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ARTICLE I 

RECOGNITION 

1.01 The Yellow Springs Exempted Village Board of Education hereinafter refell'ed to as the 
Board, recognizes the Yellow Springs Education Association, an affiliate of the Ohio 
Education Association and the National Education Association, hereinafter referred to as the 
"Association," as the sole and exclusive bargaining representative for those 
cetiificated/licensed teaching personnel included in the unit for bargaining as set fotih 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. 

1.02 The following teacher personnel who hold valid contracts with the Yellow Springs Schools 
comprise 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 substitutes, 
intern teachers, supervisory and administrative personnel, and any other certified or non­
certified personnel employed by the Board in a non-teaching position. 

1.03 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 free 
communication between the Board or its representatives and the personnel included in the 
bargaining unit. 

ARTICLE II 

NEGOTIATIONS PROCEDURE 

2.01 Initiating Meetings 

A. Requests to open negotiations shall be in writing and either sent by ce1iified 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 to the 
Superintendent. A copy of said requests shall be filed with the State Employment 
Relations Board (SERB) by the initiating pmty. 

B. The initial request calling for negotiations shall be made by either paiiy 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. 

2.02 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. 
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2.03 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. 

2.04 Negotiating 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. 

2.05 Release oflnfo1mation 

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

2.06 Impasse 

In the event that either party declares negotiations to be at an impasse, the pmiies 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. 

2.07 Ultimate hnpasse and the Right to Strike 

Upon the expiration of the contract, after the parties have been at impasse for at least thi1iy 
(30) days and settlement has not been reached, the Association will have the right to strike 
upon the filing of the statutorily required ten (I 0) day notice and the Board shall have the 
right to declme "ultimate impasse" and implement its last offer. 

ARTICLE III 

GRIEVANCE PROCEDURE 

3.01 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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There shall be one or more 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 begim1ing 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) 
Connnittee 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 Committee is a party in interest to any 
grievance, he or she shall disqualify herself or himself. 

3.02 Time Limitations 

The number of clays indicated at each step of the Grievance Procedure are work clays 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 patticular grievance. 

The failure of an administrator to c01mnunicate 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. 

3.03 Procedure for Filing Grievances 

Both patties 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 clays of the elate a grievance occurs or a grievable act becomes 
known, the teacher shall discuss the grievance with his or her innnediate supervisor 
individually, or together with his or her Association representative with the objective of 
resolving the matter infonnally. Any settlement, withdrawal or disposition satisfacto1y 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 tln·ough the informal procedure above, the following 
procedure shall apply in the handling and processing of a fomial grievance: 
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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. 

B. 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. 

C. Step Tluee 

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 

It shall be the function of arbitrators, and they shall be empowered, except as their powers 
are limited below, after 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. 

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

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

D. 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 Agreement. 

E. 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. 

3.05 Miscellaneous 

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

B. No reprisals of any kind shall be taken by or against any party of interest or any 
pat1icipant in the grievance procedure by reason of such participation. 

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

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

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

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

G. 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. 

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

I. 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. 

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

K. Nothing in the Agreement shall be construed to deny the individual, the Association, 
or its representative(s), the right to 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. 

L. 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 

4.01 Board Rights 

It is expressly agreed that the Board reserves unto 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 
pmtial illustration the right to: 

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

B. Continue its rights, policies and practices of assignment and direction of its 
personnel and scheduling. 

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

D. Determine the services, supplies and equipment necessary to continue its operations. 

E. Adopt reasonable rules and regulations. 

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

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

H. Detennine the administrative organization, its functions and authority. 

4.02 Association and Teacher Responsibilities 

A. Teachers shall be in their classrooms for the days contracted. Any unexcused 
absence will result in an enliy 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. 

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

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

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

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

ARTICLEV 

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 e1tjoyment 
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. 

B. 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 clues 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. 

C. 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 Janumy 15•h annually. In the case of unit 
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employees newly hired after the beghming of the school year, the payroll 
deduction shall connnence on the first pay date on or after the later of: 

(a) Sixty (60) days employment in a bargaining unit position, or 

(b) January 15111 

2. Upon Te1mination 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 
tln·ough payroll deduction. The deduction of said amount shall commence 
on the first pay date occtming on or after forty-five (45) clays 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 joh1 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. 

5.03 Right to Information 

The Board agrees to provide the Association with such public info1mation as is available 
concerning the financial resources of the District, as may be necessmy to assist the 
Association to bargain collectively with the school with respect to wages, hours, and other 
tenns and conditions of employment. The Association agrees that requests for such 
information will be made in writing tluough 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. 
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5.04 Notification and Agenda of Board Meetings 

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. 

5.05 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 conummication. 

5.06 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 tluough the building 
administrator. When special custodial service is required, the Board will charge the 
Association for the actual cost involved. 

B. Collllnunication 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 nonnal school operations. 

C. Right to Use Bulletin Board 

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

5.07 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 conummity purposes as determined by the building 
principal. The Association agrees to pay the cost of any materials or supplies used, and to 
indemnify the Board from any damage or cost of repair arising out of Association use. 

5.08 Right of Administrative Appraisal Conunittee 

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

The Conunittee 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 Conunittee, as 
approved by the Superintendent. 
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All of the foregoing are granted solely to the Association and shall not be utilized by any 
other teacher organization. 

5.09 Email 

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

5.10 Committees 

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 a:. representative will not be 
unreasonably denied. 
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ARTICLE VI 

COMPENSATION AND REIMBURSEMENT 

6.01 Regular Salmy Schedule 

Year 1 
Year2 
Year3 

Step 

Step 1 

Step 2 

Step 3 

Step4 

Step 5 

Step6 

Step 7 

Step 8 

Step9 

Step 10 

Step 11 

Step 12 

Step 13 

Step 14 

Step 15 

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.127 Qtr. Master's+ 30 sem. 
Level I Bachelors Hrs. Level Ill Master's Hrs.145 Qtr. Hrs. 

index $amount index $amount index $amount Index $amount 

1.0650 $36,159 1.1000 $37,347 1.1650 $39,554 1.2150 $41,252 

1.1000 $37,347 1.1400 $38,705 1.2125 $41,167 1.2675 $43,034 

1.1350 $38,536 1.1800 $40,063 1.2600 $42,780 1.3200 $44,817 

1.1700 $39,724 1.2200 $41,421 1.3075 $44,392 1.3725 $46,599 

1.2200 $41,421 1.2800 $43,459 1.3600 $46,175 1.4250 $48,382 

1.2750 $43,289 1.3400 $45,496 1.4250 $48,382 1.4950 $50,758 

1.3300 $45,156 1.4000 $47,533 1.4900 $50,588 1.5650 $53, 135 

1.3850 $47,024 1.4600 $49,570 1.5550 $52,795 1.6350 $55,512 

1.4400 $48,891 1.5200 $51,607 1.6200 $55,002 1.7050 $57,888 

1.4950 $50,758 1.5800 $53,644 1.6850 $57,209 1.7750 $60,265 

1.5500 $52,626 1.6400 $55,681 1.7500 $59,416 1.8450 $62,641 

1.6050 $54,493 1.7000 $57,718 1.8150 $61,623 1.9150 $65,018 

1.6600 $56,360 1.7600 $59,756 1.8800 $63,830 1.9850 $67,395 

1.7150 $58,228 1.8200 $61,793 1.9450 $66,037 2.0550 $69,771 

$0 1.8800 $63,830 2.0100 $68,244 2.1250 $72,148 

$0 $0 2.0750 $70,450 2.1950 $74,525 

1.7668 $59,986 1.9368 $65,758 2.1377 $72,579 2.2613 $76,776 

1.8021 $61,185 1.9756 $67,076 2.1804 $74,029 2.3065 $78,310 

1.8521 $62,883 2.0256 $68,773 2.2304 $75,727 2.3565 $80,008 

$33,952 Base 
All Salaries are rounded to the nearest dollar 
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YELLOW SPRINGS EXEMPTED VILLAGE SCHOOLS 
SALARY SCHEDULE 

Effective August 1, 2014 
Bachelors + 18 Level IV 

Sem. Hrs./27 Qtr. Master's + 30 sem. 
Step Level I Bachelors Hrs. Level Ill Master's Hrs./45 Qtr. Hrs. 

index $amount index $amount index $amount index $amount 

Step 1 1.0650 $37,424 1.1000 $38,654 1.1650 $40,938 1.2150 $42,695 

Step 2 1.1000 $38,654 1.1400 $40,060 1.2125 $42,607 1.2675 $44,540 

Step 3 1.1350 $39,884 1.1800 $41,465 1.2600 $44,276 1.3200 $46,385 

Step4 1.1700 $41,114 1.2200 $42,871 1.3075 $45,946 1.3725 $48,230 

Steps 1.2200 $42,871 1.2800 $44,979 1.3600 $47,790 1.4250 $50,075 

Step6 1.2750 $44,804 1.3400 $47,088 1.4250 $50,075 1.4950 $52,534 

Step 7 1.3300 $46,736 1.4000 $49, 196 1.4900 $52,359 1.5650 $54,994 

Slep 8 1.3850 $48,669 1.4600 $51,304 1.5550 $54,643 1.6350 $57,454 

Slep 9 1.4400 $50,602 1.5200 $53,413 1.6200 $56,927 1.7050 $59,914 

Step 10 1.4950 $52,534 1.5800 $55,521 1.6850 $59,211 1.7750 $62,374 

Step 11 1.5500 $54,467 1.6400 $57,630 1.7500 $61,495 1.8450 $64,833 

Slep 12 1.6050 $56,400 1.7000 $59,738 1.8150 $63,779 1.9150 $67,293 

Step 13 1.6600 $58,332 1.7600 $61,846 1.8800 $66,063 1.9850 $69,753 

Step 14 1.7150 $60,265 1.8200 $63,955 1.9450 $68,347 2.0550 $72,213 

Slep 15 $0 1.8800 $66,063 2.0100 $70,631 2.1250 $74,673 

Step 16 $0 $0 2.0750 $72,916 2.1950 $77,132 

Slep 20 1.7668 $62,085 1.9368 $68,059 2.1377 $75, 119 2.2613 $79,462 

Step 25 1.8021 $63,326 1.9756 $69,423 2.1804 $76,619 2.3065 $81,050 

Step 28 1.8521 $65,083 2.0256 $71,180 2.2304 $78,376 2.3565 $82,807 

$35,140 Base 
All Salaries are rounded to the nearest dollar 
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YELLOW SPRINGS EXEMPTED VILLAGE SCHOOLS 
SALARY SCHEDULE 

Effective August 1, 2015 
Bachelors+ 18 Level IV 

Sem. Hrs./27 Qtr. Master's + 30 sem. 
Step Level I Bachelors Hrs. Level Ill Master's Hrs./45 Qtr. Hrs. 

index $amount index $amount index $amount index $amount 

Step 1 1.0650 $37,985 1.1000 $39,234 1.1650 $41,552 1.2150 $43,335 

Step 2 1.1000 $39,234 1.1400 $40,660 1.2125 $43,246 1.2675 $45,208 

Step 3 1.1350 $40,482 1.1800 $42,087 1.2600 $44,940 1.3200 $47,080 

Step4 1.1700 $41,730 1.2200 $43,514 1.3075 $46,635 1.3725 $48,953 

Step 5 1.2200 $43,514 1.2800 $45,654 1.3600 $48,507 1.4250 $50,825 

Step 6 1.2750 $45,475 1.3400 $47,794 1.4250 $50,825 1.4950 $53,322 

Step 7 1.3300 $47,437 1.4000 $49,934 1.4900 $53,144 1.5650 $55,819 

Step 8 1.3850 $49,399 1.4600 $52,074 1.5550 $55,462 1.6350 $58,316 

Step 9 1.4400 $51 ;360 1.5200 $54,214 1.6200 $57,781 1.7050 $60,812 

Step 10 1.4950 $53,322 1.5800 $56,354 1.6850 $60,099 1.7750 $63,309 

Step 11 1.5500 $55,284 1.6400 $58,494 1.7500 $62,417 1.8450 $65,806 

Step 12 1.6050 $57,246 1.7000 $60,634 1.8150 $64,736 1.9150 $68,302 

Step 13 1.6600 $59,207 1.7600 $62,774 1.8800 $67,054 1.9850 $70,799 

Step 14 1.7150 $61,169 1.8200 $64,914 1.9450 $69,372 2.0550 $73,296 

Step 15 $0 1.8800 $67,054 2.0100 $71,691 2.1250 $75,792 

Step 16 $0 $0 2.0750 $74,009 2.1950 $78,289 

Step 20 1.7668 $63,016 1.9368 $69,080 2.1377 $76,245 2.2613 $80,654 

Step 25 1.8021 $64,276 1.9756 $70,464 2.1804 $77,768 2.3065 $82,266 

Step 28 1.8521 $66,059 2.0256 $72,247 2.2304 $79,552 2.3565 $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. 

B. Up to five (5) years will be allowed for honorably completed militmy duty as 
defined in O.R.C. 3307.02 and credited in 0.R.C. 3317.03. 

C. 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. 

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

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

F. 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 fotthcoming, thirty (30) days prior to the beginning of each semester. 
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6.03 Supplemental Salaty 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 a team 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. If the team plays two distinct schedules, then the coach receives both stipends. 

.CONJRAC:T/ .. • •. . . ·. .. • ... ; 

···•· /' < •. 
.. 

C:ateg • ' ,' ' ';,' ,' . ··.· ·. ·· . . 
Leadership Council (minimum of 
4/bldg) 

6 or more teachers IX 

4-5 teachers VIII 

2-3 teachers VI 

Student Assistance Team IV 

MLS (2-7) 

McK/YSHS(3-6) IV 

MILLS LAWN SCHOOL 

Safety Patrol IV 
Concert Director IV 

Play Director VI 

lntrmrls-StudentActivities I 
1Osessn/10 student base 

Student Council (1-stpd) IV 

TV/Media Broadcasting v 
(1-2) 

Webmaster IV 

.·.,··>·.·-.··.'.: ... '·.··,; :STEP·1 ···.···•. • ... < 

lnde)X .. · Amount ·· •·· · 

0.096 $3, 147 

0.084 $2,754 

0.06 $1,967 

0.038 $1,246 

0.038 $1,246 

0.038 $1,246 

0.038 $1,246 

0.06 $1,967 

0.01 $328 

0.038 $1,246 

0.048 $1,573 

0.038 $1,246 
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lllclex •·•·• '•• • 

0.102 

0.089 

0.064 

0.041 

0.041 

0.041 
0.041 

0.064 

0.012 

0.041 

0.052 

0.041 

Base 
32781 

•sJEP2. ··•··.· •.. •· •. 
Amoullt ···. . •. 

$3,344 

$2,918 

$2,098 

$1,344 

$1,344 

$1,344 

$1,344 
$2,098 

$393 

$1,344 

$1,705 

$1,344 



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 v 0.048 $1,573 0.052 $1,705 

8"' grade Girls 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 v 0.048 $1,573 0.052 $1,705 

7"' grade Volleyball v 0.048 $1,573 0.052 $1,705 

8"' grade Volleyball v 0.048 $1,573 0.052 $1,705 

Boys Track IV 0.038 $1,246 0.041 $1,344 
Girls Track IV 0.038 $1,246 0.041 $1,344 
Cheerleader Advisors (Fall/Winter) Ill 0.028 $918 0.031 $1,016 

Power of the Pen Advisor IV 0.038 $1,246 0.041 $1,344 
Student Council 111 0.028 $918 0.031 $1,016 
lntrmrls-StudentActivities I 0.01 $328 0.012 $393 
1 Osessn/1 Ostudent base 

YSHS 

Heritage VIII 0.084 $2,754 0.089 $2,918 
Spectrum II 0.018 $590 0.02 $656 
School Forest XII 0.138 $4,524 0.145 $4,753 

School $14.78/ hr 
forest summer rate 

Senior Citizens Day Coordinator IV 0.038 $1,246 0.041 $1,344 
Science Club II 0.018 $590 0.02 $656 
JCOWA II 0.018 $590 0.02 $656 
Model U.N. Club II 0.018 $590 0.02 $656 
Student Review Board I 0.01 $328 0.012 $393 
Web Advisor IV 0.038 $1,246 0.041 $1,344 
Pep Band II 0.018 $590 0.02 $656 
Quick Recall Advisor Ill 0.028 $918 0.031 $1,016 
Quick Recall Ass't Advisor II 0.018 $590 0.02 $656 
United Society II 0.018 $590 0.02 $656 
Senior Class Advisor IV 0.038 $1,246 0.041 $1,344 

Junior Class Advisor IV 0.038 $1,246 0.041 $1,344 
Sophomore Class Advisor I 0.01 $328 0.012 $393 
Freshman Class Advisor I 0.01 $328 0.012 $393 
Drama Club Advisor II 0.018 $590 0.02 $656 
Band Director VI 0.06 $1,967 0.064 $2,098 
Orchestra Director VI 0.06 $1,967 0.064 $2,098 
Principal's Council IV 0.038 $1,246 0.041 $1,344 
Mock Trial II 0.018 $590 0.02 $656 
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After 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 $2,098 
than one) 

One Acts Coordinator Ill 0.028 $918 0.031 $1,016 

Spring Musical Director VII 0.072 $2,360 0.077 $2,524 

Ass't Dir Spring Musical VII 0.072 $2,360 0.077 $2,524 

Choreographer II 0.018 $590 0.02 $656 
(Spring Muscial) 

Tech Advisor Ill 0.028 $918 0.031 $1,016 
(Spring Musical) 

Video Club Advisor Ill 0.028 $918 0.031 $1,016 

Co-Ed Athletics 

Athletic Director XVIII 0.216 $7,081 0.224 $7,343 

Activities Events Coard. 

Site Manager Athletics VI 0.06 $1,967 0.064 $2,098 

Ass't Site Manager v 0.048 $1,573 0.052 $1,705 

Tennis VI 0.06 $1,967 0.064 $2,098 

Golf VII 0.072 $2,360 0.077 $2,524 

lntrmrls-Student Activities I 0.01 $328 0.012 $393 
1 Osess/1 Ostudent base 

Cheerleader Adv (2male/2female IV 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 VIII 0.084 $2,754 0.089 $2,918 

Cross Country (Gr. 7-12) XI 0.124 $4,065 0.131 $4,294 

MEN'S ATHLETICS 

Head Football XI 0.124 $4,065 0.131 $4,294 

Ass't Football VIII 0.084 $2,754 0.089 $2,918 

Ass't Football VIII 0.084 $2,754 0.089 $2,918 

Head Basketball XI 0.124 $4,065 0.131 $4,294 

Reserve Basketball VIII 0.084 $2,754 0.089 $2,918 

Freshman Basketball VI 0.06 $1,967 0.064 $2,098 

Head Soccer XI 0.124 $4,065 0.131 $4,294 

Ass't Soccer VIII 0.084 $2,754 0.089 $2,918 

Track XI 0.124 $4,065 0.131 $4,294 

Baseball VII 0.072 $2,360 0.077 $2,524 

Ass'! Baseball IV 0.038 $1,246 0.041 $1,344 

WOMEN'S ATHLETICS 
Head Soccer XI 0.124 $4,065 0.131 $4,294 

Ass't Soccer VIII 0.084 $2,754 0.089 $2,918 
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Head Basketball XI 0.124 $4,065 0.131 $4,294 

Reserve Basketball VIII 0.084 $2,754 0.089 $2,918 

Volleyball VII 0.072 $2,360 0.077 $2,524 

Reserve Volleyball v 0.048 $1,573 0.052 $1,705 

Softball VII 0.072 $2,360 0.077 $2,524 

Track XI 0.124 $4,065 0.131 $4,294 

Tennis VI 0.06 $1,967 0.064 $2,098 

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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6.04 Supplemental Salary Schedule Placement 

A. Each teacher will assume an extra-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. 

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

C. 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-curricular 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 employee! 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 cleclinecl by bargaining unit members; 

4. No Carnegie unit credit may be given for activities sponsored by a non­
certificatecl/non-licensecl person. 

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

D. 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. 

E. 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. 

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

G. 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 presiclent/clesignee before volunteers are sought. 
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6.05 Salaries for Tutors 

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

6.06 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. 

6.07 Extra-Duty Pay for Long-Tenn Connnittee Work 

A. Student Assistance Teams 

1. This c01mnittee is established at each school to determine which students 
meet the criteria for inte1vention and to coordinate prescriptive plmming for 
these students. 

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

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

C. 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 se1ve 
on the connnittees by the Superintendent or principals. 

6.08 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 
standmds, that teacher shall be compensated at $11.00 per hour for each hour or portion of 
an hour substituted. 

6.09 Severance Pay 

A. 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 tluee 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 retirement. The per diem rate shall be figured using the 
following formula: Yearly salary at retirement 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 tlu·ee (3) highest years. 
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B. 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 eve1y 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. 

C. Those ce1tificated/licensed teaching persmmel under age 55 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 amrnity 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. 

D. 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. 

6.10 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 perfonn 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. 

B. 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 hours requested and teachers will be 
compensated that amount per approved hour completed. 

C. 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 tlu·ee hundred ($300.00) dollars per semester credit hour. The 
maximum reimbursement during any one year shall be as follows: 

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

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

D. During the school year, compensation shall be made within thiliy (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. 

E. 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. 

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

6.12 Pay Periods 

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

6.13 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. Yellow 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 tlwee (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 mmuity deduction, said 
deduction will continue until terminated by the employee. 

The Board reserves the right to establish an emollment 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 total amount of their city income tax withheld 
from their pay checks and fo1warded to the taxing authority effective September 1, 
1979. 

6.14 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 completed 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. 

6.15 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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ARTICLE VII 

INSURANCE 

7.01 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 carrier regulations. 

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

C. 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 fonn 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 Connnittee 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 Connnittee 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 Connnittee 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 Life Insurance 

A. The Board will provide a sixty thousand ($60,000.00) dollar paid group life 
insurance benefit, with double indenmity in case of accidental death, subject to 
insurance carrier enrollment period waiting time regulations, for all teachers, except 
that a teacher who is employee! 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 aclclitional life insurance at group rates with 
at least one fourth (1/4) the staff pmiicipating. 

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

7.03 Workers' Compensation 

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

7.04 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 salmy 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 
msurance. 

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. 

7.05 General Provisions 

A. Board health, life and dental insurance contributions during the summer months will 
be prorated for teachers who are employee! after the beghming of the second 
semester, as follows: ratio of days of employment/clays in second semester to Board 
contribution 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 tenninated. 

C. Part-time teachers shall receive prorated health insurance as follows: more than 
one-third time, less than one-half time - sh1gle 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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D. 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 

LEA VE 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 accnmulated sick leave, 
will be allowed to maintain such accumulation, and may accumulate additional sick 
leave. 

B. 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. 

C. 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 conve1ted to 
pay upon retirement or separation. 

D. 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 rnJmy in the immediate family: Absence necessitated 
because of the personal attendance of the teacher. (Innnediate 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. Illness 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) 

F. 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: 

• Sta1t 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 pool for the award. The 
semi-annual award will be calculated according to the following formula. 

[(3yr. 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 leave incentive will be awarded within 30 days of the end of each attendance period. 

If the sick clays 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 clue to pregnancy and/or 
chilclbitih, false pregnancy, termination of pregnancy or recovery therefrom, for a period not 
to exceed one year from the elate 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 clays if said teacher has spent clown compensatory 
sick leave clays 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 qumierly 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 
salaty schedule for that year. 
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8.013 Sick Leave Bank Guidelines 

A. In the event of a catastrophic illness or medical event, all certified employees 
shall have access to the S.L.B. Employees may contribute days voluntarily but 
these days shall not be refundable. If on October 1st 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. 

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. 

C. 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. 

D. 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. 

8. 02 Bereavement Leave 

A. Bereavement: Leave up to 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 accnmulation or personal leave at the discretion of the 
employee. 

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

8.03 Personal Leave 

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

B. Personal leave of teachers hired after the begimling of the school year shall be 
prorated at one-half(Y:i) day for each quarter year or fraction thereof to be served. 

C. Personal leave shall be used for personal matters. 

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

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

F. 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. 

G. 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 accunmlatecl between the 1987-1988 school year and the 2012-
2013 school year will be paid when the teacher separates from the district. 

H. Begim1ing with the 2013-2014 school year, teachers will be paid for unused personal 
leave clays no later than the encl of the sununer 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 

8.04 Professional Leave 

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

B. 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. 

C. 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. 

D. 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. 

8.05 Assault 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 off 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. 

B. 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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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 reco1mnendation. 

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 (I 0) days of leave if leave beyond ten (10) days will be requested. The 
Board agrees to assist the teacher, if requested, in seeming 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 ability to perform his or her duties. 

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

D. The Superintendent shall grant additional days, up to a maximum ofthitty (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. 

E. 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 
teacher's property. 

F. If, upon exhaustion of assault leave, the teacher remains unable to perform his or her 
contracted duties, he or she may pmsue other options: 

I. Sick Leave 
2. Other Leaves (as applicable) 
3. Workers' Compensation (if eligible) 
4. Disability Retirement 

8.06 Jmy Duty 

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

8.07 Witness Duty 

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

Unpaid Leaves of Absence 

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

8.08 Child Care Leave 

A. Child care leave shall be granted to teachers to cm·e 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 submitted 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 to 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. 

B. The Board recognizes that the granting of child care leave does not preclude an 
employee from use of otheiwise authorized 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 satisfact01y service, shall be eligible 
for this leave. 

B. 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. 

C. An applicant for sabbatical leave of absence shall file with the application fonn 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 
(! 0) semester hours per semester or ten (! 0) quarter hours per quarter in a university 
or college accredited by the North Central Association of Colleges and Secondary 
Schools or equivalent agency. 

D. All applications shall be reviewed for recommendation to the Superintendent by a 
committee consisting of six (6) members, three appointed by the Superintendent and 
tluee 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 successfol service during the five (5) years. 

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

F. 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 
foll benefits provided by the Agreement cmTently 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. 

G. 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 (!) 
year, or refund any compensation received from the Board while on leave. 

H. 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 pmt-time jobs that will not adversely affect the sabbatical 
program. 

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

J. During the next regularly scheduled evaluation year following return of the teacher 
from sabbatical leave, said teacher will be required to f01mulate at least one (!) goal 
that deals with the impact the sabbatical has had on his or her professional 
development and practice. 

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

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

M. Upon request, an extension of one (!) full year may be granted. Such request must 
be made by the encl of the first semester during the year that the teacher is on 
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sabbatical. Salary and benefits will not be provided during the second year of the 
leave. 

8.10 Military Leave 

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

8.11 Exchange Teaching 

A. A teacher may apply for exchange teaching assignment for a period not to exceed 
one (I) year in another state of the United States, another country, or a tenitory 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. 

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

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

D. Requests for a leave of absence for exchange teaching assigmnents shall be made by 
the encl of the first semester for leave beginning the following September. 

8.12 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 assigmnent abroad in schools 
maintained by the United States, provided said teacher states his or her intent to 
return to the district for a minimum period of one (1) year. 

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

C. 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. 

D. Requests for a leave of absence for such an assignment shall be made by the encl of 
the first semester for a leave beginning the following September. 

8.13 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. 

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

C. 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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D. This shall be an unpaid leave 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 qumier the foll amount of the premium of such coverage. 
Any ovei]Jayment of premium shall be refunded to the teacher upon termination of 
leave. 

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

F. 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. 

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

8.14 Other Leaves 

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

B. As part of the agreement for a leave of absence, a teacher must notify the 
Superintendent no later than February I 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 delive1y 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 

9. 0 I Teaching Contracts 

The contractual te1m of employment shall be as follows: 

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

B. A teacher who has been employed for three (3) or more years shall receive, upon 
expiration of his or her contract, a one-(!) 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 (I) year contract to 
any teacher if the teacher's appraisal and/or the Board's review of his or her 
performance indicates that the teacher'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 perfonnance. 
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C. Appraisal ratings for final teacher performance evaluation will be detennined using 
these values: 

Accomplished 
Skilled 
Developing 
Ineffective 

3.25-4.00 
2.50-3.24 
1.75-2.49 
1.00-1.74 

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

D. A teacher with an overall appraiser's rating of 3.25 to 4.0 who holds a life, 
permanent, or professional ceitificate/license is eligible to apply for a continuing 
contact after tlu·ee (3) years of employment in the District out of the last five (5) 
years. Teachers issued their first license after January 1, 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 begimtlng of the school year in which he or she 
becomes eligible. 

E. 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 begi1ming of his or her second year of employment. 

9.02 Non-Renewal of a Limited Contract 

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

1. 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 infonn 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 recmmnendation of 
non-renewal shall have the opportmtlty to discuss the reconm1endation 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 shall have the oppmtunity to appear before the Board to respond 
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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. 

B. 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 non-renewed, appeal of such non-renewal will be solely in accordance 
with the provisions of Ohio Rev. Code §3319.11. 

9.03 Fair Dismissal Procedure 

A. A foll 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. 

B. 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. 

C. 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. 

D. 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. 

E. 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. 

F. Any failure of the District to follow the procedures set fmih in this Section is subject 
to the Grievance Procedure set forth in A:tiicle 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. 

9.04 General Contract Provisions 

A. Teacher contracts shall confonn to the Ohio Revised Code. 

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

C. Teacher contract te1mination shall conform to the Ohio Revised Code. 
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9.05 Teacher Appraisals 

A. General Conditions 

1. All monitoring or observation of the work of a teacher shall be conducted 
openly and with the foll 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 utilizes videotaping for purposes of 
self-evaluation. 

2. 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. 

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

4. Each teacher to be appraised shall be given a copy of the appraisal process 
steps and fotms within four (4) weeks after the begirming 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. 

5. Teaching assignments outside a teacher's area of certification/licensure shall 
not be appraised for purposes of detem1ining 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 
pmposes of determining his or her retention. 

6. 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 All) 

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

8. By May 10th, the final appraisal sunuuary 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 Sunuuative 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 conunents to 
the written appraisal if he or she so desires within ten school days of the final 
appraisal meeting. 

9. 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. 

10. During the appraisal process if either the appraiser or the appraisee believes 
he or she cmmot 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 ce1tified appraisers. If the original appraiser was an 
outside appraiser, the alternate OTES cettified appraiser must be randomly 
selected from the list of outside OTES certified appraisers.* (see 9.05Al1) 

11. *Outside OTES evaluators 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 
Understanding (MOU) must be signed before the conunencement of the 
2014-15 school year indicating such agreement. 

B. Time and Frequency of Appraisals 

I. 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 
nomenewal shall, in the final contract year, include at least three formal 
observations of at least 30 minutes each m1d 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. 

2. 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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C. With the exception of first-year teachers whose perfonnance 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. 

D. 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. Assigmnents 

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

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

3. The teacher must be notified in writing by the building principal of a change 
in his or her assignment. When a change in assignment 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 1st, except under highly 
unusual circumstances, such as a resignation after August 1st. 

4. 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. 

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

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

7. Teachers on a one (1) or two (2) year limited contract shall be assigned 
within the scope of their teaching ce1tificates/licenses, to the extent possible. 

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

B. Transfers 

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

2. 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 patticular building. 

39 



3. 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 
tlu·ee (3) days, teachers desiring to request consideration for transfer shall 
notify building principal through intent card or other written notification. 
The principal will acknowledge receipt of the teacher's request. All 
applicants shall be informed when the vacancy for which they have applied 
has been filled. 

4. Teachers shall be retained in their original or similar assigmnents tlu·oughout 
their first two (2) years of employment to the extent possible. 

5. In cases of involuntmy transfer, teachers shall have the opportunity to meet 
with the Superintendent 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, voluntaty transfers shall be given priority over involuntary 
transfers. 

C. Vacancies 

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

2. As a matter of policy, and not as a reflection on performance, extra-duty and 
co-cun"icular 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. 

3. 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 location in each school building, sent via e-mail, and posted on 
the District website. The seven (7) days begin with the statt 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 begimling of the 
following school year, employees who have an interest in the posted 
position, as expressed on their intent fonns, will be personally notified by 
both the district and the association (intent 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 stmt 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, 
admillistrative positions, and extra-cun"icular positions. 
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4. Any ce1iified/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, attaimnents, 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 transfened 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 salmy 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. 

B. 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. 

C. 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. 

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

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

F. 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. 

G. If a teacher disputes the accuracy, relevance, timeliness, or completion of 
infonnation in the teacher's perso1mel file, the teacher may request 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 infonnation that it 
cannot verify or that it finds to be inaccurate. 
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9.08 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 fo1mal 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 thhty (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 foiward 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 paiticipants shall include the involved teacher and the teacher's immediate 
supervisor. The complaining party may be present if the patty 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 pmty may be accompanied by counsel and/or an 
Association Representative. 

G. Conferences regarding such matters shall be h1 private. 

9.09 Professional Responsibilitv and Disciplh1my 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 disciplhiary procedure. 
Such breaches include, but are not lin1ited to: abuses of sick leave and other leaves, 
tardiness, willful deficiencies in professional perfonnance, 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. 

Disciplinmy action shall be defined as any written waming, written reprhnand, 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 disciplinmy action for any infraction of discipline, or 
delinquency in professional perfonnance 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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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. 

9.10 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. 

9 .11 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 (!) 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 area 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 (!) resident 
educator. 

5. Should the mentor resign or be otherwise replaced, a proportionate stipend 
shall be made to the affected mentor teacher. 

6. Mentors and resident educators will be granted at least tlu·ee 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 patties. 
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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. 

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 successfal 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. Eve1y 
reasonable attempt will be made to make the assigmnent 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 propmiionate stipend 
shall be made to the affected mentor teacher. 

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

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 pmt 
of the selection process. 

B. 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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C. Placement on Salary Schedule. This provision expressly supersedes Ohio Rev. 
Code §3317.13 and other applicable laws. A retired teacher who is hired or 
rehired will be given credit for a maximum of ten (I 0) years of service, and the 
appropriate educational degree level, for purposes of placement on the salary 
schedule. 

D. 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 conve1t sick 
leave to severance pay pursuant to Article V, Section 6.09 of this Agreement upon 
subsequent retirement. 

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

F. Contract. 

(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 contract 
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 continuing 
contract. 

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

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

ARTICLEX 

WORK YEAR AND WORK DAY 

10.01 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 department 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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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. 

10.02 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 teacher'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. Elementaty planning time may be before or after school to meet scheduling 
requirements, as determined by the building Principal after consultation with the entire staff. 

10.03 Dutv-Free Lunch Period 

Teachers shall have a duty-free, uninterrupted lunch period equal to a regular class period, 
or the length of the scheduled noon hour, and in no event less than thi1ty (30) minutes. 

10.04 Beginning of the Year Meetings 

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

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

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

WOEA clay shall be rese1vecl exclusively as a teacher work clay. 

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

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

10.05 Severe-Weather Cancellation of Classes 

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

10.06 Length of School Year 

The work year of teachers covered by this Agreement shall consist of one hundred and 
eighty-four (184) clays as set forth in the school calendar. In the event of calamity resulting 
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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 clays to meet or exceed the minimum school year unless excused by calamity 
clays as provided by law. 

ARTICLE XI 

WORKING CONDITIONS 

11.01 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 instrnction, 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. 

11.02 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, laborato1y 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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F. Instructional materials reflecting the multi-ethnic nature of our society shall be 
utilized wherever possible. 

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

H. 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. 

I. 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. Repairs 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 to teachers. 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 Janumy 31, and the third by April 30. Responsibility for 
setting up these meetings rests with the Association. 

11.04 Selection of Staff 

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 or 
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. 

B. Selection of Superintendent 

I. 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 Committee 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 

1. 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 
interviewed 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 suppmt and assistance to teachers 
with respect to the maintenance of control and discipline in the performance of their duties 
in school or in out-of-school fi.mctions 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 effmts 
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 patiicipate cooperatively with teachers or 
substitutes. 

B. The Principal or Assistant Principal and the teacher will cooperatively endeavor to 
achieve correction of student behavior tluough whatever avenues are reasonably 
available. 
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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 affected class( es). 

D. Tempormy 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 returns the student to the 
classroom, he or she shall inform the teacher of the conective 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. 

12.01 A. 

B. 

13.01 A. 

ARTICLE XII 

NO STRIKE CLAUSE 

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. 

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 

Seniority shall be defined as the continuous service or employment as a teacher in 
the District, beginning with the first elate 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 retirement up to a maximum of five (5) years, 
and 

3. All time during suspension if the teacher is later reinstated. 

B. If a reduction in staff becomes necessmy (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 
enrollment was the reason for the suspension of the contract. Teachers to whom this 
paragraph applies shall be notified of all vacancies. 

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

1. Decrease in pupil emollment. 

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 em·ly as possible, 
but no later than April 30. Additionally, the Superintendent shall sign 
applications for ce11ification/licensure submitted by teachers in those 
potentially affected areas, when such applications meet the criteria 
established by the State Department of Education for certification/licensure. 
The application will be signed on a yearly basis as long as the teacher 
continues to make satisfact01y progress toward permanent 
certification/licensure. 

5. Financial reasons. 

D. The Superintendent shall meet with representatives of the Association by April 30 to 
discuss the possible effects, resulting from the issuance of temporary 
ce11ification/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. 

E. Having made a determination that a reduction in staff and suspension of one (1) or 
more contacts is necessmy, the Superintendent shall cause notice to be given to the 
affected teacher(s) by April 15 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. 

F. 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. 

51 



G. All suspensions of contracts pursuant to this Atticle shall be made as follows: 

1. 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 service 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 to 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 recent 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 
ce1tification/licensure, and no assignment shall be claimed outside of one's 
area( s) of certification/Ii censure. 

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. 

H. Teachers whose contracts have been suspended for the reasons set fmth in this 
Atticle shall have recall rights in the following order: 

I. First recall rights shall be given to tenured teachers first by area of 
ce1tification/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) cam1ot 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 refosal. 

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 infonned in writing regarding the exercise of recall rights as 
described in Article XIII, Section I. 

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

ARTICLE XIV 

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 fmther 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. 

B. 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. lO(a) or federal law, or valid rule or regulation adopted by a federal agency as 
detennined by a court of competent jurisdiction, O.R.C. 4117.1 O(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 0.R.C. 
4117.lO(a) or federal law, or valid rule or regulation adopted by a federal agency, 
thereto, shall continue in full force and effect in accordance with their terms. The 
patties will meet to negotiate any necessmy change in the Contract relative to the 
affected provision within sixty (60) days by demand of either patty. 

If, during the term of this Contract, there is a change in O.R.C. 4117.1 O(a) or federal 
law, or valid rule or regulation adopted by a federal agency pursuant thereto, which 
would invalidate any provision of this Contract, as determined by a comt of 
competent jurisdiction, the patties will meet to negotiate any necessary change in the 
contract relative to the affected provision within sixty ( 60) days by demand of either 
patty. 

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 tenn(s), condition(s) of employment, or working condition(s), then the parties 
will meet to negotiate the additional term, condition of employment, or working 
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condition in an expedient manner, not to exceed thirty (30) days by demand of 
either party. 

14.02 Complete Agreement 

This Agreement inc011iorates 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. 

14.03 Rights Under Law 

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

14.04 Non-Discrimination 

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. 

14.05 Copies 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. 

14.06 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. 

14.07 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 prope1ty without cause. 
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ARTICLE XV 

DURATION OF CONTRACT 

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

YELLOW SPRINGS EXEMPTED VILLAGE 
SCHOOL DISTRICT BOARD OF EDUCATION 

By9~ ~ 1J/)~ O\,\".\~ 
Sjlvia Ellison Date 
Board Member 

Treasurer 

Mario Basora 
Superintendent 

By 7«_ jL_____(? 
Matt Housh 
Principal 

Date 

YELLOW SPRINGS EDUCATION 
ASSOCIATION 

President/Committee Member 

Committee Member 

By q/ V/3 
bate 

1 onnnittee Member 

~ ByJL01 f~ ~u7 ;f_; 
Shawn Jackicin Date 
Connnitt{IMember 

By~~ 
1e&y:::-= 
Connnittee Member 

'o/5_7/(3 
' I Date 



Vl -0 
0 

...c:: 
u 
Vl 
Vl 
bl) 
c: ·---"'-' 
Cl.. 

l./) 

$ 
0 
(]) 

>-

~tg~ 
O····· o .Z.·~· o---...... ~ :c-· .. 
wa.;.u >'A Vl. 

..f-1 
c 
OJ 
E . 

::J 
L. 

..f-1 
V'l 
c 
~ 

c 
0 ·-..f-1 
ro 
::J 
-:_-_--

rtl 
> 

WJ 
!...... 
<LJ 

..c: 
u 
ro 
<LJ 
I-



TABl:.E OF CONTENTS 

Preface............................................................................................................................................... 58 
Definition of Teacher Effectiveness................................................................................. 59 

Teacher Performance.................................................................................................................... 60 

Stud·ent Growth Measures............................................................................................................ 61 
Combining Teacher Performance and Student Growth Measures........................... 64 

Implementing the OTES Model 
Professional Development.............................................................................................. 65 
Observation Process and Performance on the Standards........................................... 66 
Student Growth Measures .......................................... -.................................................... 6.8 

Appendix A: Teacher Performance Rubric .....• ·-············································································· 69 
Appendix B: Guidance mi Using Evidence to Inform Holistic Performance Ratlngs................ 75 
Appendix C: Educator Evaluation Timeiine.................................................................................... 78 
Appendix D: Possible evaluation/observation forms...................................................................... 79 

57 



Preface 
Over the past decade, Ohio has made important education policy advances, with a focus,on student learning and achievement, standards and accountability, which together 
have moved Ohio's kindergarten through 12t.'1 grade system forward in several important ways. Ohio is serious about its commitment to quality schools. The report of the 
Governors Commission on TeachingSucc€SS wasfo!Iowed by the passage of Senate Bill 2 in 2004, which mandated the creation of the Educator Standards Board. The Board was 
charged with the creation of the Ohjo Standards for the Teaching Profession, the Ohio Standards for Principals and the Ohio standards for Professional Development. 

House Bill 1in2009 direct,ed the Educator standards Board to recommend model evaluation systems forteache:rs and principals to the State Board of Educatfon for their rev:iew 
and adoption. lhe Ohio Teacher Evaluatfon System (OTES) was created in response to this mandate and designed to be used to assess the performance of Ohio teachers. 

The OTES was collaborative[y <leve:toped by Ohio teachers, school administrators, higher education faculty, .and representatives from Ohio's professional associations, in 
col!aboratlon with national experts in the area of teacher evaluation. The scope of work of the Ohle Teacher Evaluation Writing Team during 2009-2011 included extensive study 
of model evaluation systems throughout the- country. Many well-recognized state and district systems were examined in depth, including the District of Columbia Public Schools, 
Delaware, New Mexico, North carolrna, and Colorado. The nationally recognized work of Charlotte Danielson, laura Goe, the New Teacher Center, and Learning Point 
Associates/American 1nstitutesfor Research (AIR) \Vas utlliz:ed. This research and the collaboration of these national experts informed the components, processes, and tools 
induded in the OTES. The OTES is designed to be research-based, transparent, fair and adaptable to the specific contexts of Ohio's dlst:ricts {ruralf urban, suburban, large, and 
small). The elfaluation system builds on what\•,re kno\~r about the lmportance of ongoingass:essmeiit.and feedback.as a powerful vehicle to support Improved. practlce. 

ltis anticipated that as districts design or revise their teacher evaluation system, the OTES will be used as a model. The teach er evaluation as required hyOhi-o Revised Code:: 
o Provides for multipfe evafuation factors, including student academic growth which sha][ accountforfrfty percent of each evah.1ation; 
o ls aligned with thestandardsforteachers adopted under section 331:9.61 of the Revised Code; 
o Requires observation of the teach~ being evaluated, including at least't'No formal observations by the evaluator of at !east thirty minutes each and dass:room 

'li'Jalkthroughs; 
o Assigns a roting on each evaluation conducted undersections3319.02 and 3319.111 of the Rev~ed Code in accordance with the following levels of parformance: 

accomplished, skilled, devefoping, or ineffective. 
o Requires each teacher to be provided with a written report of the results of the teacher's evaluation; 
o Implements a ciassroom-level, value-added program developed bya nonprofit organiZation as described in division (BJ of section 3302.021 of ORC; 
o Identifies measures of student academic growth for grade levels and subjects for which the value-added progress dimension prescn'lled by section 3302.021 of the 

ReVised Code does not apply; 
o Provjdesfor professional development to accelerate and continue teacher growth and providesupportto poorly performing teachers; and 
o Provi<lesforthe allocation of financial resources to su~port profe:Sslonal development 

ltis our hope that districts and boards of education across the state will find this mod et useful ln lmproving the ass~sment of teachers.and ln strengthening their profes:sional 
gro\.\fth. 
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Definition of Teacher Effectiveness 
The scope ofwork·of the Ohio Teache.r Evaluation \i\/riting Te.am dur[ng 2009-2010 included extensive study of model evaluation syste-ms-throughoutthe country. Many state 
systemsv;ere examined in d-epth (e.g., DJ.strict of Columbia Public Schools, Delaware, New Mexico, Colorado) for a standards-based definition of teacher effect[veness. Research 
wassupptemented hythe work,of Charlotte-Danielson, laura Goe, NewTea:cher Center, and Learning Point Associates. 

After conducting extensive rese-arch, the following definition of teac:hereffectiveness \Vas developed by educational practitioners in Ohio and is reinforced by Ohio's standards 
for the Teaching Profession. Clearly the r€search supports the direct connection between effective teaching and high student achlevement. 

~nherent in this definition is the expectation that all students \•/ill demonstrate: a minimum ·of oneyearof gro-wth based on standard and reliable measures. 

Effective teachers: 
• Understand student learning and development, respect the dlversityofthestudentsthey teach, and hold high -expectatio:nsforal! students to achi-e-ve and progress at 

high levels; 
• Knov1 and understand the content areas for whrch they have instructional responsibilityi 
• Und-erstand :and use varied assessments to inform instruction, and evaluate and ensure student learning; 
• Plan and-dellvereffective instruction that advances the learning of each individual student; 
• Cr£ate a learning environment that promotes high levels of stu<lent learning an<l achievement for all stu<le.1ts; 
• collaborate and communicate with students, parents, other teachers, adminlstrators and the community to supportstu<lent learning; and 
• Assume responsibility for professional gro\',rth and performance .a:s an individual and as a m~mberof a learning community. 

Ohio Teacher Evaluation System {OTES) Model Organization 

The OTES mo<lel ls designed to provide supportforthe implementation of the Ohio State Board Of Education approve<l framework. It is representative oithreeyears of 
committee work that includes.a field test and pllot.. This- model is .a professional growth model and is intended to be used to continua[ly assist educators in improvingteacher 
performance. This process is to be collaborative and in support of the teacher. 

Jnformation contained in this model is organized to address 
• Teacher Perfonnance 
• student Growth Measures 
• lmplementingthe OTES Model 
.. Appendix A: Teacher Petformance Rubric 
•· Appendix B: Guidance ·on Combining"f:eacher Performance Measures 
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Teacher Performance Teacher performance fs determined by using a rating rubrfc {Teacher Performance Evaluation Rubric} consisting of indicators based on the Ohio 
standards for the Teaching Profession. The evaluation process requires the evaluator to use evJdence gathered fn a variety of avenues (professional growth or improvement 
plan, observations, \Va!kthroughs, and oonferences}to determine a teacher performance rating. 

Above 
Expl!c.te!d 
Growth 

Expected 

Growth 

Teacher Performance on Standards 

Fonnar Obsarvatl.on 
and Classroom 
w3ikthiougb$/ 
lnfonnol 

ohserv:oitiom 

Pre<cnferl!tlce 

fi';. Fonnal Obwv:ttl<m :111.d 

l~ssroom W:iikitirou"ghs/ 
<f'. lnfoim:a.1.o~tm·ns·. 
l:' 

PrJH:ori!erence 

Obsenratfon 
1f;,,(bcth~ 

• ~~:· hyMJy1) 

RUbrii: 

Written Report 
(b~~ylO) 

··--·--···------ -- ---------·· 
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Student Growth Measures 
Student growth measures shafl accountforfifty percent (50%) of the teacher evaluation. For the purpose of use in the OTES model, student growth is defined as the change in 
student achievement for an JndfvJdual student between two or more polnts i:l time. 

Final Summative Rating 
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Student Growth Measures 
A: Te<ich.:r-level Value-Added 

d;:it;:i ::ivui!cib!e 

-OR-

B: ApproveD Vendor Assessment 

d;:ita ;:i•1ailable 

":_;-,·--:-~-H-:c>'.:-z:-_:::-_>:;: __ ·::'.----' 

:v~-~do~ .Assessment 
• 10:5-0% . 

-OR-
C: hJo Teacher-levei V.aiue-Added or· 
Appro~·ed Vendor Assessment data 

I' ~~ures 



Jn Ohio's LEAsthe student growth como-onentwill be comprised ofa combination of the followin~ measures based on data availabllltv and LEA decis[ons. . MUST use lfavailable 

0 10-50% lf appHcable 

A 
Teacher value- 0 Phased-In Implementation of reading and math, grades 4--3 
Added 0 Extended reporting {other grades and subjects) be.ingpilote.d . 8/PASValue--Added metric, aggregated across subject areas 

0 1-year report; or 2- or 3-year roJJing average, based on availability 
. MUST use ff LEA has assessment Jn place 

B 
Vendor 0 10-50% if appllcable and no Value-Added data available 

Assessments . From ODE-Approve:d Llst 
0 vendors demonstrate how assessment can measure growth . MAY use: LEA decision {Teacher Groups: A & B) 
0 0-40% Jf used in combination wlth Type One or Two measures . MUST use (Teacher Group C} 
0 50% if no Type One or Two data availab[e . Three types of LEA-Determlned Measures 

0 Student Learning Objectives (SLOs} process: for using measures that are specific to re[evant sub}ect matter. Measures for SLOs 
must be dlstrict-approved and may include: . Dlstrict-approved, locally developed assessments 

LEA-Determfned • Pre/Post assessments 
c 

Measures . Interrm assessments . Performance-based assessments . Portfolios 
0 Shared attribution measures to encourage collaborative goals and may include: 

• Building or Dlstrrct Value-Added iS recommended If available . Building teams (such as content area) may utillzea composite Value-Added score . Perforrnane€ !ndexgaJns . Building or District-based SLOs 
0 Teacher Group A (with Value-Added) may also use Vendor assessments as a LEA-determined measure if using both 

The combination of measures wlthin the OTES model w-rn vary depending on the grades and subjects taught. The zuidelinesand further information given wltl be updated as 
research and best practices emerge to inform revisions. Please see the Ohio Departmento.f Education webpage for more Information. The combinatron of measures will fall 
into three categories: a} Teachers w!th Value-Added data available; b] Teachers with approved vendor Assessment data available; c} Teachers with no teacher-level Value­
Added or Approved Vendor Assessm-ent data available. Some combinations of measures, based on LEA decrsions, may inc'Jude a shared attribution measure such as building 
level data. 
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According to the Natrona! Comprehensive ·Center for Teacher QuaUty (NCCTQ), the f-ocus on evaluating educators by measuring ,growth rather than attainment Is fairer to 
teachers and principals whose :students enter classrooms we[I below grade level. These measures have the potential to rnform rnstructlon, build stakebolder commitment, 
provide a critical dimension to tbeass-essment of teacher effectiveness, and, most lmportant, Improve studer1t performance across a broader set of expectations. 

Student growth. For the purpose of use !n evaluatron systems, student growth Is -defined as "the change In student achievement for an individual student betl.veen two or more 
paints in time" (excerpted from Measuring student Growth for Teachers in Non-Tested Grad(!S and Subjects: A Primer). 

Tested grades and subjects. The US Dep;:irtment of Education {ED) defines "tested grades and subjects" as those covered by the state"s assessment under the ESEA and "non­
tested grades.and subjects" as those without such data. Because the definition of student growth requires lndlvidual student ach!evement data fmm two or more points In time, 
this definition typically Hmltsthe tested fV<!.des ;:ind subjects to grades 4-10 ln the subjects of English '3nguage arts and mathematics.Jn Ohio, this fs limfted t.o reading and math, 
grades4-S. 

Value-Added. ln Ohio, Va!ue-Adde<l refers to the 8/AAS value-Added methodology. This is distinct from the more generic use of the term "value added" which can represent a 
variety of statistical modellne: techniques. The Ohio, 8/At>S Value-Added measure of student progress at the district and school level has been a component of the Ohio 
Accountabfllty system for several years. Ohio's Race to the Top plan provides for the expansion of Value-Added to the Teacher-level. Addltionally, the "2.JAAS data reporting 
system has added several helpful features to help educators use this lmportant data. BatteJle for Kids (BFK) Js providing professional development and other related services 
across the state. 

Vendor Assessment. Ohio Revrsed Code requires the Department to "develop a list of student assessments that measure mastery of the course content for the appropriate 
grade level, whlch may Jnclude natronatly normed standardized assessments, Industry certification examinations, or end-of-course examinations" for grade levels and subjects 
for which the Value-Added measure does not apply {the "non-tested" grades). ODE released a Request for Qua!!flcations {RFQ) whereby interested vendors: coufd demonstrate 
qualifications. The lJst of approved assessments will be malntained and updated by ODE. 

Student Leaming Objectives (SLOs}. SLOs are: goals identified by a teacher or group of teachers that Identify expected leamtng outcomes or growth targets for a group of 
students over a period of time. SLOs are determined by teachers after analyzing data on st.1.Jdent ,academic performance .and identifying areas in: nee:d of tare:eted effort for all 
stu-dents and subgroups of st\Jdl.::!nts. As a way to measure student ~owth, SLOs demonstrate a teacl'ler's lmpact on sttJdent learni.ng withln a given inte:rv::il of instructio:i. 
Further, they enable teachers to use their own knowledge of a9propriate student progress to make meaningful decisions about hO\'l their students' learning Is measured. As a 
col!aboratlve p.rocess, SLOS also supportteacherteams: In their use of best practrces. 

Multiple measures. The teacher ·evaluation framework ls based on multiple measures of performan~ and student growth. lt Is important that the hoHstic evaluation rating 
consider multiple factors across time. Accordingly, there are mu·Jtiple me-asures wfthln teacher performance and student growth, within and across years.~ student growth 
measures may i;icJude data from multiple assessments and subjects. 

Teacher varue-Ad<led, by methodologlcal ·definition, lnciudes multiple measures on multiple levels. First, the f:llAAS methodology incorporates students' test hlstorles {across all 
state-tested subjects) in determining growth metrics, Second, Value-Added creates effect:Iveness ratrngs for each tested grade and subject, as well as an aggregate composite 
rating. So for example and analogous to Value-Added on the Local Report card, a 5th grade teacher may have a Value-Added rating for 5"' grade math, a separate rating for 5•b 

grade reading, and an -overall composite rating. Third, the Va!tie-Added metric wlfl even.tually roll !nto a three-year average so that multiple years of multiple measures are 
represented. 
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Teacher performance and student growth measures.are combined in a summative teacher e\/<lluatlon rating: 

Ohio Teacher Evaluat1011 System (OTES! 
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Each category's sub-scor~are combined on the lookup tabfeto determine rating. The vertical axis of the lookup table represents student.growth measures, and the horizontal 
axis on the table represents teacher performance. By using the lookup table, a final summ.ative rating wlU be determined. 

Teacher Performance 

1 

,- Developing 

oevi:!Ioping 

Professional Development 
The dlstrlctwm prov[deall funding for required professional development as part of an lmprovement{groWJ:'l plan. 

Ohio Teacher Evaluation System Model 

Assessment of Teacher Performance 

Implementing the OTES Model: Observation Process and 
Performance on the Standards 

AO teachers, at all stages of their careers, wil! be assessed on their expertise and performance-in the classroom and school settine. A credentialed evaluator is one who: 
possesses the proper certification/ llcensure to be an evaluator or the LEA has deemed that p·eers may be evaluators 
has been ap·prove-:J-as an evaluator by the local board of education 
h;is completed astate-5ponsored OTES training: 
has passed an onllne assessment using the OTES rubric. 

Teachers wm be evaluated in accordance with the provrs!ons u:ider9.05 of the negotiated agreement. 
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The Formal Observation Process 
Observations of teaching provide important evidence when assessing a teacher's performance and effecti11eness. As an evaluator observes a teacher engaging students Jn 
!earning, valuable evidence may be collected on mult!ple levels. As part of the formal observatlon process, on-going commun!catron and co!lahoratron between evaluator and 
teacher help foster a productive professrona[ relatlonshlp that rs supportive and teadsto a teacher's professfonaf growth and development. 

Pre~Confere:nce {Optional depending on the type of observation): Planning and observation of classroom teaching and learning 
When a pre-conference is used as part of the observation process, tf"le evaluator and teacher discuss what tf"le evaluator will observe durtngthe classroom vrsltatlon. Important 
Information Is shared about the characterlstics of the lea me rs and le<imlng environment. Specific information is also shared about the objectives of the lesson~ and the 
assessment of student !earning. The conference wfll a!so give the teacher an opportt.mftyto identify areas In which she/he wo t.rk! like focused feedback from the evaluator 
during the classroom observation. The communication takes place during a formal meet!ngand a record' of the date(s) should be kept. The purpose ofthepre-observatlon 
conference is to provide the evaluator with art opportunity to discuss the following: 

Lesson or unit objectLve(s) 
Prior teaming experiences of the stu-dents 
Characteristics ofthe leamers/feamJng environment 
Jnstructlona.I strategies that wlll be used to meet the lesson objectives 
student activities and materials 
Differentiation based on needs of students 
Assessment {data) collected to demonstrate student learning 
share lnformation that may not be collected during the class vl.slt 
Provide evidence in areas ofinstructiona! pfannlng, instructlon & assessment, and: professionalism 

Ohio Teacher Evaluation System Mode[ 

Formal Observation: Gathering evidence of teacher performance 

Implementing the OTES Model: Observation Process and 
Performance on the Standards 

Teachers wilt participate in a minimum oft\vo formal obst=!J'Vations. A formal observation consists of a visitation of a class period orth.eviewlng of a class lesson. The 
observation should be conducted for a minimum of30 minutes. During the classroom observation, the evaluatortlo·cumentsspedfic information related to teaching and 
J.eamrng. Each formal observation wl!I be analyzed by the evaluator us.lngthe Teacher Performance Evaluation Rubric. A narrative wlll then be completed by the evaluator to 
docoment each formal observation. The results of each formal observation are reviewed wtth the teacher durtngthe post-observation conference. Farmar observations wm not 
lndudev!deotaping or sound recordings.except with the v..rrftten permisslon ofthe teacher. 
Suggestions for Conducting the Post-Conference 

L lntroduction/Greetrng/Establlsh Length 

Rev!ew Conference Process 

General Jmpression Question 

"How do you think the lesson went?" 
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2. Reinforcing the Teacher 

Identify an area ofRelnforcement (ONLY one area) 

Ask Se!f-Analysl:;: Question 

Provfde evidence from notes 

3. Reflning the Teacher's Skill: 

Identify an area of Refinement {ONLY one area) 

Ask Self-Analysis Question 

Provide evidence from notes 

Glve a recomme.'1dation for future pract.Ice 

4. Present e'Jldence and rating connected to the rubric 

Classroom walkthroughs. are Informal ob:servatrons, typlcally between 3-2{) minutes. These may occur frequently and are most often un::irinounced. Class w<i!k-throughs 

s.hall be discussed with teach.::: rs at the next scheduled evalu;ition meetlng. 

Post-Conference: Reflection, reinforcement, and r·efinement 
The purpose of the po:st-observatlon conference is to provide reflection and feedbzck on the observed Jes.son and to identify strategies and resoorces for the teacher to 
Incorporate in lessons to. [ncrease effectiveness. Following the lesson, the teacher reflects on the lesso:i and how-well the student learning outcomes were met Professional 
conversations between the evaluator and the teacher during the Post-Conference will provide. the teacher wlth feedback on the observed lesson, and may identlfy additLonal 
strategfes and resources. The evaluator w!ll make recommendations and commendations whlch may become part of a teacher's professron::il development plnn. 

ln general, the discussion bet.\..,een the evaluator and teacher needs to focus on how successful the lesson was (rernforcement) and areas needlng further support {refinement}. 
Teachers may brJng additional ev[dence that supports the lesson observed to sriare with the evaluator at the conference. The e'lla!uator may consider these as evldence of 
student tearnlng or evldence to support the teacher's performance. 

Combining Measures to Obtain a Hoiistic Rating 
A strong teacher evaluation system calls for ongoing collaboratlon and honest oorwersat£on het\veen teachers and their evatuators. The foundation of such a system Jsthe 
trans.parent, nvo-way gathering and sharing of evidence that Informs the teacher p.erformanoe ratings atth.e end of the year. Some teacher behaviors are -observable Jn the 
classroom whlle other evidence may include formal conferences, Informal conversatrons, ev[dence of practice, other input. The model Ohio Teacher Evaluation System de.scribes 
opportunitre:s for teachers-and evaluators to disctJss evfdence, build a common understanc:lfnf! oftheteacher"scurrentpractlce, and identlfy areas far future growth. Regular­
check-insalso help evaluators manage the administrative burden of g<itherlngand organizing evidence bysharlngthe responsibrlity with the teacher and encouraging evaluators 
to d acumentteacher practices as they occur. 

Far suggested step-by-step guidance for evaluators to revtew and analyze muftJp!e data points that lnform tea ch er performance ratings, please see Appendix B: Using Evidence 
to Inform Holistic Performance Ratings. 
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Ohio Teacher Evaluation System Model 

Assessment of Student Growth 
Student growth measures shall accountforfifty percent {50%] of the teacher evaluation. For the purpose of use Jn the OTES model1 stt!dent growth is defined as the change in 
student achievement for an individual student between two or more points in time. Jn Ohio's LEAs the student grovJth component will be comprised-of a combination of two or 
more measures of Value-Added scores, Vendor-created assessments, and LEA determined student wowth measures. 

It Is important to note that the cornblna.tron. of measures within thlS genera! framework will vary depending on the grades and subjects taught. There- ls not enough research yet 
to say which combination of measures will provide the most accurate and useful information about teacher effectiveness. Therefore, these guldeUnes shall be updated as 
research :atid best practices emerge to inform- revisions. Subsequently, the specific stl.ldent.growth components wiD be divided into three categorJes fo:rteachers based on the 
availabmty ofTeacherValue·Added and LEA decisrons:: 

A:Teather·level Value-Added d;ib av.tifabfo· 

C: Ne Teacher-level V:ilue--Added or Approved Vend or .Assessment datlav.:iil'able 

LEA Measures 
,.!j_O~·. = 

(.',w 

Student Growth 
{50%) 

Stlldcnt Growth 
{S-0%) 

Stt1dent Growth 
(50%) 

As the teacher-evaluation system IS Implemented and matures, LEAs may consider a phased-]n, stepped approach Jn designlng percentage breakdowns within categori:es. Some 
sttJdent grovr.h data wUI be based on the previous year's results {due to testing schedules and evaluation requlrem-ents for evaluatTon schedule}. The value-Added metric will 
utOize a three-year average, which will .Itself mature on a rolllng basis as tEAs lmplementteachervaiu~dded -on a phased-In schedule beginning rn 2010-11. 

A student growth commlttee will be developed and consist of teachers and administrators.. The committee will be charged wlth providfng guldance and approving SLO's 
(Studen.t Leaming Objectives} & SGMs (srudent Growth Measure.s}for submission to the superfntendentfor final approval. 
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APPENDIX A 

Ohio Teacher Evaluation System Model Teacher Performance Rubric 

Teacher Performance Evaluation Rubric 

The Tead1er Performance Evaluation Rubric is intended to be scored holistically. This meal'\Sthat evaluators will as5€ss which level provides the best overall description of 
the teacher. The scoring process is expected to occur upon cornp[et!on of each thirty (30) minute observation and post-conference. The evaluator Js to consider evidence 
gathered during the pre--observation conference (if applicab-le}, theohservatlon, the post-ob-servation conferencl'.!, and dassroom walkthroughs {if applicable). When 
completing the performance rubric, please notethatevafuators are not.expected to gather evidence on all Jnd!cators for each observation c:ycle. UkeWise, teachers should 
not be required to submit additional pieces of evrdence to address all lndicators. The professTonal!sm se·ctton of the rubrlc may use evidence collected durlngthc pre~ 
observation and post-observatlon conferences as well as f!'lformatlon from ProfessJonal Growth and/or Improvement Pl.ans {if .applicable). 

INSTRUCTIONALPLANNlNG 

FOCUS FOR LEARNING 
{Ste.nd.i.rd 4: lnruuction) 

Ineffective Developing Skilled 
The te"dl>l!rdoes not demon=" dear The tc"chor communli;:iU:\$ :a foais: for 11HI taach.:i.r d""'<>nnratos" focw:tor 
fo<:U!'.'for=tudent \<!"ming. l.l!amin:; rtudont leamll>c,dev..iep,:~nrnll>5 5tlldentle<1m'm;i;, wtth ;;r;pproprlat<! 
objcctlv.:s are too i;cm;m:i: to guide: ~n objcctiws:tbat ;ire appropriate 1'or !Qamin~ objea:il/Mthl>t include 
pl:;innini:: and are lnapproll'rillf;& for :ih"l' sttrclW'\to and rclnni.nce tlU• Oh lo ~nd::ircl~ measunib!" i;onr{5j far stud<!l:tt 1.,aminc 

Sour= of Evldrmce:: =dnnt::, and/or do not rufa...,ne<1 tti<: Ohio bw: do '1ot tndude mea~ul'!Nlble coal~. aligned wl:h tile Oh!o 5tandan:i:;. The 

Accomplished 

(.!:) Pre-Conference =nd;i~ teacn<>rdemo==thotmponanceot 

The te:i.ch<>• ~fo:;:he:; c:h:ollnncln: -..nd 

me..,.urab\., caal(•} for student l<>an:Uni: 
t:hi!t ;il1~ with the: Ohio ::tan<l:.rd:; :ond 
reflect a !1>n.J'l<t of stttdent l<!amer n~ 
Th<> tnadiet d<Im<>n.m':lta:; how th" s;oal(:;) 
'flt into"tho h~der unit,. COtJne, =d 
s:d!oo: coa~ for =tent leamint a,,d .Jo;llls. 2:: ~he .~o:;r.l and it:; approprlatllne.::~ for 

~ f-~~~~~~~~~-+~~~~~~~~~~~~~~~~~~~~~~~~~~-tc:'ru;=='•~0o"o·~~~~~~~~~~+=~~~~~~~~~~~~-1 
~ Theuracherdo1>s; not pl;ui; fo<'the Thetllad! .. re~pl;ilni; thtl Ch:aract..rittlc:, The tucherd.,..,on.::trntes :on The teachatpurp<>:<lfutly pl:orc; 

=ezrnent of =ident :eamlnc or d""s m1t u::.,s,. an<l limil:ittlon:; of varl<>u:; dla-i:;no,;rJc,. ""del"SCDndlnz thlrt a-:;,..,::m;ent b a- means :0J::1e:;:;mams-:ond dlfferontl:otc:;; """'"""mene: 
:;;:( a-na-ly::<1 ~dent !eamlnc dil'r.l ta lnform fcm:rn.tlV<l, ,;i."d :;umm;n1're ~e:i::>m-!lnts. of <iva:u::i.tin.:; and :rupportlng ~udent chotc:..,.ta- matth the foll r.inge of s:tudent 

f5 """"'"" plans. bttt doa= not conoi~ntiy incorporate this lo:imintrthroLlch ef!octhffity 1n-=orpor::rting n""d=, a-h'iHti<l:!O, a-nd fo:omin: l:tyln::, 
5 ASSESSMENT DATA k"""'CDdcelnto les.:;on pla-nn!nri:. dfilcno::t1':, fonn:otl~e, und/ors1;rmm:otl.,.,, lncoipo,...tins;;i r.in~ ofuppropri:it<J 

~ [Standard 3; A!ise~smentJ a.<S<>::::mantslnto I~ pbnnlOI~ dl.:ii:>imtlc,. formatlve, and :oumm:i.tivo 
1- aZ<l!l=.on."t:" i"to to:uin p::ons. 

" Soun:esofEvfdence: 
Pre-Conforerice 

Tha teildlerdo6 not us1t Qr only usor.; OJle 
me<>"11r<>Qfstudem: performance. 

Th1t timcher uses moro tllan QM mf!a"1Jn> 
of =d1>nt pa.rfont1a-'1ce httt don:; not 
:opproprl:otely""ry ;i.,.e~=<>nr-..pproach<>:;. 
or th<' t<:acher fl"l3'( l1;ivo difficulty 

:m~lrJn: data to etfoctlv"I'/ infonn 
inrtrvctmnal n!ann1""" and dg.fi~ 
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The U!:11ch<!r .,mp!O'r.; a varl~ty<lfformal 
;ind lnform:ol ;i:o:M""-manttochrllqu=tc 
col:ett evidence of sttid<l"!lt:l' knowhidge 

ond slclll~ and :ana!J-::as: datil to dfeo:lve~I 

1n1'orm lnmuoional pl~'1ninc: and da1mry. 

Student lnrnlne neeM ara :occur::itcly 
l<l'lrltifim<I o:hrough ::in an;ily:;t= of =d.,nt 

clati; th<> m;idlcr u:;c~ vz"""m•mt d"?" to 
f<le'1tlfy .::tuden: :ltreni;tlls: :UNI ;i.rc;is for 

stud-ent i:rowth-



9NINNV1d lVNOIDni:llSNI 
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Profession.o.lism 

PROFESSl.ONAL 
RESPONS1 BlLIT[ES 

(standard 6: Co!laboration 
and communication; 

St1111dard 7: Profe~ioruit 
Re5porl!Oibilitv <lnd 

Gro\vth) 

Sources of Evidence: 
Prof~~ional Development 

Plan or Improvement Plan; 
Pre-c:onforence; 
Post-conference; 

daily interaction with 
other.; 

lneffective 
The teacher falls to mmmun:k:ate dearly 
with ~d.,.,t; and fumll!e:: or ootlab11rnui 
effectively with profes:i:!111ial co:lca:;<ie.i:-

The leactl'er fll~s 10 l.lnder:mmd: "nd fo~ow 
regulation::, policiw;, and "!:'""''"'"mt::.. 

The teach.,,- fail:: to demon:<trat<> ...,id..,nao 
of an ;,bllity to accwately ::elf~...,. 
p<>rformance andw appn>prla:tllly !de"tlfy 
..,.,...,.for~.,.....ionat do>V<>lopmem. 

Developine 
Tfl(! t'e3<:h~ U:;e$ :ii v;:ar[ety or~tr.:IWJ:"le:; to 
-comm unlc:lltt> with ::tu.I= and fammes. 
and coCtabcmrte with oolleatuH, !nit the:;e 
;.pproache: may not :>.lw;oy.;; b.. 
appr"'J>rlm:.,fora pa.rtkutar .<ln:.atlon or 
ddlleveth<>lrotend"d o=o-me.. 

The Wilcher under:rtam:f!i :;ind foJJo1..:. 
db:tria pol~ 'md state and foder:il 
re[:Ul>itlDMtta mlTIJma! JOWL 

The teacher identil'l<>!: strength:; i!nd are-;as 
for ::rowth.to develop and lmp:ement 
'l:irz:eted i:oal$for profe:<Sion:il UoW'(h. 
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Skilled 
The tendiu = t?:ffeetl~·c mmmunication 
:trotc;:l.,,.- with student:> and foml~e:; and 
wore efl'm:tively-wlth ootceai::ue~ tc 

o~:a min., prob!<>= of pr.iaka, :anal'f."<! 
srudont work. "'"d: ldenl:ify t:1rz;et<1d 
stta~leo:. 

The teacher meet< nU!kaf and 
profe.i:.<lonal ro:sp1mslbilitk!s. wi:h integdt'/ 
andhone:ny. TheteUl!crmodet:: am! 
l.lph<>lds dil:trict potlcies :mrl ztat& nnd 
fodcr.il re::ufatlons. 

The tca'Cher sets data-ba:u><:l :hort- antl 
lone-term prof.,..Aonat ::0<11.s and ~akes 
action to meet these l:'C'l'~. 

Accomplished 
Thete.ichar=mmunic;r-.es ,.;ffuailrely 
witll :;rudcnts, !:lmllies, and colleaClleS. 
The telldler cal:abor.ite: IYith couea~e.s 
to lmpro"Je per:.oruU a:nd team pract!C<!s by 
fllcillmtins: profrut::lun"I dl:i!ocu<1, p<>er 
obs"""'-tiOn nnd f""dbact, peer coachlni:­
and Qthar oonci;lat lm1mlni: .actilrlties;. 

The teacher m!!<lt:r ethlcal and 
prof.rn:~a! responslblllti"s and bel~ 
collaai:ucs ac.a::s and: lntarpr<!': lam <ind 
por.ciu and un<klr::tu1':1 'th"1r implicatiuns 
in the da:o::room. 

Tho u:achersets and rei;:ularly mod1fles 
short.-and loni:-t= professional coal!> 
ba:;lld on s.,!f.as~o:smont and: ;in;,ly:;ls of 
..rudom: leamlnr eviclona.. 



Appendix B 

Ohio Teacher Evaluation System Model Implementing the OTES Model: Holistic Rating 

Using Evidence to Inform Holistic Performance Ratings 
Defining the Performance Ratings 
Jn accordance with Ohio P.:eviSed Code 3319.112 the rubric describes four levels of teacher performance for eaeh standard area. Each performance rating can also be described 
in more general terms as a hol!stfc ratfng of teacher performance-

Accomplished: 

Sktlled: A rating of Accomplished Jnd!cate:> that 

the teacher ls a leader omd model lnthe 
Develop[ng: A r;Jtlng of Skilled lndlc:.ites that the classroom, school, and diStrict, 

teacher consistently meets exceeding expectations for 
Ineffective: A rating of Developing indicates that expectatlons for performance and fully 

performance. The teacher conslstently the teacher demonstrates minimum demonstrates most or arl 

A rating of Ineffective lndlcates that the competency ln many of the teaching competencies. This rating Js the strtvesto rm prove his or her 

teacher consrstentlyfails to standards, but may struggle wJth rigorous, expected performance level instructional and professional practice 

demonstrate minimum competencyln other.s. The teacher ls making progress for most ·experienced teachers. .and contributes to the school or district 

one or more teaching standards. Th{;fe but requires ongolng professlona! through the development and 
15 little or no Jmprovement over 

1 

support for necessary growth to occur. mentor[ng ofcolleaguecs. 
trme.. The teacher requires fmmed!ate 
assiStance and needs. to be p!aced on 

I an Improvement plan. 

Teacher Evaluation relies on two key evaluation components: a ratin5 of Teacher Performance and a rating of student.academic growth, each weighted at fifty percent of 
each evaluation. The following guidance speaks to the Teacher Performance rating-component, utilizinsthestate model Teacher Performance Evaluation Rubric. 
The folrowlng rs suggested step-by-step guidance for evaluators to review and analyze multiple data points that inform teacher performance rotrngs. 

Step 1: Gather evidence 
1a. Align evidence to each standard area. Group the evidence you have co!J.ected from tlme ln the classroom, conferences and everyday interactlons with the teacher into the 
ten standard areas of performance described by the Teacher Performance Evaluation Rubrlc. 

1b. Be consistent ln gatha-ing, recordini;, and sharing detailed, factual evidence. capture enough detatl to accurately but succinctly describe the event, interaction, or behavior 
factually (without lmplfed Judgment or opinlon tn the recordlng). Share the form with teachers throughout the year so that the information can be used as a basis for changes Jn 
practice. 

le. 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. 
lfthe ·evidence collected ls organi:::ed by standard area after each lnteractfon, It will be automatlca/ly sorted by standard area and mlsslng-evidence \Vill be apparent. Keep these 
standard areas in mind during future interactions with the teacher~ since afl standard areas are important for effective teaching practice. 
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Step 2: Issue holistic performance ratings 
2a. Read all of the evidence collected up to th:at point within a standard area$ Ioolclngfor patterns. For example, lf a teacher talks about wanting to rm prove an Instructional 
techn!que In: a pre-oonference, demonstrates that technique in the first formal classroom observation and an Informal classroom "w.afk-through." and asks for feedback on the 
technique Jn the post-conference, that teacher is displaying a pattern of devotingattentlon to a partfculararea of practice. Note these patterns and take them Unto consideration 
when rssulng a rating. 

2b. Compare the evidence and patterns to the performance descriptors. After becoming famillarwith the rubric, start by re-reading al! of the Skilled performance descrlptors in 
a standard area. Does the evide."lceexempllfythis !eve/ of performance? Whetherye:s or no, look at the Acoomplfshed or Developing performance level descriptors as wcll, to 
ded-de If eJtherofthem better a!lgns with the avallable evJdem:e. lfthe Developing descriptor seems to be an appropriate match to the evidence, also read the Ineffective 
descriptorcarefullyto consider whether a.ny evidence is atthls level 

2c. Repeat the process above for ea<:h standard area, and then consider patterns of performance across standard areas. Once you determine a rating for each standard area, 
based on the available evidence from multiple interactions, look at the Jargerplctw-e of performance across all standard areas. Although all standard areas are important for 
effective teacher practice, you may find it appropriate to more stronglyweight patterns of behavior in one stand<ird area over another. For example, if the teacher demonrtr.ates 
a pattern of Develop Ing behavior In the standard areas of Classroom Environment an-d Resources but exhib[ts soHdly Skllled patterns of behavior Jn the standard area of 
l<nowled:ge of Students. and Lesson Delivery, you may use your knowledge of the. situation to make sense of this informatron, findlng that performance Jn the former two are.as 
inhibits performance in other areas. As another example, you may flnd that some of the lost instructronal time observed within a dass:room is offset lbythe teacher's intense 
attentron to Jndiv~dual student needs demonstrated throughout the class time and elsewhere. In a different case, however, you might observe that.a pattern of dass:room 
management Issues such as lost [nstructlonal time iS sig.-ilficant enough to overshadow the teacher's skilled performance !n otller categories. The key point is that no one 
standard area of p·erformance should be consldered In fsolation, but should be analyzed in relation to .air other areas·of performance. 

Step 3.:: Issue the end-of-year performance rating 
3a. Consider all evidence from the year, paying: attention to trends. In order to issue a teacher's final performance ratfng forth.:! year, return to the body of collected evidence 
rather than just the earlier standard area- o:r holistic ratings. Use the process outline-ct to re<::onsrder the evidence in each standard area across the arc of the ent!re year, taking: 
into account observations, alt conferences, and daily interactions. Duringt!Usstep, rt is particularly important to consider trends in the teacher's performance overtime. Was the 
teacher consistent in his. or her practice, dld he or she.improve, or-did theteacherdecline in one or more a.reas? lfa pattern of evidence in a particular standard area displays a 
trend of behavlor or practice, the evaluator may consider placing more emphasis on the area improvement or decline. 

3b. consider minimum thresholds of comp€tency. Flag any Instance of an lneffectlve rating as you prepare to Jssue the f[nal performance rating. Whlle the example of 
ineffective behavior should be examined within the entire context of the evidence .collecte-d for the teacher, consider that thereare minimum thresholds of competency for each 
of the ten standard areas described In the Teacher Performance Evaluation Rubric. It is possible that a serious deficlency In one.area can and should carry more weight than 
positive ratings in other areas. Rely on your professional judgment, supported by the evidence you have gathered, to decide if this evidence of ineffective practice rs grounds to 
issue a final ineffective rating, taking into account how detrimental the di.splayed deficiency is to the teacher's classroom, colleagues and school as a whole. 

3c. tssue the final performance rating, summarize the supporting evidence, and offer .areas of reinforcement and refinement. complete the performance ratlng process by 
documenting the final teache::r performance rating. Support your rating with evidence-from formal.and Informal observat!ons, artifacts provided by the teacher, and ether 
approprrate evidence collected throughout the evaluation cycle. Provide swcc[nct, targeted feedback.on what professional growth needs: to occur so that teachers have a clear 
understanding of the path to contrnuoUS-growth and lrrlprovement and have concrete examples of:sLipportsthatwlll help them Improve practice. 
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3d. Final performance rating calculation. Appraisal ratings for final teacher performance: side of the evak.iation rating will be determined using these values: 

Accomplrshed 
Skilled 
Developing 
lneffective 

3.25-4.00 
2.50-3.24 
1.75-2.49 
1.00-1.74 
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Appendix C 

Educator Evaluation Timeline 2013-2014 
Ohio Teacher Evilluation System (OTES) 

Timeline Superintendent!Designee P1incinal Teacher 
August/Stptember =- =- = . Diitrict optiacs, c:oinplete set-up . Verify te.achcr roster . Lo}!; into :iecoc::rt 

:;;cree:m; . Send a= to te:iclJ.=i . Set SGM pereem::i.ge:;; for di!ltrict Sm.-V&iITES-
fc;i;c:bm :xad princip~ SGMl:!!fflS- . Te:i.cberVA willbedo'l\tloaded . compif.te 01ES Alignment Tool . :Review individu:il T.eachc: c:rte.e:ori~ . Vai.dor As:;;=ent ~I.EA student _g(O\"litb. . Verifypciccip::tl ro.."tcr (A.B.C) and modify lfneedcd me:im::e=:illy e:ntc:ed . Sei:i.d aot:ce::!i to princip:ili; 

Brcin fYjlfu.,tion PfOC~" -
I!:rzm f'\-:i1n.1!ion ~~ ... - . (Opticm:U :mdprivate) cODJtllete Sel:f-~..sment . Grm:l."th P.1:m or~ P.l:m . Sclectev:tlu:atorifa~ expt:cted ~ . Observ:ition Cycle l begins """"' . Growth Pl:w. or lmpro==r Plan . Obce:n.":ltion Co,."cle 1 b..-:cins 

<ktober • Ob~tion/\Vall:thrcn1ths ~'!:le 1 . Obseri.":ltioruW:Ukt:brou1,bs C)i:le 1 . J\ppr<We SL<h or Committee Apprm:ril . Subrolt SLOs for app:ro._":l! 
ofSLQ5 

No~('lll}xor - April . O'bscrntioWWal.ktllro~ Cycle 1 . Ob:en.":ltion/\Vil11:tb-ougb.s C)tle 1 . Completion of Petfo=c:e R:uhric:: for . Upload arlif:lcm :!!: applicable 
Cyclol 

,,,,,,,,,,,,,,,,,,,,,,,,,,,,. ,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,,. . Ob~-:rtion/'\\<::tlkthroogb.:: Cji:le::? . Ob~er.":ltio.n.W~""Ou,Sh!: Cji:le 2 . CoOlpletion of Petfon'llml.Ce Rlr.bric foc . Uplo:i.d Mtif:aet: :!!: :ipplic:ible 
Cji:l.e:?I 

Miy . Completion(lfObserv.:ition.Rubrics by 
};by 1 

cIPES- . Complete 1oc:i1 SGM: :corill)l; and report to . Dete=i:!le holistic r:iting for each c::ommitteelprincip;il 
teacher's pcrl'o==ce ::u:>d enter . Enter ai::d 't"eci..~t e::icli te;ii:hc:r's locl 
SG>! . CompleteldocrunemFi:c:tl Sw.ni:ootive 
:Rating for e:ich. te.tleher 

. . Written r__.. to te:u:herbv1.!av 10 
Jaoc . Contmc:t:Renci;i,,'lllby June 1 . ~..:.Report :iggrtgated 

te:ieher crt:imis to ODE 

1 
The board must require at le~three formal observations of each te<Jc!ier who ls 1.mder conslderatJon fur non-renewat and with whom the board has entered Tnto a ITmlted contract onrn 

extended llmlted contr.lct. 
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Teacher's N:ime: 

Ev:lluator'sN;:une: 

Ineffective = I 

Prior Content 
Knowledg~ 

, ,, ,, ;;;:;;i I Sequence and 
1
'-' CODllections 

H>i''c';:;:,t,I 

Kno\vledge of 
Smdents 

Appendix D 

Gr.Ide LeveltSUbjec:t: 

School Year: \V:ill:::TbroughDate(s): Obsen"'J.tionD:ite: 

Developing= D Skilled= P Accomplished= A 

Assessment Dam 

Prior Content 
Knowledge; Sequence 
<md Co:cnections: 

Knowledge of Students 
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Evaluator' S- Name: School Ye:i:r: \Valk ThroughD::tte(s): Obscrv.itioo. Date: 

Ineffective= I Developing=D Skilled=P Accomplished=A 

Instructions: Ple:lSC r:rre the teac:her's ped"oonanceusing1he s.p:t.ceprot'ided toprO'i.'ide the teacherwith.summat)· comments. that support the nting. Evalu:uors lil:lJ choose 
to focus on specific c one:c.ts :r:a.1herthan.all co onent.s ID. the domain. Ifsc. circle the CQDlpooenl.{s in the left:h:md column that are the focus/foci of the obsen-ation. 

Differentiation. 

Classroom 
Env.i:ronrnent 
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Te;icber's ~ame: School: Gr.Ide !.evcl/Subject: 

Ev:tlua.tor' s N::ime: School Ye:u: Walk Th:n:iugh Date{s.): Obs=tionD:ite: 

Ineffective= I Developing= D Skilled= P Accomplished= A 

Instructions: Pleaser.rte the tea.clle:r's ya:foonance using ·the space provided topro·vide the tea.chi=rv.'ith surom:iry comm.en.ts that support the :oting. Evaluators may choose 
to focus on s ecific com onents wt:hi:=rth::m :in com onents lll:tbe domain. Ifso. circle the com (s m the leftlland co1UIU:l that are the focus/foci of the o'bserv:ition.. 

Communication Communication 

Professional 
Responsibilities 
and Growth 
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~iif{\~?l~~t~l~~\\,1iltfl\~lt'lm'.J!llQWJS~·~tD~Sl?S:~ii'.0'.QlSlSWDm;~til{~Elfii1Ulttl:QD:1!?:il\~%>'\ift1If8f;illS-~Iltt~¥t~ :&ti~*1{~t~~~W?t~~At0%i1~~i;~1;; 
Teacber~s :N"ame: School: Grade Levcl/Subject 

Evaluator's Name: School YCJI: Walk Through D.:ites: Observ.ition Dates.: 

Ineffective = I Develop:ing = D Skilled= P Accomplished= A 

Evaluation Comments: 
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0 I agree v;ith the fincl. e>.'aluati.on score 0 I do not agreev.tith the firuJ1 e'iraluation score 

Use the ace below to comment on the evaluation ocess and outcomes. 

Teacher's Signature Date 

Evaluatoi's Signature Date 
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Ohio Tc::Jehi?r Ev:alu:ition Syncm fin:il Summ.ativc Ra.tin: 

Final Summative Rating of Teacher Effectivenes:: 

Proficiency- on Standards 50% IN!fFFfCTlV:!; 0["VC1.0PINC Pi1oi:1ctn.tT ACCOMPt.1Sttf:D 

cumuLitive Perf ormzince Ratin& 
(Holimc Ratine ~ne PerforrMnce Rubric) 
Areas of tdnfor~ent/ refineme:nr: 

StU<l~t Growth Dau. 50% 
BCLOW fX;>CCTf.D 

EXPl!CT(I) GROWTH 
An.ovt: EXl"f:CTf:D 

GROWTH CltOWTM 

Student GrowtJ1 Measure of Effectiveness 

Areas of rdnforume!!t/ refinement: 

i=tMI Sumn.'Ultive (Ovcr-.!!l!) R.ltinc IN!FF[CTIV.t I Dtll.C1.0J>ING Pr.oi:1c1t-NT ACCOMPLISHl!D 

Oched< here iflmprove.ment Pfan has bee:i recommended. 

Teacher Sii;:nature __ Date __ 
Evaluator S(znature__ Date __ 

The ~gnatureo3bove lnd~Qtethattheteil.dier il.nd e-Ja.[uator hw1e dl:;cus.::;edthe Sumn-.3tive Ratlni:,. 
No'::e.: 1he teacher may provide additional info:matlon to the eva!Ullltorwft:hm lO working cfur-;;ofthe receipt oftht; form, and rr..ay reque;ta 
second conference with. the evaluator. A."ly addltlonal tnfunn:atlon will become part of the summative record. Challenges m;;.y be made acc:ordrne 
to the local contract aereernent.. 
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Grievance# ________ _ 

APPENDIX E 
GRIEVANCE FORM 

Distribution of Form: 
Step I. Immediate Supervisor/Director 
Step II. Superintendent 
Step Ill. Arbitration 

Page 1 of 2 

NAME OF GRIEVANCE ____________ _ DATE FILED _______ _ 

A. Date cause of grievance occurred-----------------------

B. An informal grievance \Vas discussed \Vith ---------------------

C. Statement of Grievant ---------------------------

D. Specific Article (s) and Section (s) claimed to be violated:----------------

E. Relief Sought ------------------------------

SIGNATURE OF GRIEVANT DATE 



Page 2 of 2 

RECEIVED BY DATE 

DISPOSITION OF IMMEDIATE SUPERVISOR/DIRECTOR: ______________ _ 

SIGNATURE OF GRIEVANT DATE 

RECEIVED BY DATE 

DISPOSITION OF SUPERINTENDENT:. ____________________ _ 

STEP Ill - BINDING ARBITRATION 

NOTIFICATION TO SUPERINTENDENT 
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SIGNATURE DATE 

SIGNATURE DATE 



APPENDIX F 
LOCAL PROFESSIONAL DEVELOPMENT COMMITTEE (LPDC) 

Mission: The mission of the Yellow Springs Exempted Village Schools LPDC is to foster and encourage 
professional staff developn1ent and ensure a fair and equitable processing of licensure. 

Definition: The committee defines professional development as any course, activity, inservice or 
experience that enhances the educational growth of staff rnernbers to in1pact 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 Committee (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 to Department of 
Education Rules and Regulations 3301-24-04; establish a Mentor Program as appropriate 
for the Entry-Year Program and/or other assistance; implement appropriate training for all 
members; maintain confidentiality; and to establish and implement an appeals procedure. 

B. Membership: 

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 appointed by the Superintendent. 

c. Duties of the Committee: 
1. Foster a standard of continuous improvement within the District 
2. Promote alignment of professional growth with individual, student, building, and 

district needs and goals. 
3. Emphasize student learning and achievement. 
4. Guide the development of Individual Professional Development Plans. 
5. Consider a broad range of approaches to professional development. 

'Ten (10) contact hours= one (1) CEU 
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LPDC Bylaws 
Page 2 

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

d. Term: Teacher members shall serve a term of two (2) years in a staggered rotation as per 
the YSEA Constitution and Bylaws. The terms of the administrative members will be at the 
discretion of the Superintendent. 

f. Vacancy: In the event there is a vacancy for a teacher member of the LPDC, 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. 

C. LPDC Operating Procedures: 

a. Organization: Members of the LPDC shall elect a chairperson. Additionally, 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. 

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

c. Teacher Individual Professional Development Plan: In accordance with ORC 3319.22 and 
the Department of Education Regulation 3301-24-08, each educator who desires lo fulfill 
license or certificate renewal requirements is responsible for the design of an Individual 
Professional Development Plan (IPDP) subject to approval of the LPDC. The plan shall be 
based 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 certificate or license. 

d. Completion of the IPDP: Educators will complete the IPDP on the prescribed form(s) and in 
the prescribed manner for the period of time remaining on any provisional or professional 
certificate(s)~icense(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 !PDP. 
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 lime of renewal. The educator 
should seek approval for any change in the IPDP during its life prior to implementing the 
change. It is 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 be honored by the LPDC. 

e. 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 /PDP 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. Rejection by the LPDC of the educator's /PDP and/or other professional development work 

applied to the renewal of a certificate or license. 
2. The LPDC and/or educator should request consideration. 
3. Following reconsideration, the LPDC again votes to approve or reject the revised proposal. 
4. If the lack 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. 
5. The panel shall consist of: 

a. The YSEA President or his or her designee. 
b. The Superintendent. 
c. An educator chosen by the educator filing the appeal. 

6. The appeals panel is the final step in the local resolution of the appeal. 
7. An educator may appeal the decision of the local appeals panel to the Department of 

Education. 
8. A final appeal may be made to the Court of Common Pleas. 
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Your Summary of Benefits 

Educalional Purchasing Council - Yellow Springs 
Blue Access• (PPO) 
Effeclive October 1, 2013 

Anthe1n.+.~ 

Please nato: As we receive addi!lonal guidance and clarification from the U.S. Doparlmcnt of Henllh and Human 
Services, we may be required to mako addlllonal changes to your benefits. 

' : ll ; : I ' ' ' ' 
Deduclible (Slnole/Famllv) $100/$200 $200/$400 ·-
Otil·Of·Pockel Limit (Slnole/famllv) $1,000/$2,000 $1,500/$3,000 
Physician Homo and Office Services (PCP/SCP) $20/$20 30% 
Primary Care Physician (PCP)/ 
Specially Caro Physician {SCP) 
Including Office Surgeries and allergy serum: 

0 allergy Injections (PCP and SCP) $5 30% 
0 allergy lesllng 10% 30% 
0 routine and non-routine mammograms $20 30% 

(regardless of outpatient selling) 
0 diabetic education (regardless of oulpal!enl $20 30% 

setting) 
0 certain medlcal nulr!Uonal therapy ('egardless $20 Not covered 

of outpatient selling) 
0 MRAs, MRls, PETS, C-Scans, Nuclear 10% 30% 

Cardiology Imaging Studies 
and non-maternity related Ultrasounds 

Preventive Care Services 
Services Include but are not lilnited to: 
Routine Exams, Pelvic Exams, Pap testing, PSA tests, 
Immunizations', Annual diabetic eye cxmn, Rouline 
Vision and Hearing screenings 

0 Physician Homo and Olllco Vlslls (PCP/SCP) $20/$20 30% 
0 Other Outpallent Services @ 10% 30% 

f.-------!1osplta!/AlternaJ!~_Q_~£~.Facmty ----
En1ergency and Urgent Care 

Emargency Roo1n Services $15 $15 
0 raclllly/other covered services 

(copaymont waived if admil!ed) 
Uroont Care Center Services $35 $35 

Jnpatlent and Outpatient Professional Services 10% 30% 
Include but are not limited to: 

0 Medical Care vlslls (1 per day), Intensive 
Medical Care, Concurrent Care, Consultations, 
Surgery and acfmlnlslratlon of gtineral 
aneslhosra and Newborn exams 

Blue 3.0 
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Your Summary of Benefits 

' ·~ : .. - .. ' -• ' I - .. ~ 
Inpatient Facility Services {Network/Non-Network 10% 30% 

combined) Unlimited days except for: 
0 60 days lor physical medicine/rehab (limit 

includes Day Rehab!Hfallon Therapy Sorvicos 
on an oulpallenl basis) 

0 180 davs for s~illcd nursing lacllity 
Outpatient Surgery HospilalfAllernativo Care fHcility 10% 30% 

0 Surgery and administration of 
noneral anesthesia 

Other Outpatient Sorvlcos (Comblned Network & Non- 10% 30% 

Network l101ils) Including but nol llmlled to: 
0 Non Surgical Oufp<'llien! Services for example: 

MRls, C-Scans, Chemotherapy, Ullrasounds, 
and other dlagnosHc outpatient services 

0 Home Care Services 90 visits (excludes JV 
Therapy) 

0 Durable Medical Equipment and Orthotlcs 
{excluding Prosthetic Devices, Limbs and Medical 
Supplies) 

0 Prosthetic Devices 
0 Prosthetic Limbs 
0 Physical Medicine Therapy Day 

Rehablfltauon programs 
0 Hospice Care 10% 10% 

0 Ambulance Services No conavment/coinsurance No coPavmentfcoinsuranco 

Outpatient Therapy Services 
(Combined Network & Non-Network limits) 

0 Physician Home and Olfice Visits (PCP/SCP) $20/$20 30% 

0 Other Outpailenl Services@ 10% 30% 

Hospltal/Alternatlve Care Facility 
Limits apply to: 

0 Physical Therapy: 30 vlsils 
0 Occupational Therapy: 30 visits 
0 Manipulalion Therapy: 12 visitS 
0 Spoach lheranv: 20 visits 

Behavioral Health: 
Mental Illness and Substance Abuse~ 

0 Inpatient Facility Services 10% 30% 

0 lnpal!ent Professional Services 10% 
0 Physician Homo and Olflce Vlslls (PCP/SCP) $20/$20 
0 Other Outpatient Services. Outpatient Facility 10% 

@ Hospllal/Allernallve Care Faclllly, 
Outnallenl Profosslonal 

Human Organ and Tissue Transplants3 No 50% 

0 Acquisition and transplant procedures, cop aym en lf co ins ura n cc 
harvest and storage. 

91 



.i 

Your Summary of Benefits 

It · · 1· · 

Prescription Drugs: 

Administered by CVS/Caremark 

lifelime Maximum 

Sec Your Prcscrlpllon 
Beuelit Plan summary 

Unllmllcd 

See Your Prescription 
Bcncfll Plan Summary 

Unllmllcd 

Notes: 
o Flat dollar <opaymen!s are excluded from \he oul-of-pockel llm\!s. Afso tlon·neh1'<i1k l!uman Organ and T!ssuo Trans~lanls are e1cluded from tho 

ou!·of·p1Xkel nmus.. 
0 

0 

0 
0 

0 
0 

0 

0 
0 

0 
0 

Ocducllble(s) apply only lo wo·ered medic-a! servltes lis!eil v,ith a percentage(%! coinsurance, However, the deduc~b!e OOes not apply 10 
Emergency Room SHvkH whe1e a p£rc@laga (%) colnsurnnc<i appllu lo other cove1ed se11icos. 
Hel;;·ork and tfon·ne!wo1~ deduclib!6s, copayments, co:nsurance and oul-ol-pockel ma~lroums are separate end do not acc11mu!ala lo Nard 
each other. 
OependenlA9e: lo and <lf !)\!)month whlch tho cMkl aHai~s ege 26 
Specialist ropayment Is app!lcab!e to all Specia5sls JJxcluding General Ph)'sk!ans, lntero!s!, POOialllclans, 09/GYNs end Geri~trlcs or eny other 
Ne\,york Provider as <1>'fowed by the plan. 
Ph)'Slcians Home and office \i~i! oopaymonl e!so cppBrn If the olflce vlsll ls. bl1!ed Yi ill! allergy fnje(tlOM. 
No copayr.ientfco!mu1~nc.e means ne deduc!iblefe<ipaymenVceolnsucanu up to !he maximum allowable amount 0% mMns no colnsu1ance up 
lo the ma,~1wm allowable ernounL However, when choosing e llon·nel1101k provider, the membe1 Is responsible for ~ny balairce due after the 
p!an paymenl 
PCP ls a tlet1101k Pro'lider who i$ a practitioner llial specializes lo family pr2cUce, generel pracUco, Internal med!c!na, ped!alfks, 
obs!et1lcst9yneool-Ogy, gerlalrlc.s or any other Net>lwk pro'lklar a' a!foor;ed by the plan. 
SCP is a Hetw-01k Pcoi·idu, olher than a Primary Care Physician, who provides servtcos \'1lhln a des!gnat£d spaclally area of praeliee. 
Benefit peflo.1 =calender year 
Behavioral lfeallh Sarvlcu: Mentel Heal!h end Sub~larx:e Abuse bMafi1s pro·i!ded !n ac<-0rdancll 1'.ith Federal Mon la! Hoallh Pari!y. 
Ptavent!ve Care Servl(es \~at meet Ula requlremanls of federal and state law, Including certain sereenings, fmmunlzaliO!'ls and physii::i811 visits. 

l These w.oeced SM~-?SS ~re not Hbj«llo !hedOOudble!i:opaymoot if )'O'J lrnve a f~! OO'lar «?Jill1rol ind iflendered v,~Turolro ol&e >Sill 
2 We etiWJr~e )'00 lo cootod IAf l.'ei1tal HeiiJI Sl.lbwo1racl.« lo as.suie Sie use of awc~'!fale pmcOOurss, self.rig ~d rned"W ~'Ces.SitJ. Refot lo &hedv'.e o/ lkneUs 
fo<fm~af-00s. Bedil'/.«al He.a'ih Se.1ice.s.: M8l!al Hei!h ~nd SubsU:nroAlruw bef.eSts pro·. WOO in BWJdaoca\Wh Ft-dfrel /,!€nfal Hea}.h p&ity. 
3 K11ney and Coo:ea altl treale4 lh<l ~amo os any W.u E111e.ss and 51!\J,ed !o the n»ital betieffs_ 

PrecorUl!callon: 
Mei'1bers eta roWJra.JOO \') t'ways 001in prior epi:iO'r'al whm L's.IJ\9 noo-re~1.w'.< prCi1:1ders. Plecert::f<:a~-ori wtl ~&,! e•,'011 eey urn~w.1 rM'ucf«i ltl tiene-~li 
for r.on-(:rj'f«e<f or tMl-mOOrell'f ne(es.sary sa-.{C$. 

Grandfa~(ed He~!th Plan 
We ~fo>'e lhls ro1C1ago Is a 'grend!a'.hc-rc-d he<lfii ffon' und~ ~~e Pe~~t PnY.~t'.m sr,;1 Af!01dab'.-f.i Ce re At-I {!Ile Alw.dab!e Cue Act). h 
pc<mil!ed by !he A&ircfab/e CEJe M.. a greridf~~~erW flea:Ul r~an tan r<~er.-e cerWn bas~ het'.li oo~er* that l'tas a'rea.jy h effect v.h on !ha! !t11 
l'las Cllatk-4. Bi;lr.g a grandr~\heroN heil-~ ~!sn mearis thal y0(.11 pta.i mar n<:~ lnct!lda cert~!ri rona%ltt pro!W'JOn$ cl the Aff«d!bte Cere #J. lhal etrJ.Y lo rr!hei- pf<lM, 
for exerr.~e. the reqi.{(eir.ecl f« !he pr-O'iis!oo o/ prei·en~ve health se.~ v.i\r'lwl My imt ~h~~. fJCl,\·ever, gru.dra!llert<l hea\'.h plans r.~JSI cooi~f/Vtf!h 
ei;rh:lil e>'.ll« COOWir~r pco!~iooe Ill !!le MOidab!e Cate AV. for en.'l1pI&, llle efu'r.1\e~co oH~~e liml~s c.n bMe~ts. 

Ql!e:s13oos re.aard'_ri;i l'>hkli ~«w.iws eppfy arid 'oltiich prcte"fuM 00 IV.A ef .Pt lo a Qc'U-OfaV1<1ed heal:.11 plan a!l<l' 11fla! rriQhl C:a<JSe a ~M !<l chafl..J~ 
kom g1er.dfa\haN hes!:h ran 5!at:i$CM be d:re(le\llolhep(ari admlr.!s's®roryoorEffiP''.Oye-. 

Y~ m&y~~o coc~a:t the. Emplo'/ea Ptilefi\s Sw.lri!y AdniinlSlfalioo, U.S. ~Ml o/ laOO' al l-BSB-444·3272 orw11w.tld gol™a'1et~efcrnt 
This waW,a has a table sUtw11a~llr''\l whlch p,-olW'n1s do a.id do not ~WI 10 {ll'alldfa'11~1e<l he.arl~ plans. 
Yw rrt.ay a!so coo\¥.:t lile U.S. D~flt of llM'.th Md HvrMn Ser.ices al \'l,.,".'l.hecilo'l!efomt.So'I. 
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Your Prescription Benefit Plan Copay Overview 
Yellow Springs ~xempted Village Schools 10/01/2013 

'f 1~i~tt{~tt1~imt~~ri~t~11~~ iM~~1~1~~~~itt~~;:~r~~tt'1i: 
Generic Me(l[(\ltlons 

A5kyour doctor or olher presc1iber I( $1-0 for a generic prescription 
there Is a generic avcHablC!, as thC!Sl:! 
generally cost fess. 

Non·Pteferted 
Brand-Name Medications 
You will pay the most for medlcailons 
not on your plan's preferred d1og list 

$20 fora gcn(!rfc prcscdpt!on 

Pll'.'JS(! Note: When a generic Is aval!ab!e, but the phannacydispen~es the brand·narne mc-dkaHon for any reason other than doctororo\hcr pf(lscribei 
Jndl<ates 'dis ~Meas \Witten: u ~'liO ~ the difference bet\'.~en the brand·Mme medication ~nd the enerk i!us the brand<o a ment. 

for l?Ul of netwo1k coverage, you will be reimbursed 50% with a minimum of $30.00 

Certa!n medications may require prior authori2allon or coverag(! through a CVS Caremark spedalty pharmacy. Ple.Jse o:mtact 
customer care Of go to www.carema1kcQm for addft!onal Information on lhese medications, 

Where to fill your prescription 
Choosing wherntofilf your prescrlptlondepends on whether you are ordering a sh on-term orlong·tenn medication: 

Shott-term metllca1lons are gener!'lllY taken for a /lmlte<l amount of !!me vnd have a llmfted amount of refills, such as an onllb!otlc. 
You can flll prescriptions. for these medkat!ons ilt any pharmacy In the CVS Caremilrk retaH network. 

• Choose from more than 67,000 netwosk pharmacies nationwide, lndudlng Independent pharmacies, chain pharmades and 
7,300 CVS/pharmacy locations. 
Find a partfclpating pharmacy at wvtw.c<iremark.com 

Tip: To avoid fll!lng out dalrrls pilperwor~ bring your P1escriptlon Card with you when you pkk up }'our prescription, and use a 
pharmacy Jn the CVS Caremark retar1 netwo1k. 

Long-term medications arc taken regularly for chronic condllfons, such os hlgh blood pressure, asthma,dfabetes or hloh 
cholesterol. You wl!I generally save money by using mall se1v1ce for these prescriptions. 

Choose one of three easy \11ays to start using the CVS Carema1k Mall Servl(e Pharmacy: 
1. Fill out and send In a mall service order form - use the one Included In th!swckomc kit or print one at \'JWl.V,caromark.com 
2, Use the Fas!Start$tool found on v,n.vv1.caremark.com 
3. Call FastSta1ttoll·ftee at 1·800·875·0867 

Customer Care 
If you have quest!ons about your prescriptions or benefits, you can contact Customer Care 24 hours a day, seven days a week You 
can either e·maH customerseNlce&caremark.com or call toll-free at 1·888-202-1654 after your benefiB beot11. For lOD aS$!stance, 
please call toll-free t-800-863-5488. 

Copayment, (Opay Qr co!mur<1ncc me.am the amount <1 plan membN ts required to pay for a prl!scrJption In accord~ncc with a Plan, wh!ch may be ii 
dedl!(tible, a peie<mtage oft he presaiption price, a fixed amount or other charge, with the b~tance, 1f any,pald by a Plan. 
Yovr f €edba~k Is Important as It hetps us lmprov~ our Si/Vice. Please coma.ct us with any questions or concEtlH at l-888·202· 16St 
YQ\lf privzcy Is import~nt !o us. Our cmp!oyee1 a1e tio1nixf regarding the app10p1i.l\o way to handfo )'Qvr priv.-itc hc~lth !nrorm~tion, 
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Q DELTA DENTAi.' 

Delta Dental PPO (Polnt-of-Sel'vice) 
Sunmuu·y of Dental Plan Benefits 
For Group#0005630-8450, 8459 

YELLOW SPRINGS SCHOOLS 

This Summaty of Dental l1Ja11 Benefits should be read in co1Uw1ctlon witl1your Dental C11re Certificate. Your Deulol Cnre 
Certificate wlll provide yon with add!t!onal Information abotit your Della Denial plan~ including fnfonnatlon about plan 
excluslons and limitations. The percenlages below 'viii be ap11l!ed to the lesser of the dentist's submitted fee and Delta 
Denial's allowance for each service. Delta Denial's allowance may vary by tho dentist's nenvork pai1iolpation. PLEASE 
NQ'Jll. lfyon choose a Nonparticipating Dentist, you will be responsible for any dllfcrenco between the amount Delta 
Denlnl nl!ows and the amounl the Nonparlicipating Dcnfist charges:, in addition to any Copayment or De<lucHble. 

Control l'lnn ·Della Dental Plan of Ohio 

Deneflt Year· Jnnllal)' I through December 31 

Covered Ser\'lces .. 

Class 1 Denents 

Dlognostlc mul P1·eventlvc Services .. Used lo diagnose and/or prevent 

PPO Dentist or 
Premier 

Plan Pays Yoll Pay 

dental abnormalities or disease (includes extm1s, oleanU1gs and fluoride .'::;~::.:··:~·· · 
treatments 
Emergency Pnltlatlve Trcalmcnt. Used to tempomrily relieve pain 

Scolants - Used to prevent decay of pits and fissures of permanent back \: 
teeth. 'Y, ''·· •Y;e 

Cfoss ll llenefils 

01'nl Surgery Services .. Extractions and dCilialsurgcry, including 
rco erative nnd osto en'1lkc ~.arc 

Endodontlc Sen1lcc.s ·Used to lreat teeth with diseased or damaged nerves 
for exam le root canals 

Perlodon!lc Se11'ices .. Used to treat diseases of the gums and supporting :'/.i:~.~ ... :;.· .. ~ .•. s .... ..o .... • .. ·.~ .. ··.·.~ .. 
structures of the teeth 
Relines nud Rep11lrs · Reliites and repairs lo bridges nmldentures :.'.·:·:;_~}.80o/o-.· . . ;: . . ,.~ .. -:.\;·· 
Mino!' Restorative Services" Used to repair teeth damaged by disease or ·,.,.,'}80%. 
in'n for exam 1!e fillin s ·· ... ."".:i .• } 

PerlodoutAl Propllylms-Teeth Cleaning by n specialist 

CIRss Ill Benefits 

Prosthodoulle Sm·lcos • Used to replace missing natnral teeth (for \:'.\~.WI~ 
exam le, brid es nnd dentures .. ; ... ·, ,:;>:.::: 

M•]Ol' Rcstorntl\'C Sen1ces • Used when teetlt can't be restored with 
another fillin material for exam lei crow11s 

Clnss IV Denents 

Customer Service Toll·Frce Nllmbcr: 800-524-0149 
'vww.deltadentaloh,com 

!annal)'!, 2011 
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No111rnrllci1mt111g 
Dentist 

Plan Pays You Pay 



>- The 011hodoulic age limitations nre hereby wnived for eligible Subscribers, spouses a11d dependent children, 
)> Orn I exmns, prophyfoxes (cleanings}, fmd fluoride trenlmcnt (no age limit) are payable hvicc per calendar year, 
> Bilcwing X-n1ys ure payable twice per calendar ye<ff find full month X·tflys (which include bitewing X-rays) are payable 
once iu any three-year period. 
)> Senion ls nrc only payablo once per tooth per 36 inonths for the occlusal surface of first permanent ntolars and second 
penlrnnent n1olars to ago 14, The surface must be free from decay nnd resfornllons. 
)'- Inlays arc a Covered Service, 
)> Veneers are payable on upper and lower anterior teeth, including the bicuspids, once in any five-year 1ierlod. 
)> Composite resin (white) reslon1tions arc Covered Servlces 011 posterior teeth. 
)> l'orcelain crowns fire oplional lreatment on postcrJor teeth. 
}> Occtusal guards arc a benefit one every thrco years. 
)> Implants a11d implant related services arc }layablc once i1er toolh Jn any five-year period. 
)> People with certain high"risk medical co11dU!ous nrny be eJigible for additional propliylaxe.s (cleanings) or fluoride 
trcafmcnl. The patic11t should talk \Vlth his other dentist about trealment. 

Having Oelln Dental covcmgc nrnkes it easy for our enrollees to get denial care almost eVel}'where in the world! You can 
l\O\V rccd\'C expert dcnh1! cure when you arc outside of the United States tlirouglt our Passport Dental program. This 
program gives you ncccss to H worldwide network of dentists mid dental clinics. English·spoak!ng operators are available 
around 1hc clock to answer qucsHons nnd help you schedule care. For more infomtation 1cl1eck our 'Vcb site or contact your 
benents represenlalive to get n copy of our Passport Dental infornmtion sheet. 

l\Inximnm PHymcnt-$21500 per eligible person total per be11efit ycarou all services except orthodontics. l?or orthodontic 
services, benefits will not exceed n lifetime nrnximum ofS2,000 per eligible person. 

Dcdnctible-S25 deductible per person per benefit yenr limited to a maxim11111 deduction ofS50 per family per benefit yea!' 
on Class Jf mid Class III Beuefils. T/1e deductible does not apply to Class I Benefits, periodontal prophylaxes or Class IV 
Deneflfs. Any expenses incurred by an eligible person for covered services during Hie fast three 111onlhs of n benefit year nnd 
applied to the deductible for tlrnt benefit ye<lr will also be Applied to the deductible for the following benefit year, 

'Vnillug Period - Coverage for eligible employees ·who Are actively at \VOrk is effecHve on the dale specified by the 
employer. De11ende1U(s) effective date: Eligible dependent(s) ·wlll beco1ne coYered m1dcr the Plan on the later of the dates 
li~tcd helo\V, provided the employee has enrolled them in the Plan \Vlthln Jhltty (30) days of meeling tl1e Piar11s eligibility 
requirements. The date the employee's coverage beco1U¢i: efi'ecltve. The d.-ti;i the dependent is acquired, provided nny 
required conlributions are 111ade and the em11loyee has a11pl!ed for dependent coverage within tlJh·ty (30) days of the <late 
acquired. Newlxint childre11 shall be covered from blrthj regardless of confinement, provided the employee has applied for 
de11cndent coverage within thirty (30) days of birUt. Coverage for a newly £1dopted child shall be effectivo on the dale the 
chHd is placed for adoption, 11rovlded the employeeJ1as ap11lied for dependent coverage within thirty (30} days of placement. 

};llgl!Jle People~All regular employees as dctennlticd by the employei·, shall be eligible to enroll for dental covernge under 
this pion. Yellow Springs Schools (8450) and Yellow Springs Schools COBRA (8459). 

Also eligible at your option are your legHI spo11se1 your dependent children to the end of the calendar year in \vhlch they turn 
24. 

If you and your spouse me both eligible for coverage under this contract, you may be enrolled together on one applkatlon 
card or separately on individual application cards, but not both. Your dependent children may only be enrolled on one 
application card. Delta Dental will not eoordinnto benefits if you and your spouse nre both covered under !his contract. 
Unless this is a Section 125 pla111 Subscribers and their dependents who enroll Jn the dental plan are required to reniaitl 
enrolled for a 1niuimum of 12 ntonths. Any Subscriber or dependent who drops the denfal plan may not rc·cnroll at a later 
date. Iflhis is a Section 125 plan, an election maybe revoked orchnuged at any lhne if the change is the result ofa cfrnnge 
iu family stains (IS defined lmder Intenrnl Revenue Code Seclion 125. 1he Employer and Subscriber nrny share the cost of 
this plan. 

Benefits generally will ceHse on the last dny of !he month in which the: employee is tenninated or u dependent loses 
eligibility, 

Customer Service Toll-Free Number: 800-524-0149 
\VWw.dcllndentnloh.com 

January 1,2011 

95 



EPC - VISION PLAN SUMMARY - VSP 

District: Yellow Springs $..."'-lt1;t!·~(lfo Ol<·l E~Xlo'.w::l 
f\nhn·r.\oJ C"'.' L·I 

Dependents: Legally married spouse (not legally separated) and unmarried children who are not 
employed full-lime to age 24 (end of calendar year). 

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

This is a Preferred Provider Organization plan \Vith a Network of vision providers \vho have contracts \Vith 
VSP. You will pay less out of pocket by using Network providers. 

Network Non Network 
Covered 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 months $40 

• Trifocal lenses $55 

• Lenticular 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 

• 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 elective lens options are not covered by the plan. These include 
services such as Blended, Progressive or Oversize lenses, Special edging, Coatings and 
Special lens materials. Polycarbonate lenses are covered by the plan. 

Lost or broken lenses 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 mvw.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 benefits you have available under the plan before you arrive. You can also 
access your benefits history and see if it's time for a visit through the VSP website. 

Non VSP Member Doctor Claims: See Frequently Asked Questions under Member lnfonmation 
on the VSP website """"vsp_,<;om for details on submitting claims for non member doctors. 
Revised 10110 
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Memorandum of Understanding 

between 

The Yellow Springs Education Association 

and The Yellow Springs Board of Education 

T11is Memorandum of Understanding (MOU) Memorializes the Agreement between the Yellow 
Springs Education Association ("YSEA") and the Yellow Springs Board of Education ("School 
Board") with regards to 

For the duration of school year 2013-14, the pruties agree that atiy 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 opctt enrollment policy ru1d only applies to districts that 
do not allow open enrollment into Yellow Springs Schools. 

By signature below, the pruties agree that the above represents the parties' full ru1d entire 
agreement with regitrd to this issue. 

For the Y cllow Springs Education Association For the Yellow Springs Board of Education 
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Memorandum of Understanding 
between 

The Yellow Springs Education Association 
and The Yellow Springs Board of Education 

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

Professional Developments Project Based Learning (PD PBL) days: August 13 - 15, 20·13 

1. Teachers wiU be invited to attend the PD PBL days. 

2. If the teacher commits to all 3 days al 7 hours a day (lunchtime on own ano not 
included 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. Wthe 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 
agreement with regard to this issue. 

For the Yellow Springs Education Association 

Date -fL-,;;_ l/ ~/ 3 
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For the Yellow Springs Board of Education 

Date_--1'1 /~-z-~il-'/'--')"-------



Memorandum of Understanding 

between 

The Yellow Springs Educati.on Association 

and The Yellow Springs Boord of Educ.aticin 

for tl:te perjod of August 1, 2013 through July 31, 2016 

This Me1norandmn of Understan·qing (MOU) Men1oriaiizes the Agreei_11ent behvee1l the Yello\v 
Springs Education Assocl'aiion ("YSEA") and the v·ello\V Sprlhgs Board of Education ('Schoof 
Board") \Vith regards to 6.12 Pay P~.riods. 

Th~ pa11ies agree: that 6.12 f'ay Period~ dates \Vil_ I be changed to the 5rii <in~ the 20th day of ?ach 
in.on.th. There i,,vili C01Hinuc to be ti.venty-fotn· (24) pay_s nnd iftbe pay dates are on a weekend or 
a holiday1 payments ·\Vill ~e the Prid~y before thes_e dates 

By Signature bel.otv, the parties agree that the above represents the pm ties' full and entire· agreement with 
regard to this issue. 

Fcir the Yello\Y Springs Education Association Fol' the Ycllo\V Spri 1gs Board of Education 

Date ?/'J~ ~/;3 
I 

Date S-, 2-'I I ') 
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