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ARTICLE | - PROFESSIONAL NEGOTIATIONS

ASSOCIATION RECOGNITION

The Ottoville Local Board of Education (hereinafter referred to as the Board),
recognizes the Ottoville OEA/NEA Local Education Association (hereinafter
referred to as the Association) as the sole and exclusive representative for the
purposes and exercise of those rights as provided the Association under ORC
4117 as the recognized representative of the bargaining unit as that unit is
defined in section "B" herein.

BARGAINING UNIT

The bargaining unit will be defined as all certificated personnel employed by the
Board whether on leave, on per diem basis, or otherwise employed, or any other
persons performing or to perform any work normally performed by bargaining unit
members or any similar work including by way of illustration only but not
fimitation, classroom teachers (K-12, adult, special ed, vocational), guidance
counseiors, librarians and/or media specialists, athletic directors, visiting
teachers, and regularly employed tutors. Substitutes employed for sixty {60) or
more days shall become members of the bargaining unit. The Superintendent of
schools, assistant Superintendent, if any, principals, assistant principals, if any,
or other administrative personnel, if any, and confidential employees,
management level employees, supervisors as defined by ORC 4117, shall not be
considered to be a part of the bargaining unit.

No teacher as defined in section 3319.09 of the Revised Code shall be
designated as a supervisor, a management level employee, or administrator
excluded from the bargaining unit uniess he/she is employed under a contract
governed by section 3319.01, 3319.011, or 3319.02 of the Revised Code, and is
assigned 1o a position for which a certificate is required by divisions (E), (F), (G),
(M), (J), (L), and (M) of section 3319.22 of the Revised Code, or is a supervisor
certified under division (1) of section 3319.22 of the Revised Code.

Association representation will include any newly created position uniess such
employment position is among those excluded and noted above.

Wherever the term{s) "professional staff member", "certificated or certified
- personnel”, "staff", "employee”, or "teacher" appear in this agreement, they shal
be taken to mean a member(s) of the bargaining unit covered by this agreement.

The Association President or his/her designee will submit a list of the names and
addresses of the elected officers and committee chairpersons of the Association
to the Local Superintendent by September 15 and thereafter any change during
the school year as may result from Association elections and/or appointments.



ASSOCIATION RIGHTS

A. USE OF SCHOOL BUILDINGS

The Association will have the right to use schootl buildings for Association meetings
before or after the regular school day or when school is not in session. Association
use of school buildings shall not be unreasonably withheld. Association use of
school buildings shall not interfere with scheduied school activities. The
Association may use school building rooms for the purpose of commitiee or other
similar small meetings provided such meetings will not interrupt or disrupt any other
previous scheduled activities.

B. USE OF SCHOOL OFFICE EQUIPMENT

The Association building representative will have permission to use school office
equipment, including typewriters, copy machines, duplicating equipment,
calculating machines, and all types of audio visual equipment, when such
equipment is not being used or reasonably anticipated for use in classroom
instruction or office work. Teachers using such equipment must be competent in-
the operation of said equipment. No equipment shall be removed from the building
in which it is located without the permission of the principal.

C. DISSEMINATION OF INFORMATION

1. School Mail System

The Association may use the school mail box system for the dissemination of
Association information. The principal of each building will be provided a copy
of Association material disseminated through the school mail system in that
building.

2. Faculty Meetings

Upon reasonable prior reqguest, the Association will be afforded the opportunity
to make brief announcements prior to the close of faculty meetings.

3. Bulletin Boards

The Association shall be permitted to maintain its bulletin boards in each of the
teacher lounges and to post notices on such bulletin boards.

4. Association Representatives

Association Representatives may meet with Association members on

school premises prior to the beginning of classes, during duty-free lunch
periods, afier the end of classes, and at such other times as may be authorized
by the building principal provided that such meetings shall be conducted at
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such times and places and in such a manner as o not disrupt school
activities. Association Representatives who are not employed by the school
district or who are not assigned to the building where such meeting is being
heid will consult with the buiiding principal prior to the meeting.

D. PAYROLL DEDUCTION

Association Dues

The Board will deduct Association dues and assessments from the paychecks of
those members of the bargaining unit requesting such deductions in writing. The
Association will notify the Treasurer of the Amount of dues to be deducted annually,
prior 1o September 15th. Dues will be deducted in equal amounts beginning with
the last paycheck in September through and including the last paycheck in August.
All monies so deducted will be remitted to the Treasurer of the Association within
fifteen (15) days, accompanied by a list of the members of the bargaining unit from
whom deductions were made and the amount so deducted.

Upon written request from any member of the bargaining unit, the Treasurer will
discontinue deduction of Association dues for that member provided the request is
received in sufficient time to permit current payroll adjustment. Within two (2) days
of the receipt of such request, the Board Treasurer shall provide the Association
Treasurer with the names of the individuals requesting curtailment of payroll
deduction of Association dues and/or assessments.

E. BOARD OF EDUCATION MEETINGS

1. Notice of Special Meetings

The President of the Association will be provided notice of special meetings of
the Board of Education upon request at the same time they are made available
to the Board members or the Press whichever is first. Such notices will be
maiied to the Association President.

2. Agendas

When agendas have been prepared in advance of a Board of Education
meeting, a copy will be provided the Association by placing a copy in the
Association President's school maithox. When school is not in session,
agendas will be mailed to the Association President at the same time such
agendas are made available to the Board.

3. Association Particination

A representative of the Association may, upon request, address the Board
during the staff participation portion of the agenda. Upon written request of the
Association not less than seven (7) days prior to the meeting, the Association
may be placed on the agenda for the purpose of addressing any relevant topic
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which is not the subject of negotiations. All such presentations will be subject
to Board policies and orders governing the conduct of Board meetings
provided such policies shall not discriminate against the Association.

NEW STAFF

. Names and addresses of newly empioyed professional staff members shall be
provided to the Association following Board approval of their contract.

2. At the first day orientation meeting, the Association will be provided the
opportunity to address the staff following the close of the comments or address
by the Superintendent and/or other administration.

ASSOCIATION LEAVE

Those members of the bargaining unit who are elected as officers, appointed as
committee members, or elected as delegates to meetings of the Ohio Education
Association, National £ducation Association, or other State and National
organizations affiliated with same, may, subject to the provisions herein, attend
official meetings of these bodies which are required of them in their elected or
appointed positions without loss of pay.

The Board will authorize six (6) days of cumulative leave for purposes of
attendance at such Association meetings. Additional days may be used with the
approval of the superintendent.

Except in cases where advance knowledge of the meeting was not available,
persons desiring o use Association leave shall submit their request for the leave of
absence not iess than five (5) school days prior to the absence.

Such Association ieave shall not be cumulative from year to year.

No expense for such meetings, other than substitute service shall be paid by the
Board.

NO REPRISAL CLAUSE

There will be no reprisals or penalties of any kind taken against or levied upon any
professional staff member by reason of histher membership in the Association or
pariicipation in any of its legal activities.

FAIR SHARE FEE

Fair share fee shall be an exclusive right conferred upon the Association as the
exclusive representative agent.

Unless otherwise specified herein, the Board agrees to automatic payroll deduction,
4



as a condition of employment, of an amount equal to the total dues and
assessments of the Association from the pay of all bargaining unit members who
elect not 1o become members of the Association or from those who elect not to
remain members of the Association.

Payroll deduction of such annual fair share fees for all regularly empioyed
non-Association members shall commence with the first payday that occurs on or
after January 15 annually and continue through all remaining pay periods over
which Association membership dues and assessments are deducted.

in the case of bargaining unit employees either newly hired after the beginning of
the school year, or newly entering the bargaining unit, the payroll deduction shall
commence on the first pay date on or after the later of:

(i) Sixty days of employment in a bargaining unit position {which shall be the
required probationary period) or

(ify January 15th.

Substitutes employed for Sixty (60) or more but less than ninety (80) consecutive
days and who do not choose to become members of the Association will be subject
to fair share fees payroll deductions at the rate of one half (1/2) of the amount
withheld from each full-time employment fee payer. After ninety (90) consecutive
days of employment, such non-Association member substitutes will be subject to
the full fair share fee payroll deductions beginning with the first paycheck following
the ninetieth (90) consecutive day of empioyment.

Non-Association member substitutes employed at the beginning of the school year
under either verbal or written contract for a period of ninety (90) or more
consecutive days at full salary, will be subject to the full fair share fee payroll
deductions beginning simultaneously with those of all other full-time fair share fee
payers. Substitutes employed at any other time of the year at full salary rates will
be subject to the full fair share fee payroll deductions retroactive to the first day of
employment and beginning sixty (60) days following such employment if employed
after January 15 of the school year.

Upon notification from the Association that a bargaining unit member has
terminated Association membership, the Treasurer of the Board shall commence
the check-off of the annual fair share fee with respect 1o such former member. The
amount of the fee to be deducted by such check-off shall be the total of the annual
dues and assessments of the Association less the amount previously paid through
employee authorized payroll deduction. The deduction of the amount to be
deducted shall commence on the first pay day occurring on or after sixty (60) days
from the termination of membership.

Association dues and assessment rates and annual fair share fee rates shall be
transmitted by the Association to the Board Treasurer for the purpose of
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determining amounts 1o be payroli-deducted. The Board will promptly fransmit all
amounts so deducted to the Association.

The Board will 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.

The Association warrants to the Board that an internal rebate procedure has been
established in accordance with Section 4117.09(C) of the Revised Code and that a
procedure for challenging the amount of the representation fee has been
established and will be given o each member of the bargaining unit who does not
join the Association and that such procedure and notice shall be in compliance with

all applicable state and federal laws and the constitutions of the United States and
the State of Ohio.

No non-member filing a timely demand shall be required to subsidize partisan
political or ideological causes not germane to the Association's work in the realm of
collective bargaining.

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

NEGOTIATION PROCEDURES

SCOPE OF NEGOTIATIONS

The Board of Education and the Association shall enter into negotiations on matters
concerning compensation, hours, terms, and conditions of employment and the
continuation, modification, or deletion of an existing provision of this Agreement,
such cther mandatory subjects of bargaining as set forth in ORC 4117 and such
other matters as may be agreed 1o between the Board and the Association.

OBLIGATION TO NEGOTIATE IN GOOD FAITH

Both parties agree to conduct negotiations in "Good Faith" through their designated
representative. "Good Faith", for purposes of this Agreement, means a mutual
willingness to bargain to agreement, consider concessions, and an obligation to
respond 16 proposals advanced by the other party with a reason or reasons for the
position taken. If a proposal is unacceptable to one of the parties, that party is
obligated to give its reasons and/or offer a counterproposal. "Good Faith" does not
reguire the making of a counterproposal.



C. ACCESS TO INFORMATION

1. Public Records

Upon request by the Association and in compliance with the OChio Revised
Code, Section 149.43, the Board will provide, within a reasonable time and
without cost, one copy of each item of public information, document, or report
requested.

Upon request of the Board, the Association will provide the Board, within a
reasonable time and without cost, with one copy of each item of information
required to be maintained by the Association pursuant to ORC 4117 except
that the Association shall not be required to provide a list of its membership or
any confidential or personal information.

2. Negotiations Information

Unless otherwise agreed, the Board and Association will, not later than ten (10)
days prior to the discussion of any proposal involving an increase in the
compensation of members of the bargaining unit, an increase in the cost of a
fringe benefit, or the extension of an additional fringe benefit, or as soon as
available, exchange such information as may be available with respect to the
cost of the proposed increase or additional benefit and the cost of any similar
benefit currently provided.

Upon request, the Board and Superintendent agree to furnish, without cost,
such other public information as will assist the Association in developing and
preparing intelligent, accurate, and constructive proposals representing the
interests and concerns of members of the bargaining unit.

0. BEQUESTS FOR OPENING OF NEGOTIATIONS

Requests from the Association will be submitted to the Superintendent. Requests
from the Board will be submitied to the President of the Association. A
representative from the Association will meet with the Superintendent for the
purpose of establishing a mutually satisfactory time, date, and place for the first
bargaining session.

E. NEGOTIATING PERIOD

Negotiations will continue for a period of not more than sixty (60) school days
exclusive of mediation or other impasse procedures, unless the parties mutually
agree to extend the period for such negotiations.



COMPOSITION OF NEGOTIATING TEAMS

The Association shall select those individuals who shall comprise the Association’s
negotiating team, the total not to exceed five (5).

The Board shall select those individuals who shali comprise the Board's negotiating
team, the total not to exceed five (5).

INITIAL NEGOTIATING SESSION/SUBSEQUENT NEGOTIATING SESSION

The following provisions will generally govern the conduct of such meetings unless
otherwise agreed by the parties:

'1. Meeting, Time, Place and Date

The first item 1o be discussed at each negotiations session shall be the
establishment of a mutually agreeable time, date, and place of the next session
between said teams.

2.  Executive Session

All neggtiations shall be conducted in executive sessions exclusively between
said representatives unless the parties mutually agree to waive this provision.

3. Caucus

Upon request of either party, the negotiating session shall be recessed to
permit the requesting party to caucus.

4. Agreement

All items negotiated 1o tentative agreement will be reduced to writing, dated,
and initialed by the chairperson of each negotiating team.

RATIFICATION OF AGREEMENT

When, for purposes of ratification, tentative agreement has been reached on
matters being negotiated, this Agreement shall be reduced to writing and submitted
to the Association for its consideration. If ratified, such written agreement shall be
submitted to the Board of Education for its consideration. The Board of Education’s
action shall be taken not more than fifteen (15) days after nofification of ratification
by the Association.

FINAL AGREEMENT

Following ratification by both the Association and the Board, four (4) copies of the
agreement shall be executed by the parties. Each of the parties shall retain a copy
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of the Agreement. One copy shall be submitted to the State Employment Relations
Board (hereinafter referred to as SERB) pursuant 1o its rules and one copy shall be
retained by the agent of record.

FAILURE OF RATIFICATION

In the event that either the Board or the Association shall fail or refuse 1o ratify the
tentative agreement then either party may reopen all or part of the tentative
agreement or declare impasse with respect to any or all issues in the tentative
agreement.

IMPASSE

The impasse resolution procedures herein shall supersede the dispute settiement
procedures set forth under ORC 4117.14.

Responsibilities - the parties pledge themselives {o negotiate in good faith, and in
the event of failure to reach an agreement, to utilize in good faith such mediatory
facilities as are herein provided.

Assistance of a Mediator - If agreement is not reached on matters being negotiated
at the end of the 60-day negotiating period or not later than 40 days prior to the
expiration of this Agreement or at any other period of time established by mutual
agreement between the parties, either party may declare impasse and request that
an impartial mediator be appointed. The mediator may be selected by agreement
between the parties. If agreement on the mediator is not reached within five (5)
days after the call of mediation, the Federal Mediation and Conciliation Service
shall be reguesied to appoint a mediator, and the selection shall be in accordance
with the rules of the Federal Mediation and Conciliation Service.

in the event that the Federal Mediation and Conciliation Service makes a policy not
to provide assistance to public school districts or is otherwise unabie to provide
services to the parties, either party or the parties jointly shall petition, in writing, the
American Arbitration Association to provide a list of seven (7) names. If there are
no names acceptable on this list to one of the two parties, that party may request a
second list. The parties shall alternately strike a name until one remains, and that
person shall serve as the mediator.

The mediator shall have the authority to scheduie and conduct meetings for the
purpose of hearing testimony and gathering facts relevant to the impasse.

Both parties hereby agree to give, upon request, such information as the mediator
deems necessary.

Except by mutual consent, the selection and mediation process shall not extend for
more than thirty calendar days from the date of declaration of impasse. The parties
shall be permitted to postpone or extend the mediation process by not more than
fifteen (15) days and shall not extend beyond the expiration of this Agreement
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except by written agreement of the parties prior o such expiration. All such
extensions shall be for a specified period of time.

The cost in securing and utilizing the services of a mediator shall be shared equally
by the Board and the Association.

ARTICLE Il - GRIEVANCE PROCEDURE

Definition of a Grievance

A "Grievance" is defined as a claim by a teacher, group of teachers, or Association
(hereinafter called the grievant) that there has been a violation, misinterpretation or
misapplication of any provision of this Agreement.

A.

DEFINITIONS

The term "grievant” or "aggrieved” shall include all members of the bargaining unit,
any group of members acting as a class, the bargaining agent itself actmg on
behalf of itself or for any member or group of members.

"Days" as used in this procedure shall be considered when school is in session.

"Represeniation or representative” as provided for in this section shall be any
member of the Association or its affiliates, or any consultant or counset of the
Association or its affiliates. If any aggrieved party is not represented by the
Association, the Association shall have the right to be present and to state its views
or otherwise offer testimony at all stages of the grievance procedure.

RIGHTS OF THE GRIEVANT

A grievant may appear on his own behalf or may be represented at any and all
steps of the Grievance Procedure by any representative of the bargaining agent.
[as defined above.]

A grievant shall have the right to present a claim in accordance with the procedure
described herein, free from interference, coercion, restraint, discrimination, or
reprisal, subject to the right of the bargaining agent to be present at all stages of the
grievance and offer {estimony or otherwise state its position and provided that the
settlement is not inconsistent with the terms of the agreement. In addition, the
Association shall be notified in writing as to the disposition of the grievance and the
terms of the settlement.

Nothing contained herein shall limit or otherwise exclude any grievant from seeking

redress from any governmental agency, regulatory body, or any court of law with
jurisdiction to this school district.
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No grievance may be submitted to arbitration without the consent of the bargaining
agent.

[1. Grievances related to Board policies and/or administrative procedures may be
processed only to the Board of Education (Step 1lI)}.

Once the grievant has elected 1o be represented by the Association, all
communications from the Board or Administration shall be directed only to the
Association representative and 1o the grievani(s).

Uniess the parties mutually agree otherwise, the president of the Association or
his/her designee, the grievant and his/her representative shall receive reasonable
prior notice in advance of each meeting/hearing held with a grievant after the
grievance has been formally filed.

The Association may advance to arbitration any grievance(s) filed and later
dropped by a grievant {if the Association is also a named grievant].

The fact that a grievant files a grievance shall not be recorded in the grievant's
personal file or in any file used in the transfer, assignment, or promotion process;
nor shall such fact be used in any recommendation for re-employment or
recommendation for other employment unless otherwise requested by the staff
member involved; nor shall the grievant be placed in jeopardy or be the subject for
reprisal or discrimination of any kind for having followed or utilized this Grievance
Procedure.

If a grievance appears to arise from the actions of an authority higher than the
immediate supervisor and/or affects a group of members of the Association, it may
be submitted at Step il described herein and the processing of such grievance shal
commence at Step |l.

The Board and the Administration will cooperate with the Association in its
investigation of any grievance and further will furnish the Association such
information as is requested for the processing of any grievance. Grievances may
be presented and handled during regular working hours. However, the processing
of a grievance shall generally be scheduled around or outside of the normal school
hours where bargaining unit members have supervisory responsibility for pupils.
Other times for hearings and meetings shall be set by mutual agreement of the
parties.

However, should the investigation and/or processing of any grievance require the
release from regular duties/assignments of a bargaining unit member(s) and/or
Association representative(s) he/she shall be released without loss of pay or
benefits.

Hearings heid under this procedure shall be conducted at a time and place which
- will afford a fair and reasonable opportunity for all persons, including witnesses,
entitled or required to be present to attend. Each hearing held under this procedure
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shall be structured so that due process is accorded to both sides. Each hearing
shall have provision for: initial presentation of the grievant's case, presentation of
the administration's response/case, cross examination and/or questioning of
witnesses or representatives, and final summaries, with either party having the right
at its option to waive any or all of the foregoing.

Nothing in this contract shall bind the Association from exercising discretion in
resolving o pursue or not to pursue a grievance at any level.

A grievance may be withdrawn at any level without prejudice or record.

Time limits specified herein are considered maximum; however, they may be
extended by written agreement of the parties.

informal Step - If a grievant believes there is a basis for a grievance, the grievant
may first discuss the matter with an immediate supervisor in an effort to resolve the
problem informally. However, this informal procedure does not preciude the filing of
any grievance at any appropriate formal Step.

Step |

If the grievance is not resoived within twenty (20) days of such informal meeting, or
if the aggrieved has elecied not to use the informal procedure, the aggrieved may
present a formal claim to their immediate supervisor by submitting a completed
Grievance Report Form. Within five (5) days of receipt of the grievance, the
immediate supervisor shalli meet with the aggrieved and the aggrieved's
representative(s), if elected by the aggrieved, in an effort to resolve the matter. The
immediate supervisor shall indicate his/her disposition of the grievance within five
(5) days after such meeting by completing the report form and returning it to the
aggrieved and the bargaining agent. If such disposition is not timely filed, the
grievance will be advanced 1o the next step as if timely advanced.

Step !l

If the aggrieved is not satisfied with the disposition of the grievance in Step |, the
grievant and/or the bargaining agent shali complete grievance Report Form, Step I,
and submit the grievance to the Superintendent. Within five (5) days of receipt, the
Superintendent and/or designated representative shall meet with the grievant
and/or his representative to resolve the matter. Within three (3) days of this
meeting, the Superintendent shall indicate in writing his/her disposition of the
grievance by completing his portion of Step il and forwarding it to the aggrieved and
the bargaining agent. If such disposition is not timely filed, the grievance will be
advanced to the next step as if timely advanced.

Step Hi

I the aggrieved is not satisfied with the disposition of the grievance in Step I, the
grievant and/or the bargaining agent shall complete Grievance Report Form Il and
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submit the grievance to the Superintendent and/or the designated representative of
the Board of Education. | the grievance involves the alleged violation,
misinterpretation, or misapplication of established Board policy, school regulations
or administrative regulations affecting personnel and the action taken by the
Superintendent does not resolve the grievance to the satisfaction of the grievant
and/or the Association, such grievant or the Association may appeal the
Superintendent's decision to the Board of Education by filing a written request for
such appeal with the Treasurer of the Board within ten (10) days after receipt of the
disposition of the Superintendent. The Board of Education shall meet with the
grievant and/or his representative at their next regular Board meeting 1o resolve the
matter. Within five (5) days of this meeting, the Board shall indicate in writing its
disposition of the grievance by completing the Board's portion of the Grievance
Report Form Il!, and forwarding it to the aggrieved and the bargaining agent. [No
appeal submitted under Step Hll may be advanced to arbitration (Step 1V)]

Step IV

If the grievance involves the alleged violation, misinterpretation or misapplication of
the written agreement entered into between the Board and the Association, Step
three shall not apply, but instead, the following arbitration procedure shall be
foliowed:

All grievances submitied to the arbitration procedures herein shall be limited to
alleged viclations, misinterpretations or misapplications of the provisions of this
agreement.

If the bargaining agent is not satisfied with the disposition of the grievance by the
Board, the grievant, through the Association, or the Association may submit the
grievance to an impartial arbitrator by filing a notice of intent to advance to
arbitration with the Treasurer of the Board and the Superintendent within ten (10)
days of the receipt of the written response disposition from STEP Il. Within three
(3) school days after the submission of the request, the Association representative
and the Superintendent shall meet to select the arbitrator. i no arbitrator is
selected within seven (7) days, the demand for arbitration and the request for an
arbitrator shall be submitted to the American Arbitration Association in accordance
with its rules, which rules (1) the American Arbitration Association rules for
voluntary labor arbitration or (2) the American Arbitration Association rules for
expedited labor arbitration) shall likewise govern the arbitration proceeding. Both
parties may be represented at the arbitration hearing.

The jurisdiction and authority of the arbitrator and his opinion and award shall be
limited 1o the inferpretation of the written provisions of this Agreement. The
arbitrator shall have no power to alter, add to, or subtract from or in any way modify
the terms and conditions of this Agreement. Claims of violation of law shall be
submitted to a court of competent jurisdiction.

In any arbitration proceeding where a question concerning the arbitrator's
jurisdiction over the grievance is raised, the arbitrator shall make a separate
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decision on the question of his jurisdiction. In his decision the arbitrator shall first
rule upon the jurisdictional issues and, if he/she determines that he/she has no
jurisdiction, he/she shall make no decision or recommendation concerning the
merits of the grievance. Nothing contained herein shall prohibit the arbitrator from
taking all evidence of the jurisdictional issues and the merits of the grievance in a
single hearing. '

The arbitrator will render the decision in writing within thirty (30) days, or such
additional time as the parties may in writing agree, after any grievance has been
submitted to him/her. The decision, when so rendered as required by law, will be
binding upon the parties and may be enforced in any court of competent
jurisdiction. In cases where the arbitrability of an issue is questioned, the matter of
arbitrability shall be ruled upon by the arbitrator in an expedited fashion prior fo a
ruling on the merits of the issue.

The costs for the services of the arbitrator, including per diem expenses, if any, and
actual and necessary travel and subsistence expenses as well as the related cost
of the American Arbitration Association services, shall be borne equaliy by the
Board of Education and the Association.
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GRIEVANCE PROCEDURE FORM

LEVEL

Aggrieved Person, Persons, and/or Association

Address Phone

School Principal

Ferscon or Persons to Whom Grievance is Directed

initiated on Level

STATE OF GRIEVANCE: (Give the specific language on specific source of the Master Contract,
Board of Education Policies, administrative rules and regulations, past practice or fair treatment that
have been misinterpreted, violated, misapplied, or infringed upon.}

ACTION REQUESTED:

Have you discussed this with your immediate supervisor? Yes No

15



GRIEVANCE DECISIONS

LEVEL ONE (Formal) Decisions & Reasons Therefore

Date Signature

Administrative Representative

Signature

Aggrieved and/or Association Representative”

LEVEL TWO (Formal) Decisions & Reasons Therefore

Date . Signature

Administrative Representative

Signature

Aggrieved and/or Association Representative”

LEVEL THREE (Formal) Decision and Reasons Therefore

Date Signature

Adminisirative Representative

Signature

Aggrieved and/or Association Representative™

WHERE DECISION REQUIRES ADDITIONAL SPACE., ATTACH PAGES AS NECESSARY.

*Signature of the aggrieved and/or Association Representative indicates only receipt and not necessarily
agreement with the decision.
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ARTICLE Hl - EMPLOYMENT PRACTICES

A. SENIORITY

SENIORITY DEFINED

Seniority shall mean the length of continuous employment in a bargaining unit position
as follows:

Seniority shall begin to accrue from the first day worked in a
bargaining unit position.

Seniority shall accrue for all time an employee is on active pay
status or is receiving worker's compensation benefits.

Time spent on inactive pay status (unpaid leave or layoff) shall not
contribute to the accrual of seniority but shall not constitute a
break in seniority.

Full-time employees shall accrue one (1) year of seniority for each
year worked as determined by the minimal full-time standard as
defined by this contract.

Part-time employees shall accrue seniority pro-rated against the
minimal full-time standard as defined by this Contract.

No empioyee shall accrue more than one (1) yvear of seniority in
any work year.

EQUAL SENIORITY

A tie in seniority shall occur when two (2) or more employees have the same
amount of seniority credit as determined by the application of the seniority
provisions above.

Ties in seniority shall be broken by the following method to determine the most
senior employee:

The employee who has the greatest number of accumulated days
of substitute or part-time service in the district not previously
counted as continuous employment, and then;

The employee with the earliest date of hire as determined by the

date of the Board meeting at which the staff member was hired,
and then if a tie still remains;
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By lottery, with the most senior employee being the one whose
name is drawn first, etc. This procedure shall be implemented in
the presence of a designhated association representative.

SUPERSENIORITY

For layoff purposes only, employees employed under continuing contract shall have
greater seniority than employees employed under limited contract.

LOSS OF SENIORITY

Seniority shall be lost when an employee retires or resigns; is employed in a full-time
non-bargaining unit position; is discharged for cause; or otherwise leaves the
employment of the Emplover.

SENIORITY LIST

The Seniority list shall be provided to the Association president upcn request. The
seniority list shall indicate, area of cettification, license, or local entry-ievel requirement,
the first day worked, the date of Employer resolution to hire, and the contract status
(limited or continuing) of each employee.

The names of employees who are certified, licensed, or otherwise minimally qualified in
more than one (1) area shall be included on the listing for all areas of certification,
license, or local entry-level requirement.

The names of part-time employees shall appear on the seniority list.

EVALUATION

The procedures herein shall supersede evaluation requirements of ORC 3319.111.
Purpose:
The purposes of teacher evaluation are:
To provide ongoing assessment and meaningful feedback to support improved
teaching performance and student growth, as well as promotion and retention
decisions for teachers.
To improve instruction.
To assist teachers and administrators in identifying and developing best

educational practices in order to provide the greatest opportunity for student
learning and achievement.
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Standards Based Teacher Evaluation

Teacher evaluations will utilize multiple factors, with the intent of providing meaningful
feedback to each teacher and assigning an effectiveness rating based in equal part
upon teacher performance and student growth.

Each teacher evaluation will result in an effectiveness rating of:
A. accomplished;

B. proficient;
C. developing; or
D.ineffective

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

The Superintendent shall annually cause 1o be filed a report to the Department of
Education the number of teachers for whom an evaluation was conducted as well as the
number of teachers assigned each rating as set forth above, aggregated by teacher
preparation programs from which and the years in which the teachers graduated.

Fifty percent (50%) of each evaiuation will be based upon teacher performance and ﬁ‘rty-
percent (50%) on measures of student growth as set forth herein.

Teacher performance will be evaluated during formal observations and periodic informal
observations also known as “classroom walkthroughs.” Such performance, which will
comprise fifty-percent (50%) of a teacher’s effectiveness rating, will be assessed by
trained and credentialed evaluators based upon Teacher Performance Evaluation
Standards.

Student Growth Measure Portion of Teacher Evaluation

1. For alt high school (9-12) staff members, 50% of Teacher Performance will be
based on the district-ievel value-added rating for the Ottoville Local School

2. For Category A (defined in Appendix G) seventh and eighth grade staff
members, the value-added progress dimension shall be used in the student
academic growth portion of an evaluation. This shall be in proportion to the part
of a teacher’s scheduie of courses for which the value-added progress dimension
is applicable. The remainder of the academic growth portion of an evaluation (if
applicable) will be based on the previous year district-level value-added rating for
the Ottoville Local School district.

3. For Category A elementary school (K-8} staff members, the value-added
progress dimension shall be used in the student academic growth portion of an
evaluation in proportion to the part of a teacher’s schedule of courses or subjects
for which the value-added progress dimension is applicable. The remainder of
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the academic growth portion of an evaluation (if applicable) will be based on the
previous year district-level value-added rating for the Otiovilie Local School
district.

4. For Category C (defined in Appendix G) Seventh and eighth grade staff
members, 50% of Teacher Performance will be based on the previous year
district-level value-added data rating for Ottovilie School district.

5. For Category C elementary school staff members, 50% of Teacher
Performance will be based on the previous year district-level value-added rating
for the Ottoville Elementary School.

DEFINITIONS:

Evaluation Procedure: 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.

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

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.

Evaluation Factors: The multiple measures that are required by law to be used in the
teacher evaluation procedure. The two factors, which are weighted equally, are student
growth measures at fifty (50) percent and teacher performance at fifty (50) percent.

Student Growth Measure (SGM). 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
feachers where value-added scores are not available, and from shared atiribution
measures of student growth. SGM results are reported as: above expected levels of
student growth, expected leveis of student growth, below expected levels of student
growth.

Value-Added — refers to the EVAAS Value-Added methodology provided by SAS, Inc.,
which provides a measure of student progress at the District and school level based on
each student's scores on Siate issued standardized assessments

Shared Attribution Measures. Shared attribution measures are student growth
measures that can be attributed to a group.

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
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evaluator. Teacher performance results are reported as a teacher performance rating
that may be coded as “1" indicating lowest performance to “4” indicating highest
performance.

Evaluation Rating: The final, summative evaluation ievel 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 cycie when the teacher
performance rating is combined with the results of student growth measures where fifty
{50} percent of the evaluation rating 1s based on student growth measures as provided
for in this agreement and fifty (50) percent of the evaluation rating is based on a teacher
performance rating as provided for in this agreement. Each complieted evaluation will
result in the assignment of a teacher to one of the following evaluation ratings:
Accomplished, Proficient, Developing or Ineffective.

Evaluation Cycle: The period of time for the completion of the evaluation procedure.
The evaluation cycle is completed when student growth measures resulting from
assessments that were administered in the previous school year are combined with the
performance ratings resulting from performance assessments that are conducted for the
current school year to assign an evaluation rating.

Evaluation insfrument; The process and forms used by the teacher’s evaluator. The
forms are located in Appendix F of this agreement.

Ohio _Teacher and Principal Evaluation Systems (eTPES): The method used by the
District to electronically report to ODE aggregate final, summative teacher evaluation
ratings. The District shall report the number of teachers for whom an evaluation was
conducted and the number of teachers assigned to each evaluation rating.

Teacher -~ For purposes of this policy, “teacher” means licensed instructors who spend
at least fifty percent (50%) of his/her time providing content-related student instruction.

Core Subiect Area — means reading and English language arts, mathematics, science,
foreign language, government, economics, fine arts, history and geography.

FORMS/APPENDICES
Form F- Teacher Performance Evaluation Rubric Record of Evidence
Form G- Categories of teachers based on OTES model
Form H- Teacher Self Assessment Summary Tool
Form |- Teacher Professional Growth Plan
Form J- Teacher Improvement Plan

Fvaluators:

A. An evaluator must be a full-ime, credentialed contracted employee of the
Ottoville District.

B. The person who is responsible for assessing a teacher's performance shall:
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Meet the eligibility requirements under R.C. 3319.111(D) and

Holds a credential established by the Chio Department of Education for
teacher evaluation; and
3. Has completed state sponsored evaluation training and has passed online
credentialing assessment;

And is the teacher's immediate supervisor

In the event a teacher performs work under the supervision of more than
one supervisor, one supervisor shall be designated as the evaluating
supervisor.

MY

o

Evaluation Committee/Composition

A. The Association and the Board agree to establish a commitiee comprised of two
association members appointed by the association president and two members
appointed by the board or its designee

B. Committee Authority

1. In the event of legisiative action by the Ohio General Assembly that impacts in
any way on this topic, the parties to this agreement shall discuss this topic to
determine whether adjustments are appropriate during the ferm of this
agresment.

2. i either party wishes fo consider any change or revision o the evaluation
procedure or process, including the evaluation instrument, during the ferm of this
agreement, it will discuss the matter with the committee. If the discussion results
in a recommendation by the committee to change or revise the evaluation
procedure or process, including the evaluation instrument, during the term of the
agreement, then said recommendation shall be subject to ratification by the
Board and the Association.

Orientation

A. Not fater than September 15 of each year, or in the case of a new teacher, within
thirty (30) days of the first day worked, each teacher shall be notified in writing of the
name and position of his or her evaluator.

B. A teacher newly employed or one reassigned after the beginning of the work year

shall be notified by the evaiuator of the evaluation procedures in effect. Such written

notification shall be within two (2) weeks of the first day in a new assignment

Training

A Teachers
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1. Each teacher shall be given written instructions on the purpose, mechanics and
dimensions of the evaluation procedure.

2. Written instructions will be supplemented by specific group evaluation instrument
training to familiarize teachers on how the evaluation instrument is designed and
how the evaluation instrument will be utilized.

Schedule for Evaluation

A
B.

No teacher shall be evaluated more than once annually.

All instructors who meet the definition of “teacher” under R.C. 3319.111 and this
policy shall be evaluated based on at least two (2) formal observations and no more
than two (2) walkthroughs each year. All observations will be completed by May 1%,

Teachers in their final year of a limited contract who are under consideration for
renewal/nonrenewal shall receive at least (3) three formal observations in addition to
periodic classroom walkthroughs.

A teacher who has been granted a continuing contract by the board and who
receives a rating of “Accomplished” on his/her most recent evaluation shall be
evaluated every other year.

A teacher who receives a rating of ineffective will be given a written report and
conference by May 10" of that observation year.

Fach teacher evaluated under this policy shall annually complete a
“Self-Assessment,” utilizing the Self Assessment Summary Tool. (Form H)

Criteria for Performance Assessment

A

A teacher's performance shall be assessed based on the standards for the
teaching profession and the criteria set forth in the evaluation instrument, Appendix
F to this agreement. Student academic growth will be measured through value-
added scores on evaluations for teachers where value-added scores are available in
proportion fo the part of a teacher's schedule of courses or subjects for which the
value-added progress dimension is applicable. If all or part of a teacher's schedule
is not comprised of courses for which value-added is applicable, then that portion of
the studeni growth shall be measured using the Shared Aftribution model which
uses the school's total value-added score.

No teacher shall be evaluated on his or her work performance except based on
the observations of the ieacher by the teacher's assigned evaluator and the
walkthroughs that are set forth in this agreement.

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

No misleading, inaccurate, untimely or undocumented information may become
part of a teacher's performance assessmeni. All results and conclusions of
performance assessments must be documented and supported by evidence.
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E.

In implementing performance assessments, the District shall conduct all

assessments so as to observe the legal and constitutional rights of teachers, and no
teacher performance information shall be collected by electronic devices without the
consent of the teacher.

Observations

A.

Scheduie of Observations.

. A minimum of two (2) formal observations shall be conducted to support each

performance assessment. A formal observation shall last a minimum of thirty
(30) minutes. There shall be at least two (2) weeks between formal
observations. If after the second formal observation, a teacher's performance is
found to be ineffective fo the extent that adverse personnel action may result, a
minimum of one additional observation shall be conducted.

Observation Conference

. All formal observations shall be preceded by a conference between the evaluator

and the teacher in order for the teacher to explain plans and objectives for the
work situation to be observed.

. A post-observation conference shall be held within 5 days after each formal

observation and shall be used to inform the teacher if observed instructional
practices are aligned with the expectations that are identified in the teacher's
professional growth (form [} or improvement plan (form J)

A teacher may request a formal observation at any time in addition to those
required by this procedure.

Walkthroughs

A.

A walkthrough is a formative written assessment piece that focuses on one or

more of the following components:

N WD~

Evidence of planning;
Lesson delivery;
Differentiation;

Resources;

Classroom environment;
Student engagement; and,
Assessment.

The walkthrough shall be at least five (5) consecutive minutes, but not more than

fifteen (15) consecutive minutes in duration.
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C. A formal debriefing shall occur no later than five (5) days after the walkthrough to
discuss observations relative to the identified focus.

D. The teacher shall be provided a copy of the walkthrough form, including ail
scripted and anecdotal documents relative to the walkthrough.

E. No more than two (2) walkthroughs shall be included in each evaluation cycle.

Fair Consideration of Work Effort

All monitoring observation of the work performance of a staff member shall be
conducted openly and under circumstances such that the staff member shouid be
expected to know that an observation is taking place. The use of eavesdropping,
public address, or audio/video systems and similar surveillance devices for
monitoring or observing the work performance of a staff member will be permitted
only with the written consent of the affecied staff member. Observation shall be by
personal observation of the evaluator.

The evaluation criteria shall be limited to the actual performance of the job duties as
agreed to by the Employer and the Association. Work outside of the bargaining unit
member's normally assigned duties shall not be evaluated. Evaluations shall be by
personal cbservation conducted by the bargaining unit member's immediate
evaluating supervisor.

While staff members may be observed on the day before or after a holiday recess,
on the day after extended absence of five (5) days or more, or on Staff
Development released-time days, an attempt will be made to avoid formal
observations on these days.

Parental or citizen complaints considered serious enough to be considered in the
evaluation of a bargaining unit member shall be brought to the attention of the staff
member against whom they are lodged as soon as is reasonable. Any affected
staff member will be given the opportunity 1o respond and/or rebut the substance of
any such complaint.

Conference and Evaluation Report
Within five (5) days following the formal or informal observation{s) and conference,
the principal shall write a report summarizing his evaluation of the bargaining unit
member's performance. These reports shall acknowledge the strengths and
deficiencies, if any, along with noting all data used for the conciusions reached.
The report will acknowledge any circumstances which may have an adverse or
positive effect a staff member's performance including, but not necessarily limited
to: unusual class size, special learning disabilities students, or abnormal physical
facilities.

All criticisms shall be supported by specific, written comments pertaining to direct
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formal observations by the prihcipat.

Within one week, affected staff shall be given a copy of any class visit report,
evaluation report, or recorded observations prepared by their evaluating principal,
which they shall examine and will then sign all copies of said documents.

Such signature on any form shall indicate receipt of the document and shall not be
consirued to signify agreement or disagreement with the substance of such items.
The staff member shall be provided with a true copy of the evaluation at the time of
signature. Any comment or rebuttal the staff member may wish to make shall be
reduced to writing and will become a part of the report.

improvement Plans

A. The professional improvement plan shall inciude:

Specific performance expectations, resources and assistance to be provided;
Timelines for its completion; and,
Time, material, and human resources.

WA -

Professional Growth Plans (Form [) and Professional Improvement Plans (Form J)

Based upon the results of the annual teacher evaluation as converted to the “Evaluation
Matrix” below, each teacher must develop either a professional growth plan or
professional improvement plan as follows:

A Teachers whose performance rating indicates above expected leveis of student
growth will develop a professional growth plan and may choose their credentialed
evaluator from those available, utilizing the components set forth in the “Teacher
Evaluation Form.”

B. Teachers whose performance rating indicates expected levels of student growth
will develop a professional growth plan collaboratively with his/her principal and will
have input on his/her evaluator for the next evaluation cycle, utilizing the components
set forth in the “Teacher Evaluation Form”

C. Teachers whose performance rating indicates below expected levels of student
growth will develop a professional improvement plan with their principal. The
administration will assign the evaluator for the subsequent evaiuation cycie and approve
the professional improvement plan, utilizing the components set forth in “Teacher
Evaluation Form.”
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Teacher Performance

Student Growth Measure

4 3 2 1
o
é Accomplished Accomplished Proficient Developing
<
™)
o
g | Proficient Proficient Developing Developing
1
__% Developing Developing Ineffective Ineffective
Q
m

Finalization of Evaluation

A

Wiritten Report

. Before the evaluation cycle is final, and not later than May 10, a copy of the

formal written evaluation report shall be given to the teacher and a conference
shall be held between the teacher and the evaluator.

Completion of Evaluation Cycle

. The summative evaluation of a teacher shall be based upon student growth

measures resulting from assessments that were administered in the previous
school year and performance that is assessed during the walkthroughs and
formal observations that are conducted for the current school year. 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 fo support the conclusions reached in the formal evaluation report. The
evaluation report shall be signed by the evaluator. The evaluation report should
then be signed by the teacher to verify notification to the teacher that the
evaluation will be placed on file, but the teacher's signature should not be
construed as evidence that the teacher agrees with the contents of the evaluation
report. The evaluation report shall be completed by May 10, signed by both
parties, and sent to the superintendent.

Each teacher’s performance rating will be combined with the assessment of student
growth measures to produce the summative evaluation rating, based upon the
“Evaluation Matrix” listed above.
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The evaluator shall provide that each evaluation is submitted to the feacher for his/her
acknowledgement by written receipt. If signed by the teacher, the receipt is to be sent
to the Superiniendent as soon as received.

B. Response to Evaluation

1. The teacher shall have the right to make a written response 1o the evaiuation and
to have it attached to the evaluation report to be placed in the teacher's
personnel file. A copy, signed by both parties, shall be provided to the teacher.

Retention Decisions/Removal of Poorly Performing Teachers

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

Definitions:

“Retention” for purposes of this policy refers to employment decisions on the question of
whether or not to suspend a contract pursuant to a reduction in force, nonrenew a
limited or extended limited contract, or terminate employment for good and just cause.
in the case of a reduction in force, seniority will not be considered when making
decisions on contract suspensions, except in the instance of comparable evaluations.
The decision to nonrenew or terminate the contract of a poorly performing teacher may
be informed by the evaluation(s) conducted under this policy. However, decisions to
nonrenew or terminate a teaching contract are not limited by the existence of this policy.

“Poorly Performing Teachers” refers to teachers identified through the evaluation
process who demonstrate an inability and/or unwillingness to meet the expectations of
this standards-based evaluation system.

“Comparable Evaluations”- Since seniority may not be the basis for teacher retention or
other employment decisions, except when deciding between teachers who have
comparable evaluations, this refers to teachers within the categories of “ineffective,”
“‘Developing,” “Proficient,” and “Accomplished.”

Removal of poorly performing teachers will be in accordance with the nonrenewal and
termination statutes of the Ohio revised code and/or the relevant provisions of the
collective bargaining agreement in effect between the Board and the Association

Nothing in this agreement will be deemed to prevent the Board from exercising its rights
The Board reserves the right to nonrenew a teacher evaluated under this agreement in
accordance with R.C. 3319.11 notwithstanding the teacher’s summative rating.
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Due Process

A.

A teacher shall be entitled to Local Union representation at any conference held
during this procedure in which the feacher will be advised of an impending adverse
personnel action.

Failure by the District to adhere to any timeline or condition established in this
agreement shall render the evaluation, including the summative rating, void and
shall automatically require re-employment of the teacher under a continuing
contract, if eligible, or an appropriate limited contract if the teacher is not eligible for
a coniinuing contract

ACADEMIC FREEDOM

The basic concepts of democracy and its freedoms shall guide the district's
classroom-instruction, employment procedure and relationships. The rights of a
democracy also has eqgual relationship to the roles of all individuals in the school.

For classroom instruction the teachers shall follow the adopted course of study.
The teacher has the full authority to use the district's texts, library materials, visual
aids, as well as those materials ordered for classes through the USSF which the
pupil is to purchase.

The teacher as the professional shall have right and authority to use those
instructional methods and procedures he/she deems most effective with a given
group of students. The professional staff member is responsible to exercise
judgment in the discussion of issues which are relevant to the course, except in
those cases where the materials or issues are of a controversial nature.

Before materials or issues controversial in nature to the district are made a part of
classroom instruction, the teacher has a responsibility to consult with the principal
as to the use of implementation of such material or issues. If a teacher disagrees
with the principal's decision, the grievance procedure shall be the means used 10

resolve the disagreement.

In the event that any citizen has a complaint or question concerning materials or
subject conient or any procedure used in conjunction with a class, or exira

curricular/supplemental activity, the following policy shall be used to handie such
concerns.

1. If a citizen calls the Superintendent, or the building principal with a concern
about material or subject content in a class, the citizen after giving the name,
address and phone number shall be informed of the following information and
procedure:
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a. The professional staff member conducting the class and/or exira
curricular/supplemental activity.

b. Times during the day when the professional staff member could be
reached o answer any questions.

2. The professional staff member shall be informed of any initial inquiries and/or
complaints.

3. If the citizen contacts the professional staff member, the professional staff
member shall attempt to answer any questions the citizen may have.

4. If the complaint or concern is not resolved between the parent or citizen and
the staff member, it shall be referred to the building principal or in the case of
an athletic activity; such complaint/concern shall be referred to the athietic
director before being forwarded to the principal.

5. If the complaint is not resolved by the building principal to the satisfaction of
the complainant, it may be referred to the Superintendent.

6. If the parent is still not satisfied by the response rendered by the

Superintendent, he/they may present the complaint to the Board of Education
for their consideration.

DECISION TO CONTINUE

Article Hi, Letter B Evaluation between the Ottoville Local Board of Education and
the Ottoville Local Education Association is in effect for the academic year
2013-2014, and a decision 1o continue only the article of the agreement will be
made by July 1, 2014,

C. PROFESSIONAL PERSONNEL RECORDS

A personnel file of all professional staff members shall be maintained in the office of
the Board. This shall be considered the only official file of recorded information of
professional staff members maintained by the Board and Administration.

individual professional staff members shall have access io their personnel file upon
request. Requests of professional staff members to have access to their personnel
files shall be handled by the Superintendent or his designated representative.

Members of the Administration authorized to use personnel files of professional
staff members shall be limited to the Superintendent and building principal{s) and
county office personnei who are directly related to supervision of that professional
staff member.
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All materials placed in the personnel file of the professional staff member shall
include the foliowing:

1. The date the item was placed in the file.

2. Initials and dates of the professional staff member in whose file the entry is
being made and the initials of the administrator placing information in the file.

These personnel records shall include:
*1. Application for employment.
*2. Copy of the latest contract, properly signed.
*3. Copy of latest salary notice.
4. Health history card, if any.
5. Ohio teaching certificate.

6. Transcript of college credits showing the official record of the degree granted,
original or certified copy.

7. Record of military service, if any.
8. Other documentation which has been property placed in the file.

*On file in county office

Letters of reprimand or any material derogatory to a teacher’s conduct, service,
character, or person shall be removed from their personnel file at the end of five (5)
years providing the teacher has taken appropriate action to correct the situation
leading to the undesirable report.

A professional staff member shall be notified of the intent of the administration to
place in his/her personnel file any material which may be considered critical or
complimentary of the conduct, performance, character or personality of the
professional staff member and shall be provided the opportunity {o read any such
material at the time it is placed in such personnel! file. In addition such staff
members will have the opportunity to appeal the placement of any such material
placed in the personnel file. The professional staff member shall acknowledge that
he/she has read the material by affixing his/her signature fo the copy fo be filed. If
the professional staff member refuses to sign, such refusal shall be noted on the
material and it may be filed. Signature of a professional staff member shall not
indicate agreement with the content of the material, but indicates only that the
material has been inspected by the professional staif member. The professional
staff member shall also have the opportunity fo reply to such critical material in a
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written statement to be entered in the personnel file, Such reply must be presented
to the building principal, who shall affix his/her signature thereto, acknowiedging
that the building principal has read the reply. Such signature shall not indicate
agreement by the principal with the content of the reply.

Professional staff members shall be informed of any complaint by a parent and/or
student which is directed toward them if such wiil become a matier or record. The
provisions above shall be applicable to such compiainis.

Anonymous letters or materials shall not be placed in a professional staff member's
file, nor shall they be made a matter of record.

A professional staff member shall be entitled to a copy, at the professional staff
member's expense, of any material in his/her personnel file.

A professional staff member may periodically review his/her personnel file including
personnel files maintained by buiiding principals, and shall be entitled to a copy of
any material in that file. A third party selected by the professional staff member at
the opticn of the professional staff member may be present during such review. A
representative of the administration, at the option of the administration, may also be
present during such review.

Any materials entered into a professional staff member's file may be grieved as to
the accuracy, relevance, timeliness, or completeness of such material. If it is found
to lack in any of the aforementioned, it shall be removed from the professional staff
member's file.

Information in the personnel file may be removed upon mutual agreement of the
professional staff member and the administrator making the entry or the
Superintendent.

The professional staff member may submit letters of merit which may be placed in
his/her personnel file.

The provisions of this section of the contract shall not be construed to limit the
rights accorded to a staff member pursuant to ORC 1347.

REDUCTION IN FORCE

Definition of Reduction in Force

A reduction in force (RIF) shall have occurred when the Employer reduces,
eliminates, or fails to fill a bargaining unit position.

Atirition

To the exient possible, the number of employees affected by a reduction in force
and/or the extent of such effect(s) will be kept to a minimum by not employing
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replacements for employees who retire, resign, go on leave of absence or whose
limited contracts are not renewed for reasons other than reduction in force.

Reasons for Reductions

To the extent that reductions are not achieved through attrition or the non-renewal
of limited contracts for reasons other than reduction in force, and when by reason of
decreased enroliment of pupils return to duty of reqular staff after leaves of
absence, by reason of suspension of schools territorial, changes affecting the
district or loss of essential financial resources, the Board of Education decides that
it will be necessary to reduce the number of staff, it may make a reasonable
reduction in accordance with the provisions below.

Suspension of staff contracts pursuant to the provisions below for purposes of staff
reduction due to loss of essential financial resources shall occur only in the period
between the end of one school year and the start of the succeeding school year.

Suspension - Renewal Suspension

If staff reduction is deemed necessary for any of the above reasons and all other
provisions of this section have been fulfilled, then the reduction shall be made as
follows:

Reductions shall be made by suspension of existing limited contracts and/or
renewal suspensions of expiring limited contracts and/or, if necessary,
suspension of continuing contracts.

Such reduction in any bargaining unit field or assignment will be made by
selecting a person in the affected area of certification who is currently assigned
to a position in that area of certification. If two or more members have
comparable evaluations* then the criteria for breaking a tie under the Equal
Seniority language on pages 17 & 18 will be used. (*Comparable evaluations
shall be defined as having the identical final teacher rating; accomplished,
proficient, developing, or ineffective.)

Notification of Anticipated Reduction in Force

When staff reduction is necessary, the Superintendent shall give written notice of
the intent to recommend the suspension of contracts to all staff so affected and also
give the complete list of affected individuals to the Association President and Vice
President at the earliest practical time, but not iater than fifteen (15) days prior to
Board action to reduce staff. The notification shall include the reason(s) for the
RIF; the position(s) to be reduced, eliminated, or not filled; the name(s) of the
employees to be affected, the date of intended Employer action to implement the
RIF and the effective date of the RiF.

The Employer shall develop and provide the Association with a RIF list of
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potentially affected employees which shall be based on evaluation, seniority and
contract status within areas of certification requirements as set forth above.

Within ten (10) days of receipt of the notification, representatives of the Employer
and the Association shall meet to review the proposed RIF. If the Association
believes that the reason(s) for or implementation of the proposed RIF are contrary
to the terms of this Agreement, the Association may demand the matter be
submitted to expedited arbitration, in accordance with the Rules for Expedited
Arbitration of the American Arbitration Association.

Limitations

Any of the above sections shall not diminish or void any right or privileges provided
staff members in any state or federal law except to the extent specifically delineated
herein.

The Board shall not contract out any work previously performed by staff member(s)
in the bargaining unit unless where mutually agreed upon by the parties after due
notice and consultation with the Association. If it becomes possible for nearby local
school districts to share programs, the Board shall only be obligated to discuss
potential job losses pursuant 1o the negotiations procedure.

Staff members whose contracts are suspended (or renewed-suspended) under the
terms of this section are to be considered as being on layoff' and awaiting recall
and not as being terminated with the system.

While a reduction continues, no substitute staff member(s) or any other person new
o the system will be hired for any period in excess of five (5) continucus school
days, except where:

a. There are no staff member(s) on layoff qualified o fill a vacant position.

b. All qualified staff member(s) on layoff decline the offer to fill the vacancy.

No current, non-bargaining unit employee shall be assigned to fill a bargaining unit
position while an eligible employee remains on layoff status.

Qualifications for a bargaining unit position shall not be upgraded or otherwise
restructured so as to prevent the recall of a laid-off employee. No transfer,
reassignment or reclassification shall be made during a period of RIF that prevents
the recall of an empioyee on layoff status.

Emplovee Rights While on Reduction

Staff on the recall list will have the following rights:

' The terms reduced and laid off shall be used interchangeable herein.
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Staff member(s) on layoff are 1o be recalled in the order of the seniority and tenure
status when vacancies become available for which they are or have become
qualified.

1. First recall shall be of qualified (properly certified) staff in the order of their
summative evaluation followed by seniorily.

2. The recall list for those staff limited contracts shall be maintained for a period
of one year (1) or until the limited contract expires whichever is greater.
Thereafter, a limited contract empioyee on layoff shall lose his/her right to
recall.

4, Staff members on layoff may, for the duration of their recall eligibility or for that
period required by law, whichever is greater, elect to continue participation in
any or all of the group insurance plans availabie to regular employees by
remitting the premiums to the Treasurer of the Board of Education. Such
employees will be informed of the premium due date.

Each individual who is eligible to elect continuation of fringe benefits under COBRA
with the provisions of this Agreement must make such application within the time
prescribed by law and the applicable regulations.

‘Each affected staff member shall have the right to unemployment compensation
benefits when that employee has not been offered an equivalent bargaining unit
position during layoff.

MNotification of Recall

It shall be the responsibility of each staff member to notify the Board of any change
of address or change in certification.

The Board shall give written notice of an offer of re-employment by sending a
registered or certified letter to the Association and fo all qualified said staff
members at their last known address. Any eligible staff member that fails {o accept
the offer of re-employment in writing within fifteen (15) days, excluding Saturdays,
Sundays, and holidays, from the date said offer is delivered at the last known
address of the staff member, shall be considered to have rejected said offer, and
shall be removed from the recall list. The most senior of those responding will be
given the vacant position.

Status Upon Recall

A staff member on the recall list will, upon acceptance of the notification to resume
active employment status, return to active employment status with the same
seniority as he/she enjoyed at the time of layoff. Such staff member shall be
credited with additional sick leave, if any, and be placed on the salary scheduie in
accordance with their respective training and experience at the time of recall.

35



Transfers Due to Reduction in Force

1. When personnel must be transferred as a result of reduction in force at the
particular grade level or class, the Superintendent shall notify all staff of the
necessary reductions by position, grade level and building.

2. The Superintendent will encourage the necessary transfers on a voluntary
basis. If this cannot be accomplished, the staff of the department(s) or grade
level(s) affected by the reduction shall be transferred on the basis of
certification.

3. Except in unusual and/or emergency circumstances, the staff member(s) to be
transferred involuntarily shall be informed prior o the end of the school year, or
at the same time as other staff are informed of their tentative assignments for
the ensuing school year, whichever comes first,

4. The staff member(s) to be transferred may schedule a conference concerning
the transfer with the Superintendent at any time.

5. Any staff member subject to involuntary transfer due to a reduction in force,
who does not wish to be transferred, will have the option of being placed on the
recall list or being transferred.

NOTICE OF RE-EMPLOYMENT FOR SUPPLEMENTAL CONTRACTS

Supplemental contracts for all staff members will be considered as expired at the
completion of their respective seasons, or after the completion of duty for the year
for which supplemental contract was issued. The Board will not be required to give
written notice of non-renewal/expiration of any supplemental contract to affected
staff after duties have been performed/or the season set forth in the supplemental
contract has heen completed.

Except in the case of spring sports or incomplete extracurricular programs, the
Board will make known to bargaining unit staff its intention to rehire staff for such
suppiemental positions within five (5) days following the regular April Board
meeting. With regard to spring sports or other extracurricular incomplete or
on-going at the time of the June Board meeting, the Board will make known its
intention to rehire such staff not later than five (5) days following the regular June
Board meeting.

RETIREMENT INCENTIVE PROVIDING UP TO ONE ADDITIONAL YEAR OF
EMPLOYMENT

1. A bargaining unit member eligible to retire pursuant to this Article shall be a
bargaining unit member who is first eligible for retirement under STRS and
who has been employed in the school district for at least five (5) years.
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To be eligible, the bargaining unit member must apply for this incentive in the
first year of eligibility.

a. Bargaining unit members who meet or the gqualifications set forth in
paragraph 1 prior to the end of the school year must submit their
application for this incentive by March 1.

The Board will act fo accept the bargaining unit member’s application and
resignation due fo retirement. The employee’s retirement cannot be effective
prior to the end of the student year.

For each qualified bargaining unit member, who is eligibie for the incentive,
and subject to the conditions set forth in paragraph 7 below, said bargaining
unit member shall be entitled to employment for two (2) additional semesters
beyond the bargaining unit member’s retirement date.

A bargaining unit member in the incentive program shall maintain all rights
contained in the Master Contract, except for the exclusions contained in
subsection 7, and shall receive compensation at the appropriate rate and step
of the negotiated salary schedule, as well as receiving any negotiated benefits
package (to include insurance) for which the bargaining unit member is
eligible. :

The rehiring of a retiree to the séme position the retiree heid the previous
school year shall be contingent on the completion of the requirements set forth
in O.R.C. 3307.353.

The employment of the bargaining unit member in good standing shall end on
June 30 without any further action by the Board. The parties intend the
provisions of this Article to supersede the requirements of O.R.C. 3319.16, and
3319.111. However, the Board must follow the requirements of O.R.C,
3319.16 to terminate an employee’s contract prior to the end of the year
following retirement established by this Article.
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ARTICLE IV - LEAVES

A. SICK LEAVE

1.

Each full-time staff members shall be entitled to fifteen (15) days' sick ieave
with pay for each year under contract and shall accrue sick leave at the rate of
one and one-fourth (1 14) days for each calendar month under contract. The
maximum accrued sick ieave that may be carried from one school year to the
next is 210 days. Sick leave earned and accumulated beyond 210 days during
the course of a year will not be truncated until the last day of August of each
year.

Each newly hired certified staff member of the Board who has no accumulated
sick leave, or any certified staff member who has exhausted their sick leave,
will be advanced an accumulation of sick ieave of at least five (5) days. Each
staff member under regular, full-time contract but absent because of iliness,
will continue to accumulate sick leave at the rate of one and one-fourth (1 1/4)
days per month.

Those employees who render regular part-time, intermittent, per diem, or
hourly service, will be entitled to sick leave in proportion to the time actually
worked.

Any person who has accumulated unused sick leave in any public agency in
the State of Ohio shall be credited with such unused sick leave balance up to
the maximum accumulation permitted by this school District providing that
employment with the Board takes place within ten (10) years of the date which
the empioyee was last terminated from public service.

Professional staff members absent for purposes of sick leave when school is
canceled and when staff are relieved of their regular teaching duties for that
day, will not be charged with sick leave.

Sick leave shall be granted for absence due o personal iliness, pregnancy,
injury, exposure to contagious disease which couid be communicated to
others, and for absence due fo iliness, injury or death in the employee’s
immediate family.

a. Injury and/or iliness in the immediate family:
For purposes of injury or iliness in one's immediate family, immediate
family will be interpreted as spouse, child, step child, parent, brother,
sister, or any other member of the family unit living in the same household
no matter what degree of relationship.

b. Death in family:
in the event of death in the employee's family, immediate family shall be
defined as parent, child, step child, spouse, sibling, grandparent,
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grandchild, uncle, aunt, nephew, niece, and in-laws bearing any of these
relationships or any other member of the family unit living in the same
hotusehold no matter what degree of relationship.

Each professiona! staff member will furnish a written signed statement on
forms provided by the Board of Education to justify the use of sick ieave. If
medical aitention is required, the employee shall list, on the same form, the
name and address of the attending physician and the date when the doctor
was consulted. Falsification of a statement is grounds for suspension or
termination of employment under Section 3319.16 of the Revised Code.

Any staff member absent in excess of five consecutive school days, may be
subject to medical examination at Board expense.

MATERNITY LEAVE

Time for Filing Application - Applications for leave due to disability caused or

contributed 1o by pregnancy, miscarriage, childbirth, adoption, or any other
condition related to preghancy, and recovery therefrom {(hereafter collectively
referred 10 as pregnancy) should be filed prior to the thirtieth (30th) day before the
beginning date of the absence due to disability but the professional staff member's
failure to make a timely appilication shall not be grounds for denying the approval of
leave or the use of accumulated sick leave, or any other right or privileges provided
in this policy.

When due to disability caused or contributed to by pregnancy and upon
application by an employee, the Board will grant a 30 school day ieave of
absence without pay but will continue to provide fringe benefits beyond the
following provision.

Professional staff members may use sick leave or advancements thereof to
which they may be entitled as per Article IV, Section A, above for absence due
o pregnancy.

Combination of Sick Leave and Personal LLeave - See Article iV, Sections A ,
and Article 1V, Section D.

Combination of Sick Leave and Disability Leave - Professional staff members
for whom sufficient sick leave or advancements thereof are not available o
cover the period of disability due to pregnancy shall be entitled to unpaid leave
of absence for that portion of the period of disability not covered by sick leave.
Professional staff may request an extension (s) of unpaid disability leave for
any period of duration for medical reasons associated with pregnancy. Upon
approval by the Board, such extension(s) will be without pay but with fringe
benefits.
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Rights While on Leave

Professional staff members on leave due to disability caused or contributed to by
pregnancy shall be credited with sick leave at the statutory rate; shall be recognized
as full-time professional staff members and treated as such for all fringe benefit
purposes and the Board shall continue to make all contributions on their behalf
during the period of leave, and shall be entitied 1o reinstatement at the end of the
period of leave to the same class assignment, teaching assignment, building
assignment and supplemental duty assignment, if any, as held immediately prior to
the leave. Efforts will be made to return the teacher to the original assignment.

Contract Rights

The anticipated and/or actual disability caused or contributed to by pregnancy, or
the anticipated and/or actual additional expense {o the Board for sick ieave pay,
fringe benefits, substitute pay, etc., or any other factor pertaining to the condition of
maternity or to pregnancy, shall not be grounds for termination, nonrenewal or
failure 1o issue any limited or continuing contract, whether for regular teaching
duties, supplemental duties or administrative duties.

FAMILY MEDICAL ACT

The Board will abide by the provisions of the Family and Medical Leave Act (Public
Law 103-3). This leave may not extend beyond the 12 weeks as is provided in this
Act. Where the employee elects paid sick leave, eligibility for family medical leave
shall begin with the onset of such paid sick leave and will run concurrent with such
paid leave.

PERSONAL LEAVE

Each certificated staff member shall be authorized up to five (5) days* annually
without loss of salary, to transact personal business or attend to affairs of a
personal nature which cannot reasonably be conducted outside the regular school
day. Such leave shall be authorized upon notification given to the Superintendent
twenty-four hours in advance unless circumstances make it impossible to comply
therewith; in such event, the employee shall notify the Superintendent or principal
of these absences to give reasons at the earliest possible time to explain the
situation, and within five (5) days of return to duty must file the appropriate form for
such leave with the central office. These days of absence shall not be deducted
from sick leave nor any other leave.

1. After one year of full service in the Ottoville School District, each teacher shall
be entitled to one (1) such day of unrestricted personal leave, and the applicant
for such leave shall be required to sign an approved form stating only that the
reason for taking such leave is personal business which cannot reasonably be
conducted outside of the school day. Staff not using this day will be entitled to
two (2) such days in the following school year. Staff not using this day will be
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entitied to three (3) such days in the following school year.  Staff with four (4)

or more years of service in the district shall be entitled to accumulate up to four
(4) days of unrestricted personal ieave. Four (4) days unrestricted leave is the
most any staff member can accumuiate.

™ up to five days would be available in a school year following a period of four
years in which the unrestricted leave is unused. (See section one above).

2. Uptoone (1) day of restricted personal leave shall be authorized subject to the
following conditions: such leave shall not be used (a) to extend or create a
holiday or for recreational purposes; (b) to seek employment; (¢) to work a
second job. However, the Superintendent may grant an exception o any of
the above restrictions provided the staff member explains the situation in
writing and where the need for the leave day is due to circumstances beyond
the control of the staff member and all other unrestricted personal days or
other applicable leaves have been exhausted. Such personal leave shall be
authorized for the following:

a. Accidents or catastrophe involving family property.

b. Court appearance (other than jury duty).

c. Attend graduation exercise or other ceremony honoring the employee or
member of the empioyee's immediate family.

d. Visiting members of the immediate family in the armed forces.

liiness or death of persons not within the immediate family. (May be used

day before or after holiday as necessary.)

Arranging for the purchase or sale of the employee's residence.

Appointment with attorney when such appointment cannot be made at

times other than the regular school day.

Extremely urgent personal problems of members of immediate family.

Emergencies, natural or personal, for the teacher.

To enroll or perform any act required for enroliment in a college or

university.

k. Other reasons deemed valid by the Superintendent that cannot be taken
care of outside regular school hours.

®

For each of the days as defined in Section 2 above, the applicant shall be required
to specifically identify on approved forms which of the above listed authorized
purposes is the basis of such leave.

Requests for restricted personal leave for the purpose of attending any OHSAA
school sponsored state tournament shall be considered a valid "other reason”
pursuant 1o part K of this section provided the teacher requesting such leave (a) is
a resident of the district playing in the tournament, or (b) has an immediate family
member on a team playing in the tournament, or (c) has a spouse coaching a team
playing in the tournaments.

Upon certification by the staff member that the purpose of such leave is one which
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has been authorized pursuant to this policy, the building principal shall approve the
application and note his comments. Personal ieave forms shall be availabie from
each building principal. In the event of undue disruption of the educational program
due to the number of personal leaves on the same day, the Superintendent shall
have the power to limit the number of personal leaves authorized for use of that
same day. Fraudulent use of personal leave shall be grounds for reprimand in the
first offense, loss of pay for the day(s) in question in the second offense, and
suspension in the third offense without pay thereatfter for a period not to exceed
three days.

SICK LEAVE/PERSONAL LEAVE NON-USE INCENTIVE

Any member of the staff who has used no days of sick and/or personal leave in any
one school quarter shall be paid a bonus of $75 for each such quarter. In addition,
any member of the staff who has used two (2) days or less of sick and/or personal
leave in any one school year shall be paid an additional bonus of $150 for each
such year. Such bonuses will be paid in the first pay period as soon as reasonably
possible foliowing the close of each quarter. There will be no bonuses paid if a
dock day is used during a guarter. There will be no bonuses paid if a dock day is
used during the school year uniess the dock day occurred because the district
requested the staff member to perform another duty with the scope of his or
her employment.

For purposes of this section, a staff member will not be charged with sick/personal
leave when such absence is less than a one guarter (1/4) day and occurs over such
staff member's planning/conference period and/or lunch or at such other times
where the staff member does not have student supervision responsibilities.

BEREAVEMENT LEAVE/APPEARANCE IN COURT

In the event that any staff member has exhausted all availabie personal leave days,
one (1) additional day will be granted for the purpose of attending the funeral of a
relative, student, or fellow faculty member. This one day may also be used to
attend a required appearance in court (subpoena) or a hearing related to school
business. This one (1) additional day can never exceed one (1) day, and may only
be used when all available personal leave has been exhausted.

PROFESSIONAL LEAVE

Reguests for professional leave shall be submitted in writing and shali specify the
purpose, duration and, whenever possibie, the anticipated cost of such leave.
Unless knowledge of the meeting comes after the deadline, such reguests will be
submitted to the Superintendent at least two (2) weeks prior 1o the Board meeting in
order to provide sufficient time for consideration by the Superintendent and Board
of Education.

Upon the Superintendent’s recommendation any teacher will be granted
professional leave for the following reasons:
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to attend professional conferences;

to visit other school districts;

participate in a professional seminar;

or for any other activity that will promote professional growth of the requesting
teacher or the school system.

Bwn -

For all approved professional leaves, the Board of Education will pay the actual and
necessary cost of meals and the lessor of mileage for all actual and necessary
mileage and/or the cost of any other form of transportation.

Should the leave be disapproved solely for cost reasons, the teacher requesting
said leave may take the ieave without loss of pay or any benefits, but must bear
any other costs of said leave excluding the cost of the substitute, if any. Such leave
shall be limited to three (3) days unless approved by the Board of Education.

Professional leave shall not be deducted from personal leave, sick leave, or any
other leave.

DISABILITY LEAVE

Where due to disability and upon written request, any staff member will be granted
a leave of absence not to exceed two years in duration. Such requests shall
indicate the expected period of disability which shall be supported by evidence of
the disability. The Board may request a physician's statement 1o indicate the
expected period of disability.

Professional staff on such unpaid leave will continue 1o accrue or be entitied {o the
following:

1. Accumulation of sick ieave credited at the regular rate;

2. Continue participation in any or all District group insurance plans by remitling
the premiums to the Board Treasurer. Such remittance will not be required
more than thirty (30) days in advance the Board payment due date.

The professional staff member on such leave may request an early termination of
leave by submitting such a request to the Superintendent. The staff member will be
returned to service under this provision if a vacancy or new position exists or if such
return can otherwise be arranged.

Upon return, the staff member will resume at least the same contract status
previously held and will be returned to the same assignment, grade, and building
unless another assignment is requested. Any request for a different assignment,
will be acted upon by the Superintendent in accordance with the voiuntary transfer
procedures of the District.
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JURY DUTY

A staff member may request a leave of absence to fulfill jury duty obligations. This
leave will be granted automatically for the period of duty. The teacher’s salary shall
be maintained during the leave and the teacher shall give the Treasurer’s office the
jury duty pay upon receipt. This leave of absence will not be deducted from the
staff member's sick leave, personal leave, or any other leave. While on jury duty,
the staff member's sick leave, severance pay and all other benefits shall accrue to
the teacher the same as any other staff member.

MILITARY LEAVE

Staff members called into military service shall be granted a leave of absence for
such duty. The employee will be re-employed for a position simitar, but not
necessarily the same as the one left provided he/she has:

honorabile discharge or similar;

made application within 90 days;

applied for leave of absence prior to entering the service;
shown 1o be physically able 1o perform teaching duties.

Ll ol A
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ARTICLEV - COMPENSATION/PAYROLL PRACTICES/
FRINGE BENEFITS

A. PAYROLL PRACTICES

The basic salary or hourly rate of each member of the bargaining unit covered by
this Agreement will be adjusted to reflect the rates set forth in the applicable basic
salary schedule.

Each member of the bargaining unit employed by the Board shall be placed on the
salary schedule according to years of experience and training. Those with five (5)

years or more of teaching experience shall be given credit for a minimum of five (5)
years. Those with military service shall be given credit for up to five (5) years.

One year's teaching experience shall be defined as not less than one hundred

twenty (120) days during a given calendar year. A year of military service shall be
defined as twelve months or major fraction thereof.

if armed forces credit is to be granted, a copy of discharge or separation form 214
shall be furnished to the Board Treasurer no later than October 1.

ADVANCEMENT ON SALARY - ADDITIONAL TRAINING

A staff member may advance to a higher level on the salary schedule by fulfilling
the following:

1.  The affected staff member shall provide evidence of completed additional
graduate hours from an accredited college or university. All credit must be
completed by the first day of school, or no later than August 25th to be
accepted as advance training and/or an advancement in the salary schedule.

2. Said hours must be verified by grade slip, transcript, or letter from the college
or university where the course work was completed. The salary adjustment will
be made no later than September 30th and retroactive to the beginning of the
current school year foliowing receipt of the transcript and/or letter of verification
to the Superintendent.

3. Any certified staff member achieving recognition as a National Board Certified
Teacher will be paid a one thousand dollar ($1,000) stipend each year.

PAY PERIODS

Except as noted below, the contract year will be divided into twenty-six (26) two (2)
week pay periods. Pay days shall be alternate Fridays beginning no later than the
second Friday of the regular teaching school year.
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Substitutes will also be paid on a bi-weekly basis providing the payroll information
is submitted to the Treasurer not less than five (5) days in advance of the pay date.

All employees are required to receive their pay via direct deposit,

In the year when the contract year cannot be divided into twenty-six (26) two (2)
week pay periods, the parties agree to a three (3) week pay period beginning with
the period between the end of the 2005-06 school year and the beginning of the
2006-07 school year. The next three (3) week pay period wilt be the period
between the end of the 2011-12 school year and the beginning of the 2012-13
school year.

Those individuals employed on any supplemental contract may elect io receive
their pay for such supplemental duties by either of the following methods:

1. The total supplemental salary will be added to the regular contract salary for
the year, divided by 26 pays, and received every pay period.

2. The suppiemental salary will be paid in one lump sum upon completion of the
duties required by such supplemental contract.

PAYROLL DEDUCTIONS

Staff shall have the right to have membership dues deducted for the Ottoville
Education Association, Northwestern Ohio Education Association, National
Education Association, and other affiliated organizations according to the provisions
herein. In addition to deductions made for Association dues, deductions from pay
may alsc be made for the following items:

Unauthorized or unpaid absence

Withholding tax according to information contained on the exemption certificate
filed with the Treasurer.

Retirement, dues, and contributions

Annuities

Insurance

Political Contributions

N—I.
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A payroll deduction authorization form must be signed by the individual requesting
the deduction and submitted to the Treasurer of the District.

Except for Association dues withholding as otherwise provided herein, said
deduction(s) shall commence with the first check of the next pay period foliowing
submission of the request and shall continue in equal amounts for the remainder of
the checks in the year.
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B. SALARY

See Appendix A for Supplemental Salaries.
See Appendix B, C and D for Salary Schedules.

BASE SALARY

Base salary shall be defined as the regular salary paid to a full-time staff member
with a bachelor's degree and no experience.

DAILY OR PER DIEM RATE DEFINED:

1. In computing deductions for those absences for which a deduction in pay is o
be made, the basis shall be called the daily or per diem rate. The daily rate
shall be calculated by dividing the number of work days in the adopted school
calendar into the approved salary of the individual.

2. Salaries of persons working less than a complete school year shall be
calculated on the number of actual days taught times the daily rate.

TUTOR PAY

Qccasionally Employed: Staff employed to tutor an injured student confined to the
hospital or home or otherwise employed occasionally to tutor students will be paid
000580456 x BA-0 salary per hour for each hour of such tutor service or major
fraction thereof.

Regularly Emploved Tutors: Those staff employed to provide tutor services on a
regular scheduie throughout the day, week or school year will be paid on the
regular teacher salary schedule at the rate of .63 of the regular rate of pay for their
training and experience.

SALARY OF PART-TIME STAFF:

Staff employed in part-time positions will be paid as follows:
Full day, partial week:

Staff employed on schedule of full days for less than a full school week will be paid
on a per diem basis for each day they are scheduied to work.

Partial day scheduile:

Staff employed on a partial day schedule will be paid using one of the following
methods of computation as is applicable:
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Part-time high school, middle school staff who do not receive a full planning
period shall be paid on the basis of the number of teaching/work assignment
periods, excluding planning period(s), of a regular fuli-time staff member
assigned to the same or similar position(s).

Part-time high school and middle school staff who receive a full planning period
shall be paid on the basis of the total number of teaching/work assignment
periods and the planning period as a fraction of the total teaching/work
assignment periods including the planning period of a regular full-time staff
member assigned to the same or similar position.

Where the staff member is employed and assigned to a part-time position
where the school day is not subdivided into periods; the salary will be
computed on the basis of the staff member's assigned pupil contact time as a
fraction of the total pupil contact time required of a full-time staff member
assigned fo the same or similar position.

Such staff shall be entitled to all Board paid fringe benefits pro-rated to the
service for which they are contracted. :

- C. STRS PICKUP

All employee contributions to the State Teachers Retirement System, if any, will be
picked-up by the Board on behalf of each employee in the bargaining unit on the
following terms and conditions:

1.

The amount to be picked-up and paid on behalf of each employee shall be the
full amount of the employee's coniribution towards STRS. The employee's
annual compensation shall be reduced for purposes of State and Federal
income tax only by an amount equal to that picked-up and paid by the Board.

The Board shall compute and remit its statutory required contributions to
STRS based upon annual salary and/or earned compensation which includes
the amount of pick-up computed herein.

The pick-up percentage shall apply uniformly to alt members of the bargaining
unit as a condition of employment. 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.

Payment for all leaves - sick leave, personal leave, professional leave;
severance, vacation, supplemental and extended service pay and insurance
benefits which are indexed to or otherwise determinabie by reference 1o the
employee's rate of pay shall be calculated based upon the employee’s daily
gross pay prior to any reduction for "pick-up" purposes {(e.g. gross pay divided
by the number of days in the individual's contract).
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If necessary, the Board Treasurer will prepare and distribute an addendum 1o each
employee's contract which states that the employee's salary consists of:

1. A cash component;

2. A pick-up component, which is equal fo the amount of the employee's
contribution being "picked-up” by the Board on behalf of the employee.

TRAVEL REIMBURSEMENT

Reimbursement for mileage for those staff that are reguired to drive their personal
vehicles will be provided at the L.R. S. rate prorated to the nearest %2 mile. Such
mileage will be paid upon compietion of the proper forms for travel while on school
business, either in or outside the school district, as authorized by the
Superintendent. The travel reimbursement rate will be adjusted to the nearest 1¢
annually each July 1st.

SEVERANCE PAY

Any employee of the Ottoville School District with a minimum of ten (10) or more
years of accumulated service with the state, any political sub-division or any
combination thereof who elects to retire shall be paid 25% of the first 210 days or
any fraction thereof of his accumulated and unused sick leave. The rate of pay for
all such accumulated days up to 52.5 days* shall be the per diem rate as
determined by the total annual teaching salary according to the salary schedule
plus any supplemental and/or other salary in effect at the time of last service
excluding exiended service divided by 183 days of regular required duty.

As used in this section, retirement means disability or service retirement under any
state or municipal retirement system in the state of Ohio. Nothing in this policy
shall be construed to prevent an employee either sick or disabled from using the
accumuiated sick leave for the duration of the disability. Severance pay shall be
forwarded to the retired employee in two (2) instaliments, the first within thirty (30)
days of retirement, the second by January 15 of the calendar year following
retirement.

Severance will include death. In the case of death, severance will be paid to the
beneficiary(ies) designated on the form attached as Appendix E or in the absence
of a beneficiary designation, severance is to be paid to the estate of the deceased
employee. (ORC 2113.04)

*Any employee who has accumulated severance pay pursuant to the provisions
of merit leave under a prior agreement shall retain that severance pay.

GROUP INSURANCE

The Board will pay 90% for the health insurance premiums for single and family
coverage for the health insurance plan currently offered by the Putnam County
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Schools Insurance Group and any successor health insurance plan that may be
provided. Both the Association and the Board of Education will review the current -
medical plan prior to December 1% of each of the contract years.

If changes occur in the current medical plan, the Board or its designee will meet and
discuss the changes with the Association in accordance with O.R.C. 4117. For
those that choose insurance coverage, the Board shall provide twelve-month
coverage commencing with the first day of the school year (or September 1)
whichever comes first and ending twelve months later. Insurance costs for part-
time employees shall be prorated according to the percentage of time employed.
Employees who are in a dock day pay status due to their absences will be
responsible for the full cost of their insurance premium for all days in such status.
The District will make the appropriate deductions for the employee’s pay. A payroli
deduction authorization form is not necessary for this type of deduction.

125 PLAN

A full spectrum 125 Plan shall be maintained. Such plan shall not require that an
administrative cost be paid by any bargaining unit member who elects 1o participate in such
plan. On an annual basis, the District will match the employee’s contribution to the plan, up
to three hundred dollars {$300}.

INSURANCE OPTING OUT

For each member of the bargaining unit that elects not to enroll in any other of the Board
paid or partially paid insurance programs, including hospitalization, surgical, major medical,
or dental insurance, the Board agrees to pay a cash benefit of $2,000 each year at the
close of the district's fiscal year, June 30th.

Staff participating in the opting out provisions may cease participation and elect enroliment
in any of the Board provided insurance plans provided:

1) Such enroliment is the result of the involuntary loss of the non-Board plan
(spouses company ceases to provide coverage; death of spouse, loss of
employment, divorce, etc.)
or

2) Such enroliment occurs at the annual open enroliment period.

Shouid any participant in this plan elect to enroll in any of the above listed board paid
medical plans at any time during the fiscal year, the cash benefit will be prorated to the
point of enroliment in such medical pian(s).

Part-time staff members may participate on a percentage basis prorated on a ratio of their

service {o that of a full-ime employee by the same method of caiculation as is used to
determine their pay pursuant to Article V (A) (Salary of part-time staff).
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TUITION REIMBURSEMENT:

When certified staff members earn semester hours or quarter hours of credit from an
accredited college or university, as specified below, they will be reimbursed for a
portion of tuition costs, upon completion of the course provided the final grade is not
below a "B-".

Any member of the bargaining unit with more than one year of service in the district
who enrolis in an accredited college or university between September 1 and August
31, shall receive, in addition to regular salary, the actual cost per credit hour up to
one hundred doliars {$100.00) per quarter hour and one hundred fifty dollars
($150.00) per semester hour. Six semester hours or nine quarter hours of credit is
the maximum number of hours that can be reimbursed in any one fiscal year.
Payment will be made to the individual following submission of a transcript or record
of the completion of such coursework. Payment will be made on a separate check so
that taxes and retirement are not taken out.

Additional hours must be in the teaching field for which the teacher is certified, or be
applicable toward a higher degree in a program of studies approved by the
superintendent of schools. All such additional hours must have prior authorization to
be eligible for reimbursement herein.

The certified employee must return o his/her position at Ottoville Local Schools for
the following year to gualify for this reimbursement. All course work for
reimbursement must be turned in by September 15 of a school year to qualify for
reimbursement for 1st semester and by February 15 to qualify for 2nd semester
reimbursement.

This fund shall be limited to a maximum expenditure of $8,000. Those staff
otherwise eligible for reimbursement but who are not reimbursed or not fully
reimbursed as set forth above because of the exhaustion of the fund, shall be the first
to be reimbursed in the next fiscal year.

GRADING STANDARDIZED TESTS

The Board shall provide three (3) hours of release time and a room to grade
standardized tests for those so affected.

DUAL CREDIT LANGUAGE

Employees who attend dual credit training shall be paid two hundred dollars
($200.00) for each day of required training if the actual training session lasts more
than four (4) hours. If the actual training time is less than four (4) hours, the
employee shall be paid one hundred dollars ($100.00). If travel is required in order
to attend the training, the employee will be reimbursed for mileage at 87.5% of the
IRS mileage rate.
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ARTICLE VI - WORKING CONDITIONS

A. SCHOOL CALENDAR

Three representatives of the Association shall meet with the Ottoville Local
Superintendent of Schools prior to February 1st of each school year for the purpose
of exchanging ideas and expressing the concerns of the Association with respect to
the school calendar for the coming school year.

The Association recognizes that the Board of Education has the final authority to
adopt the school calendar and to revise it as required by acts of God or changes in
Ohio school law. Therefore, should any extensions of the length of the school day
or school year be required due o calamity or otherwise, the Superintendent shall
consult with the Association as to the nature and extent of such changes as soon
as possibie prior to any Board action on said changes. The provisions above shall
not be construed as a waiver of the Board's obligation under law to bargain with the
Association over the effects of any changes in calendar which affect the wages,
hours or terms and conditions of employment.

B. SCHOOL YEAR

The length of the school year shall be 183 days, which shall include one day at the
beginning of the school year for teacher orientation, two days, which are a part of
the state mandated 180 days of instruction for parent-teacher conferences, the
work day following the last student day for the completion of the yearly tasks and
recordkeeping. One day will also be scheduled during the school year for inservice,
task day. The Association and Administration will jointly plan and assist in the
scheduling and administration of this inservice day. End of the year report cards
will be mailed or held in the office for parental pick up. If the teacher attends
graduation exercises, they will be permitted to leave at 12:00 p.m. on the teacher
workday provided all required checkout procedures and functions have been
properly completed.

Barring any extreme weather conditions or other such calamity, the schoo! year
shall commence sometime in the last week of August and will be completed by the
first week of June. All scheduled days shall be during the regular work week of
Monday through Friday, exclusive of scheduied school holidays.

The official closing of schools by the Superintendent of Schools on account of
severe weather or other emergency conditions shall not result in loss of pay or
additional days of work without pay for the five (5) days of calamity as provided by
law. All days that must be made up beyond these shall be without any additional
pay.
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C. SCHOOL DAY

The length of the school day shall not be longer than seven hours and twenty
minutes long, including at least a thirty-minute duty-free lunch. This time is
exclusive of staff meetings and parent-teacher conferences. Excluding inservice
training session, staff meetings may be scheduled from time to time, but not more
frequently nor lengthy than reasonable and normal. Every effort will be made to
limit the number of such meetings to fewer than 12 and less than one hour of
duration. -

Except in cases of emergency or job related interruptions, professional staff shall
be responsible for being present in the classroom or at their assigned duty
promptly. The failure 10 be at the assigned duty shall subject such teacher first to
verbal reminder, and thereafter, written record of such violation.

In order to insure timely arrival and departure of students and staff, every effort will
be made to set school master clocks on the last Friday of each month if such clocks
are untimely,

When weather conditions necessitate alteration of the starting time for the school
day, the Superintendent shall use hisfher best judgement in determining the need
for a three (3) hour delay for the start of school. When the Superintendent calls a
three (3) hour delay there shall be a corresponding addition of one (1) hour at the
end of the regular school day.

OTHER AFTER-SCHOOL HOURS MEETINGS

Except as noted above, it is understood by the parties that staff attendance or
participation in meetings, curricutum development, text book selection, college
course work, inservice programs and/or workshops, except where time for such
activities is provided during the context of the regular student day or supplemental
compensation is provided, shall be voluntary.

D. "County Inservice” TRANSPORTATION

Bus transportation to and from county inservice aclivities (especially 1st day
inservice) will be made available to staff provided:

1. a bus is available
2. aieacher driver will drive the bus
3

twenty (20) or more staff members indicate they intend to ride the bus to and
from the inservice site.
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E. SUBSTITUTE TEACHERS

1.

4,

5.

Selection

Substitute teachers should possess the same professional qualifications, such
as professional preparation and certification as regular professional staff
members appointed to the staff.

The Board agrees at all times to maintain an adequate list of substitute
teachers. Professional staff members shall be informed of a telephone number
they may call before 7:00 a.m. o report unavailability for work. Once a
professional staff member has reporied unavailability, it shali be the
responsibility of the Administration to arrange for a substitute teacher.

Compensation

a. The daily rate of pay for substitute teachers will be seventy doliars ($70).*

‘b. A substitute teacher with an assignment to one specific position for twenty

(20) consecutive days shall be paid one hundred dollars ($100)* per day
for days twenty-one (21) through sixty (60). After sixty (60) days of service
in the same assignment, the substitute will be paid a salary commensurate
with their training experience according to the adopted teacher salary
schedule.

¢. Substitute teachers in special fields such as the high school sciences,
mathematics or language may need t0 be compensated at an initial higher
rate to secure the best qualified individual who may best serve the
students. Compensation in such special cases will be negotiated with the
substituie and only need 1o be approved by the Board of Education.

These rates may be increased to meet the demands of the market for
substitutes at the discretion of the Board of Education.

Planning

Substitutes will have responsibility for adeguate classroom planning during an
extended assignment.

Emergency Period Substitutes

In the event regular substitutes are not available, professional staff members
may volunteer to serve as period substitutes during their regularly scheduled
preparation periods.

a. Requests for period substitutions shall be made as far ahead as possible.
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b. Substitution shall be made within the professional staff member's
department when possible.

¢. Period substitutes shall be as egually distributed among professional staff
members as possible except that staff members with more than one
planning period will be called first for period substitutions.

d. inthe event no voluntary period substitutes are available, the principal
may require a professional staff member to serve as a period substitute so
as to provide coverage of all ciasses.

e. Period substitutes will be solicited prior to the assignment of such classes
to study halls or library where the student load in such study hall or library
is at or approaching the capacity of the room.

f.  Planning time shall be defined as the time when professional staff
members do not have assigned responsibility for teacher exclusive of the
thirty (30) minutes duty-free lunch.

F. SUPPLIES

Each building will be given a budget. The principals of each school shall meet with
his/her staff to inform them of the amount of budget allocated to each school at
least one month prior to deadline for submission of purchase orders.

Further, the principal shall discuss with his/her staff the amounts available for
purchase ordering and the procedure for ordering such that each staff member will
have genuine input into the selection and ordering process.

Staff members will be given an indication as to the disapproval of items, materials,
and equipment ordered.

Each spring prior to April 1, staff will prepare a list of miscellaneous and incidental
supplies for use in individual classrooms. Each principal will consolidate such lists
for the purposes of ordering such supplies.

G. PARENT-TEACHER CONFERENCES

All hours for parent-teacher conferences will be uniformly scheduled for all affected
staff members in each building.

Evening hours for parent-teacher conferences may be scheduled. However, where
pareni-teacher conferences begin during the course of the regular school day and
extend into the evening, bargaining unit staff shall be compensated with an
equivalent amount of time off for time spent beyond the school day.

If conferences are scheduled to begin prior io 6:00 PM, a one half hour
duty/conference free period for supper will be provided.
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H. NUMBER OF CLASSROOM PREPARATIONS

The Principal and Superintendent each year will look very ciosely at the schedule
and schedule preparations as fairly as possibie. The Administration will strive to
limit the number of different preparations as much as possible. The parties
recognize that teacher effectiveness can be greatly improved by limiting the number
of preparations in a daily schedule.

I. PREPARATION AND CONFERENCE TIME

The Administration will schedule sufficient preparation and conference time so as o
meet the State Minimum Standards. In addition, the principals and the
Superintendent shall be responsible to balance teaching loads, classroom
preparations and assignments. If any teacher feels they have been treated unjustly
after meeting with the buiiding Principal and then the Superiniendent, they may
appeal the Administrative decision o the Board of Education. A concentrated effort
will be made {o be fair and consistent to all staff members.

J. SUBMISSION OF LESSON PLANS

The preparation of lesson plans is required of all staff.

K. RESIDENT EDUCATOR PROGRAM

Purpose

The purpose of the RESIDENT EDUCATOR Program is to provide entry level
teachers with a formal program of support, including mentoring to foster
professional growth of the individual teacher, and to provide assessment of the
performance of the beginning teacher or principal.

The RESIDENT FDUCATORE Committee Structure

The Ottoville Local Professional Development Committee shall serve as the
RESIDENT EDUCATOR Year Committee and will be responsible for development
of the program. The the RESIDENT EDUCATOR Committee shall develop the
following:

- A mentor program philosophy

- Mentor teacher selection criteria

- Definition of mentor teacher responsibilities, including length and scope of
program.

- Mentor teacher training

- Procedure for the modification or termination of a mentoring situation.

The the RESIDENT EDUCATOR Committee shall operate in accordance with the
Teacher Education and Licensure Standards, Ode Guidelines and all applicabie
laws and rules.
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Compensation for Commitiee Members

LPDC Members shall be paid at the LPDC rate per hour for time spent on the
development, impiementation, and/or evaluation of the Entry Year Program, up to a
maximum of $500 per year.

Mentor Criteria

A teacher desiring to serve as a mentor for the Entry Year Program shall have been
employed in the district for & minimum of five (5) years. The five (5) years need to
be consecutive and directly previous to the year they would be mentoring. The
teacher shall be required to submit at least two (2) written recommendations from
histher peers or other professionals in the field of education. Additionally, mentors
are encouraged to have successfully completed Pathwise Training.

Mentors who already have had the instructional mentoring (IM) training in 2009-
12011 will need only to take the one-day Resident Educator-1 training to qualify as a
mentor for the residency program. New mentors will be required to take both
Instructional Mentoring Revised and Resident Educator-1, two single-day frainings
that will be offered consecutively.

Lenagth of Program

The Entry Year Program shall be one (1) academic year in length, (minimum of 135
school days), and shall not exceed the contract year for any member of the
teaching staff.

Selection Process for Assignment of Mentors

The Entry Year Committee shall establish the criteria for determining the most
appropriate assignment of mentors to entry year teachers. Additionally, the Entry
Year Committee shall determine the process by which the mentor or entry year .
teacher may request a change in assignment.

Training

The Board of Education shall provide commitiee members the opportunity to attend
training in order to estabiish and maintain an effective Entry Year Program. The
costs of training will be reimbursed to teacher members as per existing contractual
agreements.

The Board of Education shall provide release time of two (2) days per year for
mentors who are completing Pathwise observations. Two (2) days of release time
per year will also be provided to entry year teachers to observe and conference
with their mentor teacher and/or other bargaining unit members who teach the
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same grade level or curriculum. This release time will be granted in half-day
~ increments.

Workioad and Compensation

The mentor and entry year teacher shall meet at least once per week in order to
compiete all entry year requirements. This meeting shall occur at a mutually
agreeable time either before school, after school, or during a common preparation
time. Following completion of this requirement, and other responsibilities as
designated by the Entry Year Committee, the mentor shall receive the following
compensation based on BA Step 0: 0 years, 5.0%, 1 — 4 years, 5.75%; 5~ 8
years, 6.25%; and 9+ years, 6.75%. This compensation will be paid in equal
amounts in four (4) paychecks during June and July.

A mentor may be assigned to work with no more than one entry year teacher during
any given school year.

Contract Evaluation

The Entry Year Program shall not replace employment evaluation. Evaluation of
Entry Year teachers shall be conducted in accordance with the provisions of the
evaluation procedure contained in Article 1ll of this collective bargaining agreement
and per applicable state laws.

Confidentiality

No mentor shall participate in any informal or formal contractual evaluation of an
Entry Year Teacher.

No mentor shall be directed, required or requested to make any recommendation
regarding the employment of an Entry Year teacher.

DISTRICT REQUIRED USE OF TECHNOLOGY

No adverse action shall be taken against any bargaining unit member as a result of
a security breach by an outside party or parties of the software programs utilized
within the district as part of the required methods of reporting student’s grades,
attendance, classroom activities, and/or communicating with parents or guardians.
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ARTICLE VIl - OTHER PROVISIONS

A, SEPARABILITY

in the event there is a conflict between a provision of this Agreement and any
applicable state or federal law, or valid rule or regulation adopted by a federal
agency or a state agency pursuant thereto, the terms and conditions of this
Agreement shall prevail as to that provision, except as may be provided by ORC
4117.10(A).

If any provision of this Agreement is found to be contrary to law as determined by
any court of competent jurisdiction from whose judgment or decree, no appeal has
been taken within the time provided for doing so, such provision shall be null and
void. However, the remainder of the Agreement shall remain in full force and
effect. Upon request of the Board or the Association, following any action by the
Ohio General Assembly, changes in Federal Law, changes in rules and regulations
of the State Department of Education, or court ruling, affecting this agreement or
parts thereof, the parties to the agreement shall meet within ten (10) school days to
negotiate substitute provisions which are in conformity with such applicable laws,
rules, and/or regulations. If such negotiations do not resolve the matter within
twenty-one (21) school days thereatfter, the impasse procedures contained herein
may be initiated by either party. Upon agreement and ratification by the parties,
any substitute provisions shall be incorporated into this Agreement by written,
signed amendments by the parties hereto. For such cases, all other provisions of
this Agreement shall remain in effect for the duration of the contract.

If, during the term of this Agreement, there is a change in any applicable state or
federal law, or valid ruie or regulation adopted by a federal agency or a state
agency pursuant thereto, which reguires the Board of Education to develop policies
that affect the term(s), condition(s) of employment, or working condition(s}, then the
parties will meet to negotiate the additional term, condition of employment or
working condition within ten (10) school days upon reguest of either party. If such
negotiations do not resolve the matter within twenty-one (21) school days
thereafter, the impasse procedures contained herein may be initiated by either
party. Upon agreement and ratification by the parties, any substitute provisions
shall be incorporated into this Agreement by written, signed amendments by the
parties hereto.

B. AMENDMENT

This agreement may be altered, deleted from, added to, or otherwise modified only
through voluntary mutual consent of both parties in a written signed amendment to
this agreement except that the Association may, by request, open negotiations
whenever there has been a change that affects wages, hours, or terms and
conditions of employment. All requests for amendment and subsequent
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negotiations following mutual agreement to amend this agreement shall be
conducted in accordance with the terms of this agreement except that requests for
amendment may be made at any time by either party. All such amendments shall
be considered finalized upon ratification by the Board and the Association.

MANAGEMENT RIGHTS

The Board retains all of the rights of management as set forth in ORC 4117.08 (C)
and shall otherwise retain all the rights, powers, duties, and authority granted by
law under the Constitution of the United States and the State of Ohio except as may
be limited by law or the terms and conditions of this Agreement.

Replacement administrators in the district shall have the right to change the
routines, procedures, and methods essential to their duties in the management of
the district provided such changes do not conflict with or amend this Agreement.
However, the above provision shall not be construed as a waiver of the duty to
bargain wherever such changes are mandatory subjects of bargaining pursuant to
ORC 4117.

BOARD POLICIES

The Association will be furnished with a copy of any changes made in Board policy,
District School reguiations and Administrative regulations affecting bargaining unit
members. _
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E. DURATION OF AGREEMENT

Except as otherwise specified herein, this agreement shall become effective as of
July 1, 2013 and remain in effect untit June 30, 2016. This agreement shall be the
base from which future negotiations shall proceed. if any item in this agreement is
not changed through future negotiations, it shall be carried forward, automatically,
in writing, into each successor agreement. In the event of a contract reopener as
provided herein, where the pariies are unable to reach agreement after the
required period of negotiations and after having exhausted alt of the dispute andjor
impasse resolution procedures provided herein, this Agreement shall expire as if
the expiration date had been reached and the Association shall have the right to

engage in any legal concerted action including but not necessarily limited to the
right to strike.

‘ President, Ottoville Local 4 Président, Otioville Local
Education Association Board of Education
ﬁ/ﬁmw % /4@‘& /%M%‘—
Negotiations Chgirperson, Superintendent, Ottovife Local
Ottoville Local Education Association : %ﬁstréc’t
Jecretary, Ottoville Local 5 Treastrer, Ottoville Local
Education Association School District

i
Dated this  Jb  dayof Jone 2013,
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APPENDIX A
SUPPLEMENTAL CONTRACTS

% Based on STARTING SALARY INDEX (BA /0 Years Experience)

Class | - Head Coaches 0 YEARS 1-4 YEARS 5-8 YEARS 9-10 YEARS
Athletic Director 18.5 185 20.0 205
Golf 6.71 7.46 7.96 8.46
Soccer — Boys/Girls 8.07 8.82 8.32 9.82
Volieyball 8.07 8.82 6.32 G.82
Cross Country ' 8.71 7.46 7.958 8.46
Basketball — Boys/Giris 17.64 18.64 19.14 19.64
Baseball 8.0 10.0 10.5 11.0
Fead Softbail 9.0 10.0 10.5 11.0
Track ~ Boys/Girls 8.21 8.96 8.46 9.96
Cheerieader 50 575 6.25 B.75

Class il — Other Coaches

Assistant Athletic Director 8.3 9.08 8.55 10.05
Assistant Soccer — Boys/Girls 50 55 6.0 6.25
Assistant Volleyball 50 55 8.0 6.25
Asgsistant Basketball — Boys/Girls 7.0 7.75 825 875
Freshman Basketbali — Boys/Girls 5.0 575 6.25 8.75
JV Basketbali — Boys/Girls 8.64 6.64 10.14 10.64
JV Baseball 4.0 45 50 5.25
JV Softball 4.0 4.5 5.0 5.25
Assistant Cheerleader 3.0 3.5 4.0 4.25
718" Volleybail 3.0 35 40 4.25
778" Basketball — Boys/Girls 40 475 5.25 575
JH Track — Boys/Girls 3.0 3.5 4.0 4.25
Ciass il - Non-Athletic

Assistant Band Director 5.0 8.5 6.0 B.5
Class Advisor — 9 0.64 1.14 1.64 2.14
Class Advisor — 10 0.97 1.47 1.97 2.14
Class Advisor - 11 35 4.0 4.5 4.75
Class Advisor — 12 35 4.0 4.5 4,75
Drama Ciub 5.0 55 6.0 6.25
FCCLA Advisor 3.0 3.5 4.0 4.25
LPDC 3.0 3.5 4.0 4.25
Mentor 5.0 575 6.25 8.75
Musicai 50 55 6.0 6.25
National Honor Society 3.0 3.5 4.0 4.25
Newsletter 4.0 5.0 5.5 6.0
Pep Band 3.0 35 4.0 4.25
Scholastic Bowl 3.0 3.5 4.0 425
Science Fair - JH 1.85 2.35 2.85 310
Scisnce Fair — HS 1.85 2.35 2.85 3.10
Student Council 0.44 0.94 1.4 1.69
Technical Theatre Director 1.25/1.25 1.5M1.5 1.76/1.75 1.8751.875
(Fall and Spring)

Yearbook 7.0/4.0 8.0/5.0 8.5/5.5 8.0/6.0
Exiended Service

Band 10-20 Days

Guidance 10-20 Days
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Yrs

Exp.

10

11

12

13

20

24

26

1.75%

BA/BS
0.0380

31,101
1.0000
32,749
1.0630
33,931
1.0910
35,113
1.1290
36,295
1.1670
37,477
1.2050
38,658
1.2430
39,840
1.2810
41,022
1.3190
42,204
1.3570
43,386
1.3850
44,568
1.4330
45,749
1.4710
46,931
1.5090
48,113
1.5470
49,205
1.5850
50,477
1.6230

Ottoville Local Schools

2013-14 School Year

150 Hours
0.043

32,749
1.053
34,087
1.0960
35,424
1.1390
36,761
1.1820
38,099
1.2250
39,436
1.2680
40,773
1.3110
42111
1.3540
43,448
1.3070
44,785
1.4400
46,123
1.4830
47,460
1.5260
48,797
1.5690
50,135
1.6120
51,471
1.6550
52,809
1.6980
54,147
1.7410

MA
0.0480

34,622
1.1100
36,015

1.1580

37,508
1.2060
39,001
1.2540
40,493
1.3020
41,986
1.3500
43,479
1.3980
44 972
1.4460
46,465
1.4040
47,958
1.5420
49,450
1.5800
50,943
1.6380
52,436
1.6860
53,928
1.7340
55,422
1.7820
56,915
1.8300
58,407
1.8780

MA + 15
0.0500

35,144
1.1300
36,699
1.1800
38,254
1.2300
39,809
1.2800
41,364
1.3300
42,919
1.3800
44,474
1.4300
48,029
1.4800
47,583
1.5300
49,139
1.5800
50,694
1.6300
52,250
1.6800
53,805
1.7300
55,359
1.7800
56,915
1.8300
58,470
1.8800
80,025
1.9300

APPENDIX B



Yrs

Exp.

10

11

12

13

20

24

26

1.75%

BA/BS
0.0380

31,645
1.0000
33,322
1.0530
34,525
1.0910
35,728
1.1290
36,930
1.1670
38,132
1.2050
39,336
1.2430
40,538
1.2810
41,740
1.3190
42,943
1.3570
44 146
1.3950
45,348
1.4330
46,551
1.4710
47,754
1.5080
48,055
1.5470
50,159
1.5850
51,361
1.6230

Ottoville Local Schools

2014-15
150 Hours

0.043 .

33,322
1.053
34,684
1.0960
36,045
1.1390
37,405
1.1820
38,765
1.2250
40,127
1.2680
41,488
1.3110
42 849
1.3540
44.208
1.3970
45 570
1.4400
46,931
1.4830
48,292
1.5260
49 651
1.5690
51,012
1.6120
52 374
1.6550
53,735
1.6980
55,095
1.7410

MA

0:0480

35127

1.1100
36,646
1.1580
38,164
1.2060
39,683
1.2540
41,203
1.3020
42722
1.3500
44,241
1.3980
45,759
1.4460
47 279
1.4940
48,798
1.5420
50,317
1.5900
51,836
1.6380
53,354
1.6860
54,874
1.7340
56,393
1.7820
57,912
1.8300
59,430
1.8780

MA + 15
0.0500

35,759
1.1300
37,341
1.1800
38,925
1.2300
40,506
1.2800
42,089
1.3300
43,671
1.3800
45,253
1.4300
46,836
1.4800
48,417
1.5300
50,000
1.5800
51,583
1.6300
53,164
1.6800
54,747
1.7300
56,329
1.7800
57,912
1.8300
59,494
1.8800
61,075
1.8300



Yrs

Exp. :

10

11

12

13

20

24

26

1.50%

BA/BS
0.0380

32120

1.0000
33,823
1.0530
35,043
1.0910
36,263
1.1290
37,484
1.1670
38,704
1.2050
39,925
1.2430
41,146
1.2810
42,366
1.3190
43,587
1.3570
44 807
1.3950
46,028
1.4330
47,248
1.4710
48,469
1.5090
49,689
1.5470
50,810
1.5850
52,131
1.6230

Ottoville Local Schools

2015-16
150 Hours
0.043

33,823
1.053
35,203
1.0960
36,585
1.1390
37,966
1.1820
30,347
1.2250
40,728
1.2680
42,109
1.3110
43,490
1.3540
44,871
1.3970
46,253
1.4400
47,634
1.4830
49,015
1.5260
50,396
1.5690
51,777
1.6120
53,158
1.6550
54,540
1.6980
55,921
1.7410

MA

- 0.0480

35,683
1.1100
37,195
1.1580
38,737
1.2060
40,278
1.2540
41,821
1.3020
43,362
1.3500
44,905
1.3980
46,445
1.4460
47,987
1.4940
40,529
1.56420
51,071
1.5900
52,612
1.6380
54,154
1.6860
55,696
1.7340
57,238
1.7820
58,779
1.8300
60,321
1.8780

MA + 15
0._0500_

36,295
1.1300
37,902
1.1800
39,507
1.2300
41,113
1.2800
42,719
1.3300
44,325
1.3800
45,931
1.4300
47,537
1.4800
49,144
1.5300
50,749
1.5800
52,355
1.6300
53,8961
1.6800
55,567
1.7300
57,173
1.7800
58,779
1.8300
60,385
1.8800
61,991
1.9300



APPENDIX E

DESIGNATION OF BENEFICIARY FOR RECEIPT OF SEVERANCE BENEFITS
IN THE EVENT OF DEATH

L ' __, designate the following beneficiary(ies) for receipt of payment of any
severance benefits under this agreement in the event of my death. | understand that, in the
absence of a designation, the severance payment would be made to the fiduciary of my estate. |
hereby designate as the primary beneficiary(ies) the following person(s):

NAME RELATIONSHIP ADDRESS PHONE # PERCENTAGE

(Total for all beneficiary(ies) should equal 100%)

in the event one of the foregoing precedes me, | hereby designate as secondary beneflczary(tes)
the following person(s):

NAME RELATIONSHIP ADDRESS PHONE# PERCENTAGE

(Total for all beneficiary(ies) should egual 100%)

| understand that it is incumbent upon me to keep the Treasurer informed of current addresses and
telephone numbers of all beneficiary(ies) named by me so that they may be contacted without
undue delay or difficulty in the event of my death.

Date:

Employee

Date:

Spouse’s Signature
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Teacher F‘Ezt‘@‘i’ﬁ’fﬁ;r‘ ce Evaluation Rubric

The Teacher Performance Evaluation Rubric is intended to be scored holistically. This means that evaluators will assess which level provides the best overall description
of the teacher. The scoring process is expected to occur upon completion of each thirty (30} minute observation and post-conference. The evaluator is to consider
evidence gathered during the pre-observation conference, the observation, the post-ohservation conference and classroom walkthroughs (if applicable). When

completing the performance rubric, please note that evaiuators are not expected to gather evidence on all indicators for each observation cycle. Likewise, teachers
should not be required to submit additional pieces of evidence to address all indicators. The professionalism section of the yubric may use evidence collected during
the pre-ohservation and post-observation conferences as weil as information from the Professional Growth and/or Improvement Plan (if applicable).

: : Developing Proficient Accomplished O

- A L R S S _ - — S R A S SUSIS S
FOCUS FOR LEARNING | The teacher does not demonstrate The teacher communicates a focus for The teacher demonstrates a focus for The teacher establishes challenging and I8
a ciear focus for student learping. student learning, develops learning student fearning, with appropriate measurable goails) for student leaming o

(Ste_mda.rd 4: kearning objectives are oo general objectives that are appropriate learning objectives that include that aligns with the Ohio standards and [11;
Instruction) to guide lessan planning and are for students and reference the measurable goalls} for student learning | reflect a tange of student learner needs. o
Sources of Fvidence: inappropsiate for the students, and/or | Ohio standards but do riot inciude aligned with the Ohio standards. The The teacher demonsitates how the I:ﬂ
teachar demonstrates the imporiance gual(s) fitinto the bioader unit, cowrse, oy

~ do not reference the Ohio standards. measureable goals.
bie-Conference of the goat and its appropriateness for and school goals for content learning m

students. and skils. ‘-}-;

S N U R S e S - i =
o

I

i -
EVIDENCE G
=

Y — ——n — S PO SIS S S Ug
ASSESSMENT DATA The teacher does not plan for the The teacher explains the characteristics, { The teacher demonsirates an The teacher purposefully plans {—f}z
assessynent of student learming or uses, and limitagons of varfous understanding that assessment is a assessments and differentiates .

means of evaluating and supparting assessment choices to match the full X

diagnostic, formative, and summative
assessments but does not consistently
incorposate this knowledge into fesson
planning.

(5tandard 3:
Rssessment)

does not analyze student izarning

dara to inform tesson plans. range of student needs, abitities, and

{earning styles, incorporating a range
of appropiiate diagnostic, formative,
and sumrpative assessinents into kesson
plans.

student learning through effectively
incorporating diagnostic, fosmative,
and/or summative assessments inio
lesson planning.

Sources of Feidence:
Pre-Conference

The teacher empioys 2 vasiety of formal 1 Student learning needs are accurately

CANSTRUCTIONAL PLANNING

EVIDENCE

The teacher does not use or only uses
ane measure of student performance.

The teacher uses more than one
measure of student performance but
does not appropriataly vary assessment
approaches, of the teacher may have
difficuity analyzing data to effectively
inform instructional planning and
delivery.

and informat assessment technigues to
collect evidence of students’ knowledge
and skills and analyzes data to
effectively inform instructional planping
and delivery.

idantified through an analysis of student
data; the teacher Uses assessment data
to identify student strengths and areas
far student growth.




F/ FORM I CONTINUED

Page b
' ' APPENDIX

: Proficient Accomplished

PRIGR The teachar's lesson does not buitd The teacher makes an attempl to The teacher makes clear and Coherent The teacher usas the inpat and
KNO\:&’LEDGE! an oF connect 1o siudents’ prior connect the lesson to students' prior connections with students’ prior contriutions of familias, colleagues,
§EQU[:NCE} knowledge, or the teacher may give knowiedqe, 1o previous lessons of knowledge and future learning—hoih and other professionals in
CONNECTIONS an explanation that s litogical or Future fearning but is not compietely explicitly to students and within the understanding each learnes’s prior

inaccurate as 16 how the content successful. lasson. knowladge ol

{Standard 1: o | krowledge al1t!55|pp0rl§|1g thelr

) | connects to previous an future deveiopment. The teacher makes
Students; Standard 2 Jearmin A ; )
Content: - arning. meaningful and relevant conneciions
4]
S berween lesson content and othes
Standard 4 erwes nlesson Tar 7
) : disciplines and real-world expeniences
Instruction} )

b . : and careers as wall as prepaies a3
Sources of Evidence: opportunities for studants Lo apply T
Pre-Conference leaming from different content areas (o I

solve problems. —j
i
Tha taacher plans and sequences The teacher plans and sequences é%
instruction to include the important instruction that reflects an N
content, concepts, and processes in understanding of the prerequisite fH
schoot and district curriculum priorities relationships among the bnportant ;_ﬁ
and in state standards. coRsent, concepls, and processes iy
in school and district curriculum 3)
[¥] priorities and in stake standards as [
= welt as nuttiple pathweays for learning >1
= depending on studlent neads. The 5
% teacher accurately explains how the =z
é jesson hts within the stpudiure of tie t
T disciptine. 0
) T R S D [ dwdptine. e Y
= mo
O T X
=
E EVIIENCE
=
-
o [ I F

R T A R R R R o oy oy o O O O B
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ineffective

Developing

Teacher Perfarmance Evaluation Rubric: Recard of Evidence - cantin

RM

APPENDIX F/ FO

Proficient

Accomptished

INSTRUCTIONAL PLANNING

KNOWLEDGE OF
STUDENTS

{&tandard 1: Students}

Saurces of Fvidence:
Analysis of Student
Data Pre-Conferance

The teacher demaenstrates a lack of
famifiarity with students’ backgrounds
and has made no attempts to find this
informatijon.

The teacher’s plan for instruction does
not demonstrate an understanding
of students’ development, prefesred
learning styles, and/or student
hackgrounds/prior experiences.

EVIDENCE

The teacher demonstrates sorme
farniliarity with students’ background
knowiedge and experiences and
describes one procedure used to obtain
this hdonmation.

The teacher's instructional plan
draws upon a partial analysis of
students’ development, readiness for
feamning, preferred learning styles, or
backgrounds and prior experiences
and/or the plan is inappropriately
tailored to the specific poputation of
students in the classroom.

The teacher demanstrates famiiiarity
with students’ background knowledge
and experiences and describes
midiiple procedures used to obtain this
inforimation.

The teachier’s instructional plan draws
upon an accurate analysis of the
students development, readiness for
learning, preferred learning styles, and
backgrounds and prior experiences.

The teacher dernonstrates an
understanding of with the purpose
and value of learning about

students' background experiences,
demanstrates familiariby with each
student's background knowledge and
experiences, and describes multiple
procedures used o abtain this
information.

The teacher's analysis of studen

data {student develapment, student
learning and preferred tearning styles,
and student backgrounds/prior
experiences) accurately connects the
data ta specific instructional strategies
and plans.

The feacher plans for and can articuiaie
specihc strategies, content, and delivery
that wili meet the needs of individual
studeats and groups of siudents.

FCONTINUED

OIHG
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‘INSTRUCTION AND ASSESSMENT

,
:
|
|

LESSOMN DELWERY

{Standard Z:
Content; Standard 4:
Instruction; Standard
6; Collaboration

and Communtication)

Sources of Evidence:
Formai Chservation
Classroorm
Walkthroughs/ informal
Ghservations

EVIDENCE

DIFFERENHATION

{Standard ¥:
students; Standard 4
Insgraciion)

Sources of Evidence:
Pre-Conference
Farmal Ohservation
Classroom
walkthroughs/ -
informal Gbservations

EVIDENCE

A teacher’s explanations are undear,
incoherent, or inaccurate, and are
generally ineffective in buillding
student uaderstanding. The

teachier uses language thalt fails to
engage students, is inappropriaie
to the content, and/or discourages
independent or creative thinking.

The teacher fails to addiess student
confusion or frustration and does not
use effective questioning tachnigues
during the tesson. The lesson is
almost entirely teacher-direcred.

‘The teachar does not atlempt 10
make the lesson accessible and
chailenging for most students, of
attempts are developmentatly inap-
propiiate.

APPENDIX F/ FORM F CONTINUED

Developing

Teacher explanations are accurate and
generally ciear bul the teacher may

nat fully clarify information based on
students’ questions about cantent of
instructions for learning activities or the
teacher may use some fanguage thal is
developmentally inapproprate, leading
to confusion of limiting discussion.

The tgacher re-explains toplcs when
students show confusion, bugis not
ajways able to provide an effective
atternative explanation. The teacher
attempts to employ purposeful
questioning techniques, but may
confuse students with the phrasing
or liming of quastions. The lesson is
primaiily teacher-direcied.

The teacher religs on a singie strategy
or alternaie set of materials to make
the lesson accessibie (o most students
though some students may not be able
to access certain parts of tha jesson
apd/or some may not be challenged.

- o m g @ B OB 2 £ 4 & € 4 &5 &£ A & & & K & & & & & @

Proficient

Teacher explanations are clear

and accurate, The teacher uses
developmentally appropsiste strategias
and fanguage designed 1o actively
encourage independent, (reative, and
crificat thinking.

The reacher effectively addresses
confusion by re-explaining topics when
asked and ensuring understanding. The
teacher employs effective, puspaseiul
guestioning technigues duriag
instruction. The jesson is a balance

of teaches-directed instruction and
student-led leasning.

The teacher supporis the learaing
needs of students through a vailety of
strategies, materials, and/or pacing Lt
make learning accessible and challeng-
ing for the group.

Accomplishad
Teacher explanaiions are cléar,
coherent, and precue. The teacher
uses wall-timed, inetividuatized,
developmentatly appiajtale sliategies
and language designed 1o actively
encourage independent, craative,
and critcat thinkmg, indading the
appropriale use of questions and
discussion wechinigues

The ieacher accusalely asilicipales
confusion by presenting information

in mlsiple fonnats and clarifying
conlent before studants ask questions.
The teacher develops high tevel
understanding through effeciive uses
sfvaried lavels of questions. The lesson
is student-led, with 1he teacher in the
rafe of facilitator.

The teacher matches siralegies,
materiats, and/or pacing 1o students’
individual needs, 1o make learning ac-
cessibie and challenging for all students
i the classioom. The teacher effeciively
uses independent, collaporative and
whole-class insruction 1o support
individuat learping goals and providas
varigd options for how spudenis wili
demaonsirate mastary.
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APPENDIX F/ FORM F CONTINUED

Peveloping

ineffective
RESQURCES Instructional matesials and rasouices
used for instruction arg not retevant
(Standard 2; to the lesson of are inappropriate for
Cantent; Standard 4: students.
Instruction}

Sources of Evidence:
Pre-Conference
Formal Gbsgrvation
Classroom
Walkthroughs/
Informal Ghservations

EVIDENCE

L INSTRUCTION AND ASSESSMENT

The teacher uses appropriate
instructional materials to support
learning goals, but may not meet
individual students’ learning styles/
needs or actively engage them in
learning. :

Proficient

Instructional matedials and resources
are aligned to the instructional
purposes and are appropiiate for
students’ learing styles and neads,
aciively engagying students.

Instructional matedials and resources
are aligned 1o instructional puepases,
are varied and appropriate to ability
lavels of students, and actively engage
then in ownership of theiy learning.

O

ovEL O




!
1 INSTRUCTION AND ASSESSMENT

CLASSROOM
ENVIRONMENT

{Standard }: Students;
Standard 5: Learning
Enuim_nmeht;
Standard 6:

Cgllabaration and
Communication)

Sources of Evidence:
Pre-Conlesence

Formal Obsesvation
Classroom _
Watkthroughs/ Informal -
Obhsarvations

EVIDENCE

Ineffective

There is little or no evidencs of a
positlve rappart between the teacher
and studends, For example, the
teacher may respond disraspecifully
ta students or ignore thelr questions
ar camments.

There are no evident routings or
procedures; students seeim unclear
about what they shoutd be doing or
are jdle.

Transitions are inefficient with
considerabie instructional time
losl. Lessons progress oo siowly or
guickly so students are frequently
disengaged.

The teacher creates a learning
enviranment thal aliows fos Hitle ot
no cammunication or engagemeant
with families.

Expectations for behavior are not

established or are inappropriate and/
or no moniteing of behaviors aecurs.
The teacher responds [ mishehavior

inapproptiately.

e

APPENDIX F/ FORM P UCHNTTINLIEES

Devaloping

The teachar is fair in the rreatment

of students and esiablishes a basic
rapport with them. For exainple, the
teacher addrasses students’ questions
or cornments but does pot Inguire
abaut their overal well-being.

Routings and procedures are in place,
bt the teacher may inappropeiately
prampt of direct students when ihey
are unciear or idle.

The teacher transitions betwean
jearning activitles, but accasionally
loses some instructionat time in the
process. )

The teacher welcomes communication
from famidlies and replies in a tisnely
Manner

Appraprisie expectations for behavior
are estabiished, but some expectations
are unciear or do not address the needs
of individual students. The teaches
inconsistantty monitors behavior

Proficient

Accamplished

The teacher has positive rapport with
students and demonsirales fEipeact
for and interast in all students. for
example, the teacher makes eye
contact and connects with individual
srucdents.

Routines and procedures sun sinoothly
theoughout the jesson, and studants
assume age-appropriate levels of
responsibility for the efficient operation
of the classroom.

Transitions are efficient and occur
smoathly. There is evidence of varied
jearning situations (whaole class,
cooperative tearning, smali group and
independent work),

The teacher engages in lwo-way
communication and affers a variety of
volunteer opporiunities and activities
far famiiies to suppart student learing.

A classroom management system has
heen implementad thal is appropriaie
and responsive to clagsroom and
individual needs of students. Clear
expectations fol siuddent behavior

are evident. Monitoring of student
behavior is consisient, appiapriate, and
effecrive.

The teacher has posilive 1apport wiih
sfuclents and demaonsirates respecy
for and interest in (ndividiat studenges’
experiences, thoughis and opinions.
For exampie, the teacher respunds
uietty, indivicduatly, and sersilivity Lo
student contusion or disteess.

Routines are well-established

and orderly and studends initiale
respoasibility for the efficien operation
of the ¢lassroom,

Transitions are searnless as the teachad
effectively maxinizes instructional
time and combines mdependent,
coliaborative, and whole cass lzaming
sitvations.

The teacher engages 3 Dwo-way,
ongoing communication with families
that resudts in active voluniear,
cominunity, and famity pasenershigps
which contribule 1o siudent learning
anid developmient.

A Classroom management syslam
hias heen designad, inglemented,
and acljusted witl: stndent inpid andd
is appropriate for the dassioon and
individual student needs. Students
are actively encouraged o ake
sesponsibilivy for their behavior The
eacher uses research based st akeies
1o tessen disiuptive behaviass and
reinforee posilive behavicrs.

mmmmmasmﬁﬁﬂﬁﬁﬂﬁﬁﬂﬁ@.&@.&&i&@&é&m.ﬂ:@:



INSTRUCTION AND ASSESSMENT

Teacher Perfarmance Ev.

ASSESSMENT DF
STUBENT LEARNING

[Siandard 3;
Assessment}

Sources of Fvidence:
Pre-Conference Formal
Observation Classroom
Walktheoughs/ inforenal
Observations
Posi-Conference

EVIDENCE

Developing
The teacher does not roulinely use
assessments fo measurs siudent

Thie teacher rarely or never checks the
students’ understanding of content.
The teacher fails 1o iake adiustments
in response to student confusion.

The teacher persists in tsing a
particular strategy for respanding
to risunderstandings, even when
data suggest the approach is not

The teacher does not provide studenis
with feeciback about thair learning.

APPENDIX F/ FORM F CONTINUED

The teacher uses assessments {o
measure student masiery, but may not
differentiate instruction based on this
information.

The teacher chadks for studenty
understanding and makes attempts (o
adjust instruction accordingly, but these
adjustments may cause some additional
confusion

The teacher gathers and uses student
data from a few sources to choose
appropriate Instructonal strategies
for groups of students.

Students receive accasional or fimited
feadback about their performance from
the eacher.

Proficient

The teacher uses assessment daia

to idemify students’ strengiis and
needs, and modifies and differentiates
instruction accordingly. although the
teacher may not be able to anticipate
fearning ohstactes.

The teacher checks forunderstanding at
key moments and makes adjusuments
Lo instruction {whaole-class or individuai
students) The teacher responds

to student misunderstandings by
providing addittonal dlarification.

The teacher gathers and uses student
data from a variety of sowces ta
choose and implement appropitate
instructional strategies for giotips of

students,

The teacher provides substantive,

specific, and timely feedback of student
progress 1o students, families, and other
schaol personnel white maintaining
confidentiality,

Accomplished

The teachar uses assassmant ¢dala

to identify students sirengrhs and
needs, and modifies and diffecentiales
instruction accordingly, as weil as
examings classroom assessment
resulis to reveal trends and paltarns in
individual and group progress and to
aniticipate learning obsuacles.

The teacher coatinually checks for
understanding and makes adjustnents
accordingly {whole-class or individual
students). Wihen an explanation is

nat effectively leading studants o
undersiand the content, the teacher
adjusis quickly and seamlessly within
the lasson and uses an alternative wiy
Lo explain the concept.

By using student data from a variery

of sources, the teachear appropriately
adapts instructonal methods and
waterials and paces learning aclivitias
to meest the ageds of individual students
as well as the whaole class.

The teacher provides substantive,
specific, and sinmety feecback 1o
stidents, families, and other school
personnetwhite maintaining
confidentality. The teacher provides the
oppodunity for students (o engage in
SE”'BS‘:}ESSH]E{'H and show awarengss
of their own strengths and wealnesses.
The teachar uses student assessment
resulls to reflact ou his or het own
teaching and 1o niouilor teaching
strategies and behaviors i refation 1o
studdent success.
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ineffective Developing Proficient { Accomplishesd
R I - : i IO S R e e e
PROFESSIONAIL The teacher fails to communicate The teacher uses a vasiety of strategles The teacher uses effertive The teacher commuinicates effectively
RESPONSIBILITIES clearly with students and famiiies to communicate with students and communication strafegies with students | with stuedenis, families, and cotleaguos.
Stand 6 ar collaborate effectively with families and collaborate with colteagues, | and famities and works effectively with The teacher collaboiaies with colieagues
i-ta"{;ard ot 4 professionaf colieagues. but these approaches may not always colleagues to examineg problems of to improve personal and Leam praceices
c““‘“ “"Ef*'_n{‘ ‘“f e appropriate for a particular situation practice, analyze student work, and by facilitating professional dialogue,
Lommunication; or achieve the intendad outcome, idantify targeted strategies. peer ohservation and feedizack, pec
Standard 7: - coaching and other collegial learning
Pfufesslc_mfi_l activilias.
Responsibility and
Growih) The teacher fails to understand and The teacher understands and foilows The teacher meeats ethical and The teacherimests etlical and
follow ragulalions, policies, and district policies and state and federal protessionai responsibiiities with professional responsibilities and haips O
Sources of Fvidence: agreements. regulations aca minimal fevel, integrity and honesty. The teacher calleagues access and interpret faws I
Professional models and uphokds district policies and | and polictes and undesstand thei O
Gevelopment Plan or siate and federal requiations. implications in the classroom. -4
M
Improvement Plan ‘ _ -
Pea-Conference The reacher fails to demonstrate The teacher identifies strengths The teacher sets data-based shait- and | The teacher sets and regularty modifies O
Post-Conference evidence of an ahility to accurately and areas for growth o develop long-term professional goals and 1akes short-and Fong -t professional goals _ ["fi
i)aiiy interaction with seff-assess performanee and to and implement targeted goats for action ta meat thase goals. hased an self-assessmene and analysis of o
oihers appropéataly identify areas for professional growth. spactent earning evidence, in
<
profassional development. 5
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= APPENDIX G

J i n } -
{ 3%2@ | Depariment
M | e Cducation

it Is important to note that the combination of measures within this general framework will
vary, depending on the grades and subjects taught. There is not enpugh research yet to say
which combination of measures will provide the maost sccurate and useful infarmation about
teacher effectivenass. Therafore, these guidelines wili be updatad as researcn and best
practices emerge to inform ravisions.

Subsequently, the specific student growth components will be divided into three categories (A,
B, C) for teachers based on the availability of Teacher Value-Added and LEA decisions:

A: Teacher-leve! Value-Added data availabie

| M”"‘“ Student Growth
| tenchar Vaiue-Addad L (56%)

et
W , LEA Misasures J‘f
,,E,,w -4 52

: Studant Growth

ﬂ . Rty (50%)

| Vendor Assessmient MWEMM !
!

1 o
i IB-B0% e M;»«Wﬂ"‘“‘

i e

s T

C: No Teacher-ieval Value-Added or Approved-Vendor Assessrment dats available

LEA Measures Student Growth
50% | o {50%)

A5 the teacher evaluation system is implemented and matures, LEAs may consider a phased-in,
stepped goproach in designing percentage breakdowns within categories. Some student growth
data will be based on the previous year’s results {due to testing schedules, Valus-Added
processing and HE 153 evaluation requirements for evaluation scnedule). The Value-Added
metric will utiiize a three-year average, which will itself mature on a roliing basis as LEAs
implement Teacher Value-Added on a phased-in schedule beginning in 2010-2011
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The foillowing tabie describes the three types of student growth measures inciuding certain
fegisiative requirements and LEA opticns.

» MUST use if avsilabie

Teachér | o 10-50%if spplicable ‘
1 =i : ¢ - Phased-in implementation of reading and mathematics, Grades 4-8
L] Value l o Extended reporting {other grades and subjects) being piloted
Added | +  EVAAS Value-Added metric, aggregated across subject areas

J‘ o i-yearrepory or 2- or 3-year rolling sverage, based on availzhiiity
| = DMUST use if LEA has ass=ssment in place

Vendor I 10-50% if applicable and no Value-Added data avaiiable
Assessments | © From ODE-Approved List

~

o Vendors demonsirate how assessment can measure growth

1 O

- MAY use: LEA decision (Teacher Categories A and B)
o 0-40% if used in combination with Type Cne or Two messures
+ MUST use (Teacher Category O
i o 50%if no Type One or Two date avaiiable
| Tnree types of LEA-Determined Measures

‘ o Student Learning Objectives process for using measures that are
specific 1o reievant subject matter. Measures must be district-
! approved and may inglude:

I s Locally developed assessments:

EA ¢ Pre/Post assessments,
- i e Performance-based assessmants;
3 | Determined o Portfolios.

Measures o Shared attribution measures to encourage collaborative goals and
may include: ‘

s Building or District Velue-Added is recommendead if availabie;

Building teams (such &5 content area} may utiiize 2 composite
Value-Added score;

¢ Building- or District-based SLOs.
o Teacher Category A (with Value-Added) also may use Vendor
assessments as an LEA-determined measure if using both,

&
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Self-Assessment Summary Taol

APPENDIX H/FORM H

Directions: Teachers should record evidence to indicate strengths and areas for growth for each standard. Then,

ook across all of the standards holistically and identify two priorities for the upcoming year. Note these two

priorities with check marks in the far right column.

I
|

Standard 1:

|
|
i

Students

« Knowledge of how students learn and of student development

Standard

« Understanding of what students know and are able 1o do
- High expectations for all students

» Respect for all students
- Identlﬁcatlon instruction and intervention for special pOpUldUOﬂﬁ

Su englhs

Stardard 2:

Standard 3;

Standard 4:

: Content

Assessment

instruction

« Knowledge of content
Use of content-specific instructional strategies to teach concepts and skills
Knowtedge of school and district curriculum priorities and Ohio academic content

standards

Relationship of knowtedge within the discipline to other content areas
Connection of content to life expertences and career opportumtles

+ Knowledye of assessment types

Use of varied diagnostic, formative and summative assessiments
Analysis of data to monitor student progress and to plan, differentiate and modify

instruction
- Communication of results
lnciusioa of student :.elf assessment and goak setunq

-

. Atignment taschool and district priorities and Ohio academic content standards

Use of student information to plan and defiver instruction

+ Communication of clear learning goals '

» Application of knowledge of how students learn to instructional design and
delivery

“ Differentiation of instruction to support learning needs of ail students
tise of activities to promotie independence and problem-solving

. Useof vaned resources to suppori learner needs

)

Areas for Gmwih

1L CIHO

TYAD ¥3HDYD

SAS NOILYT

WL
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APPENDIX H/FORM H

Self-Assessment Summary Toal - continued
F Standard . Strengths ' Areas for Growth E’: mr:ties ECheck 2)
" + Fair and equitahle treatment of all students
_‘g o @ « Creation of a safe learning environment
o E E « Use of strategies to motivate students to work productively and assume responsi-
B . .
g & 2 bility for learning
> ] ) . .
H - 5 + Creation of learping siuations for independent and collaborative work
. Mdlntendnce an environment that is canducwe o ieaming for alf students 4
E‘ £ » Clear and effective communication
=1 Ig = : ) . R R . . ]
i) g p=] + Shared responsibility with parentsfcaregivers to support student learning %)
€ =i . Collaboration with other teachers, administrators, school and district stadf -
w5 - T O
R g . Collaboration with local conununity agencies o
A=E - 3
53 :
o e e e S R S I S B
R R i
= . Understanding of and adherence to professlonalemu policies and legal codes i
e Tg g « fngagementin continuous, purposami professional development ?
g -g % Jg . Desire to serve as an agent of change, seeking positive Impact on teaching guality E;
o lG 8 and student achlevement 4
5850 O
g 0 53 L
34 3 Z
A o
3 (%))
t =
m S — S A S S — SRS SO — m
,,,,, e i
7
<

3
f
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Professional Growth Plan

__

.
+

T,

As a result of the evaluation process, teachers and evaiuators should focus on acceierating and continuing teacher growth
through profassional development. Professional development should be individuaiized to the needs of the teacher and
specifically relate to his/her araas of refinement as identified in the teachers’ evaiuation. The evaluator should recommend
professional development opportunities and support the teacher by providing resources (2.g., time, financial).

T Seif-Directed Teacher
[} Collaborative Evaluatoy
f T Mr_ aal
} Annua! Focus | Date | Areas for Professional Growth
| | 1 Supports needed, resources,
| These are addressed by the evaluator as “L Record . professional development |
! appropriate for this teacher. | dates when | |
| | discussed | Comments during conference )
i ! | with teacher and evaluator are %
; \ made appropriate 1o the neads j
!‘ ! of the teacher.
> ‘. ]
| Goal 1. Student Achievement/Outcomes for Students | !1 1
| | |
Goal Statement: : i [
i
| }
| Evidence Indicators: | :
| | |
s 1 !
| |
| | |
| | | |
| | |
i Goal 2: Teacher Performance on the Ohio Standards | ‘} ‘]
Wi for the Teaching Profession | 5
' Goal Statement: sl j
| | %
I . , \
| Evidence Indicators: : | i
| |
| | |
| | | |
| |
| } } |
i i ! o
— A A
Evaluator Signature Date Teacher Signature Date

The signatures above verify that the teacher and evaluator have discussed and agreed upon this Professional Growth Flan,
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vement Plan

Teacher Name:

Grade Level/ Subject:

Schoo! 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 pian is to identify specific deficiencies in performance

and fostef growth through professionai development and targetec support. I corrective actions are not made within the
time as specified in the improvement plan, & recommendation may be made for dismissal or to continue on the plan.

Section 1: improvement Statement
|

\ List specific areas for improvement as related 1o the Ohio Standards for the Teaching Profession, Attach documentation.

Section 2: Desired Level of Performance

Il be measured for each goal.
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Section 3: Specific Plan of Action

| Describe in detall specific plans of action that must be taken by the teacher to improve his/her performance. indicate !

:
|
I the saurces of evidence that will be used to document the completion of the improvement plan.

| P p

Section 4: Assistance and Professional Development

| Describe in detail specific supports that will be provided as well as opportunities for professional development. i

Date for this Improverment Plan to Be Evaiuated: __/___/

Teacher’s Signature: Date: _/__/

Evaluator’s Signature: Date: __ / /

The evaluaror's signature an this form verifies that the proper procedures as detaiied in the iocal contract have been followed.




improvement Plan Evaluation

Teacher Name: Grade Level/ Subject:

School year: Buitding: Date of Evaluation: __ /' /-

The improvement pian will be evaluated at the end of the time specified in the plan, Qutcomes from the improvement
plah demonstrate the following action to be taken:

Ol improvement is demonstrated and perforrmance standards are met to a satisfactory level of performance *
O The improvement Plen should continue for fime specified:
3 Dismissal is recommended.

e

W Comments: Provide justification for recommendation indicated above and attach evidence 1o support recommendad
" course of action. -

[ have reviewed this evalugrion and discussed it with my evalucrtor, My signature indicates that | have been advised of my performance stotus;
it does not necessarily imply that | agree with this evaluation.

Teachar's Signature:

Date; __/ /

Evaluator's Signature:

Date: _ / d
The evaluarors signature on this form verifies that the proper procedures as detolled in the iocol contract have been followed

*The acceptabie level of performance varies depending on the teacher's years of experience. Teachers in residency—
specifically in Years 1 through 4—are exparted to parform at the Developing level or above. Experienced teachers—with
five or more years of experience—are expeciad to meet the Proficient level or above,





