provider 29 sifowad by the plan,

o 80P is a Nelwork Provider, olher than & Primary Cere Physiclan, wha provides services within a deslgnated speclalty area of practics.

o Bepofit perod = calendar year

©  Behavioral Hoaith Services: Menfal Health and Substance Abuse banafils provided in accardance with Fadoral Mantal Healih Parity.

O Preventive Care Sorvices that meet the requiremants of federal and state law, Inckiding certaln screontngs, immualzations and physistan visils,

§ Those coveced senitss arg motsubiact io the deductblehoopaynient i you hiave a el dallar copayment and if tendered withoul an offce vist

2Ws entoarageyon to conleel Qur Meatat Hesth Subcontractor fo assure Bio e of appropriale procadures, seltng 2nd meditel necessity. Refer 4o Schedv'o of Benefls
for Eniilations. Benavitvat Heatth Seivicas: Meatst Hox'th and Substenca Abuse besesls provided in erosrdance with Federal Manta Heath parily.

3 Kodney and Comea ata treated tha sz 68 a1y other Bness and subledt lo the madica! benefls.

Przeartiiicalion:
Werabars era enciuraged 1o ehways oblain prior epsroval vhen using non-nebuok froviders. PreceriBeation wil holp evold eny Usnecessery reduckn b benetls
for non-oovered o ronmadialy necessany sendoes.

Crandfathered Health Plan

Ve beFeva lhis cgveragols a ‘grendlathered hestth plen’ uader the Pafient PioleoBon nd Affudabla Ces Act {the Athrdatla Cara Ac, As

permitied by the Afordable Cere Adt, a grandfathered health fan can presenve certeln basiohealdh coverage Tatwas elveadyn efoctwhen thatlaw

was enacled, Belng p grendlaifiered heath pen meens that your plan may ocd Ineiuda carlshn consumer protections of tha Aedabls Care Act That 2;ply fo other plans,
for exemrpls, e requlremant lor e provision of preventive health services witieut any cott sharng. However, grandfatared heath plans evsd corphywih

corlzln othet consumar profecions tn e Afordeble Gara Acl, for exampls, the eBeninaton of (fetime Frits cn benahls,

QuesTons regarding which protections epply and whith protections do oot eppfy lo agrandltered heakh plan end whal sght eavse & plaa lo changs
from grendfathered hashh plen status can bo Sirecled to ha pian adminizraltor o yoor Emplayer.

You sy £450 colact ha Employea Benefits Security Adadinistation, U.S. Denarfmentof Eabor 2t 1-835-444-3272 o wivw 0 gov'ebsahesheelorn.
Thisweheka has a lshie suwnmadaing which prolecsons doand do not apply tagrandiathered haglth plans.
You may a'so contact o U.S. Depadrment of Haath and Human Sendtes alwaw heeiiveform gor.
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Your Presctiption Benefit Plan Copay Overview
Yellow Springs Exempted Village Schools 10/61/2013

Generle Modlcattons

Askyaur dottor or other prescribar i
Hhere 15 a generic avallable, 5 these $10for a generle prescrption $20 fora generic presciption

g_enerally cost less,

Non-Peef
Brand-Nama Medications $30 for a non-preferract brand-name $66 for a non-preferred brand-name
Youwill pay the most for medications | praseription prescription

not en your plan's preferred disg list,

Please Hote: When a generiz is avalable, but the pharmacy dispenses the brand-name medicatlon for 2ny reason other than doctor ar ather proscdiber
Indicates ‘dispense as vaitten,” you will pay Lhe diffarence betvetenthe brand-name medication and the generic plus the brand copayment,

Forout of network coverage, you wilk e retmbursed 50% with a minfmum of $30.00

Certain medications may require prios authorization or coverage thraugh a CVS Caremerk spedialty pharmacy. Please contact
customer care of go to wavvacaremark.com for additlonal information on these medlcations,

Whera ta fill your preseription
Choosing wheretofill your presciptiondepends on whether you are ordertng a shost-term orlong-term medication:

Shori-teravinedleations are generally taken for a limited amount of thie and have a fimited amount of refills, such a5 an antibiotic,
Yo can fill prescriptions for these medications atany pharmacy in the €S Caremark retail nelwork.

» Choose from more than 67,000 network pharmadies natlonwide, indluding independent pharmacles, chaln pharmacies and
7,300 CYS/pharmacy locations,
+ Find a participating pharmacy atwaw.carenark.com

Tl Toavald filfing out clatms papenverk, bring your Prescription Card with you when you pickup your presciption, and use a
pharmacy n the VS Caremark retall network,

Lonhg-term medications are tzken regularly for chronlc conditfans, suchas high blood pressure, asthma, diabietes or high
cholesterod. Youwill generally sava money by using mail service for these preseriptions,

Choose onha of three easy ways to start ustag the CVS Caremark Mail Service Pharmacy:
1. Fillautand send ina mail serviee order form ~ use the one Induded In this welcome kit or print one at www.caremark.com
2, Usethe FastStart® tool found on vaswvcaremark.com
3. Call FastStarttoll-free at 1-800-875-0867

Customer Care

If you have questions about yeur prescriptions or benefits, youcan contact Customer Care 24 hours a day, seven days a week Yeu
can either e-miall customersenvice@caramark.com or call toll-free at 1-888-202-1654 after your benefits begin, For TDD assistance,
please call toli-free 1-800-863-5488,

Copayment, copay or colnsurance means the emount a plan member Is required to pay for a prescription Inaccordance with 2 Plan, which nay be a
deductible, a parcentage of the prescaintion price, a fixed amount or other charge, with the balance, If any, pald by a Flan,

Your leedback s Impartant as [thelps us Improve our service, Piease contact us with any questions of concerns at 1-888-202-1654,

Your privecy §s impentant to us. Our employees ate tralned regarding the appropriate way to hardle your private hiealth Information.

223302PRTF-500713
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& DELIADENTAL

Delta Dental PT'O (Point-of-Service)
Semmary of Dental Plan Benefits
For Group#0005630-8450, §459
YELLOW SPRINGS SCHOOLS

This Sumniary of Dental Plan Benefits should be read in conjunction with your Dentat Care Certificate, Your Dental Care
Certifieate will provido you with additional information abont your Delta Dental plan, ineludlng informatlon about plan
exclusions and limitations. The percentages below will be applied 1o the lesser of the dentist's submilted fee and Delta
Dental's affowance for cach service, Delta Dental’s allowance may vary by the dentist's network partiolpation, PLEASE
NUTE - If you cheose a Nonparticipaling Dentist, you will be responsible for any difference between the amount Delia
Dental altows and lhe amonnt the Nonparticipating Dentist chatges, in addition to any Copayment or Deducible,

Contrel Plan - Delta Dental Plan of Ohto

Benefit Year - January 1 through December 31 PPO Dentist or Nonparticipating
Premier Dentist
Covered Services - Iﬁn Pays | You Pay [ Plan Pays | YouPay
Clnss 1 Benefifs

7t

Dinguostte and Preveitive Services - Used to dingnose andfor provent
dental abnormalities or disease (includes exams, oleanings and fluoride )
troatinents)

Ensergency Pallintlve Treatment - Used {o femporarily relieve pain

Radfographs - X-rays

Sealants - Used to prevent deeay of pits and fissures of permanent back
teeih.

Class 11 Benefits

Oral Surgery Serviees - Exteactions and dental surgery, ineleding]’
preopergtive and postoperative care

Endodontic Services - Used to treat teeth with diseased or damaged nerves
(for example, root canals)

Perladontle Serviees - Used fo treat diseases of the gums and supparting
structures of the teeth

Retines nnd Repalrs - Relines and zepatrs fo bridges and dentures

Minor Restornfive Services ~ Used to repalr teeth damaged by disease or|-
injury {for example, fillings)

Pertodontal Prophylnxes - Teoth Cleaning by a speoialist

Class 1H Beitefits

Pros(hodondic Services - Used o replace missing natural feeth (for
oxantple, bridges and denfures)

Major Restorative Services - Used when teeth can'{ be restored with
another filling material {for example, crowis)

Class 1V Bezieflls

Orthsdontic Services (no age Hinlf) » Used to correet malposed teeth {for| -
example, braces) i

Custorner Service Toll-Free Wumber; 800-524-0149
wiviydeliadentaloh.com
Tanugry £, 2011
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®  The oithodontio age limdtations are hereby waived for eligible Subscribers, spouses and dependent children.

¥ Oral exams, prophylases (cleanings}, and fluoride treetment (no age limit) are payable fwice per calendar year,

¥ Bitewing X-mys wre payable twice per calendar year and full mouth X-rays (which include bitewing X-rays) are payable

onee in any lhree-year period, _

. ® Sealonts are only payable once per tooth per 36 months for the ocelusal surface of first permanent molars and second
pennanent molass 10 age 14, The surface st be free from decay and restoratlons.

Indays are a Covered Service,

Veneers are payable on upper and lower antetlor feellr, including the blcuspids, once in any five-year perlod,

Composits resin (white) restoralions are Covered Services on posterior teeth.

Porcelaln crowns are opfional freatment on posterior teath,

Ocelusal guards are a benefit one every threo years,

Implants and implant related sorvices are payable once per tootl It any five-year period.

People with certaln high-risk medical conditions may be eligible for addittonal prophylaxes (cleanings) or fluoride

treatmenl, The paticnt should tatk with his or her dentist about freatment,

YYYYVVYY

Having Delta Deital coverage makes it casy for our enrolices to get dental care almost everywhere In the world] You can
now receive expert dentel cere when you ace autside of the United States through our Passport Denfal progeam. This
program gives you aceess fo a worldwide nelwork of dentists and dental clindes. English-speakng operatars are available
arotied 1he clock to answer questions and help you schedule care, For more information, check otr Web sle or contact your
benefils representative to get a copy of our Passport Dental information sheet,

Maximum Paynient - $2,500 per eligible person toful per benefit year on all services cxeept orthodontios. For orthodoutle
services, benefits will ot exceed a lifelime maximum of $2,008 per eligible person,

Deductible — $25 deductible per person per benefit year Himited to & maximunt deduction of $30 per family per benelit year
on Class 1L and Class 1T Benefits, ‘The deductible does not apply to Class I Beuefits, periodontal prophiylixes or Class 1¥
Benefits, Any expenses feurred by an eligible person for covered services during the last thres months of a benefit year snd
applied to the deduciible for that bensfit year will also be appHed to the deductible for the following benafil year,

Whiting Perlod ~ Coverage for eligible employees who are actively at work s effective on the date specified by the
citiployer. Dependent(s) effective date: Tligible dependent(s) will become covered under the Plan on the lafer of the dates
listed below, provided the employee has enrolted thent iz the Plan within thivly (30) days of meeting the Plan's eligibility
requirenents. The date the employes's coverage becomes effective, The date the dependent is acquived, provided any
required conbiibutions are wade and the employes has applled for dependent coverage within thirly (30) days of the date
acquired. Newbom children shall be covered from birh, repardless of confisteient, provided the employes has applied for
dependent coverage within thirty (30) days of birll. Coverage for a newly adopted child shall be effective on the date the
child is placed for adoption, provided the employee Ias apphed for dependent coverage within thiy (30) days of placement.

Eligible People— All regular employees as determingd by the employer, shall be eligible to ensoll for dental coverage under
this plan. Yellow Springs Schools (8450} and Yellow Springs Schools COBRA {8459),

Also cligible al your oplion are your legal spouse, your dependent children to the end of the calendar year in which they tum
24,

If you and your spouse are both eligible for coverage wnder this confract, you may be enrolled together on ong application
card or separalely on individual application cards, but not both, Your dependent children may only be enrolled on one
applicatlon eard, Delta Dental wilt 1ot coordinate benefits il you and your spouse nre both covered under this contract.
Unless this is a Section 125 plan, Subscribers and their dependents who earoll In the dental plan are required to remain
eimrolled for a mininwm of 12 months. Any Subseriber or dependent who drops the denfal plan may not re-curoll af a later
date. If this is a Section 125 plan, an election may bo revoked or chatged af auy time if the change is the result of  change
in family stalus os defined vnder Internal Revenue Code Seclion 125, The Employer and Subscriber may share fhe cost of
this plas,

Benefits generally will cease on the fast day of the month in which the employee Is terminated or a dependent loses
eligibility,

Customer Service Toll-Free Number; 300-524-0149
www.dettadentalob.com
Jenuasy [, 2011
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EPC - VISION PLAN SUMMARY - VSP

District: Yellow Springs P o]

Dependents: Legally mareied spouse (not legally separated) and unmarried children who are not
employed fuil-time to age 24 {end of cafendar year).

More information. VSP Customer Service 1-800-877-7195 or www.vsp.com

This is a Preferred Provider Organizafion plan with a Nefwork of visfon providers who have contracts with
VSP. You will pay less out of pocket by using Network providers.

Network Non Network
Coverad Services Covered
Frequency You pay. The Plan Pays:
EXAMINATION Every 12 $10 Copayment $35
months
LENSES .
+ Single Vision lenses Every 12 $25 Copayment $25
*» Bifocal lenses tnonths $40
» Trifocal lenses $35
s Lenficular lenses $80
FRAMES Every 24 $45
months
CONTACT LENSES
In place of Lenses and
Frames
+  Medically necessary Every 12 Covered In full $210
(Prior Authorization req) | months
s Elective Plan pays $130 $130

This is a brief summary of the plan. For additional information on specific coverage provisions,
contact Customer Service or the VSP website.

When both lenses and frames are purchased only one $25 co-pay applies.

Frame Allowance: If the frames selected cost more than the plan allowance, there will be an
additional charge. The frame allowance is approximately $130 of retail value.

Lens options: Extra costs for electiva lens options are not covered by the plan. These include
services such as Blended, Progressive or Oversize lenses, Special edging, Coalings and
Special lens materials. Polycarbonate lenses are covered by the plan.

Lost or broken Jenses and frames are not covered except at the normal frequency of service.

Low vision benefit: Supplemental low vision analysis, diagnosis and therapy are covered for
those with severe visual problems. Contact VSP for additional information.

Network Doctors: Refer to the VSP website wwav.vsp.com for a list of VSP member doctors.
How VSP works: Tell your Doctor's office you have VSP when you make your appointment so
they can confirm the bensfits you have available under the plan before you arrive. You can also
access your benefits history and see if it's ime for a visit through the VSP website,

Non VSP Member Doctor Claims: See Frequently Asked Questions under Member Information

on the VSP website www.vep com for details on submitting claims for non member doclors.
Revised 10/10
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Memorandum of Undersianding
between
The Yeliow Springs Education Assaclation

and The Yellow Springs Board of Education

This Memorandum of Understanding (MOU) Memorinlizes the Agreement between the Yellow
Springs Education Asscciation (“YSEA™) and the Yellow Springs Board of Education (“School
Board™) with regards to

For the duration of school year 2013-14, the parties agree that any teacher covered by the YSEA
agreement be allowed to bring their child/children to the Yellow Springs Schools tuition-free.
This agreement does not supersede our open enrollment policy and only applies to distriets that
do not allow epen enrollment into Yellow Springs Schools.

By signature below, the parties agree that the above represents the parties® full and entire
agreement with regard 1o this issue.

Py : s

For the Yellow Springs Education Association For the Yellow Springs Board of Education

Date 5{///{/&?9/6 . Date 3./‘3-’5/3053
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Memorandum of Understanding
between
The Yellow Springs Education Association
and The Yellow Springs Board of Education

This Memorandum of Understanding Memoiializes the Agreement between the Yellow
Springs Education Association and the Yellow Springs Board of Education with regards to

Professtonal Developments Project Based Leaming (PD PBL) days: August 13 - 15, 2013
1. Teachers wilf he invifed fo attend the PD PBL days.

2. ¥the teacher commits to all 3 days at 7 hours a day (Eunchi‘ime on own and not
inchuded in 7 hours) the teacher will receive $175.00 a day and one personal day.

3. Teachers attending will notify the board of education office by the end of the day
on Friday, April 26, '

4, Ifthe teacher will only be attending one or two days, the amount will be prorated
and they will not receive the personal day.

By signature below, the parties agree that the above represents the parties' full and entire
agresment with regard to this issue.

T i : 2V

For the Yellow Springs Education Association For the Yellow Springs Board of Educafion

Date é[ RS /3 Dats [f/ i ‘//" v
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Memorandum of Understanding
hetween
The Yellow Springs Education Association
and The Yellow Springs Board of Ediication

for the perjod of August 1, 2013 through July 31, 2016

This Memorandum of Understanding (MOU) Memorializes the Agreement betweeii the Yellow
Springs Bducatlon Association (“YSEA™) and the Yellow Springs Board of Education (*Schiool
Baoard”) with régards to 6.12 Pay Periods.

The parties agres that 6.12 Pay Periods dales will be changed to the 5™ and the 207 day of gach
month, There will ¢antinue to be tiventy-four (24) pays and il the pay dates are on a weekend or
a holiday, payments will be the Priday before thesé dates

By sipnature below, (he partics agree that the above represents the patties® full and entire apraement with
regard to this issue,

Uil s Al P L 0T

For the Yellow Springs Education Asscciation Far the Yeltow Spriggs Board of Education
Due_ 52 %3 e 8/29/(3
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