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A. RECOGNITION 

ARTICLE I 
RECOGNITION 

The Ayersville Local Board of Education, hereinafter "employer" of "Board' 
recognizes the Ayersville Education Association hereafter the "Association" as 
the sole and exclusive bargaining representative, for the purposes of and as 
defined in Chapter 4117 Ohio Revised Code, for all certified classroom teachers 
both full and part-time excluding substitute teachers under written contract. The 
Association recognizes that the Superintendent, Principals, and other 
Administrative personnel as defined in Chapter 4117 Ohio Revised Code as well 
as all non-certificated personnel are specifically excluded from the bargaining 
unit. The Employer recognizes that Association representation will include any 
newly created position unless employment into the position is governed by 
Section 3319.02 of the Ohio Revised Code. 

B. ELECTIONS 

Elections to determine the exclusive bargaining unit representative shall be held 
in accordance with Section 4117.07 of the Ohio Revised Code. 

C. SCOPE OF BARGAINING 

Negotiable matters shall be all matters with respect to wages, hours, terms and 
conditions of employment and the continuation, modification or deletion of any 
existing provision of a collective bargaining agreement. 

D. RECOGNITION OF SUPERINTENDENT 

The Association and Board recognize the Superintendent as the chief executive 
officer and primary professional advisor of the Board. 

E. RECOGNITION OF BOARD 

The Association agrees that the functions, rights, powers, responsibilities, and 
authority of the Board as outlined by 4117.08 of O.R.C., not limited or modified 
by any provisions or terms of this Contract shall remain exclusively those of the 
Board. 
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ARTICLE II 
PROCEDURES FOR CONDUCTING NEGOTIATIONS 

A. SCOPE OF BARGAINING 

Negotiable matters shall be all matters with respect to wages, hours, terms and 
conditions of employment and the continuation, modification or deletion of any 
existing provision of a collective bargaining agreement. 

B. NEGOTIATIONS PROCEDURES 

1. REQUESTS FOR NEGOTIATIONS 

If either of the parties desires to negotiate changes in subject of negotiations 
as defined in the Scope of Bargaining it shall notify the other party in writing 
not earlier than 110 days nor later than 90 days prior to the expiration of the 
contract. Notification in writing from the Association shall be served on the 
Superintendent and notification from the Board shall be addressed to the 
President of the Association. A copy of said notification along with a copy of 
the existing collective bargaining agreement, shall be sent to the State 
Employment Relations Board. 

Within fifteen (15) days after receipt of such notice, an initial meeting will be 
held for the purpose of exchanging negotiation packages and establishing · a 
date for the next session. 

2. REPRESENTATIVES 

Representatives of the Board shall meet with designated representatives of 
the Association and the parties agree to negotiate in good faith. 
Representation shall be limited to four ( 4) representatives each of the Board 
and the Association and may include one (1) additional consultant for each 
party. 

Neither party in any negotiations shall have any control over the selection of 
the negotiating or bargaining representatives of the other party. 

While no final agreement shall be executed without ratification by both 
parties, the parties mutually pledge that their representatives will be clothed 
with all necessary power and authority to make proposals, consider 
proposals, and make concessions in the course of negotiations. 

3. INFORMATION 

The Board shall furnish the Association upon request and in reasonable time, 
all available public information pertinent to the issues under negotiation. The 
Association shall reciprocate on like requests from the Board. 
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4. RECESSES 

The chairman of either negotiation team may recess his group for 
independent caucus at any time. Caucuses shall be of reasonable 
length, not to exceed fifteen (15) minutes, unless an extension is 
mutually agreed upon. 

5. ITEM AGREEMENT 

As negotiation items receive tentative agreement they shall be reduced to 
writing and initialed by each party and removed from further bargaining and/or 
mediation unless mutually agreed. 

6. SCHEDULE OF MEETINGS 

Until all negotiation meetings are completed, each meeting shall include a 
mutually agreed time and place for the next subsequent meeting. 

7. OBSERVERS 

Each party may have up to two (2) observers at any meeting. Said observers 
are in addition to the regular negotiation teams. Observers have no speaking 
privileges and shall retain the confidentiality of the negotiations process. 

8. AGREEMENT 

When agreement is reached on those matters being negotiated, the outcome 
shall be reduced to writing and submitted to the membership of the 
Association and Board for ratification. Following ratification, the parties shall 
then sign the agreement. The resulting agreement shall be binding on both 
parties. 

9. DISAGREEMENT 

The following alternate dispute settlement procedure shall replace ORC 
4117.14 (C)(2) through 4117.14 (0)(1) as provided for under ORC 4117 
(C)(1 )(f) in the negotiations for a successor contract. 
a. If agreement is not reached by July 1, either the Board or the Association 

may declare a state of impasse to exist. 
b. If impasse is declared, the Association and Board shall jointly call upon 

the services of the Federal Mediation and Conciliation Service to help 
resolve the impasse. 

c. The Mediator shall meet with both parties and attempt to mediate a 
settlement up to the expiration date of the contract. 
With mutual agreement the services of the mediator may used following 
the expiration date of the contract. 

d. ORC 4117.14 (0)(2) and provisions thereafter shall then apply. 
3 



10. GENERAL 

a. Executive Session 
Any and all negotiation session shall be conducted in executive session 
unless both parties mutually agree to do otherwise. 

b. Final Form 
As soon as practicable the Agreement shall be printed with a Table of 
Contents induding all appendices, in booklet form, by the Board and 
distributed to all bargaining unit members. The Association and the Board 
each shall be provided ten (10) additional copies for their use. The cost 
of printing shall be borne equally by the Board and the Association. 

ARTICLE Ill 
COMPENSATION AND REIMBURSEMENTS 

A. SALARY SCHEDULE 

1. Regular Salary Schedule 

The salary and index of each full-time bargaining unit member covered by 
this Agreement is calculated according to Appendix "A" from August 1, 
2013, to July 31 , 2016. 

1st year (2013-2014) $650 Stipend. The stipend is for all employees that 
were employed during the 2012-2013 school year and are still employed in 
the 2013-2014 school year. Payment will be made the first pay period of the 
new contract. 

2nd year (2014-2015) 1.5% increase on the base. 

3rd year (2015-2016) 1.5% increase on the base. 

Each part-time bargaining unit member shall receive a prorated salary 
calculated according to the schedule in effect and the number of hours 
worked. 

2. Supplemental Salary Schedule 

Bargaining unit members contracted for extracurricular positions will be paid 
according to Appendix "8 . n 

The Board agrees to add an additional (10) extended service days annually 
to each counselor position with approval of Superintendent on an as needed 
basis. 
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B. SALARY SCHEDULE PLACEMENT 

1. Degree and Hours 

a) Bargaining unit members shall be placed annually on the salary 
schedule according to the highest degree which they have attained. The 
master's column and beyond must be graduate hours. The 
Superintendent must pre-approve all additional coursework for 
placement on the salary schedule. See Appendix C for form. 

b) In order to receive a salary placement change during the contract 
year, the Bargaining unit member must present the original 
transcript noting successful completion of the course to the central office 
by September 1. For coursework completed prior to the beginning of the 
school year, the revised placement on the salary schedule will be 
retroactive to the first pay of the contract year. 

Any other coursework completed or submitted after September 1 may be 
submitted for a salary placement change by February 1. This salary placement 
change will be effective and realized with the payroll that follows the pay that 
includes the first day of February. 

2. Experience 

a) All years of teaching service in the Ayersville Local School District, 
regardless of training level, with each year consisting of at least one 
hundred twenty (120) days under a teacher's contract; 

b) All years of teaching service in a chartered, non-public school located in 
Ohio as a teacher certified pursuant to Section 3319.22 of the Ohio 
Revised Code or in another public school, regardless of training level, 
with each year consisting of at least one hundred twenty (120) days 
under a teacher's contract; 

c) All years of teaching service in a chartered school or institution or a 
school or institution that subsequently became chartered or a chartered 
special education program or a special education program that 
subsequently became chartered operated by the state or by a 
subdivision of other local governmental unit of this state as a teacher 
certified pursuant to Section 3319.22 of the Ohio Revised Code, 
regardless of training level, with each year consisting of at least one 
hundred twenty (120) days; 

d) All years of active military service in the armed forces of the United 
States, as defined in Section 3307.02 of the Ohio Revised Code, to a 
maximum of five (5) years. For purposes of this calculation, a partial 
year of active military service of eight (8) continuous months or more in 
the armed forces shall be counted as a full year. 
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e) Re-employment (Retired Teachers) 

1. If the Board of Education elects to employ individuals who have 
retired and are receiving benefits through the State Teachers 
Retirement System, the conditions set forth in this article shall apply 
to the employment of these individuals. 

2. Years of experience for service credit shall be determined by the 
Board for placement on the salary schedule. Teacher shall then 
remain at that step on the salary schedule. 

3. Teachers employed pursuant to this provision shall receive one
year limited contracts and shall not be eligible to receive continuing 
contracts regardless of years of servi6e or license held . 

4. Each one-year contract shall automatically expire upon the 
completion of the year without Board action. 

5. It is not necessary for the Board to conduct evaluations in 
according with ORC 3319.111, or take formal action not to 
reemploy the employee pursuant to ORC 3319.11 . 

6. Returning retirees are not entitled and/or not eligible to receive any 
severance benefits or retirement incentive programs provided by 
any collective bargaining agreement in effect between the Board 
and the Association if the retiree has already benefited from those 
provisions previously in any collective bargaining agreement. 

7. In the event of a reduction in force, the re-employed teacher will not 
have any bumping rights. 

8. Subject to these provisions, re-employed teachers are part of the 
bargaining unit. 

9. No sick leave shall be carried forward from pre-retirement status. 
Thereafter, sick leave shall be governed according to this 
Negotiated Agreement. 

10. Pursuant to the authority provided by ORC 4417.10, and to the 
extent that issues addressed in this provision are contrary to or in 
conflict with Ohio law, the issues addressed in this provision shall 
supersede and replace the statutory law of Ohio pertaining to that 
issue. 
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C. PAY PERIODS 

All bargaining unit members will be paid in twenty-six (26) equal installments to 
be paid every other Friday commencing with the first Friday of the school year 
after which the individual has earned 1/26 of his/her salary. 

D. MILEAGE REIMBURSEMENT 

Bargaining unit members required in the course of their work to drive personal 
automobiles shall receive a car allowance paid in accordance with the IRS rate. 

E. TUITION REIMBURSEMENT 

1. Only bargaining unit members who are under contract with the Ayersville 
Local School at the time of the scheduled tuition reimbursement, i.e. 
September, will receive TR. Upon voluntarily leaving the district the certified 
employee foregoes any TR of the previous school year. 

2. The Board of Education will reimburse any bargaining unit member $230.00 
per semester hour to a maximum of $2,300 per year for graduate hours 
taken that relate to the field of education and/or in the area of technology, 
during the period September 1 through August 31 of the contract year .The 
maximum amount distributed is not to exceed $23,000 of the contract year. 
The minimum starting tuition fund shall be $23,000 each year. 

3. Teachers will tum in official transcripts of their hours completed along with 
proof of payment Reimbursement will not exceed cost of tuition paid by the 
teacher. 

4. Reimbursement each year will be paid in September for all hours taken 
during the previous 12 months. 

5. If total reimbursement exceeds the amount in the tuition reimbursement 
fund, payment per hour will be adjusted by dividing the total hours submitted 
into the total amount in the reimbursement fund. 

6. No employee shall utilize the tuition fund in acquiring the Alternate License. 
Likewise, no employee shall utilize the tuition fund in acquiring his or her 
provisional license while in the Alternate Educators License program. 

F. PAYROLL DEDUCTIONS 

The Treasurer is authorized to make the following payroll deductions at the 
bargaining unit member's request: 

1. Insurance 
2. Annuities 
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3. Dues in the United Teaching Profession shall be deducted in equal amounts 
from the total number of pays, September - May of each year. 

4. Charitable Donations 

The district may limit the right of an individual unit member to designate the 
agent, broker, or company to write any deductions by requiring designation by at 
least five (5) full-time unit members. 

If for any reason the Board fails to make a deduction for any employee as above 
provided, it shall make that deduction from the employee's next pay in which 
such deduction is normally deducted after the error has been called to its 
attention (in writing) by the employee. The Association agrees to hold the Board 
and its designees harmless for any and all errors arising out of the dues 
deduction procedure so long as there is no willful negligence on the part of the 
Board and its designee. 

All newly hired teachers shall be enrolled in a direct deposit program. All current 
employees as of the 2000-2001 school year shall have the option of the direct 
deposit program. 

G. SEVERANCE PAY 

Bargaining unit members will be paid severance pay by the Board of Education 
at the rate of twenty-five (25) percent of his/her accumulated but unused sick 
leave or fifty (50) days - whichever is less. 

Bargaining unit members with 200 or more unused sick leave days will receive 
55 severance days. Members with less than 200 days will receive 25 percent of 
his/her accumulated but unused sick leave. 

Three (3) days of severance will be added provided the bargaining unit member 
notifies the Superintendent in writing by March 1 of his/her intent to retire at the 
conclusion of the school year. The bargaining unit member who retires must 
complete the school year to qualify for those three (3) additional days of 
severance pay. 

1. Each retiring bargaining unit member's eligibility for payment based upon 
accrued but unused sick leave shall be determined as of the final date of 
employment and under the following conditions and criteria: 

a) The bargaining unit member must have had not less than ten (10) years 
of service with this school district, the state or its political subdivisions; 

b) The bargaining unit member actually terminates his employment with the 
District and retires; 
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c) The words "retires" or "retirement," as used herein, mean disability or 
service retirement under any state, municipal, or other political 
subdivision retirement system in the state; 

d) If the bargaining unit member is otherwise eligible for retirement, except 
for the attainment of retirement age, he shall be entitled to payment of 
accrued but unused sick leave if he attains retirement age during the six 
(6) month period following the date on which his employment is 
terminated; 

e) The bargaining unit member must, at the time of receiving his payment 
as provided herein, certify that all of the conditions and criteria set forth 
in this policy have been met, and shall supply such proof of 
documentation as may reasonably be required. 

2. Payment as provided herein shall be made in three (3) equal payments. 
The first payment shall be made within three (3) weeks after the employee 
receives their first retirement check from the retirement system. The second 
payment will be made two (2) months after the first. The third payment will 
be made two (2) months after the second. 

If an employee retires at or after the age of 55 and severa·nce pay is greater 
than $7,500.00, severance payments will be paid directly into a 403(b) 
account belonging to the eligible employee. Such payment shall be an 
employer non-elective contribution. No severance shall be paid unless an 
employee has a 403(b) account into which the payment may be made. 

If an employee retires before the age of 55, severance pay will be paid 
directly to the employee (not into a 403(b) account). 

Employees do not have discretion to choose between a cash payment and 
an employer non-elective contribution into their 403(b) account. If paid into 
a 403{b) account, severance and other post-retirement payments set forth in 
this Agreement shall be paid in the shortest period of time possible while 
staying within the 403{b) contribution limits set forth in the law. 

3. The amount of benefit due the retiring bargaining unit member shall be 
determined by: 

a) Multiplying the bargaining unit member's accrued but unused sick leave 
up to a maximum of two hundred (200) days by twenty-five (25) percent. 
Three (3) days will be added if the third paragraph of this section is 
satisfied. 

Five (5) severance days will be added to this calculation if the unit 
member has accumulated 200 or more days of sick leave. 
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b) Dividing the annual salary of the bargaining unit member by the number 
of required work days to obtain the per diem rate; 

c) Multiplying the product of "a" above by the bargaining unit member's per 
diem rate; 

4. Receipt of payment for accrued but unused sick leave shall eliminate all 
other sick leave credit accrued but unused by the bargaining unit member. 

H. S.T.R.S. - PICK-UP UTILIZING THE SALARY REDUCTION METHOD 

The Board agrees with the Association to STRS "pick-up" utilizing the salary 
reduction method. Contributions to the State Teachers Retirement System will 
be paid on behalf of the unit member, at no cost to the Board, under the following 
terms and condition: 

1. The amount to be picked-up and paid on behalf of each employee shall be 
each member's mandatory contribution on the employee's gross annual 
compensation. The employee's annual compensation shall be reduced by 
the amount equal to the amount "picked-up" by the Board for the purpose of 
State and Federal tax only. 

2. The pick-up percentage shall apply uniformly to all members of the 
bargaining unit. 

3. No employee covered by this provision shall have the option to elect a wage 
increase or other benefit in lieu of the employer pick-up. 

4. Payment for all paid leaves, sick leave, personal leave, severance and 
supplementals including unemployment and workman's compensation shall 
be based on the employee's daily gross pay prior to reduction as basis (e.g ., 
gross pay divided by the number of days in a teacher's contract). 

Each teacher will be responsible for compliance with Internal Revenue 
Service salary exclusion allowance regulations with respect to the "pick-up" 
in combination with other tax deferred compensation plans. 

If the foregoing "pick-up" provisions are nullified by subsequent Internal 
Revenue Service rulings, Ohio Attorney General Opinions, or other 
appropriate governing regulations, the Board and the Association will be 
held harmless and this article of the Agreement shall be declared null and 
void. 

I. RETIREMENT BONUS 

Upon a teacher's retirement after the first year of eligibility under STRS 
guidelines, the Board will pay to a retiring member of the bargaining unit twenty 
five percent (25%) of his/her final average salary as computed for STRS 
purposes. 

Said payment will be made conditioned upon the following factors: 
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1. A teacher must resign effective at the end of the school year in which 30-33 
years of STRS service credit is completed. 

2. The retiring teacher must have at least twenty (20) years of service in the 
Ayersville Local School. 

3. The retiring teacher must submit his/her resignation for purposes of 
retirement effective at the end of the school year. Such resignation must be 
submitted to the superintendent no later than March 1. 

Retirement bonus pay will be made to the bargaining unit member on the same 
payment schedule as outlined in Section G(2) above. Effective with the 2002-
2003 school year, newly hired employees will not be eligible for the Retirement 
Bonus. 

J. PERSONAL LEAVE BONUS 

At the end of each year, employees have 2 options concerning unused day of 
personal leave. 

a.) At the end of each year, one (1) personal leave day may rollover to the 
next school year for a maximum of four ( 4) personal days. 

b.) The employee may request compensation for personal leave days at 
$115.00 per unused personal days (maximum of 3 days). Less than full
time employees will receive $57.50. (See Appendix D.) 

K. CURRICULUM ENRICHMENT/INNOVATION 

The Aye_rsville Local Board of Education and the Ayersville Education 
Association are committed to provide the very best and most relevant education 
to the students of the Ayersville School District. To this end, the Board and the 
AEA have agreed to reward effort by a teacher(s) that would require time beyond 
the regular school day and/or time beyond the contracted number of school days. 
It is not the intent of this policy to supplant programs and initiatives that are 
already in place, but to motivate and reward teachers who involve themselves in 
curriculum enrichment or innovation that will directly affect classroom activity and 
performance. 

The following guidelines may be helpful: 

1. May be applied to planning time associated with implementing a new 
program, innovation, etc. 

2. May not be applied to approved professional days, workshops, classes, etc. , 
that total or partial reimbursement for expenses is made. 
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3. Individual or team applications that would include integrated or multi-grade 
(cross curriculum) activities are acceptable. 

4. The amount of the award would depend on the after-school hours or time 
spent outside contracted days for planning and/or implementation. 

5. Awards for days or partial days will be based on a seven (7) hour per day 
teacher work day. 

6. Awards will be $125.00 per day with partial days rounded to the nearest 
tenth. (Example: 16 hours would equal 2.3 days.) 

7. Teachers may be awarded up to three (3) days per year. 

This is a voluntary program that would require interested teachers to make 
application to their principal. Approval by the principal and the superintendent 
will be necessary. Pay will be approved by the superintendent upon receipt of an 
evaluation at the conclusion of the curriculum enrichment/innovation activity. 

Both the application form and the evaluation form can be picked up from your 
building principal. (Appendix E) 

L. WORKSHOP (184th Day): 

In addition to three (3) enrichment days and the one hundred eighty-three (183) 
contracted days, teachers may also attend one (1) workshop day (184th Day) 
approved by the Superintendent or designee. (Six hours is equivalent to one 
day.) The Board will pay per diem rate of pay, all mileage and registration fees. 
This day is optional. This day must be completed no later than August 15 each 
year if utilized. 

·A. SICK LEAVE 

ARTICLE IV 
LEAVES OF ABSENCE 

1. Each member of the bargaining unit shall be entitled to sick leave of one and 
one-quarter (1 1/4) work days with pay for each completed month of service 
for a total possible of fifteen (15) days per year, cumulative to two hundred 
(200) days. After twenty-five years of experience, members will be allowed to 
accumulate up to a maximum of two hundred ten (210) days. 

2. Certified employees without accumulated sick leave shall be advanced five 
(5) days for the remainder of the current contract year with the provision that 
such advanced sick leave may be recovered from final settlement with any 
employee who departs or terminates prior to the completion of the current 

12 



contract year. Those employees who remain employed by the Board will be 
allowed to restore advanced sick leave during subsequent years. 

3. Bargaining unit members who are absent because of illness are still in the 
service of the District, and accumulate sick leave credit while absent. 
Bargaining unit members shall qualify for sick leave absences with full pay 
during any school year for any of the following reasons: 

a. Personal illness; 
b. Pregnancy, childbirth, and related medical conditions. (As per Title VII, 

this also applies to the father of the child being born.) 
c. Injury (personal); 
d. Exposure to contagious disease, which could be communicated to 

others. 
e. Absence due to illness, injury in the employee's immediate family (ORC 

3319.141), which includes husband, wife, children, parents, employee's 
sister, brother, grandparents and a member of the same household. 

4. Absence due to illness and injury of the employee's relatives outside of the 
immediate family will be limited to three (3) school days per year with 
additional days granted at the discretion of the superintendent in the case of 
multiple occurrences during a given school year. 

5. Absence due to death of the employee's immediate family, which includes 
husband, wife, children, parents, or a member of the same household will 
be limited to ten (10) days per occurrence with additional days granted upon 
the approval of the Superintendent. 

6. For death of relatives outside of the immediate family, absence may 
be approved not to exceed three (3) school days per occurrence. 

7. For death of a close friend, two (2) days per year may be granted with 
prior approval of the Superintendent. 

8. Upon request for sick leave, the bargaining unit member shall furnish a 
satisfactory signed statement indicating that he/she was absent for one of 
the qualified reasons above. The specifics of such reason do not have to be 
given. 

9. Notification of accumulated days of sick leave will be stated on each pay 
notification. 

10. Additional information may be required upon request by the administration. 
(i.e. note from health care provider) 
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B. PROFESSIONAL LEAVE 

Professional days may be used by bargaining unit members to attend 
professional meetings relating to their specific teaching area or to observe an 
outstanding classroom program. These days may be granted by the 
Superintendent. Registration fees and housing for the professional meetings, 
mileage, per diem and substitute pay will be paid by the Board of Education. A 
report of the meeting attended will be made to the staff, the administration or the 
Board of Education if desired. Professional leave will be limited to three 
bargaining unit members in any one building per day. The Superintendent 
may approve additional members. 

C. PERSONALLEAVE 

1. At the beginning of each school year each teacher shall be credited with 
three (3) personal days. The purpose of these days is for teachers to be 
able to transact necessary and personal business or attend to affairs of a 
personal nature, which cannot be conducted outside the regular school day. 

2. A teacher planning to take a personal leave day or days shall notify his/her 
principal on the appropriate form (See Appendix F). Notification to use a 
personal leave day shall be made at least forty-eight (48) hours in advance 
except in case of an emergency. Personal leave will be granted based on 
the order of submission to the building principal. 

3. Personal leave cannot be used during the following times unless the specific 
reason is identified by the teacher and approved by the Superintendent. 

a. First two weeks of school. 
b. Last two weeks of school. 
c. The day before or the day after any and all vacation periods. 
d. On three consecutive workdays. 

4. Personal leave will be limited to Three (3) teachers in any one building on 
any one day, unless a specific reason is identified by the teacher and 
approved by the Superintendent. 

5. The leave form can be picked up from your building principal. 

D. ASSAULT LEAVE 

1. Any teacher who is absent from employment due to disability resulting from 
an attack upon said teacher which occurs in the course of said teacher's 
employment With the Board of Education shall be granted up to twenty (20) 
working days assault leave which shall not accumulate from year to year. 
During the assault leave, the teacher shall be maintained on a full pay 
status. 
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2. Assault leave will not be granted under this policy unless the teacher in 
question: a.) signs a written statement justifying the granting and use of 
assault leave, on forms to be provided by the Board; b.) provides a 
certificate from a licensed physician stating the nature and probable 
duration of the disability and the necessity of absence from regular 
employment; c.) agrees to testify and cooperate in the prosecution of any 
juvenile or criminal proceedings that may be brought against the one 
responsible for the assault. 

3. Falsification of either the aforesaid-signed statement or the physician's 
statement shall be grounds for suspension or termination of employment 
under Ohio Revised Code, Section 3319.16. 

4. Assault leave provided hereunder shall not be charged against sick leave 
earned or eamable under Section 3319.141 of the Ohio Revised Code or 
leave granted under rules adopted by a Board of Education pursuant to 
Section 3319.08 of the Ohio Revised Code. 

5. Any eligible benefits under the worker's compensation program of the State 
of Ohio would be utilized before provisions of the above become effective. 
The Board will pay the difference between worker's compensation and the 
Affected bargaining unit member's per diem rate. 

E. PARENTALLEAVE 

1. A member of the bargaining unit who gives birth or adopts and/or assumes 
legal custody of a child under five (5) years of age shall be granted leave of 
absence without pay for a period not more than one (1) year. 

2. Application for the leave shall be in writing and shall contain a statement of 
the expected date of birth, or the date of obtaining custody, the date on 
which the leave is to commence and the intended date of return to service. 
The application for the leave·shall be submitted to the Superintendent at 
least (30) days prior to the commencement of the leave if at all possible. 

3. Upon return to service at the expiration of such leave the bargaining unit 
member shall resume the contract status, which he/she held prior to such 
leave. In the event of reduction in force, the provisions of reinstatement shall 
be subject to the reduction in force agreement. 

4. Upon notifying the Superintendent by April 1 of the preceding school year, a 
one-year extension of this leave may be granted. 

F. MEDICAL LEAVE 

A leave of absence without pay for a period of up to two (2) years shall be 
granted upon medical documentation of the need thereof. 
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1. The bargaining unit member shall supply statement from a physician 
specifically stating in terms of months, weeks, and/or days, the period of 
time the bargaining unit member will be unable to return to work because of 
illness. 

2. If a bargaining unit member has been granted a leave of absence without 
pay for less than two (2) years and requests an extension of that leave of 
absence, then the Board will grant the request as long as the total time of 
the leave does not exceed two (2) years. 

G. GENERAL PROVISIONS 

1. Consistent with the Family Medical Leave Act, bargaining unit members on 
any approved unpaid leave may continue all of their group benefits for 
the duration of said leave providing they reimburse the Board for the portion 
of the premium costs not previously paid for by the Board. Those individuals 
on any approved unpaid leave not associated with the Family Medical 
Leave Act may continue all of their group benefits for the duration of said 
Leave providing they reimburse the Board for the premium costs. Those 
Individuals on paid leaves shall have their premium costs paid by the Board 
pursuant to the related sections of the Contract. 

2. Should a bargaining unit member deem it necessary to request that an 
approved leave of absence be adjusted or terminated prior to the expected 
date of termination, he/she should immediately make said request to the 
Superintendent. The Superintendent will make reasonable efforts to 
accommodate the request of the teacher. 

3. In order to maintain contract status the employee who has been granted a 
leave of absence must inform the Board by April 1 of his/her intention to 
resign, work or request an additional leave for the following year. Failure to 
do so may result in termination of the employee's contract. 

a. The Family and Medical Leave Act of 1993 (FMLA) requires that 
all eligible employees be allowed up to twelve (12) work weeks 
per year of unpaid leave. Paid sick leave will run concurrently 
with FMLA. For additional information ·see the district Treasurer. 

To determine eligibility for FMLA, information from your health care provider may 
be required. 

H. LEGAL OBLIGATIONS 

In the case of jury duty, or when subpoenaed by a court, the Board will grant 
a leave for legal purposes. Pay for days of such absences shall be based on the 
difference between such bargaining unit member's regular compensation and 
the remuneration received for serving as a juror. 
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ARTICLE V 
FRINGE BENEFITS 

A. HOSPITAL/SURGICAL/MAJOR MEDICAL 

1. The Board shall purchase from a carrier licensed by the State of Ohio 
hospital/surgical/major medical insurance coverage for each member of the 
bargaining unit and his/her family. 

Coverage plans will be Access+ 1A (an NBHP plan) or high deductible plan 
(HDHP). 

Funding for the initial year's HSA will be as per item 3a listed below .. 
Subsequent years will be funded per the schedule listed in item 3. HSA 
contributions will begin the first full month following employment. 

2. The Board will pay full-time bargaining unit members' following percentage 
of premiums for the Access+ 1A plan per calendar year: 

a. Coverage beginning January 1, 2011 and ending December 31, 2014: 
i. 93% Family/Single 

b. Coverage beginning January 1, 2015 and ending December 31 , 2015: 
i. 91 % Family/Single 

c. Coverage beginning January 1, 2016 and ending December 31, 2016: 
i. 90% Family/Single 

d. For employees hired to begin employment during the 2013-2014 
school year, the Board will pay full-time bargaining unity members 90% 
of premiums for Access+ 1A plan. · 

3. The Board will match monthly contributions made to Health Savings 
Accounts (HSA) for bargaining unit members who choose to participate 
in the HDHP plan as per the following: 

a. Beginning January 1, 2014, and ending December 31, 2014, the Board 
will match 150% of the contributions of bargaining unit members, with 
a maximum Board contribution of $150 per month for family plans and 
$75 for single plans. 

b. Beginning January 1, 2015 and ending December 31, 2015, the Board 
will match 100% of the contributions of bargaining unit members with 
a maximum Board contribution of $100 per month and $50 for single 
plans. 
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c. Beginning January 1, 2016 and ending December 31, 2016, the Board 
will match the contributions of bargaining unit members to a maximum 
of $50 per month and $25 for single plans. 

No partial months will be funded. HSA funding will begin the first day of 
the month following the beginning of employment or the month 
immediately following the effective day of enrollment. 

4. The Board will pay 50% of the unit member's family monthly premium and 
50% of the unit member's single premium for unit members who work less 
than full-time but more than three (3) hours per day. 

5. Unit members must work a minimum of three (3) hours per day to receive 
health care benefits. 

6. Benefits - Health insurance benefits are listed in Appendix "G." 

7. Enrollment Period -The Access+ 1A and HDHP plans have no open 
enrollment period for unit members, except for qualifying events. 

B. MEDICAL WAIVER OPTION 

' 
Bargaining unit members may waive their right to medical insurance. Bargaining 
Unit members who are eligible for the health insurance as provided by the district 
shall infonn the Treasurer of their intent not to accept such insurance by August 
1 for the 2001-2002 school year and thereafter. These members shall then 
receive an incentive payment equal to $2,000. Bargaining unit members waiving 
this right will receive a lump sum payment on the first pay period in August. This 
payment will be granted each year so long as the individual is not reinstated in 
the Board medical plan. 

Once a bargaining unit member opts out of the insurance and accepts such 
waiver, the bargaining unit member understands they cannot be reinstated into 
the district's insurance plan unless that person has a life altering event such as, 
but not limited to: marriage, retirement, loss of coverage from another carrier, 
death, etc. 

C. GROUP LIFE 

The Board shall purchase from a carrier licensed by the State of Ohio, group 
Term life insurance for each certificated employee in the amount of $40,000. The 
full cost of this program and any increases thereof, shall be paid by the Board. 
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D. DENTAL INSURANCE 

1. Shared Costs 

Dental insurance will be made available to members of the bargaining unit. 
The Board will pay eighty (80) percent of the cost per month per bargaining 
unit member and the bargaining unit member will pay twenty (20) percent 
of the cost per month for dental insurance. 

2. Coverage 

Coverage is as follows: 

After a deductible amount, the plan will pay a percentage of the Reasonable 
and customary fees charged by a dentist. These two features provide for a 
sharing of cost by the dental plan and the insured person. 

The deductible and co-insurance percentage that applies to each category 
of expense if illustrated as follows on page 20. 

3. Enrollment Period 

Dental insurance will have an annual enrollment period for bargaining 
unit members, except for qualifying events. 
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(Dental Plan) 
BASE PLAN BENEFITS 

COVERED INDIVIDUAL DEDUCTIBLE FAMILY DEDUCTIBLE COINSURANCE 
AMOUNT EXPENSE (Per Calendar Year) (Per Calendar Year) 

CLASS I None 
CLASS II $25 
CLASS Ill $25 
CLASS IV None 

None 
$50 
$50 
None 

100% 
80% 
60% 
60% 

CALENDAR YEAR MAXIMUM (For All Class I, II & Ill Expenses) 

ORTHODONTIC LIFETIME MAXIMUM (For All Class IV Expenses) 

$1 ,000 Per Person 

$1,000 Per Person 

CLASS I 
PREVENTIVE & 
DIAGNOSTIC 

Routine Oral Exams: 
Once every 6 months 

Teeth Cleaning 
Once every 6 months 

Fluoride Treatments 
Once every 12 months 

Emergency Pain Treatments 
Diagnostic X-Rays 
Tests & Lab Exams 
Space Maintainers 

100% 

SUMMARY OF COVERAGE 

I $25 CALENDAR YEAR DEDUCTIBLE I 

CLASS II 
BASIC RESTORATIVE 

Fillings-Amalgams, 
Silicate, Acrylic 

Root Canal Therapy 
Treatment of Gum Disease 
Repair of Bridgework & 

Dentures 
Extractions & Oral Surgery 
General Anesthesia 

only if medically necessary 

80% 

CLASS II 

CLASS IV 
ORTHODONTIA 

MAJOR RESTORA TIV E Full Banded 
Orthodontic Treatment 

Inlays, Onlays, Gold Fill ings Appliances for Tooth 
or Crown Restoration s Guidance 

Initial Installation of 
Fixed Bridgework 

Installation of Partial or 

Appliances to Control 
Harmful Habits 

Retention Appliances--
Full, Removable Dent ures Not in connection with 

Replacement of Existin g full banded treatment 
Bridgework or Dentur es 

60% 60% 

Calendar Year Maximum $1,000 Per Person 
Lifetime maximum 
Per Person $1,000 
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E. VISION INSURANCE 

The Board shall provide vision/optical insurance as listed below for each 
bargaining unit member. The Board shall pay 100% of the premium cost for 
each plan. 

NBEC VISION INSURANCE PLAN 28 
$20 Total Co-payment 
Exams every 12 months 
Lenses every 12 months 
Frames every 24 months 

ARTICLE VI 
GRIEVANCE PROCEDURE 

A. DEFINITION 

A "Grievance" is defined as a claim by a bargaining unit member, group of 
bargaining unit members, or Association [hereafter called the grievant] that 
there has been a violation, misinterpretation or misapplication of any 
provision of this Master Agreement. 

B. PURPOSES 

The following purposes are presented as a framework from which the grievance 
procedures hereinafter set forth have been developed, and according to which 
they are to be conducted: 

1. To secure, at the lowest possible administrative level, equitable solutions 
to grievances which arise from time to time. Both parties agree that these 
proceedings will be kept as informal and confidential as may be appropriate 
at any level of the procedure. 

2. To insure that a complaint is considered fairly, with all due speed, and 
without prejudice or reprisal. 

C. INFORMAL PROCEDURE 

In the event that the grievant believes there is a basis for a grievance, he may 
first discuss the alleged grievance with the immediate administrative person who 
has the authority to bring about a resolution of the alleged problem. Said 
discussion may be held confidentially and personally by the grievant, and/or his 
Association representative. 

D. FORMALPROCEDURES 
STEPI 

No later than twenty five (25) working days after the grievant could reasonably 
be expected to know about the occurrence of the alleged violation giving rise to 
the grievance, the grievant may submit to the building principal, who has the 
authority to bring about a resolution of the alleged problem, a completed and 
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signed STEP I grievance. A copy of the completed form shall be given to the 
grievant and to the Association. Within five (5) school days of receipt of the 
Grievance Report, the administrator shall meet with the grievant and/or his 
Association representative in an effort to resolve the grievance. The 
administrator shall indicate in writing his disposition to the grievant and the 
Association within five (5) school days after such meeting. 

STEP II 
If the grievant is not satisfied or if no disposition of the grievance has been made 
within the time limits set forth in STEP I, the grievant, and/or the Association 
representative shall within ten (10) school days complete a written Grievance 
Report Form, STEP II, and submit the same to the Superintendent. Within ten 
(10) school days the Superintendent and/or his designated representative shall 
meet with the grievant and/or his Association representative. Within five (5) 
school days of the meeting, the Superintendent shall indicate in writing his 
disposition, and forward a copy thereof to the grievant, the Association, and 
Administrator( s) involved. 

STEP Ill 
If the grievant and/or Association is not satisfied with the disposition of the Super
intendent, or if no disposition has been made within the above stated time limits 
in STEP II, the grievant and/or Association representative may within ten (10) 
school days submit the grievance to an impartial arbitrator by filing with the 
Superintendent a request for arbitration. A request for a list of seven (7) 
arbitrators shall be submitted to the American Arbitration Association in 
accordance with its rules, which rules shall likewise govern the arbitration 
proceeding . The arbitrator shall have no power to alter, add to, or subtract from 
the state policies and rights herein contained, and his award shall be final and 
binding upon the parties. The fees and expenses of the arbitrator shall be paid 
by the losing party. 

E. GENERAL PROVISIONS 

1. Grievances that relate to more than one building shall commence at STEP 
II. 

2. The time limits provided for in his Article shall be strictly observed but may 
be extended by written agreement of the parties. In the event a grievance is 
filed after May 15 of any year and strict adherence to the· time limits may 
result in hardship to any party, the Superintendent shall use his best efforts 
to process such grievance prior to the end of the school term or as soon 
thereafter as reasonably possible. 

3. Nothing herein contained shall be construed to limit the right of an individual 
teacher to discuss a personal complaint with a supervisory person without 
recourse to grievance procedure except that the Association will be 
informed of any results that affect the Agreement. 

4. The grievant may be represented at all stages of the grievance procedure 
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by any person of his own choosing. When the grievant is not represented 
by the Association, the Association shall be notified by the Administration 
that a grievance has been filed and have the right to have its representative 
present to state the views of the Association at all stages of the grievance 
procedure. 

5. No reprisal of any kind shall be taken by or against any participant in the 
grievance procedure by reason of such participation. 

6. A teacher engaged during the school day on behalf of the Association with 
any representative of the Board in any professional grievance, including 
arbitration, shall be released from regular duties during such participation 
without loss of salary. 

7. Hearings and conferences under this procedure will be conducted at a time 
and place which will afford a fair and reasonable opportunity for all persons, 
including witnesses entitled to be present. 

8. The Association shall have the exclusive right to determine whether the 
grievant may proceed to the arbitration step of the procedure. 

9. If at any time during the grievance procedure the grievant and/or 
Association does not meet the time limitations as stated above, the 
grievance is considered waived. Likewise, if the Administration or 
Superintendent does not meet its time limitations, the grievance is 
sustained . 

Note: See Appendix "H" for appropriate forms. 

ARTICLE VII 
FAIR TREATMENT & DISMISSAL 

A. GENERAL PROVISIONS 

Whenever any bargaining unit member is required to meet with any employer 
representative concerning any matter which could adversely affect the 
employee's status, the employee shall be given reasonable, prior, written notice 
of the time and nature of the meeting and shall be entitled to have present an 
Association representative. 

After the fourth limited contract no bargaining unit member shall be discharged, 
officially reprimanded, suspended or non-renewed without due process and 
substantiated unsatisfactory evaluations. Any such action shall be subject to the 
grievance procedure set forth in the Agreement. 

Formal reprimand or discipline of a teacher by an administrator for violation of 
reasonable Board regulations or rules, for reasons related to the bargaining unit 
member's professional performance or for other reasons that would inhibit the 
effectiveness of the bargaining unit member, shall be made in writing by the 
administrator making the charge or imposing the disciplinary action. 
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Prior to any formal action, the teacher shall be informed of his right to 
representation of his choice at the meeting in which the disciplinary action is to 
take place. 

Said teacher shall have the right to present evidence and/or witnesses and to 
otherwise respond to the allegations brought against him. 

Failure of the bargaining unit member to adhere to reasonable rules and regula
tions will result in the following procedure for disciplinary action. 

First Offense - Verbal reprimand by the bargaining unit member's administrator. 
This verbal reprimand will be recorded but if no further infraction occurs, the 
record will not be placed in the employee's file. 

Second Offense - The bargaining unit member will be notified at least two 
school days in advance of a conference regarding the second offense. A written 
reprimand will be given to the bargaining unit member during this conference. 
The bargaining unit member shall have the right to request that an association 
representative of his/her choosing be present at the conference. The bargaining 
unit member will be asked to sign as proof of receiving the written reprimand. A 
copy will be dated and placed in the bargaining unit member's file. 

Third Offense - Two-day suspension. A bargaining unit member who continues 
behaviors necessitating the use of this provisions for reasons related to the 
bargaining unit member's professional performance or for other reasons that 
would inhibit the effectiveness of the bargaining unit member's work will, after the 
third occurrence, be suspended for two (2) workdays without pay. The 
bargaining unit member will be notified at least two school days in advance of a 
conference regarding the third offense. The bargaining unit member shall have 
the right to request that an association representative of his/her choosing be 
present at the conference. Upon return from suspension the bargaining unit 
member, principal, superintendent, and association representative will meet to 
discuss and to design a specific course of corrective action. Association 
representative will not assist in designing the specific course of corrective action. 

Severe Offense - If the violation is severe enough to warrant immediate 
discipline at Step Two or Three (violations such as theft, sexual harassment or 
misconduct during working hours, physical violence, or other offenses involving 
gross misconduct), the above disciplinary steps may be waived, and the 
Superintendent may suspend a bargaining unit member for up to three (3) days 
without pay pending investigation of the charges. 

Within five (5) days a hearing will be scheduled with the bargaining unit member, 
his/her representative, and the Superintendent, to respond to the charged 
violations. If after hearing all testimony the superintendent decides not to 
implement disciplinary action against the bargaining unit member, the written 
reprimand and/or notice of suspension will be removed from the bargaining unit 
member's file, and the member will return to his/her contractual duties. 
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B. TERMINATION OF CONTRACT 

The termination of a contract during the term of such contract, shall be only for 
those grounds as set forth in Section 3319.16, Ohio Revised Code. The 
procedures for termination of a contract shall be as .prescribed by Section 
3319.16. 

C. SUSPENSION PENDING TERMINATION 

A teacher suspended without pay pursuant to Section 3319.16, Ohio Revised 
Code, shall be paid his full salary for the period of suspension if, after the 
hearing, the decision of the Board of Education is against termination. 

ARTICLE VIII 
PUBLIC COMPLAINT PROCEDURE 

A. COMPLAINT PROCEDURE 

COMPLAINTS AGAINST BARGAINING UNIT MEMBERS 

1. Community and school communication ideally should be such that most 
complaints may be resolved through a pre-arranged personal conference 
with the bargaining unit member and the complainant. If such conferences 
do not lead to understanding and resolution of problems involved, a 
complainant may pursue further action by submitting a written complaint 
against a professional staff member to the principal of the school. The 
principal will give a copy to the professional staff member. If the 
individual(s) refused to submit the complaint in writing, then the matter 
will be considered closed. 

2. Further action concerning the complainant will be initiated by the following 
procedures. 

a. If requested by the complainant or the professional staff member, a 
meeting involving the professional staff member and a representative 
if so desired, the principal and the complainant will be arranged at a 
mutually convenient time to discuss the complaint. 

b. If it is still unresolved, it may be appealed to the Superintendent. 

c. If it is still unresolved, the issue may be appealed to the Board. 

3. Miscellaneous 

a. Complaints will not be placed in a bargaining unit member's personnel 
file. 
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b. The bargaining unit member shall have the right to a representative of 
his/her choosing at each step of this procedure. 

c.. The chain of appeal as outlined in Section 2 shall be followed in order. 
Any complaints received at an upper level (Superintendent and/or 
Board) shall be referred back to the appropriate level. 

ARTICLE IX 
MUL Tl-YEAR CONTRACTS 

A. The Board of Education agrees that after a teacher successfully completes two 
one-year limited contracts, the Superintendent will recommend a two-year limited 
contract to that teacher. 

After a teacher successfully completes a two-year limited contract, the 
Superintendent will recommend a three-year limited contract to that teacher. 

Successive contracts will continue to be three-year contracts. 

Continuing contracts may be issued mid-limited contract if qualified and with prior 
approval of the Superintendent 

If unsuccessful evaluations are documented, a contract recommendation of less 
than what is stated above may be recommended by the Superintendent. 

B. CONTINUING CONTRACTS 

1. Any teacher employed by the Board who will become eligible for a 
continuing contract for the succeeding school year, and/or at the 
expiration of the current limited contract, shall provide written notice 
to the Superintendent that the staff member is eligible for a 
continuing contract no later than December 15 TH of the school year 
in which they become eligible. Notice received after December 15th 
shall not serve as the notice required by this section for the 
following school year. 

2. A teacher becomes eligible upon satisfaction of one of the 
following: 

• Teacher is employed by the Board for a period of two years and the 
teacher has previously attained continuing contract status in 
another Ohio public school district. 

• Teacher has worked in the School District for three of the last five 
years and has a professional certificate/license. 

a. If the teacher held his/her master's d~gree at the time of the 
issuance of the initial license, the teacher has started and 
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completed six semester hours of graduate coursework in the 
area of licensure or in an area related to the teaching field 
since the initial issuance of the certificate or license; or 

b. If the teacher did not hold a master's degree at the time of 
the issuance of the initial license, the teacher has started 
and completed thirty semester hours of graduate coursework 
in the area of licensure or in an area related to the teaching . 
field since the initial issuance of the certificate or license. 

3. Upon receiving the notice from a member that he/she is eligible for 
continuing contract and after having completed the evaluations of 
the member as required by Article X, if the Board or the 
Superintendent believes that the member is in need of further 
professional development, the Superintendent may recommend the 
issuance of a one (1) year extended limited contract to the member. 
If the Superintendent intends to recommend an extended limited 
contract, the Superintendent must advise the member, in writing, of 
the reasons for this recommendation and shall meet with the 
teacher upon the member's request. 

4. In the event the administration fails to complete the evaluations as 
stipulated in Article X of the master agreement, the teacher will 
receive a successive contract as stipulated under section I. of this 
article. (Article IX.) 

5. A member may withdraw their request for continuing contract at any 
time prior to Board action on their contract renewal. 

6. The provisions of this section are intended to, and shall supersede 
and replace any conflicting provisions of Ohio Revised Code 
sections 3319.07, 3319.08, 3319.11 , 3319.111 , 3319.22, Chapter 
3301-24 of the Ohio Administrative Code and any and all other 
provisions of the Ohio Revised Code or Ohio Administrative Code 
governing the issuance and granting of continuing contracts. 

ARTICLEX 
EVALUATION 

(See Appendix I) 

A. CLASSROOM EVALUATION 

1. There will be classroom observation of the work performance of a teacher for 
the purpose of a formal written evaluation to assess the employee's teaching 
performance, to help the employee to achieve greater effectiveness in 
performance of the teaching assignment and to constitute the basis for 
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personnel decisions including reassignments, continuing contract status, 
limited contract renewal, limited contract non-renewal or termination. 

B. DEFINITIONS 

1. Ohio Teacher Evaluation System (OTES): The teacher evaluation system 
that is codified under sections 3319.111 and 3319.112 of the Ohio Revised 
Code. 

2. Evaluation Framework: The document created and approved by the Ohio 
Department of Education (ODE) in accordance with section 3319.111(A) of 
the Ohio Revised Code that establishes the standards-based framework. for 
the evaluation of teachers developed under section 3319 .112 of the Ohio 
Revised Code. 

3. Evaluation ·Procedure: The evaluation procedure will be the procedural 
requirements set forth in this agreement to provide specificity to the 
statutory obligations established under sections 3319.111 and 3319.112 of 
the Ohio Revised Code and to conform to the framework for the evaluation 
of teachers developed under section 3319.112 of the Ohio Revised Code. 

4. Evaluation Factors: The two factors, which are required by law and 
weighted equally, are student growth measures at fifty (50) percent and 
teacher performance at fifty (50) percent. 

5. Teacher Performance: The assessment of a teacher's performance, 
resulting in a performance rating. As an evaluation factor, the teacher 
performance dimension is based on direct observations and walkthroughs 
that are performed by a credentialed evaluator, as well as the evidence 
collected in the Teacher Evaluation Portfolio. Teacher performance results 
are reported as a teacher performance rating that may be coded as "1" 
indicating lowest performance to "4" indicating highest performance. 

6. Student Growth Measure (SGM): A tool or assessment that is used to 
measure, or determine, student academic growth. As an evaluation factor, 
the SGM dimension is based on value-added scores, assessments from 
ODE's list of assessments for teachers where value-added scores are not 
available, and/or from local measures of student growth based on student 
learning objectives (SLOs) or other student growth measures. SGM results 
are reported as: above expected levels of student growth, expected levels of 
student growth, below expected levels of student growth. 

7. Evaluation Rating: The final, summative evaluation rating that is assigned to 
a teacher based on evaluations that are conducted pursuant to the terms of 
this agreement. The evaluation rating is assigned at the conclusion of the 
evaluation cycle when the teacher performance rating is combined with the 
results of student growth measures where fifty (50) percent of the evaluation 
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rating is based on student growth measures and fifty (50) percent of the 
evaluation rating is based on a teacher performance rating. The evaluation 
rating will result in the assignment of a teacher to one of the following 
evaluation ratings: Accomplished, Profic!ent, Developing or Ineffective. 

8. Evaluation Instrument: The process and forms used by the teacher's 
evaluator located in Appendix I of this agreement. 

9. Student Leaming Objective (SLO): A measurable, long-term academic 
growth target that a teacher sets at the beginning of the year for all students 
or for subgroups of students over a given interval of instruction based upon 
baseline data gathered at the beginning of the course. 

10. Poorly Performing Teacher: A teacher who is assigned an evaluation rating 
of Ineffective for two (2) consecutive years so long as the teacher has been 
in the same position for those years. 

11 . Teach er of Record 

a. ls/Are responsible for assigning the grade to the student 

b. ls/Are required to have the proper credentials to teach the particular 
subject for which he/she has been designated "teacher(s)of record(s)" 

c. ls/Are responsible for a significant portion of a student's instructional 
time within a given subject or course: 
1. Minimum of 51 % co-teaching; 
2. Minim um of 31 % team teaching (classroom teacher( s) ); 
3. Minimum of 31% interventionist(s) (example: Title One and special 
education) 

12. Linkage: The process of connecting the teacher (s) of record [based upon 
above definition] to a student's and/or defined group of students' 
achievement scores. 

13. Shared Attribution: The practice of sharing student(s) achievement scores 
amongst a collaborative group of appropriately licensed educators who 
consistently meet, plan, and provide instruction and/or intervention for a 
student or defined group of students on a specific subject and/or grade 
level. 

C. The following formal evaluation procedure will be followed: 

1 . The Formative Assessment including the current OTES Rubric shall indude 
a pre-observation in-person conference between the teacher and the 
credentialed evaluating administrator and will take place prior to each 
observation. 
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2. The credentialed evaluating administrator will perform two observations no 
less than 30 minutes each in length to support the written evaluation. 

3. A post-observation in-person conference will take place between the 
teacher and the credentialed evaluating administrator after each observation 
at which time the administrator will review the observation. 

4. The written summative evaluation is to be completed within 10 working days 
following the final observation, unless an extension is mutually agreed upon 
by both parties. 

5. Teachers will determine his/her own SGM or group SGM other than value
added including, but not limited to, type and duration (SLO and/or pre-post 
testing if applicable) and submit SGM to the SGM committee for approval. 

6. SGM value added scores shall be prorated proportionate to the value added 
class schedule of a teacher. 

7. Teacher performance shall consist of 50% of the evaluation rating. The 
Teacher Evaluation Portfolio and the current formative assessment OTES 
Rubric will be weighted equally. 

8. Teachers will be granted at least 20 working days to correct identified 
deficiencies prior to the next observation. If after the second formal 
observation, a teacher's performance is found deficient to the extent that 
adverse personnel action may result, a third observation shall be conducted. 
The teacher will be granted at least 20 working days to correct deficiencies 
following the second observation. 

9. Teachers will be given a copy of the written evaluation report prepared by 
their credentialed evaluator and will have a conference to discuss said 
report. In no event shall the teacher fail to receive the report later than one 
(1) day before such conference unless mutually agreed to otherwise by the 
teacher and supervisor. No such report will be submitted to the central 
office, placed in the teacher's file, or otherwise acted upon without prior 
conference with the teacher. No teacher will be required to sign a blank or 
incomplete form. 

10. The written evaluation shall include recommendations that are specifically 
clear on what is to be done to improve in the event the credentialed 
evaluator finds need for improvement by a teacher. The credentialed 
evaluator involved in the evaluation shall assist the teacher by providing 
suggestions and a timeline for improvement in a written improvement plan. 
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11. Teachers have the right to give additional explanation to the credentialed 
evaluator's recommendations and have said explanations become an 
attachment to the teacher's written evaluation. 

12. Should a teacher desire an additional observation by a properly qualified 
credentialed evaluator other than his/her immediate supervisor, the request 
should be made to the Superintendent of Schools. The Superintendent may 
assign another qualified credentialed evaluator from the quaHfying list. 

13. Any evaluation, which is ineffective or has below expected growth levels, 
must be accompanied by written improvement plan. 

14. All evaluations will be completed by May 1 of each year and each teacher 
will receive the written evaluation report of his or her evaluation no later than 
May 10. 

D. APPLICATION 

1. The teacher evaluation procedure contained in this agreement applies to the 
following employees of the District: 

a. Teachers working under a license . issued under sections 3319.22, 
3319.26, 3319.222 or 3319.226 of the Ohio Revised Code who spend at 
least fifty (50) percent of their time providing student instruction. 

b. Teachers working under a permanent certificate issued under section 
3319.222 of the Ohio Revised Code a·s it existed prior to September 2003 
who spend at least fifty (50) percent of their time providing student 
instruction. 

c. Teachers working under a permanent certificate issued under section 
3319.222 of the Ohio Revised Code as it existed prior to September 2006 
who spend at least fifty (50) percent of their time providing student 
instruction. 

d. Teachers working under a permit issued under 3319.301 of the Ohio 
Revised Code who spend at least fifty (50) percent of their time providing 
student instruction. 

e. All others not covered under a-d above, shall remain on the previous 
evaluation system. 

E. EVALUATORS 

1. The person who is responsible for assessing a teacher's performance shall 
be: 
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a. The teacher's credentialed supervisor for those teachers with below 
expected level of student growth on the student growth measure 
dimension of the evaluation procedure. 

b. A credentialed evaluator selected by the teacher for those teachers with 
an above expected level of student growth on the student growth measure 
dimension of the evaluation procedure. A qualifying list will be provided by 
the Superintendent that will include but is not limited to the building 
principals and Superintendent. 

c. A credentialed evaluator selected with input by the teacher for those 
teachers with an expected level of student growth on the student growth 
measure dimension of the evaluation procedure. 

2. All teachers will be notified of their credentialed evaluator by the midpoint 
of the first quarter of that school year. In the event a teacher is hired after 
this time, the credentialed evaluator will be determined and the teacher 
will be informed of the credentialed evaluator. 

3. The evaluator shall not be a bargaining unit member. 

F. TRAINING 

1. Written instructions and training on the teacher evaluation procedure will be 
provided annually for all teachers and shall include the tools, processes, 
methodology, and the use of student growth measure data. 

2. Updates to written instructions and evaluation procedures on the purpose, 
mechanics and dimensions of the evaluation procedure shall be presented to 
the teachers not later than September 15 of each year, or in the case of a 
teacher hired after September 15 they will receive this within 30 days of 
employment with the District. 

G. INTENT TO NON-RENEW 

1. If the Board has entered into a limited contract or extended limited contract 
with a teacher pursuant to section 3319.11 of the Ohio Revised Code, the 
credentialed evaluator shall perform a minimum of three formal observations 
during the evaluation cycle in any school year in which the Board may wish to 
declare its intention not to re-employ a teacher pursuant to division (B), 
(C)(3), (D), or (E) of that section. 

H. CRITERIA FOR PERFORMANCE ASSESSMENT 

1. Teachers shall be evaluated on his or her work performance based on the 
teacher evaluation portfolio, observations and walkthroughs of the teacher 
that are set forth in this agreement. 

32 



2. All monitoring or observation of the work performance of a teacher shall be 
conducted openly and with full knowledge of the teacher. 

3. All results and conclusions of performance assessments must be 
documented and supported by evidence. 

I. WALKTHROUGHS 

1. The walkthrough shall be at least 3 minutes, but not more than 7 consecutive 
minutes in duration. 

2. No later than two days after a walkthrough has been conducted, the teacher 
shall be provided feedback about the walkthrough. Including but not limited to 
the walkthrough form, including all scripted and anecdotal documents relative 
to the walkthrough. 

3. No more than 15 walkthroughs shall be conducted per teacher each school 
year. 

4. Walkthroughs can be requested by a teacher in addition to employer initiated 
walkthroughs. 

5. Walkthroughs shall not disrupt and/or interruptthe learning environment in the 
classroom. 

J. IMPROVEMENT PLAN FOR DEFICIENCIES IDENTIFIED DURING 
OBSERVATIONS AND/OR BELOW EXPECTED GROWTH MEASURES 

1. A professional improvement plan is a clearly articulated assistance program 
for a teacher: 

a. Whose overall student growth measure dimension of the evaluation is 
below the expected level of student growth, and/or 

b. Improvement necessitated by formal observations resulting in the 
identification of teacher performance deficiencies. 

2. All deficiencies shall be addressed during the post-observation conferences. 

3. All deficiencies identified by the evaluator shall be compiled and reported in 
writing and a copy of the written report shall be provided to the teacher at the 
post-observation conference. 
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4. The evaluator involved shall make recommendations and otherwise assist the 
teacher for the purpose of improvement of identified deficiencies. 

5. The evaluator and teacher shall develop a professional improvement plan to 
address the identified deficiencies and such plan shall be reduced to writing 
and provided to the teacher. 

6. The improvement plan , as outlined in this section, shall detail: 

a. Performance issues documented as deficient; 

b. Specific performance expectations; 

c. The allocation of financial and other resources and assistance to be 
provided by the District to support professional development of the 
teacher; 

d. Sufficient, specific timelines, not less than 20 working days, as to allow for 
the improvement of identified deficiencies. 

e. The provision for a trained teacher instructional coach as stated in Article 
X, Section N of this agreement. 

K. FINALIZATION OF REPORT 

1. Completion of Evaluation Cycle 

a. The evaluation shall acknowledge the performance strengths of the 
teacher evaluated as well as performance deficiencies, if any. The 
evaluator shall note all the data used to support the condusions reached 
in the formal evaluation report. 

b. The completed evaluation report shall be signed by the evaluator. The 
evaluation report will be presented to the teacher for signing as notification 
that said report will be placed in the personnel file. 

c. The teacher's signature cannot not be construed as evidence that the 
teacher agrees with the contents of the evaluation report. 

d. The evaluation report shall be completed no later than May 10, signed by 
both parties, and sent to the superintendent. 

2. Response to Evaluation 

a. The teacher shall have the right to make a written ·response to the 
evaluation and to have it attached to the evaluation report to be placed in 
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the teacher's personnel file. A copy, signed by both parties, shall be 
provided to the teacher. 

3. Submission of ratings 

a. The District will report the aggregate final, summative teacher evaluation 
ratings as stipulated by the Ohio Department of Education. 

L. PROFESSIONAL DEVELOPMENT 

1. Professional growth plans shall be developed as follows: 

a. Teachers with above expected levels of student growth will develop a 
professional growth plan. 

b. Teachers with expected levels of student growth will develop a 
professional growth plan collaboratively with the credentialed evaluator. 

c. For the purposes of this agreement, professional growth shall be based on 
the overall student growth measure level, and not for individual subjects or 
classes taught. 

d. Professional growth for a school year shall be developed not later than 
October 1 of each school year. 

e. The Board shall provide for professional development and for the 
allocation of financial resources to accelerate and continue teacher growth 
and improvement and to provide support to poorly performing teachers as 
set forth in this agreement. 

M. INSTRUCTIONAL COACH FOR TEACHERS ON AN IMPROVEMENT PLAN 

1. The District may provide teachers under an improvement plan with an 
instructional coach who is not the credentialed evaluator. 

2. Role of the Instructional Coach 

a. The instructional coach must have a minimum of 3 consecutive years of 
teaching experience. 

b. The instructional ooach must hold a valid teaching certificate/license and 
may be assigned to teachers with the same area of certification/license. 

c. The instructional coach must have demonstrated the ability to work 
cooperatively and effectively with the professional staff members and have 
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extensive knowledge of a variety of classroom management and 
instructional techniques. 

d. The instructional coach does not have a formal evaluation role. The 
instructional coach's role is to support the growth of the educator. 

3. Release Time 

a. Each instructional coach shall be granted release time for direct mentoring 
activities. Release time shall be separate from any other release time 
covered under this agreement and shall be coordinated by the building 
administrator upon approval by the Superintendent. 

4. Protections 

a. Other than a notation to the effect that a teacher served as a instructional 
coach the teacher's activities as an instructional coach shall not be part of 
that staff member's evaluation. 

b. An instructional coach shall not be requested or directed to make any 
recommendation regarding the continued employment of the teacher. 

c. No instructional coach shall be requested or directed to divulge 
information from the written documentation, or confidential mentor/mentee 
discussions. 

d. All interaction, written or oral, between the instructional coach and the 
teacher shall be regarded with the same confidentiality as that 
represented by the attorney/client relationship. Any violation of this tenet 
by the instructional coach shall constitute grounds for immediate removal 
from his or her role as instructional coach. 

e. At any time, the instructional coach or the teacher may exercise the option 
to have a new instructional coach assigned to the teacher. No specifics 
shall be given as basis for the exercise of this option and said change 
shall occur without prejudice or judgment to either the instructional coach 
or the teacher. This option may be exercised once a year by the 
instructional coach or the teacher. See Appendix I for request to change 
form. 

N. DUE PROCESS 

1 . Teachers who disagree with the level of student growth, the rating of 
performance and/or the summative, or overall, evaluation rating shall be 
allowed to request a ~ifferent evaluator. 
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2. Failure by the District to adhere to any timeline or condition established in this 
agreement shall render the summative rating of "Accomplished", providing the 
teacher was rated "Accomplished" the previous year, otherwise a rating of 
"Proficient" will be ·rendered. The District shall automatically re-employ the 
teacher under a continuing contract, if eligible, or an appropriate limited 
contract if the teacher is not eligible for a continuing contract. 

0. PERSONNEL ACTION REQUIREMENTS 

1. The evaluation procedure contained in this agreement shall not be used in 
any decision concerning the retention, promotion, removal, reduction, or recall 
of any teacher until three (3) years of data have been collected. 

2. An evaluation cycle shall not be completed until all teachers have been 
provided a written report of the results of the evaluation. 

3. The first year of collected data for the evaluation procedure shall be derived 
from assessments taken in the school year following the effective date of this 
agreement. 

4. For the first evaluation cycle, following the effective date of this agreement, 
the District shall assign a rating of "Proficient" for all teachers for purposes of 
eTPES reporting. 

5. In the event there is a change in the teacher's assignment or transfer, the 
teacher's summative rating will be . based exclusively on the Teacher 
Performance dimension of the evaluation following the year of transfer or 
change. 

Until 3 years of student data is available all certified staff are considered 
"comparable" should a Reduction In Force (RIF) be instituted. 

ARTICLE XI 
WORKING CONDITIONS 

A. REQUIRED MEETINGS OR HEARINGS 

Whenever any bargaining unit member is required to meet with any employer 
representative concerning any matter which could adversely affect the 
employee's status, the employee shall be given reasonable, prior, written notice 
of the time and nature of the meeting and shall be entitled to have present an 
Association representative. 

B. INSTRUCTIONAL MATERIALS AND SUPPLIES 

Each member of the bargaining unit shall be provided sufficient instructional 
materials and supplies necessary to perform in an effective manner. 
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C. SCHOOL CALENDAR/WORK YEAR 

1. The work year for members of the bargaining unit shall consist of no more 
than one-hundred and eighty-three (183) days. 

2. PROFESSIONAL GROWTH 

It is the goal of the Ayersville Board of Education to give opportunity for 
professional growth. This can be done by utilizing Curriculum Enrichment/ 
Innovation Days, Professional Days, and In-service days and still protect 
student contact time. Teaching kids is the most important thing we do. 

3. Included in the one-hundred and eighty-three (183) days shall be the 
following: 

a) Two (2) teacher workdays with no students in attendance. 

b) One (1) professional in-service days will be planned and scheduled by a 
Local In-service Committee. This Committee will be made up of 
representatives from the Bargaining Unit and Administration. There may be 
one In-service Committee for each building. 

c) One hundred and eighty (180) days with students in attendance. 

4. PROFESSIONAL DEVELOPMENT COMMITIEE (TEACHER LICENSE) 

The Ayersville Local Professional Development Committee shall be district
wide in scope and shall be the only committee of its type authorized to 
operate within the district. It shall consist of 3 teachers and 2 
administrators. The Ayersville Local Professional Development Committee 
seeks to implement Ohio's vision of providing educators the freedom to 
shape their own professional development. We will accomplish this goal by 
assisting our educators and educational leaders to create high-quality 
professional development plans and activities of value to themselves, our 
students, and our district. 

5. CALENDAR COMMITTEE 

School Calendar Committee will be established consisting of three (3) 
teachers selected by the Association and one (1) administrator and two (2) 
classified staff members. The purpose of this committee will be to develop 
at least two (2) calendars to be presented to the Ayersville staff for a vote. 
The successful calendar shall be submitted to the Board by the February 
Board meeting. 
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6. PERFORMANCE PAY EXPLORATORY COMMITTEE 

We agree on the development of a committee to explore performance 
based compensation models for possible use in the future collective 
bargaining agreements. This committee will meet throughout the duration of 
the current contract. Committee will consist up to 4 members of the AEA 
and up to 4 members as designated by the Superintendent. 

7. EVALUATION COMMITTEE 

The evaluation committee will be established consisting of three (3) 
teachers selected by the Association and three (3) administrators. The 
purpose of this committee will be to annually review and recommend 
changes to the evaluation process used by the district. Recommendations 
will be made by consensus of the committee members and then presented 
to the Association and the Board for approval. 

8. STUDENT GROWTH MEASURE COMMITTEE (SGM committee) 

a. An SGM committee will be developed for the sole purpose of 
assessing, reviewing, approving the many facets of SGM and providing 
professional development in the area of SGM. 

b. The SGM committee is responsible to jointly recommend the policies 
and procedures for the Student Growth portion of the Evaluation 
Procedures. 

c. The committee shall consist of 9 members. Seven (7) members 
appointed by the Association, and two (2) administrators appointed by 
the Superintendent. One association member and one administrator will 
chair the committee. 

d. The members shall be representative of the elementary school, the 
middle school, the secondary school, and specialty areas within the 
District. 

e. The committee shall be chaired jointly by a committee member from the 
Association and a committee member from the Administration. 

f. Association committee members will hold his/her position on the 
committee for a period of no less than two (2) years unless he/she 
leaves the district, retires, requests that the Association removes him/her 
from the committee, or is no longer able to serve on the committee due 
to unforeseen circumstances. 

g. At the time that an Association or District committee member is no 
longer able to serve on the committee, the respective party will appoint a 
new member to the committee. 
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h. Members of the committee will receive training in the writing of SLO's 
including, but not limited to, SGM trainings with ODE trained trainers and 
any other trainings that become necessary for the committee. 

i. The committee will establish by mutual agreement a meeting calendar. 

j. Committee agendas will be developed jointly by the co-chairpersons of 
the committee. 

k. The committee shall establish ground rules at the initial meeting, review 
them at each meeting, and update them thereafter as needed. 

I. All decisions of the committee will be achieved by consensus. 

m. The committee shall be authorized to utilize consultant(s) (examples are, 
but not limited to; educational consultants, software consultants, SGM 
trainers, etc.) as deemed appropriate. The cost, if any, shall be borne by 
the Board upon approval by the Superintendent. 

n. Members of the committee shall receive release time for committee work 
and training as deemed necessary by the committee upon approval by 
the Superintendent. 

o. The district will provide secretarial support and assistance to the 
committee. Responsibilities may include data entry, note taking, 
copying, committee notification, communications, and distribution of 
materials, preparation of forms/templates, and other duties as needed 
upon approval by the Superintendent. 

p. The committee will review the multiple elements of SGM, using the 
approved established guidelines and return them to appropriate parties 
either for use for gathering data or for revision and resubmission to the 
committee. 

q. The committee will develop a timeline by which teachers will tum in SGM 
and the timeframe the committee will return said SGM. 

r. In the case that the committee returns an element of SGM for revision, 
feedback will be supplied to the individual or group as to what should be 
reviewed for revision prior to resubmission. A timeline will be developed 
for revisions and resubmission. 

s. Association committee members will be paid the hourly rate of $25.00 for 
each hour he/she attends committee meetings outside of the contractual 
workday with hours upon approval by the Superintendent. 

t. Association committee chair will be paid a supplemental rate of 
$1200.00. 
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D. TEACHING HOURS AND LOAD 

1. Length of Workday 

The maximum length of the regular workday for members of the bargaining 
unit shall be seven (7) hours and thirty (30) minutes. However, the day may 
be extended in the event of an emergency at the end of the school day. 

2. Duty-Free Lunch 

Each member of the bargaining unit shall be entitled to no less than a thirty 
(30) minute duty-free lunch. period. 

3. Planning and Conference Time 

a. Elementary (K-4) 

Members of the bargaining unit within the elementary buildings shall be 
provided no less than two hundred (200) minutes per week as planning 
and conference time. 

b. Middle School (5-8) 

1. Members of the bargaining unit teaching grades five (5) and six (6) 
shall be provided no less than two hundred (200) minutes per week 
as planning and conference time. 

2. Members of the bargaining unit who teach grades seven (7) and 
eight (8) shall be provided a minimum of one (1) planning and 
conference period per day. 

c. High School (9-12) 

1. Members of the bargaining unit who teach grades nine (9) through 
twelve (12) shall be provided a minimum of one (1) planning and 
conference period per day. 

d. Said planning and conference time shall not be scheduled during the 
time immediately preceding and/or following the student contact day. 

4. The administration will attempt to eliminate certified teachers to be 
required to supervise recess through scheduling and the use of 
substitute aides when the situation presents itself. 
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ARTICLE XII 
PERSONNEL FILES 

A. There shall be only one official personnel file for each certificated staff member of 
the Ayersville Local Schools, which shall be maintained in the Superintendent's 
office. Building principals may maintain anecdotal personnel files but said files 
shall not be utilized for purposes of official Board action or discipline with regard 
to any bargaining unit member. 

B. Any post employment materials in a teacher's personnel file may be reviewed by 
the teacher. Said teacher shall be entitled to have a representative of his/her 
choosing accompany him/her during such review. 

C. The teacher shall receive upon request copies of any material in the file, which 
could impact on the unit member's employment status. 

D. Anonymous letters or reports shall not be included in any evaluation nor placed 
in the teacher's personnel file or anecdotal file. 

E. In any written communication between administrative offices, regarding a 
teacher, the teacher shall be sent a copy of the letter or memo. 

F. All entries into the personnel file shall be dated as to entry. 

G. Prior to placement in his/her personnel file, a teacher shall be entitled to review 
any clearly derogatory information, as determined by the Superintendent, and to 
have present at such review a representative of the teacher's choice. The 
teacher may respond in writing to such information and may have the response 
affixed to the information. 

Letters of reprimand or any material derogatory to a teacher's conduct, service, 
character, or person shall be removed from the employment record file at the end 
of three (3) years providing the teacher has taken appropriate action to correct 
the situation leading to the undesirable report. 

The examination of an employee's personnel file shall be subject to State and 
Federal Law, which may apply in compliance with the Open Records Act. 

ARTICLE XIII 
FAIR SHARE FEE 

The Ayersville Local Board of Education agrees to automatic payroll deduction, as a 
condition of employment, of an amount eq1.,1al to the dues of the United Teaching 
Profession from the pay of all bargaining unit members who elect not to become 
members of the United Teaching Profession, (NEA, OEA, NWOEA, AEA) or who elect 
not to remain members. 

42 



Payroll deduction of such fair share fees shall begin with the first pay period after 
January 15 in any given year. In the case of employees hired after the beginning of the 
school year who are fair share fee payers, the payroll deduction shall commence of the 
first pay date after sixty (60) days of employment or January 15, whichever is later. In 
no case shall it be later than March 15. 

Dues rates and fair share fee rates shall be transmitted by the Association to the 
Treasurer of the Board on or about January 1 of each year for the purpose of 
determining amounts to be payroll deducted, and the Board agrees to promptly transmit 
all amounts deducted to the Association. 

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

Upon timely demand, non-members may appeal to the Association the payment of the 
fair share fee pursuant to the internal procedure adopted by the Association, or such 
non-members may submit such appeals as provided by law. 

The amount to be deducted from the checks of all non-Association members shall be 
the full dues of the United Teaching Profession, unless the Association notifies the 
Treasurer of the Board to the contrary, and such deductions shall continue through the 
remaining number of payroll periods over which Association membership dues are 
deducted. 

The above fair share fee provision shall be an exclusive right of the Association not 
granted to any other employee organization seeking to represent employees in the 
bargaining unit represented by the Association. 

If for any reason the Board fails to make a deduction for any employee as above 
provided, it shall make that deduction from the employee's next pay in which such 
deduction is normally deducted after the error has been called to its attention [in writing] 
by the employee and/or the Association. The Association agrees to hold the Board and 
its designees harmless for any and all errors arising out of the dues deduction 
procedure. The Association agrees to assume full responsibility for correcting any and 
all errors arising out of the dues deduction process. 

A. STAFF REDUCTIONS 

ARTICLE XIV 
REDUCTION IN FORCE 

The following procedures shall govern the reduction of certified staff made 
necessary as a result of lack of sufficient operating funds, decreased enrollment 
of pupils, return to duty of regular teachers after leaves of absence, suspension 
of schools, or territorial changes affecting the District. O.R.C. 3319.11 shall not 
be used for the purposes covered by this section. 
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B. ATTRITION . 

To the extent possible, the number of persons affected by a reduction in force will 
be kept to a minimum by not employing replacements for employees who retire 
or resign or whose limited contracts are not renewed in accordance with Ohio 
Revised Code 3319.11 and other related sections of this Master Agreement. 

C. REDUCTION OTHER THAN BY ATTRITION 

To the extent that reductions under "A" above are not achieved through attrition 
or the non-renewal of limited contracts, reductions will be achieved by layoff. 
Layoff shall mean that a teacher's contract(s) will be suspended. When layoffs of 
members of the bargaining unit are necessary, comparable evaluations and 
seniority and areas of certification shall be the only criteria in determining such 
layoffs. Due to the lack of student data in relation to the implementation of the 
OTES evaluation standards, all certified staff are considered "comparable" 
should a Reduction In Force (RIF) be instituted. 

Layoffs shall be on the basis of last hired first to be laid off. However, no teacher 
on continuing contract status shall be laid off, regardless of seniority, unless all 
teachers on limited contract in the affected area of certification have been laid off. 

Any teacher who has been laid off shall have his name placed on a recall list. 

D. SENIORITY AND CERTIFICATION 

A seniority list shall be established listing all m'embers of the bargaining unit, the 
date of hire-in, and the areas of certification held by each teacher. 

Seniority shall be determined by the length of continuous service in the school 
system. Among those with the same length of continuous service, seniority shall 
be determined by: 

a. The date of the Board meeting in which the teacher was hired; and then by 
b. An agreed upon method of chance in which all affected parties have an 

equal opportunity. 
Length of continuous service will not be interrupted or affected by authorized 
leaves of absence or layoff under the provisions of this Contract. However, once 
an individual's name is removed from the recall list pursuant to E-4 below, that 
person's seniority within the system is broken. The continuous service of a 
teacher who has returned to employment following resignation, or other 
termination of employment, will be measured from the date of return. 
On or about January 30 of each school year, the Association President shall 
receive in writing a copy of the seniority list. 
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E. RECALL 

1. Teachers on the Reduction in Force list shall be returned to active 
employment to fill vacancies in reverse order of reduction for any position 
that becomes available for which they are or have become certified before 
any permanent teacher full, part-time or substitute is hired. 

2. In the event a vacancy(cies) becomes available, the Board shall recall the 
teacher to active employment status by giving written notice to the teacher. 

Said written notice shall be sent to the teacher by registered or certified 
letter addressed to the teacher's last known address. It shall be the 
responsibility of each teacher to notify the Board of any change in address. 

3. A teacher on the Reduction Force list shall, have the right to accept or 
refuse a position which is offered. If the teacher refuses a position then the 
offer of the position shall go to the next certified teacher on the recall list. 

4. A teacher's name shall remain on the Reduction in Force list for three (3) 
school years (July 1 to June 30) following the date he/she is first placed on 
the list. 

ARTICLE XV 
TRANSFER AND VACANCY 

A. All teacher openings will be advertised to members of the bargaining unit prior to 
advertising outside the bargaining unit. When school is in session, the vacancy 
will be physically posted in each building and posted via email. If a vacancy 
occurs over the summer, notification shall be sent via email and posted on the 
school's official web site. Bargaining unit members will be given the option of 
having a vacancy notification sent via mail during the summer months. 

B. In the determination of any transfer, voluntary or involuntary, it is understood that 
the educational requirements of the Ayersville Local Board of Education must be 
met. As such the following criteria, and in order of priority, will be used in the 
determination of voluntary and involuntary transfers: 

1 . The instructional requirements of the Ayersville Local School District. 

2 . The desires of the teacher to the extent that they do not conflict with #1 
above. 

C. GENERAL AND/OR DEFINITIONS 

1 . An opening and/or vacancy is defined as a current or new teaching position 
that is or will become available on or before the beginning of the next school 
year. 
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2. A transfer shall be defined as any of the following: 

a. A change from one building to another. 

b. A ch~nge from one grade level to another. 

c. A change in the majority of the teaching load from one department or 
another. 

3. Teachers may request a voluntary transfer at any time by writing to the 
Superintendent. 

4. Teachers shall be notified of assignments for the oncoming school year. 
Such notification shall be prior to July 1, preceding the school year in which 
the assignment is to take place. The notice shall include: building, grade 
level, and/or subjects. A change in assignment after July 1 shail occur only 
if an emergency exists. In cases of emergency, the superintendent will 
meet with the bargaining unit member affected and an association 
representative, immediately. 

ARTICLE XVI 
MANAGEMENT RIGHTS 

The Board hereby retains and reserves unto itself, without limitation, all powers, rights, 
authority, duties, and responsibilities conferred upon and vested in it by the laws and 
constitution of the State of Ohio, and to the United States. 

The exercise of the foregoing powers, rights, authority, duties and responsibilities by the 
Board, the adoption of policies, rules, regulations, and practices in furtherance thereof, 
and the use of judgment and discretion in connection therewith, shall be limited only to 
the extent of such specific and express terms of this contract and Ohio Statutes which 
include the Constitution and laws of the State of Ohio and the rules and regulations 
promulgated by the Ohio State Board of Education and the Constitution of the United 
States. Negotiable matters and management rights shall be in accordance with 
4117.08 of the Ohio Revised Code. 

A . SEPARABILITY 

ARTICLE XVII 
EFFECT AND DURATION 

1. If any provision of this Agreement or any application of this Agreement to 
any bargaining unit member or employee or group of bargaining unit 
members or employees rs held to be contrary to law by a court of competent 
jurisdiction, then such provision or application shall not be deemed valid and 
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subsisting, except to the extent permitted by law; but all other provisions or 
applications shall continue in full force and effect. 

2. If, during the term of this Contract, a mandatory state or federal law or 
regulation is passed that makes a part of this Contract invalid, 
representatives of the Board and the Association shall meet within thirty (30) 
days of a written request by either party to resolve the differences between 
the new mandatory state or federal law or regulation and the existing 
Contract. 

3. All understandings and/or agreements reached under this procedure shall 
be reduced to writing, signed by each party, and made a party of the 
collective bargaining agreement. 

B. MODIFICATION OF AGREEMENT 

1. This Agreement shall not be modified in whole or in part except by an 
instrument in writing duly executed by the parties. 

2. Upon mutual consent to modify this Agreement, negotiations shall 
commence not more than ten (10) days thereafter. 

C. DURATION OF AGREEMENT 

This Agreement shall be effective as of August 1, 2013, through and including 
July 31, 2016. 

D. SUCCESSOR AGREEMENT 

This Agreement supersedes and cancels all previous agreements, between the 
Board and Association, and constitutes the entire written agreement between the 
parties. 

In witness whereof the parties hereto have caused this Agreement to be signed 
by their respective presidents, attested by their respective secretaries. 
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Ayersville Education Association Ayersville Local Board of Education 

By j[)/;?~ 
Fi'fesident 

Date: 

By: & .. wt= !l~ 
Date: ~ 2±, ::2013 

By:~e&~ 
Date: (; /z 7 /; .J 

} I 

r;1:J7 /J</= 
Date: ~(+-/_2 7------=/t_I _) _ 

~·~ 
!P/2-; /r3 

By: 

By: 

Date: 
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Base = $ 32,687 

BA 
0 1.000 $ 32,687 

1 1.040 $ 33,994 

2 1.080 $ 35,302 

3 1.120 $ 36,609 

4 1.160 $ 37,917 

5 1.200 $ 39,224 

6 1.240 $ 40,532 

7 1.280 $ 41,839 

8 1.320 $ 43,147 

9 1.360 $ 44,454 

10 1.400 $ 45,762 

11 1.440 $ 47,069 

12 1.480 $ 48,377 

13 1.520 $ 49,684 

14 1.560 $ 50,992 

15 1.600 $ 52,299 

16 

20 1.640 $ 53,607 

AYERSVILLE LOCAL SCHOOLS SALARY SCHEDULE 
08/01/2013 - 07/31/2014 

BA150 MA MA15 
1.060 $ 34,648 1.120 $ 36,609 1.172 $ 38,309 

1.105 $ 36,119 1.170 $ 38,244 1.222 $ 39,944 

1.150 $ 37,590 1.220 $ 39,878 1.272 $ 41 ,578 

1.195 $ 39,061 1.270 $ 41,512 1.322 $ 43,212 

1.240 $ 40,532 1.320 $ 43,147 1.372 $ 44,847 

1.285 $ 42,003 1.370 $ 44,781 1.422 $ 46,481 

1.330 $ 43,474 1.420 $ 46,416 1.472 $ 48,115 

1.375 $ 44,945 1.470 $ 48,050 1.522 $ 49,750 

1.420 $ 46,416 1.520 $ 49,684 1.572 $ 51,384 

1.465 $ 47,886 1.570 $ 51,319 1.622 $ 53,018 

1.510 $ 49,357 1.620 $ 52,953 1.672 $ 54,653 

1.555 $ 50,828 1.670 $ 54,587 1.722 $ 56,287 

1.600 $ 52,299 1.720 $ 56,222 1.772 $ 57,921 

1.645 $ 53,770 1.770 $ 57,856 1.822 $ 59,556 

1.690 $ 55,241 1.820 $ 59,490 1.872 $ 61,190 

1.735 $ 56,712 1.870 $ 61,125 1.922 $ 62,824 

1.972 $ 64,459 

1.780 $ 58,183 1.920 $ 62,759 2.022 $ 66,093 

**Step 25 longevity $1,000 
**Step 27 longevity $1,500 (additional $500) 
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MA30 
1.212 $ 39,617 

1.267 $ 41,414 

1.322 $ 43,212 

1.377 $ 45,010 

1.432 $ 46,808 

1.487 $ 48,606 

1.542 $ 50,403 

1.597 $ 52,201 

1.652 $ 53,999 

1.707 $ 55,797 

1.762 $ 57,594 

1.817 $ 59,392 

1.872 $ 61,190 

1.927 $ 62,988 

1.982 $ 64,786 

2.037 $ 66,583 

2.092 $ 68,381 

2.147 $ 70,179 



AYERSVILLE LOCAL SCHOOLS SALARY SCHEDULE 
08/01/2014 - 07/31/2015 

Base = s 33,1n 

BA BA150 MA MA15 
0 1.000 $ 33,177 1.060 $ 35, 168 1.120 $ 37,158 1.172 $ 38,883 

1 1.040 $ 34,504 1.105 $ 36,661 1.170 $ 38,817 1.222 $ 40,542 

2 1.080 $ 35,831 1.150 $ 38,154 1.220 $ 40,476 1.272 $ 42,201 

3 1 ~ 120 $ 37,158 1.195 $ 39,647 1.270 $ 42,135 1.322 $ 43,860 

4 1.160 $ 38,485 1.240 $ 41, 139 1.320 $ 43,794 1.372 $ 45,519 

5 1.200 $ 39,812 1.285 $ 42,632 1.370 $ 45,452 1.422 $ 47,178 

6 1.240 $ 41, 139 1.330 $ 44,125 1.420 $ 47,111 1.472 $ 48,837 

7 1.280 $ 42,467 1.375 $ 45,618 1.470 $ 48,770 1.522 $ 50,495 

8 1.320 $ 43,794 1.420 $ 47,111 1.520 $ 50,429 1.572 $ 52,154 

9 1.360 $ 45, 121 1.465 $ 48,604 1.570 $ 52,088 1.622 $ 53,813 

10 1.400 $ 46,448 1.510 $ 50,097 1.620 $ 53,747 1.672 $ 55,472 

11 1.440 $ 47,775 1.555 $ 51,590 1.670 $ 55,406 1.722 $ 57,131 

12 1.480 $ 49,102 1.600 $ 53,083 1.720 $ 57,064 1.772 $ 58,790 

13 1.520 $ 50,429 1.645 $ 54,576 1.770 $ 58,723 1.822 $ 60,448 

14 1.560 $ 51,756 1.690 $ 56,069 1.820 $ 60,382 1.872 $ 62, 107 

15 1.600 $ 53,083 1.735 $ 57,562 1.870 $ 62,041 1.922 $ 63,766 

16 1.972 $ 65,425 

20 1.640 $ 54,410 1.780 $ 59,055 1.920 $ 63 700 2.022 . $ 67,084 

**Step 25 longevity $1,000 
**Step 27 longevity $1,500 (additional $500) 

APPENDIX "A" 

MA30 
1.212 $ 40,211 

1.267 $ 42,035 

1.322 $ 43,860 

1.377 $ 45,685 

1.432 $ 47,509 

1.487 $ 49,334 

1.542 $ 51,159 

1.597 $ 52,984 

1.652 $ 54,808 

1.707 $ 56,633 

1.762 $ 58,458 

1.817 $ 60,283 

1.872 $ 62,107 

1.927 $ 63,932 

1.982 $ 65,757 

2.037 $ 67,582 

2.092 $ 69,406 

2.147 $ 71,231 



Base = $ 33,675 

BA 
0 1.000 $ 33,675 

1 1.040 $ 35,022 

2 1.080 $ 36,369 

3 1.120 $ 37,716 

4 1.160 $ 39,063 

5 1.200 $ 40,410 

6 1.240 $ 41,757 

7 1.280 $ 43,104 

8 1.320 $ 44,451 

9 1.360 $ 45,798 

10 1.400 $ 47,145 

11 1.440 $ 48,492 

12 1.480 $ 49,839 

13 1.520 $ 51,186 

14 1.560 $ 52,533 

15 1.600 $ 53,880 

16 

20 1.640 $ 55,227 

AYERSVILLE LOCAL SCHOOLS SALARY SCHEDULE 
08/01/2015 - 07/31/2016 

BA150 MA MA15 
1.060 $ 35,696 1.120 $ 37,716 1.172 $ 39,467 

1.105 $ 37,211 1.170 $ 39,400 1.222 $ 41,151 

1.150 $ 38,726 1.220 $ 41,084 1.272 $ 42,835 

1.195 $ 40,242 1.270 $ 42,767 1.322 $ 44,518 

1.240 $ 41,757 1.320 $ 44,451 1.372 $ 46,202 

1.285 $ 43,27Z 1.370 $ 46,135 1.422 $ 47,886 

1.330 $ 44,788 1.420 $ 47,819 1.472 $ 49,570 

1.375 $ 46,303 1.470 $ 49,502 1.522 $ 51,253 

1.420 $ 47,819 1.520 $ 51,186 1.572 $ 52,937 

1.465 $ 49,334 1.570 $ 52,870 1.622 $ 54,621 

1.510 $ 50,849 1.620 $ 54,554 1.672 $ 56,305 

1.555 $ 52,365 1.670 $ 56,237 1.722 $ 57,988 

1.600 $ 53,880 1.720 $ 57,921 1.772 $ 59,672 

1.645 $ 55,395 1.770 $ 59,605 1.822 $ 61,356 

1.690 $ 56,911 1.820 $ 61,289 1.872 $ 63,040 

1.735 $ 58,426 1.870 $ 62,972 1.922 $ 64,723 

1.972 $ 66,407 

1.780 $ 59,942 1.920 $ 64,656 2.022 $ 68,091 

**Step 25 longevity $1,000 
**Step 27 longevity $1,500 (additional $500) 

APPENDIX "A" 

MA30 
1.212 $ 40,814 

1.267 $ 42,666 

1.322 $ 44,518 

1.377 $ 46,370 

1.432 $ 48,223 

1.487 $ 50,075 

1.542 $ 51,927 

1.597 $ 53,779 

1.652 $ 55,631 

1.707 $ 57,483 

1.762 $ 59,335 

1.817 $ 61,187 

1.872 $ 63,040 

1.927 $ 64,892 

1.982 $ 66,744 

2.037 $ 68,596 

2.092 $ 70,448 

2.147 $ 72,300 



APPENDIX "B" 

Ayersvllle Local Schools 
Extracurricular Pay Schedule 

2013-2014 

A. All extra curricular contracts for 2013-2014 will be issued with $32,687.00 as base pay. 

B. Extracurricular pay schedule: 

Base $32,687 

YEARS COMPLETED ~ 5-9 10-19 ~ 30+ 

CATEGORY I 0.200 0.210 0.220 0.280 0.260 

$6,537 $6,864 $7,191 $9,152 $9,152 
Instrumental 

CATEGORY II 0.185 0.195 0.205 0.215 0.225 

$6,047 $6,374 $6,701 $7,028 $7,355 
Athletic Director 

CATEGORY Ill 0.150 0.160 0.170 0.160 0.190 

$4,903 $5,230 $5,557 $5,884 $6,211 
Co-Athletic Director (2) 
Head Football 
Head Basketball (Boys) 
Head Basketball (Girls) 
Musical Director 

CATEGORY IV 0.140 0.150 0.160 0.170 0.180 

$4,576 $4,903 $5,230 $5,557 $5,884 
Boys & Girls Swimming 
Boys and Girls Track 

CATEGORYV 0.120 0.130 0.140 0.150 0.160 

$3,922 $4,249 $4,576 $4,903 $5~230 
Head W restring 

CATEGORY VI 0.095 0 .105 0.115 0.125 0.135 

$3,105 $3,432 $3,759 $4,086 $4,413 
Girls & Boys Cross Country 

CATEGORY VII 0.090 0.100 0.110 0.120 0.130 

$2,942 $3,269 $3,596 $3,922 $4,249 
Assistant Football (4} 
Assistant Basketball (Boys) 
Assistant Basketball (Girls) 
Head Baseball 
Head Softball 
Head Volleyball 
Boys Head Track 
Girls Head Track 
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YEARS COMPLETED ~ §::! 10-19 20-29 30+ 

CATEGORY VIII 0.075 0.085 0.095 0.105 0.115 

$2,452 $2,778 $3,105 $3,432 $3,759 
9th Basketball (Boys) 
9th Basketball (Girls) 
9th Football 

CATEGORY IX 0.072 0.082 0.092 0.102 0.112 

$2,353 $2,680 $3,007 $3,334 $3,661 
Asst. Wrestling 

CATEGORYX 0.065 0.075 0.085 0.095 0.105 

$2,125 $2,452 $2,778 $3,105 $3,432 
7th Basketball (Boys) 
7th Basketball (Girls) 
8th Basketball (Boys) 
8th Basketball (Girls) 
JH Football (2) 
Stage Manager 

CATEGORY XI 0.060 0.070 0.080 0.090 0.1 00 

$1,961 $2,288 $2,615 $2,942 $3,269 
Boys Cross Country 
Girls Cross Country 
Golf 
Tennis 
Asst. Volleyball 
Asst. Baseball 
Asst. Softball 
JH Wrestling 
HS Vocal 
Flag/Majorette 
Senior Advisor 
Junior Advisor 
Asst. Track (2) 

CATEGORY XII 0.050 0.060 0.070 0.080 0.090 

$1,634 $1,961 $2,288 $2,615 $2,942 
9th Volleyball 
JH Track (Boys) 
JH Track (Girls) 
JH Volleyball 
Musical Assistant 

CATEGORY XIII 0.045 0.055 0.065 0.075 0.085 

$1,471 $1,798 $2,125 $2,452 $2,778 
HS Yearbook 
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YEARS COMPLETED 0-4 5-9 10-19 ~ 30+ 

CATEGORY XIV 0.040 0.050 0.060 0.070 0.080 

$1,307 $1,634 $1,961 $2,288 $2,615 
Variety Show 
Show Choir 
Career Exploration 
Aquatics Director 
Basketball Cheerteading 
Football Cheerleading 

CATEGORY XV 0.035 0.045 0.055 0.065 0.075 

$1,144 $1,471 $1,798 $2,125 $2,452 
HS Paper 

CATEGORY XVI 0.030 0.040 0.050 0.060 0.070 

$981 $1,307 $1,634 $1,961 $2,288 
HS Student Council 
JH Cheerleading 
Orchestra Director 
District Mentor Coordinator 

CATEGORY XVII 0.025 0.035 0.045 0.055 0.065 

$817 $1,144 $1,471 $1,798 $2,125 
Art Show Director (2) 
HS Academic Fair 
JH Academic Fair 
Middle School Yearbook 

CATEGORY XVIII 0.020 0.030 0.040 0.050 0.060 
$654 $981 $1,307 $1,634 $1,961 

National Honor Society 
Business Club 
Spanish Club 
Science Club 
Math Club 
SADD 
Volunteens 
Art Club 
Quiz Bowl (2) 
Elementary Yearbook 
Mentor Teacher (maximum of two mentees per contract) 

MENTOR gUALIFICATION STIPEND: ~300 

Upon initial qualification as a mentor, as prescribed by the Ohio Department of Education, the teacher will receive 
a one-time stipend of $300. That teacher must be deemed ·mentor qualified" by May 1 of the school year in which 
he/she receives mentor training. Payment will be made upon Principal authorization on the last pay of the fiscal 
year. 

Teachers who have less than three years teaching experience in the district, as stipulated by the ODE and the 
NWOESC, are not considered "mentor qualified" as stipulated in the master contract and will not be eligible to 
receive the $300, unless, due to necessity, the District appoints that teacher with less than three years of 
experience to be a mentor. That teacher will then receive the $300 as per the Mentor Qualification criteria 
discussed above. 
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YEARS COMPLETED ~ 5-9 .12:..1! ~ 30+ 

CATEGORY XIX 0.015 0.025 0.035 0.045 0.055 
$490 $817 $1,144 $1,471 $1,798 

MS Paper 
MS Student Council 
Washington, D.C. Trip 
Coordinator 

CATEGORY XX 0.007 0.017 0.027 0.037 0.047 
$229 $556 $883 $1,209 $1,536 

Sophomore Advisor 
Freshman Advisor 

C. Any coach who coaches two sports during the same season will receive full pay for one and one-half pay for 
the other. 

D. Any teacher who accepts two extracurricular contracts will receive a $150 bonus. 

E. Any teacher who accepts three extracurricular contracts will receive a $300 bonus. 

F. Any teacher who accepts four extracurricular contracts will receive a $500 bonus. 

G. Bonuses will be paid at the end of the 2013-2014 school year. 

H. Credit towards exj:>erience increases will require verifiable paid experience in the same sport regardless of 
level. Boys and girls athletics are the same for the purpose of this section. All other positions will require verifiable 
paid years of experience specific to the supplemental position at any level. 
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APPENDIX "B" 

Ayersville Local Schools 
Extracurricular Pay Schedule 

2014-2015 

A. All extra curricular contracts for 2014-2015 will be issued with $33,177.00 as base pay. 

B. Extracurricular pay schedule: 

Base $33,177 

YEARS COMPLETED ~ 5.9 10-19 ~ 30+ 

CATEGORY I 0.200 0.210 0.220 0.280 0.280 
$6,635 $6,967 $7,299 $9,290 $9,290 

Instrumental 

CATEGORY II 0.185 0.195 0.205 0.215 0.225 
$6,138 $6,470 $6,801 $7,133 $7,465 

Athletic Director 

CATEGORY Ill 0.150 0.160 0.170 0.180 0.190 
$4,977 $5,308 $5,640 $5,972 $6,304 

Co-Athletic Director (2) 
Head Football 
Head Basketball (Boys) 
Head Basketball (Girls) 
Musical Director 

CATEGORY IV 0.140 0.150 0.160 0.170 0.180 
$4,645 $4,977 $5,308 $5,640 $5,972 

Boys & Girls Swimming 
Boys and Girls Track 

CATEGORYV 0.120 0.130 0.140 0.150 0.160 
$3,981 $4,313 $4,645 $4,977 $5,308 

Head Wrestling 

CATEGORY VI 0.095 0.105 0.11~ 0.125 0.135 
$3,152 $3,484 $3,815 $4,147 $4,479 

Girls & Boys Cross Country 

CATEGORY VII 0.090 0.100 0.110 0.120 0.130 
$2,986 $3,318 $3,649 $3,981 $4,313 

Assistant Football (4} 
Assistant Basketball (Boys) 
Assistant Basketball (Girls) 
Head Baseball 
Head Softball 
Head Volleyball 
Boys Head Track 
Girts Head Track 
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YEARS COMPLETED 0-4 5-9 jj:ll ~ 30+ 

CAT!;GORY VIII 0.075 0.085 0.095 0.105 0.115 
$2,488 $2,820 $3,152 $3,484 $3,815 

9th Basketball (Boys) 
9th Basketball (Girls) 
9th Football 

CATEGORY IX 0.072 0.082 0.092 0.102 0.112 

$2,389 $2,721 $3,052 $3,384 $3,716 
Asst. Wrestling 

CATEGORYX 0.065 0.075 0.085 0.095 0.105 

$2,157 $2,488 $2,820 $3,152 $3,484 
7th Basketball (Boys) 
7th Basketball (Girls) 
8th Basketball (Boys) 
8th Basketball (Girls) 
JH Football (2) 
Stage Manager 

CATEGORY XI 0.060 0.070 0.080 0.090 0.100 

$1,991 $2,322 $2,654 $2,986 $3,318 
Boys Cross Country 
Gir1s Cross Country 
Golf 
Tennis 
Asst. Volleyball 
Asst. Baseball 
Asst. Softball 
JH Wrestling 
HS Vocal 
Flag/Majorette 
Senior Advisor 
Junior Advisor 
Asst. Track (2) 

CATEGORY XII 0.050 0.060 0.070 0.080 0.090 

$1,659 $1,991 $2,322 $2,654 $2,986 
9th Volleyball 
JH Track (Boys) 
JH Track (Girls) 
JH Volleyball 
Musical Assistant 

CATEGORY XIII 0.045 0.055 0.065 0.075 0.085 

$1,493 $1,825 $2,157 $2,488 $2,820 
HS Yearbook 
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YEARS COMPLETED 0-4 5-9 .12:1! 20-29 30+ 

CATEGORY XIV 0.040 0.050 0.060 0.070 0.080 
$1,327 $1,659 $1,991 $2,322 $2,654 

Variety Show 
Show Choir 
Career Exploration 
Aquatics Director 
Basketball Cheerleading 
Football Cheerleading 

CATEGORY XV 0.035 0.045 0.055 0.065 0.075 
$1,161 $1,493 $1,825 $2,157 $2,488 

HS Paper 

CATEGORY XVI 0.030 0.040 0.050 0.060 0.070 
$995 $1,327 $1,659 $1,991 $2,322 

HS Student Council 
JH Cheerleading 
Orchestra Director 
District Mentor Coordinator 

CATEGORY XVII 0.025 0.035 0.045 0.055 0.065 
$829 $1 ,161 $1,493 $1,825 $2,157 

Art Show Director (2) 
HS Academic Fair 
JH Academic Fair 
Middle School Yearbook 

CATEGORY XVIII 0.020 0.030 0.040 0.050 0.060 
$664 $995 $1,327 $1,659 $1,991 

National Honor Society 
Business Club 
Spanish Club 
Science Club 
Math Club 
SADD 
Volunteens 
Art Club 
Quiz Bowl (2) 
Elementary Yearbook 
Mentor Teacher (maximum of two mentees per contract) 

MENTOR QUALIFICATION STIPEND: 1300 

Upon initial qualification as a mentor, as prescribed by the Ohio Department of Education, the teacher will receive 
a one-time stipend of $300. That teacher must be deemed "mentor qualified" by May 1 of the school year in which 
he/she receives mentor training. Payment will be made upon Principal authorization on the last pay of the fiscal 
year. 

Teachers who have less than three years teaching experience in the district, as stipulated by the ODE and the 
NWOESC, are not considered "mentor qualified" as stipulated in the master contract and will not be eligible to 
receive the $300, unless, due to necessity, the District appoints that teacher with less than three years of 
experience to be a mentor. That teacher will then receive the $300 as per the Mentor Qualification criteria 
discussed above. 
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YEARS COMPLETED 0-4 5.9 1Q:1! 20·29 ~ 

CATEGORY XIX 0.015 0.025 0.035 0.045 0.055 
$498 $829 $1,161 $1,493 $1,825 

MS Paper 
MS Student Council 
Washington, D.C. Trip 
Coordinator 

CATEGORY XX 0.007 0.017 0.027 0.037 0.047 
$232 $564 $896 $1,228 $1,559 

Sophomore Advisor 
Freshman Advisor 

C. Any coach who coaches two sports during the same season will receive full pay for one and one-half pay for 
the other. 

D. Any teacher Vt'ho accepts two extracurricular contracts will receive a $150 bonus. 

E. Any teacher who accepts three extracurricular contracts will receive a $300 bonus. 

F. Any teacher who accepts four extracurricular contracts will receive a $500 bonus. 

G. Bonuses will be paid at the end of the 2014-2015 school year. 

H. Credit towards experience increases will require verifiable paid experience in the same sport regardless of 
level. Boys and girls athletics are the same for the purpose of this section. All other positions will require verifiable 
paid years of experience specific to the supplemental position at any level. 
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APPENDIX "B" 

Ayersville Local Schools 
Extracurricular Pay Schedule 

2015-2016 

A. All extra curricular contracts for 2015-2016 will be issued with $33,675.00 as base pay. 

B. Extracurricular pay schedule: 

Base $33,675 

YEARS COMPLETED .Q:! 5-9 12=1! 20-29 30+ 

CATEGORY I 0.200 0.210 0.220 0.280 0.280 
$6,735 $7,072 $7,409 $9,429 $9,429 

Instrumental 

CATEGORY II 0.185 0.195 0.205 0.215 0.225 
$6,230 $6,567 $6,903 $7,240 s1,5n 

Athletic Director 

CATEGORY Ill 0.150 0.160 0.170 0.180 0.190 
$5,051 $5,388 $5,725 $6,052 $6,398 

Co-Athletic Director (2) 
Head Football 
Head Basketball (Boys) 
Head Basketball (Girls) 
Musical Director 

CATEGORY IV 0.140 0.150 0.160 0.170 0.180 
$4,715 $5,051 $5,388 $5,725 $6,062 

Boys & Girls Swimming 
Boys and Girts Track 

CATEGORYV 0.120 0.130 0.140 0.150 0.160 
$4,041 $4;378 $4,715 $5,051 $5,388 

Head Wrestling 

CATEGORY VI 0.095 0.105 0.115 0.125 0.135 
$3,199 $3,536 $3,873 $4,209 $4,546 

Girts & Boys Cross Country 

CATEGORY VII 0.090 0.100 0.110 0.120 0.1 30 
$3,031 $3,368 $3,704 $4,041 $4,378 

Assistant Football (4) 
Assistant Basketball (Boys) 
Assistant Basketball (Girts) 
Head Baseball 
Head Softball 
Head Volleyball 
Boys Head Track 
Girts Head Track 
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YEARS COMPLETED 0-4 H 12:.1! 20-29 30+ 

CATEGORY VIII 0.075 0.085 0.095 0.105 0.115 

$2,526 $2,862 $3,199 $3,536 $3,873 
9th Basketball (Boys) 
9th Basketball (Girls) 
9th Football 

CATEGORY IX 0.072 0.082 0.092 0.102 0.112 

$2,425 $2,761 $3,098 $3,435 $3,772 
Asst. Wrestling 

CATEGORYX 0.065 0.075 0.085 0.095 0.105 

$2,189 $2,526 $2,862 $3,199 $3,536 
7th Basketball (Boys) 
7th Basketball (Girls) 
8th Basketball (Boys) 
8th Basketball (Girls) 
JH Football (2) 
Stage Manager 

CATEGORY XI 0.060 0.070 0.080 0.090 0.100 

$2,021 $2,357 $2,694 $3,031 $3,368 
Boys Cross Country 
Girls Cross Country 
Golf 
Tennis 
Asst. Volleyball 
Asst. Baseball 
Asst. Softball 
JH Wrestling 
HS Vocal 
Flag/Majorette 
Senior Advisor 
Junior Advisor 
Asst. Track (2) 

CATEGORY XII 0.050 0.060 0.070 0.080 0.090 

$1,684 $2,021 $2,357 $2,694 $3,031 
9th Volleyball 
JH Track (Boys) 
JH Track (Girls) 
JH Volleyball 
Musical Assistant 

CATEGORY XIII 0.045 0.055 0.065 0.075 0.085 

$1,515 $1,852 $2,189 $2,526 $2,862 
HS Yearbook 
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YEARS COMPLETED ~ 5-9 10-19 20-29 30+ 

CATEGORY XIV 0.040 0.050 0.060 0.070 o.oao· 
$1,347 $1,684 $2,021 $2,357 $2,694 

Variety Show 
Show Choir 
Career Exploration 
Aquatics Director 
Basketball Cheerfeading 
Football Cheerfeading 

CATEGORY XV 0.035 0.045 0.055 0.065 0.075 
$1,179 $1,515 $1,852 $2,189 $2,526 

HS Paper 

CATEGORY2M 0.030 0.040 0.050 0.060 0.070 
$1,010 $1,347 $1,684 $2,021 $2,357 

HS Student Council 
JH Cheerfeading 
Orchestra Director 
District Mentor Coordinator 

CATEGORY XVII 0.025 0.035 0.045 0.055 0.065 
$842 $1,179 $1,515 $1,852 $2,189 

Art Show Director (2) 
HS Academic Fair 
JH Academic Fair 
Middle School Yearbook 

CATEGORY XVIII 0.020 0.030 0.040 0.050 0.060 
$674 $1,010 $1,347 $1,684 $2,021 

National Honor Society 
Business Club 
Spanish Club 
Science Club 
Math Club 
SADD 
Volunteens 
Art Club 
Quiz Bowl (2) 
Elementary Yearbook 
Mentor Teacher (maximum of two mentees per contract) 

MENTOR QUALIFICATION STIPEND: ~300 

Upon initial qualification as a mentor, as prescribed by the Ohio Department of Education, the teacher will receive 
a one-time stipend of $300. That teacher must be deemed "mentor qualified" by May 1 of the school year in which 
he/she receives mentor training. Payment will be made upon Principal authorization on the last pay of the fiscal 
year. 

Teachers who have less than three years teaching experience in the district, as stipulated by the ODE and the 
NWOESC, are not considered "mentor qualified" as stipulated in the master contract and will not be eligible to 
receive the $300, unless, due to necessity, the District appoints that teacher with less than three years of 
experience to be a mentor. That teacher will then receive the $300 as per the Mentor Qualification criteria 
discussed above. 
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YEARS COMPLETED 0-4 5-9 !P.:1! 20-29 ~ 

CATEGORY XIX 0.015 0.025 0.035 0.045 0.055 
$505 $842 $1 ,179 $1,515 $1,852 

MS Paper 
MS Student Council 
Washington, D.C. Trip 
Coordinator 

CATEGORY XX 0.007 0.017 0.027 0.037 0.047 
$236 $572 $909 $1,246 $1,583 

Sophomore Advisor 
Freshman Advisor 

C. Any coach who coaches two sports during the same season will receive full pay for one and one-half pay for 
the other. 

D. Any teacher who accepts two extracurricular contracts will receive a $150 bonus. 

E. Any teacher who accepts three extracurricular contracts will receive a $300 bonus. 

F. Any teacher who accepts four extracurricular contracts will receive a $500 bonus. 

G. Bonuses will be paid at the end of the 2015-2016 school year. 

H. Credit towards experience increases will require verifiable paid experience in the same sport regardless of 
level. Boys and girls athletics are the same for the purpose of this section. All other positions will require verifiable 
paid years of experience specific to the supplemental position at any level. 
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AYERSVILLE LOCAL SCHOOLS 

Professional Study/Graduate Course Approval Application 
(to be completed PRIOR to taking course work) 

APPENDIX "C" 

Please ref er to the terms and conditions of tuition reimbursement and salary schedule placement in the 
current master contract. 

Applicant's name ________________________ _ 

College/University _______________________ _ 

Name of class and # ------------------------
# of Credit hours ____ Semester _____ Quarter 

Date course begins _________ D.ate course ends _________ _ 

Do you believe these hours would qualify you for move on the pay scale? YES NO 

Ifso, BA to 150hrs __ 150hrstoMA __ MAtoMA15 __ MA15toMA30 _ _ 

Upon completion of course work an itemized bill from the college/university, proof of payment (credit card 
statement, canceled check, etc.) and an OFFICIAL transcript must be presented to the superintendent's office. 

Employee's Signature ____________________ .Date ____ _ 

Superintendent's signature __________________ Date ____ _ 

____ Approval ____ Disapproval 

* * * * * * * * * * * * * I Office Use Only 

To receive tuition reimbursement the following documentation must be provided: 

__ itemized bill from the college or university 
_-"proof of payment (credit card statement, canceled check, etc.) 
__ OFFICIAL transcript 

Amount to be reimbursed To be reimbursed in September 20_ 

Approval to move on the salary schedule to column 150HRS MA MAIS MA30 

Move will be effective 1st pay of contract year 2nd pay of February 

Superintendent's signature __________ ________ Date _ ___ _ 
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AYERSVILLE LOCAL SCHOOL DISTRICT 

PERSONAL LEAVE ROLLOVER/PAYMENT FORM 

School Year 

Name 

Personal Leave Balance at end of school year: 

APPENDIX "D" 

days ---

I request the following distribution for the balance of my unused personal leave days: 

Rollover to next school year (maximum one day): days ---

Payment for unused days (maximum three days): - - - days 

Total distribution of days may not exceed three days. 

Payment will be made the second pay in June. 

I understand that failure to submit this completed form to my supervisor by the end of my 

last scheduled work day will result in forfeiture of the ability to rollover or receive 

payment for my unused personal leave days for this school year. 

Employee Signature Date 

Administrative Approval Date 

Treasurer's office use 

Day to rollover: Entered into USPS: 

Days x Rate = Total Payment 

Coding: 
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APPENDIX "E" 

CURRICULUM ENRICHMENT/INNOVATION APPLICATION 
School Year ~~~~-

Name ____ _________ Grade level & subject taught. _ _ _ 

Check one 
__ Additional time beyond regular school day (after school) 
__ Additional time beyond regular contracted days 
__ Both of the above 

PurpMe(Plcase describe specific reasons for this request) 

Expected Results (How will this day(s) improve your teaching and/or your students' learning?) 

Total time required for this Curriculum Enrichment/Innovation Activity --------

* Seven (7) hours would equal one (1) day. 
_ _ _ Number of Curriculum Enrichment/Innovation days requested 

I understand that this application is subject to approval by my building principal and the school district 
superintendent. 

Teacher 

Approved Rejected 

Building Principal 

Superintendent 
Reason ifrejected 

Date 

Date 

Date 
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(White: Central Office) 
(Canary: Principal) 

(Pink: Teacher) 



Name 

APPENDIX "E" 

CURRICULUM ENRICHMENT/INNOVATION EVALUATION 
School Year~~~~~-

Grade level & subject taug..li.t 

What evidence can you give that the knowledge and information gained during the approved Curriculum 
Enrichment/Innovation (days) were implemented? 

What results can you show that would support the value of your Curriculum Enrichment/Innovation day(s)? 

How has this opportunity for paid Curriculum Enrichment/Innovation days motivated you to become more 
innovative and relevant in your teaching? 

___ Requested Number of Curriculum Enrichment/Innovation days to be paid for 
*Seven (7) hours would equal one (1) day. 

Teacher Date 

Building Principal Date 

District Superintendent Date 

___ ___ Number of days approved for payment. (White: Central Office) 
{Canary: Principal) 

(Pink: Teacher) 



AYERSVILLE LOCAL SCHOOLS 
Employee Application for Leave 

APPENDIX "F" 

EMPLOYEE NAME: __________ _ TODAY'S DATE: ------

TYPE OF LEAVE: (enter amount of time requested i.e. %, 1, 2, etc.) 
SICK LEAVE Date of Illness: ---

---PERSONAL LEAVE Date of Leave: 
PROFESSIONAL LEAVE Date of Leave: - - -
DEDUCTION OF PAY Date of Deduct: ---

___ JURY DUTY Date of Duty: 

COMPLETE THIS SECTION FOR SICK LEVE ONLY: 

REASON FOR LEAVE: __ PERSONAL ILLNESS 

- -- PERSONAL INJURY 
__ IMMEDIATE FAMILY INJURY/ILLNESS 
_ _ OUTSIDE IMMEDIATE FAMILY INJURY/ILLNESS 

DEATH IN IMMEDIATE FAMILY ---
--DEATH OF CLOSE FRIEND OR RELATIVE 

COMPLETE FOR PROFESSIONAL LEAVE ONLY: 

Name of meeting -------------------------

Place of meeting ---------- -------'----- ------

Topic of meeting --- ------------- ------- ---

Please estimate expenses for which you expect to be reimbursed: 

Registration -----
Travel 

Lodging 
Meals 
Parking fees _ _ ___ _ 
Total 

_______ (# miles-round trip-x rate) School 
vehicle MUST be used unless prior approval is given 
otherwise. 
(#nights x rate) 

Sharing room with ------------

Other ALS staff members attending this meeting: --- ------------

EMPLOYEE SIGNATURE: _ ___________________ _ 

BUILDING PRINCIPAL APPROVAL: _________________ _ 

SUPERINTENDENT APPROVAL: _____ ____ ______ __ _ 

*Each employee is responsible to initiate the application for leave. 
*Forms are available in each administrative office. 
*Personal leave and professional leave are approved initially by your building principal then given to the 
superintendent for final approval. A verified copy will be returned to the teacher. 

*A leave request that is not approved will be returned to the teacher with a written explanation by the 
appropriate administrator. 
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APPENDIX 0 C:" 

This ls a general overview of the plans. Please refer to NBEC plan booklet and 
updates for current Information. 

SCHEDULE OF COVERED MEDICAL EXPENSES 
IH '\r Ill~ 111d f•f(t~f'-10 "'·~ ! -- --- Hfll-IP f>hn - ---

-' ------ - - -----~ 

- -- _ - . lll·:\~tlH<!J. IJIJ f· L'f-"'d\'_10• 

Clllmdar Year Dedaetlble ·~ii llD limit to 
Ille tlmDll1Jt tilat any t111e pttr1on 1lllEJ applJ 
w.nb tlle/lllHl/;J deducllbla HrnveNr, note 
"'"'the imtin/amiv detiu.t!libk 11111oimt ""'"be 
md before CllJ' benefits •re. JHIJlablefor llllJ' 
hu/Mdual In U.11/amll} (exceplfor 'f/Yellaas 
ha.r,/iU WheNDdlJ.dlble & waf~ 

Oat-of-Pocket Mnimum per Ca!endar Year 
(qclwln ~tfblm). 4fler amount Is reached, 
100% leyeJ of benefltr appliufor that Calendar 
Year. Pl!llaltte8, expe1l6a "°' COW1fld and 
rmw111m ova Plan 1111Ddnmn 4o not apply ta, 

· tllJll ore not <effected by, thU provlsilJn. 

LIFE'l'IME BENEFIT MAXIMUM 

Benefits subject to the penalty as stated per 
occurrence (1n fZlldJdon to D~ when pre-
certificatio.n procedQX'e.S . ' are 
not fullowed. 

$1,500/Employee $1.SOO/Employee 
only Plan Only Plan 

$3,000/llunily Plan* $3,000/family Plan* 

Ira and OUt of Natwork DaacllbJe 
ambll1tll °"' c.ombinetl toward the annual 

mtJJdmunu. 

$1,000/pcrson 
$2.000/family 

$2,000!pcnon 
$3,000/flunily 

In and Ollt of Network Out of Pocket 
Maximum tun0llnl3· are .rt!paralel] trachd 

$2,500,000 per perlOJl 

IO l'IU:-(E!lTlr\. C .\LL I llL IOLL
i 1trr ~l i \1111· au-.;\ ol Rm r uw 

PRESCRIPTION DRUG COVERAGE 

Prelcriptioo Drug Card Benefit ('Up to 34-t:/qy 
BUpply through partlclpatlllg 'fJbarmacle.s) The following co-pays per prescription or 

refill apply aaJy !Au the In-Netwmk 
Calendar Y car Deductl'ble is met. These 
co-pays will apply to the l'.n-Netwol'k Out 

Covered dm,8$ may be obtained through of Pocket Ma!dmum. 
participating phm:macies and paid at 100% "<lUt of • $10 co-pay Generic 
pocket' (note that nbstantial discounls are 
available tbrOugh these pharmaoios} until tho In- : $25 co11ay Formulary Brand 
Network.Calendar Ye..- Deductibl.o is met. Ailee • S4S oo-pay Non-Formulary Brand 
that Deductible is niot. additional oovered drugs 
are awilable at the co-pays shown at right for tho 
rcmah1der oftbat Calendar Year. 

M2il Orde..-Drag Benefit (llJJ to 90-day .tUP,Ply 
through Mall Ordsrwndor) 

Covered nWntenance drugs may be obtained 
lhrougb aontraocm Mail Order Program and paid 
at 100-Ai "out of pocket" (note that substantial 
di&collllts are available through 1his program) until 
the In-Network Calendar Year D~ble Is met 
A&r that I>edoctiblc is Dllrt, additional covered 
drugs are available at the co-pays shown at right 
b the remainder oftbat Calendar Year. 

Penalty (appliu to co-pay structure shown ahem 
qfter In-Network Calendar Year Deductibleis 
met) for purclluing non-Generic when Generic 
Drug IB Available 

The followfng co-pays per presc:dpdon or 
refill apply only !!t!!: the In-Network 
CalcmdarYeatDeducb"ble is mot.. these 
co-pays will apply to the Ja..Notwolk Out 
of Pocket Maximum. 

• $20 co-pay Generic 
• $40 co-pay Pormulary :Brand 
• $60 co-pay Ncn-Formulary Bnmd 

For both the Drug Card and Mail Ordtir 
Drug bene.tit. if a Covered Pcr&Oll 
purchases a brand name medication when a 
gcineric is available. then, in addition to the 
brand co-pay, he inust also pay the 
cllfference in price between the generic and 
brand medication. 

69 



-- - --
' IH 'ti IT' ,111 .I PRO\ 1'-lil'' llfll ll' l'l.·11 
I-- - ----- - -

I Ill · 'cil\O!I, 1111 :-·:I- 'em C'l'I, 
---- --. 

WELLNES~ AND ROUTINE CARE SIB.VICES 

8pecUic Well <ire Senices (Pap Te.71, Pr<WaJe 
Sp.ciflc Antjgelf (P&4.) Tut find Mammogram, 100%~12k! 70%a1ter 
lJMlted lo one each per Calendar Year, aNl DYd Deductible 
ilrcluding the ralat4d ofiice visit) 

All Other Covtnd Well Care Senrka (routtna 
phpical ~ inomAlatlom, lmntunlzatlam,jlu 
.1hob and diagnostic/ labaral")I lull Including, 

100% Dr!luctibta 70%afla bllt not limited to, focal OOClllt lallng and rtiUtil'td 
hearing a.ams. All~ •U11ias (aoqt .1~ · ~ Deductible 
routlM ooftmoscopJI bBfl'/ii below) llN limited to 
a C01116bfetl lfllixhnlilH pll,1lfll!ld of $51J{J po 
11DS01t Dt!r Cal•dar Year. 
Routbte"Colonosmpy (applta to Covem:l 
Pel'IOIU age 40 awl over cu follaw1: 

• One baseline procedure at age 40 or after, and 100% DeductI'ble Not appliaitblo 
limited thereafter 1D waived 

• One prooedure no earlier than five years 
fOJlowing the lut tueh procedore. 

PHYSICIAN'S OFF1gc /URGENT CARE I CLINIC EXPENSES 

Office/Urgent Care VWt (K:wn)Cbuge 80%after 70%after 
Deducbole Oeduct1'ble 

All Other E:ipauu ba Oftice/Urput Clft 80% after 70%after 
FacJBtr DedlWtible Deduc:ti"ble 

OUTPATIENT (noJH>fficel X*RAY/LAB AND DIAGNOSTIC TESTING 
EXPENSES 

Faclllty~ 80%aftm' 70%after 
Dcduc11oto Dediultible 

Professional hpemes 80%dter 70%aflet 
Deductible DodUCb'blo 

QTHER PROFESSIONAL SJRVICES 

Second Surgiu.l Optoiom 80%.&r 70%aftor 
Deductl"ble Deductt"ble 

Chlropradie Treatment (niaximum of24 visits 80%after 70%after 
per Calendar Year) Deductl'ble) Deductible 

Tbenpy Servica (l1Jcluding. bid not lmdted to, 80% after 70%a&r 
phy.rtcaT, occupational and trpUC1i therapy). Deductible Deductible 

Inpatient PbyaJciaa Vlaltt (limited to on. -Plait 80%aftcr 70%after 
per P/ry8iclan F @.y) Deductible Deductible 

AD Other Covered Profetslonal Expenses 
80% after 70% atler 

(~as prwloU3ly Gtated or aa claYffl1d under 
Deductible DedoctJ.ole 

''Additional Owenzge Detm"ls. " 
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BOSPJIAL SERVICES Nm SPECIAI.IZED TBMTMENT F.ACILJmS 

Inpatient llosplta1 JadlitJ Servkel lilllited to 
facility'1 nmi-pl'ivale room rau (flPllas prlPfb 10%afier 70%aflar NJom ti medically requindfot' Ltolatlon) and all Dcducti"ble Deducti'ble Mu/lcally Neca.rary 8et'llica tncludlng, Ind not 
limited to, ~care and cardiac can. 

Outpatient Hmpital Fadlity Semees tnchltllng 80%ailer 70%a&r 
.4mbulatory Sur1Jical Center Facility #rvicu Doductl'"ble Di=ductible 

ltmergeacy Room Care tnchtamg all related 80%atl!X' 70%after 
e;cpen8U ~d during tM .tame visit. Deductible Oeductih.le 

Blrtldni Center Fadlity Serviees 
80%after 70% after 

Doductfble Deductible 

RehabDltatlen li'adllty 
80%aftr:r 70%atitl' 

Deductible Deductible 

Sidled Narablg ll'acOity Services ~rrnm1 80%afb:r 70%after 
paytnUtl of$10,000 per Calelldar Year) Deductiblo Dcduc:tible 

MISCEI 1.ANEOUS SERVICES ii.. 

Bame llnlth Can (Fac:IUty tDd Profesdonal 80%ahr 70% aft« 
E~as) Deductible Dedlldible 

Rome Health Aide Sentee. 
SO% after SO%after 

Dcducb"blc Deducbl>lc 

HosplceCan 
(Inpatient and/or Homs lllTY'ices). Ma'Simum. 80%aftcr 70% after 
.. yment of SlD,1)00 per Lifetime. Inchldu 
separate maximum tftWo ~t counseling 

Deductible Deductible 

villa per course qf H03J11ct1 treatmsnt. 

lnJ:*tlmt /Outpdem Private Duty_ N11nlng 
80%aftrt' 70% after 

Deductible Dcductiblo 

Ambulance Servicel "6#b}1et to the ht.-Network &O%atwr *10%after 
Df!duc'lible a1'd Out of Podret Marimum Dcduotible Deducti'ble 

Ba.man Organ ancl Tillv.e 'l'ranaplantl (ta also 80%after 
Not Applicable ".4ddltlOMJ C"'1el'Oge Df!tails '') Dedlldib~ 

Durable Medical :lquipmmt 80'Ai idlm' 70%aftcr 
Deductible Dedum"ble 

MDrbid Obesity (surguy or mt>' other 1Natme111 80% aftm- 70% after 
j()I') &e aW, "A.ddilloltt,U CONrage Details" Deductible Deductible 

Otller Covered Seni~tems {3112/ol'lawing 80%aftm- 70%8.ft« pagu for posslbk addftioltal tktails or Deduatible DedQctible clm1ftcatlom) 



SCHEDULE OF COVERED MEDICAL EXPENSES 

Calendar Year Deductible (taln befon.beneftU 
are payable unJua waivel.(). Cllluga app&tl to 
Detluclible tlRrhlg last tiree monl/u tff a 
Caladar Year "'8o "11J1ly 11Ml11'4 Dfl4Mclfhkfor 
the nm Calendar Year. 

Out-of-Pocket Maximum per Ctiendar Year 
(m:lwl@y Deducilbla). After amount is reached, 
100% lenl qf/JeMflts applie8for that Calurdar 
Year. Co-pays, penaltla, cqmrsa "°' t:DNNd, 
omounta ova Plan f'llllJCinmmr tuUl patient's 
pmtiolf of Co-/n$rmqaeefor Dufpalient 
PSJchothmlPI tnatnumt of mbslvnctt abu.1e dlJ 
not f1PP{y ID, 1111d 1UY1 not ajf «kd bJ, 11"8 
provalan.. 

LD'ETIME BENEFIT MAXIMUM 

Benefits subject to the penalty as stated Pf'l' 
oCCUl'J'tl)Ce (in rddld01t to Dedu~ when pxc
certification procedun::& stated on pages 1~3 are 
not followed. 

I1t and Out of NetH>ol'l Dedactlble 
lllllOllll.D 11M .sllfJllU'(IJely tracked 

$1,000/person 
$2.000/family 

S3.00D/person 
$6,000/&mily 

In and Out of NdWOrlc Ortt of PocUt 
MtDdlttltm amolllttB Q1'e 1epalVllely tradcetl 

$2,500.000 per person 

10 PRf-C[HTJf\. < \LL Tiff TOLL
Fl~H \I \Hlf.R 0' '01 RID f" \RD 

)!RESCRIPTIQN DRUG COVERAGE 

Prescription Dnlg Card Benefit (~ to 34-day • Generic Dnzgs - $10 co-pay per 
supp{y through participatbig phannaciu) prescription or refill; then 100% 

D;duptible does not alY- see • Fommlary Brand Name Drugs - $20 
covered drugs and special considerations. co-pay per prescription or refill; then 

I 100% 
• Non Fonnulmy Brand Name DIUga -

$30 co-pay per piescription or nit.ill; 
then 100% 

~: Mainlaiance drugs mu1t beftlld 
throu.gll Mall Order qftu 3 phtumaq jlll8. 

Mail Order Drug Benefit (f.!P to 90-day supply .. $20 co-pay Oeueric ' 
through Mail Order vendor) • $40 co-pa.y Formulaiy Brmd 
J;!edudibl, docs mzl llll!~ - : • $60 co-pay Non-Formulary Brand 

For both tne Drug Card and Mail Order 
Drug benefit, if a Covered Persott 

Penalty ror punhulng non-Geoerlc: whm puniliastJS a brand name medication when a 
generic is available;s then, in addition to the 

Generic Drug ii Available brand co-pay. he must also pay the 
difference in price between tm; generic and 

brand medication. 



WELLNESS AND ROUTINE CABE SEBVICES 
- - -- - ---- -

flf.'l::FIT~ ;111<1 \~RO\ l'"-(CI;..:-. \u'''' +I rl.111 
I ------ -

1 ln-~d"'~ J ll11r-11J-\,'J111~!__f:_ _ 
Spedfle Well Cua Services (Pap Test, Prosl4te 
Specifte A.ntlgen (PSA.) Test and ManuMgnmr, 
limlted to one eaclr i-r Calendar Year. and 
including the related office Yiaip 

All other Coveftd WeD Care Services (routine 
phy8ical emm.r, inoculatians, immunimtio1'13.jlu. 
shots and diagnoMJcl laborat01)' tuts blcluding. 
but not limited to, fecal accull 'luling. routiM 
hearing exams turd colonosaopfn. All services 
&nifed t.o a combined 1flllXinuan pqmat of $300 
pu penon per Colenda,. y.,.. 

IOD% De4udJ"blc 
~ 

60% 

100% Dedqgtiblo 
waived 

I ACCIDENTEXPENSEB~IDutDanene 

Withiu First 72 hours or an Accldent 
100% 100% (lledllcti.blt:! waived) 

Mtet 72 Jaoun (Facility Ei:penses) 80% 60% 

After 72 hours (Professional E.r:penses) 80% 60% 

URGENT CARE FACILITY Csee ''Defi!mensu> & PHYSICIAN EXPENSES 

Within lint 72 boars of onset 
100% .100% f'Dcdum\!~ waived) 

After 7l boun (Fadllty Expenses) 80% 60% 

After 72 hours (Professioul Ei:pensu) 80% 60% 

PHYSICIAN'S OFFICE/ CLINIC EXPENSES 

Oflice Visit Cliarge ~ - $15 co-pay 60% 
*Primary Care Physician is an M.D., per visit, then 100%. 

1).0., or a Nurse Practitioner who is a Ded.uctib[e waived 
general or fmru.1y p~ncr. Specialist· $30 oo-
obstetdcian/gynocolo&ist; intenrlst or pay per visit. then 
padiatrioian who has contracted with the 100%. 
PPO organization. Deductible waived 

A.ll Other JC~es in Office (excwpt as stat«l 80% 60% above ortmtler "Other Professional Semces") 

OUTPATIENT (non-office) X-RAYILAB AND DIAGNOSTIC TESTING 
EXPg§ES 1-E,i> ..... 

Professional E:lpellles L 80% 60% 

80% 60% 



OTIUR PROFE8SIONAL SERVICES 
-- - - --- ~ - - · -- -
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Second Surgk:al Opinions 100% 100% 
{))edlu:b'bhl waived) (Jleductihle waived) 

Chiropractic Treatment (maximum of24 visits SIS co-pay per visit, 

per Calendar Year) then 100% 60% 
{Pe!!!lctt"ble wai!!!Sl) 

Therapy Services (mcluding. but not limited to, $15 co-pay per visit, 

ph,y.rical, occupational find speech thBrapy). thcnl00% 60% 
aleductib~ gved) 

Inpatient Pbysidan VJS!Cs (limited to one vi.tit 
8001' per Phy.rician per day) 60% 

All Other Covered Professional .bp11DHS 
(~ m pnrviowly #Qled or as fialed under 
"En1sl'genc;y Room Ser1ices", "Mental Health 80% 60% 
Services" 01' ll8 clarified under ''J.dditional 
Cowrage Detal'fa. '' 

HOSPITAL SERVICES AND SPECJAJ,IZED IREATMENT FArnJTIJi',$ 

Inpatient Hospital FacWty Servic. limited to 
facility '11 ieml-prlvate room rate (unlns private 
room u msdically requ.lndfor i8olation) and all 80% 60% 
MedtcalJy Neces8tl1"JI nrvlcu including, but not 
ltnrtted to, inrensm care and Ct.ll'diac care. 

Outpatient Bospltal ll'aclllty Services including 80% 60% Ambulatory Surgical Center Faciltt.y W'Vices 

$100 co-pa,.. 1hen $100 co-pay*, then 

Emergency Room Care Including all nlaletl 100% (Qeductibl; 100% Weductib~ 

erpe118UPerfortned during t1rs same visit. :mmg) ~ 

*Co-pay wai.wd if admitted 

Birth.Ing Center Facility Servieea 80% 60% 

Rehabilltltion Facllb.y 80% 60% 

Skilled Nan1ng Faclllty Servic:a (Maxi1m1m 80% 60% payment of $10,000 per Calendar TeOI') 



MJHCJ!j!J,ANJOUS 8ERYICES 
- - -- -- --~--· 

l!L '!:.!I I.., :iml 1-'IH t\ 1"'10'!'1 
I \<"I'•'" ' l l'l,1:1 I 
1-

- ---- - --
f :1-:'- ~I \I" I I, I 011H.1f· 'I, rl11C11 l, 

- ---. - - -- --~ - - .. - ----
Bome Realtl Care (facility E~) 10% 60% 

Home 11.ealth Care (Profesti.oaal Expeuaa) S0% 60% 

Home Htlltb Aide Services 50% 50% 

Reapice Care 80% 60% 
(Inpatient anti/or Home servlcu). Muhnam (facility) (&cility) 
p•YJSlCDt or s10,ooo per Lifetime. btcJutle8 

10% 60% aeparate Jfta%bnalm of two btuel1l'8mait cOWlN111'fl 
vi&f~ per coune of Hoapice treaaunt. (profe&sional) (profess loo al) 

Japatieat /Outpatient Private Daty Nuning 80% 60% 

Ambulaaee Senifca •nibject iQ the !,,_Network BO% •8()% Deductible and Out of Poclrst M.axintUm 

llDman Organ and Tflne Transplants (.- al8o 80% Not Appllcablc "Additional Covuap Ddtaib ·~ 

Dunble Medial Eqatpment 80% 60% 

Morb1d Obesity (8111'gery or any other l1'eatme1lt 
80% 60% 

/or) See aw ''Additional Cowrrap Details" 

Other Covend Senteet/Items (see "Additional 
O:wsra.p Dela/&" and "~al Ll:ntitatiDm "for 

80% 60%- Professional 
!J03-fible impact QI' clartfications to covsrage tu 60%- Facility 
&ltown at right). 



APPENDIX "H" 

Grievance # School District Distribution of Form 
------------~ 1. Superintendent 

2. Principal 
3. Association 
4 . Employee 

GRIEVANCE REPORT 

Submit to Principal or Immediate Supervisor in Duplicate 

Building Assignment Name of Grievant Date Filed 

STEP 1 

A. Date Cause of Grievance Occurred-----------

B. 1. Statement of Grievance 

3. Relief Sought 

[If additional space is needed in reporting Sections 81 & 2, attach an additional sheet.] 

Signature Date 

C. Disposition by Principal or Immediate Supervisor ______________ _ 

Signature of Principal or Immediate Supervisor Date 

D. Position of Grievant and/or Association. _________________ _ 

Signature Date 

76 



APPENDIX "H" 

STEP II 

A. Date Received by Superintendent or Designee -------------

8. Disposition of Superintendent or Designee 

Signature Date 

C. Position of Grievant and/or Association 

Signature Date 

STEP Ill 

A. Date Submitted to Arbitration 
-------------~ 

B. Disposition & Award of Arbitrator ____ _____ ____ ___ ___ _ 

Signature of Arbitrator . Date 



APPENDIX "I" 
Ayersville Local School 

Observation Date: Teacher: 
Observer: Grade/Subject: 

Section A: Organization 
A1: Knowledge of Student 1 2 3 4 5 NIA 

1. Knowledgeable about students' knowledge base and skill level. COMMENTS: 

2. Perceptive of background experiences that may influence a 
student's performance. 

3. Understands why it is important to know and understand students' 
knowledge base, skill level, and background experiences. 

4. Evaluates student progress regularly and maintains records for 
report cards and conferences. 

A2: Learning Goals 1 2 3 4 5 N/A 
1. Articulates appropriate learning goals for students. COMMENTS: 

2. Correlates instructional goals and objectives with appropriate 
standards and courses of study. 

A3: Methods, Activities, and Resources 1 2 3 4 5 N/A 
1. Chooses methods, activities, and resources that are appropriate COMMENTS: 

for the students and that are aligned with the goals of the lesson. 

2. Has a rationale for the methods, activities, and resources to be 
used for the lesson. 

3. Provides differentiated learning experiences when needed. 
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APPENDIX "I" 
Section B: Student Learning Environment 

81: Classroom Behavior 1 2 3 4 5 NIA 
1. Maintains consistent standards of classroom behavior. COMMENTS: 

2. Maintains an orderly and efficient classroom. 

3. Shows consistency and fairness in dealing with student 
behavior. 

4. Classroom rules are clearly displayed and/or communicated. 

82: Classroom Space 1 2 3 4 5 NIA 
1. Makes the classroom safe and functional. COMMENTS: 

2. Organizes the classroom to facilitate learning. 

3. Maintains an attractive classroom and a pleasant learning 
environment. 

83: Fairness and Rapport 1 2 3 4 5 N/A 
1. Creates a climate that promotes fairness and mutual respect. COMMENTS: 

2. Establishes and maintains rapport with students. 

84: Leaming Expectations 1 2 3 4 5 NIA 
1. Encourages and expects participation and involvement from COMMENTS: 

all students. 

2. Expectations are in line with the differing needs of students. 



APPENDIX "I" 
Section C: Instruction 

C1: Clear Goals and Procedures 1 2 3 4 5 N/A 
1. Communicates the goals of the lesson. COMMENTS: 

2. Gives explanations, assignments, and directions clearly. 

3. Presents a variety of activities to spark student interest. 

C2: Comprehensible Content 1 2 3 4 5 NIA 
1. Uses appropriate instructional techniques. COMMENTS: 

2. Employs a variety of materials, resources, and instructional 
techniques. 

3. Utilizes effective questioning strategies. 

4. Provides students with intervention opportunities when 
appropriate or necessary. 

5. Provides students with accurate information about the content. 
(Demonstrates knowledge of subject area). 

C3: Extends Thinking 1 2 3 4 5 NIA 
1. Uses questioning techniques that encourage students to use COMMENTS: 

higher level thinking skills. 

2. Student assignments are designed to challenge students. 

3. Students are encouraged to think independently, critically, or 
creatively. 



APPENDIX "I" 
C4: Monitoring and Feedback 1 2 3 4 5 N/A 

1. Uses a variety of techniques to monitor student understanding COMMENTS: 
of content and assignments (circulating, questioning, etc.). 

2. Provides students with appropriate and specific feedback. 

3. Makes instructional adjustments when and if necessary. 

4. Provides opportunities for students to talk about what they 
learned (questioning, small group, discussion, etc.). 

C5: Using Instructional Time Effectively 1 2 3 4 5 N/A 
1. Students are engaged in instructional matters throughout the COMMENTS: 

entire class period. 

2. Any non-instructional matters are completed quickly and 
efficiently. 

3. Transitions are performed effectively. 

Section D: Teacher Professionalism 

01: Lesson Reflection 1 2 3 4 5 N/A 
1. Teacher was able to accurately describe the strengths and COMMENTS: 

weakness of the lesson. 

2. Teacher was able to describe where the class would be going 
in the future based on the observed lesson. 

3. Teacher was able to describe techniques, activities, methods, 
etc. used to meet the needs of students who struggled during 
the lesson. 

4. Teacher was able to describe techniques, activities, methods, 
etc. used to meet the needs of students who excelled during 
the lesson. 

5. Teacher demonstrates responsibility for student learning. 



APPENDIX "I" 
02: Professional Relationships 1 2 3 4 5 N/A 

1. Builds professional relationships with colleagues to share COMMENTS: 
teaching insights and to coordinate learning activities for 
students. 

2. Teacher communicates with others to address the needs of 
students. 

3. Teacher works with others to address the learning goals of 
students. 

4 . Keeps current with developments in the field. 

5. Participates in district and building level professional activities. 

03: Parent Communication 1 2 3 4 5 NIA 
1. Teacher demonstrates a variety of techniques for COMMENTS: 

communicating with parents. 

2. Teacher demonstrates an understanding of the reasons for 
communicating with parents. 

04: Professionalism 1 2 3 4 5 N/A 
1. Is in assigned place of duty from 8:00 a.m. to 3:30 p.m. daily. COMMENTS: 

2. Attends faculty meetings, parent-teacher conferences, and 
open houses. 

3. Provides adequate lesson plans for a substitute. 

4. Devotes self to school duties during school hours. 

5. Returns records and reports to the office on time. 

6. Assists in maintaining control and enforcing rules throughout 
the school. 

7. Supervises students (doesn'tleave them unattended in 
classroom/assemblies). 



8. Speaks and writes clearly using correct rules of grammar and 
spelling. 

9. Maintains a professional and ethical behavior. 

10. Appearance is professional and appropriate to the teacher's 
job assignment. 

11 . Complies with policies as set forth by the Board of Education. 

Summary Statement by Administrator 

Recommendations 

Commendations 

Administrator's Signature. _________ ___________ _ 

Teacher's Signature _______ __________ _ ___ _ 

APPENDIX "I" 

Date _ ______ ____ _ 

Date _ _ ______ _ __ ~ 

*Your signature on this document acknowledges that you have seen It, not that you necessarily agree with the evaluation. You may indude any comments you feel appropriate. 



Pre-Observation Conference APPENDIX "I" 

Time: 
~-----------Grade/Subject: ________ _ 

Below are questions that principals may ask during the pre-observation conference. 
Teachers should be prepared to answer these questions. 

Knowledge of Student 

1. How do you become familiar with the skills and cultural resources students 
bring to the classroom? Share your knowledge of your students-characteristics, 
background experiences, prior knowledge, skill level. 

2. Why is it important to know these things? 

Learning Goals 

1. What are the goals for the lesson? 

2. What will the students be expected to learn? 

3. Why have you chosen these goals? 

4. How do they align with the standards and with this discipline as a whole? 

5. How does today's content fit in with previous and future lessons? 

Methods. Activities, and Resources 

1. Describe the methods, activities, grouping, and resources you plan to use for the 
lesson. 

2. Explain why you have chosen these. 

Evaluation and Assessment 

1. What types of evaluation will you use to determine if students have mastered the 
goals for the lesson? 

2. How will you use the information from the evaluation? 



Post-Observation Conference APPENDIX "I" 

Time: 
~-----------Grade/Subject: ________ _ 

Below are questions that principals may ask during the post-observation conference. 
Teachers should be prepared to answer these questions. 

1. Describe how the lesson went in terms of your instructional goals. 
-Were the activities and materials effective? 
-Did students learn what you wanted them to learn? How do you know? 
-If you were to teach this lesson again, what changes would you make? 

2. Describe what you will do next with the class. 

3. Describe the ways in which you work with other professionals in planning 
instruction and meeting the needs of students. 

4. Describe the methods you use to communicate with parents and the reasons you 
communicate with them. 

5. How do you meet the needs of students who struggle in the classroom? 

6. How do you meet the needs of students who excel in the classroom? 



Ohio Teacher Evaluation System 

Classroom Walkthroughs / Informal Observation 

An informal observation/ classroom walkthrough is a: 

Classroom Walkthroughs and Informal 
Observations 

• Tool to inform evaluation that provides the opportunity to gather evidence of instruction over a series of short classroom visits; 
• Process for giving targeted evidenced-based feedback to teachers; and 
• Means for principals to visit classrooms more frequently and more purposefully. 

An informal observation/ classroom walkthrough is not a(n): 
• Formal observation; 
• "Gotcha" opportunity for supervisors or evaluators; 
• Isolated event; or 
• Shortcut to the observation protocol required as part of the teacher eva luation process. 

Classroom walkthroughs/ Informal observations, as part of the teacher evaluation system, may be general in nature or focused on observing a specific aspect of teacher 
performance. Summary data collected through a series of walkthroughs along with evidence documented through formal observations will come together to Inform the 
t eachers' summative performance rating: ineffective, developing, proficient or accomplished. 

Guidelines for Informal Classroom Observations 

Informally Observe All Teachers 
All teachers benefit from informal classroom observations. Informal observations shou ld last from 15 to20 minutes; therefore, conduct only as many observations in a day 
as you can follow up with on either the same or next day. Teachers need and deserve some type of immediate feedback. 

Informally Observe As Often As You Can 
The principal's presence in the classroom sends a positive message to teachers: the principal cares. Including informal classroom observation as a school-wide initiative 
requi res consistency and frequency. Find times in the day to observe t eachers at varying times of the day: for most teachers, what occurs in the morning is much different 
than what occurs in the afternoon. 

Focusing on One or Two Areas 
Although there may be no predetermined focus established (because of no pre-conference), find a focus based on the instruction, events or discussions that are occurring in 
the classroom. A focus may also occur based upon past conferences and the need for follow up observations. 

Ohio Teacher Evaluation System Classroom Walkthroughs and Informal ------------------------------------ ----------- ·-------·-·-------·-----~--···· · 



Observations 

Make Time to Follow Up 
Follow-up communication to informal classroom observations is a critical component. Follow-up will often be in writing but the evaluator should extend to the teacher an 
invitation to discuss any comments provided face-to~face. The evaluator may also offer resources to help teachers refine their practice. 

Teacher Driven Observations 
While it is recognized that evaluators have many demands on their time, encouraging teachers to identify instructional periods for the evaluator to observe can be a means 
for the evaluator to collect evidence related to a specific focus the teacher and evaluator may be working on. 

Types of Data 
Data collected as evidence of teacher practice may be quantitative, qualitative, or a combination of both. Quantitative data includes frequencies, distributions and other 
counts or tallies. For example the observer could use a checklist to.tally how many questions were asked of children in t he front row or children who had their hands raised 
versus not. The evaluator might also chart the types of questions asked (higher versus lower levels). Qualitative data can include scripted notes detai ling patterns of 
activities, vocabulary used, and events observed. In both cases accuracy is essential to ensure the credibility of the process and the evaluator. 



Ohio Teacher Evaluation System Classroom Wcnlkthroughs and Informal Observations 
---------------------------------- -------· -- ··· --

Informal Observation: General Form 

Teacher Name: Grade(s)/Subject Area(s): __ Date: 

Evaluator Name: Time Walkthrough Begins:__ Time Walkthrough Ends: _ _ 

Directions: This form serves as a record of an informal walkthrough by the teacher's evaluator. The evaluator will likely not observe all the teaching elements listed below in any one informal 
observation This record along with records of additional informal observations will be used to inform the summative evaluation of the teacher ' ' 

EVALUATOR OBSERVATIONS 

Instruction is developmentally appropriate D Lesson content is linked to previous and future learning 

D Learning outcomes and goals are clearly communicated to students D Classroom learning environment is safe and conducive to learning 

O varied instructional tools and strategi_es reflect student needs and 0Teacher provides students with timely and responsive feedback 
learning objectives 

Content presented is accurate and grade appropriate D Instructional time is used effectively 

Teacher connects lesson to real-life applications 0 Routines support learning goals and activities 

.__]Instruction and lesson activities are accessible and challenging for D Multiple methods of assessment of student learning are utilized to guide 
students instruction 

Other: I I Other: 

I Evaluator Summary Comments: 

I Recommendations lo< Focus of lnfannll Obse1V811ons· 

Evaluator Signature: __ 0 Photocopy to Teacher 



Ohio Teacher Evaluation System Classroom Walkthroughs and Informal Observations 

Informal Observation: Open-Ended Form 

Teacher Name: Grade(s)/Subject Area(s): Date: 

Evaluator Name: Time Walkthrough Begins: Time Walkthrough Ends: 

TIMES OBSERVATIONS 

Evaluator summary Comments: 

Evaluator Signature: D Photocopy to Teacher 



Ohio Teacher Evaluation System Final Summative Rating 

Final Summative Rating of Teacher Effectiveness 

Proficiency on Standards 50% INEFFECTIVE DEVELOPING PROFICIENT ACCOMPLISHED 

Cumulative Performance Rating 
{Holistic Rating using Performance Rubric) 

Areas of reinforcement/ refinement: 

Student Growth Data 50% 
BELOW EXPECTED 

EXPECTED GROWTH 
ABOVE EXPECTED 

GROWTH GROWTH 

Student Growth Measure of Effectiveness 

Areas of reinforcement/ refinement: 

Final Summatlve (Overall) Rating INEFFECTIVE DEVELOPING PROFICIENT ACCOMPLISHED 

Ocheck here if .Improvement Plan has been recommended. 

Teacher Signature __ Date __ 

Evaluator Signature __ Date 

The signatures above indicate that the teacher and evaluator have discussed the Summat ive Rating. 
Note: The teacher may provide additional information to the evaluator within 10 working days of the receipt of this form, and may request a 
second conference with the evaluator. Any additional Information will become part of the summatlve record. Challenges may be made according 

to the local contract agreement. 



Ohio Teacher Evaluation System 

Professional Growth Plan 
As a result of the evaluation process, teachers and evaluators should focus on accelerating and continuing teacher growth through professional development. Professional development should be 
individualized to the needs of the teacher, and specifically relate to his/her areas of refinement as identified in the teachers' evaluation. The evaluator should recommend professional development 
opportunities, and support the teacher by providing resources (e.g., time, financial). 

Oself-Directed 

O collaborative Teacher Evaluator 

Annual Focus Date Areas for Professional Growth 
These are addressed by the evaluator as appropriate for this teacher. Record supports needed, resources, professional development 

dates 
when Comments during conference with teacher and evaluator are made 

discussed appropriate to the needs of the teacher. 
Goal 1: Student Ac:hievement/Outc:omes for Students 
Goa/ Statement: 

Evidence Indicators: 

Goal 2 : Teacher Petjormance on the Ohio Standards for the Teaching Profession 
Goal Statement: 

Evidence Indicators: 

Evaluator Signature Date Teacher Signature Date 

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



Ohio Teacher Evaluation System 

Improvement Plan 

Teacher Name: Grade Level/ Subject: 

School year: Building: 
~~~~~~~~~~~~~~~~~~ 

Date of Improvement Plan Conference: 

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

Section 1: Improvement Statement ~ List specific areas for improvement as related to the Ohio Standards for the Teaching Profession. Attach documentation. 
Performance Siandard(s) Addressed in this Plan Date(s) Improvement Area or Concern Observed Spec1f1c Statement of the Concern Areas of Improvement 

Section 2: Desired Level of Performance - List specific measurable goals to improve performance. Indicate what will be measured for each goal. 
Beginning Oate Ending Date Level of Performance .. 

Specrfically Describe SuccessfuJ Improvement Target(s) 



Ohio Teacher Evaluation System 

Improvement Plan (continued) 

Section 3: Specific Plan of Action 
Describe in detail specific plans of action that must be taken by the teacher to improve his/her performance. Indicate the sources of evidence that will be used to 
document the completion of the improvement plan. 
Actions to be Taken Sources of Evidence that Will Be Examined 

Section 4: Assistance and Professional Development _._ _____________________________________________ __, 

Describe in detail specific supports that will be provided as well as opportunities for professional development. 

Date for this Improvement Plan to Be Evaluated: 

Teacher's Signature: __ Date: __ 

Evaluator's Signature: __ Date: __ 

The evaluator's signature an this form verifies that the proper procedures as detailed in the local contract have been fol/awed. 



Ohio Teacher Evaluation System 

Improvement Plan: Evaluation of Plan 

Teacher Name: Grade Level/ Subject: 

School year: Building: 

The improvement plan will be evaluated at the end of the time specified in the plan. Outcomes from the improvement plan demonstrate the following action to be taken; 

0 Improvement is demonstrated and performance standards are met to a satisfactory level of performance* 

D The Improvement Plan should continue for time specified: 

0 Dismissal is recommended. 

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

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

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

*The acceptable level of performance varies depending on the teacher's years of experience. Teachers in residency-specifically in Years 1through4- are expected to perform 
at the Developing level or above. Experienced teachers-with five or more years of experience-are expected to meet the Proficient level or above. 



Instructional Coach/Teacher Change Form 

Date ______ _____ _ 

__ I am requesting a different instructional coach. 

__ I am requesting to be released from my instructional coach position with the following 
teacher ( __________ _ _ _ _ __, 

Signature Date 



Ayersville Local Schools -Teacher Evaluation Portfolio 
~ndarcl i; Swdent Learoli)a ,, 

C.E. Avg. C.E. I Self Teachers understand student learning & development and respect the diversity of each student. 
• Give examples of lesson plans, activities, or assessments that show differentiated instruction . 

0 _. _ 0-1 example- Ineffective (1) 
0 _ 2 examples~ Developing (2) 

_ 1_ 0 _ 3 examples - Proficient (3) 
0 _ 4+ examples - Accomplished (4) 

• Log activities that have been completed to learn about student background, interests, and 
experiences. (ie. Interest inventory, student's permanent records, talk to previous teachers) 

0 _ 0-1 example - Ineffective (1) 
0 _ 2 examples - Developing (2) 
0 _ 3 examples- Proficient (3) 

_ 1_ 0 _ 4+ examples - Accomplished (4) 

Standard 2 ._ uncfatstaru.lin&:o,f Content Area 

C.E. Avg. C.E. I Self Teachers know/understand the content area for which they h_ave instructional responsibility. 

- '- • Create a list of completed standards and benchmarks in each unit of instruction for all courses . 
0 Not completed - Ineffective (1) 
0 Completed -Accomplished (4) 

• Give examples of the situations in which you connect your content to life experiences or 

-1~ career opportunities. 
0 _ 0-1 example- Ineffective (1) 
0 _ 2 examples - Developing (2) 
0 _ 3 examples-Proficient (3) 
0 _ 4+ examples -Accomplished (4) 



Ayersville Local Schools - Teacher Evaluation Portfolio 

Standard 3! ·~t 
.. 

' ' 

C.E.Avg. C.E. I Self Teachers understand and use varied assessments to inform instruction, evaluate and ensure 
student learning. 

• Give examples of the situat ions in which you use formative and summative assessment to 
show student learning. 

_ I _ 0 _ 0-1 example- Ineffective (1) 
0 _ 2 examples - Developing (2) 
0 _ 3 examples - Proficient (3) 
0 _ 4+ examples -Accomplished (4) 

• Give examples of the situations in which you analyze t he data from assessments to monitor or 

- '- modify instruction. 
0 _ 0-1 example - Ineffective (1) 
0 _ 2 examples - Develop·ing (2) 

0 _ 3 examples- Proficient (3) 
0 _ 4+ examples -Accomplished (4) 

• Show records of communication with parents and students . 

0 _ 0-3 examples - Ineffective (1) 
_ 1_ 0 _ 4-6 examples - Developing (2) 

0 _ 7-10 examples - Proficient (3) 
0 _ 11 +examples -Accomplished (4) 



C.E. Avg. 

C.E. Avg. 

Ayersville Local Schools - Teacher Evaluation Portfolio 

C.E. I Self 

_1_ 

_ 1_ 

C.E. I Self 

- '-

• Teachers plan and deliver effective instruction that advances the learning of each individual 
student. 

• Provide examples of how you show progression, sequenced build up to understanding based 
on student needs. 

o _0-1 example-Ineffective (1) 
o _ 2 examples - Developing (2) 
o _ 3 examples - Proficient (3) 
o _ 4+ examples -Accomplished (4) 

• Log activities that have been paced to match student learning. 
o _ 0-1 example - Ineffective (1) 
o _ 2 examples - Developing (2) 
o _ 3 examples - Proficient (3) 
o _ 4+ examples - Accomplished (4) 

Teachers create learning environments that promote high level of learning and achievement for all 
students. 

• Provide examples of how you create an environment that is conducive to learning and 
promotes student achievement. 

o _ 0-1 example - Ineffective (1) 
o _ 2 examples - Developing (2) 
o _ 3 examples- Proficient (3) 
o _ 4+ examples -Accomplished (4) 



Ayersville Local Schools - Teacher Evaluation Portfolio 
-

Standard 6: eo~borate. and Communicate 
- .-. · 

. . . 

C.E. Avg. C.E. I Self Teachers collaborate and communicate with students, parents, other educators, administrators 
and the community to support student learning. ___ ,_ 

• Keep a log of parent communication . 
0 __ 0-3 examples- Ineffective (1} 
0 __ 4-6 examples - Developing (2) 

0 _ _ 7-10 examples - Proficient (3) _, ___ 
0 __ 11 +examples -Accomplished (4) 

• Keep a log of collaborative efforts with teachers, administrators, and community . 

0 __ 0-2 examples - Ineffective (1) 

0 _ _ 3-5 examples - Developing (2) 

-'~ 0 __ 6-9 examples - Proficient (3} 

0 _ _ 10+ examples -Accomplished (4) 

• Keep a log of student interventions . 
0 __ 0-2 examples - Ineffective (1) 

0 3-5 examples - Developing (2) 
0 __ 6-9 examples - Proficient (3) 
0 __ 10+ examples -Accomplished (4) 



Ayersville Local Schools - Teacher Evaluation Portfolio 

Stanctard 7: P1ofesslonal GroWth and ProfesSionallsm 

C.E. Avg. C.E. I Self Teachers assume responsibility for professional growth, performance and involvement as an 
individual and as a member of a learning community. 

• Create a log of workshops, conferences, etc., for professional development . 
_1 _ 0 __ 0-1 example - Ineffective (1) 

0 __ 2 examples - Developing (2) 

0 __ 3 examples- Proficient (3) 
0 __ 4+ examples -Accomplished (4) 

_ 1_ • Submit professional growth plan and/or IPDP . 
0 Accomplished (4) 

_ 1_ • Listed professional organizations, clubs, committees and extra-curricular activities that you 
advise, or assist with. 

0 _ O examples-. Ineffective (1) 
0 _ 1 example - Developing (2) 
0 _ 2 examples - Proficient (3) 
0 _ 3+ examples -Accomplished (4) 



Ayersville Local Schools - Teacher Evaluation Portfolio 

.·Sciorlng 

Standard 1 Credentialed Evaluator Average: 

Standard 2 Credentialed Evaluator Average: 

Standard 3 Credentialed Evaluator Average: 

Standard 4 Credentialed Evaluator Average: 

Standard 5 Credentialed Evaluator Average: 

Standard 6 Credentialed Evaluator Average: 

Standard 7 Credentialed Evaluator Average: 

Total: 

Average of Total : _____ (Average of Total Here) 




