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Article 1—Recognition

1. The Jackson City Board of Education (hereinafter referred to as the “Board”)
recognizes the Jackson City Education Association, OEA/NEA (hereinafter
referred to as the “Association”) as the sole and exclusive bargaining
representative for all certified personnel on regular, limited, or continuing
contracts and full-time tutors and substitute teachers employed on a continuous
basis for sixty (60) days or more. Substitute teachers so employed shall not be
eligible for a contract renewal as a regular teacher at the conclusion of any school
year unless specifically approved by the Board.

2. Excluded from the unit shall be the Superintendent, principals, assistant
principals, supervisors, psychologist, Athletic Director, casual and day-to-day
substitutes and aides.

Supervisors are defined as those employees who have the right to hire, fire,
discipline, discharge or to effectively recommend such action. A list of
supervisors or supervisory personnel will be supplied to the Association on or
before September 30" each year.

3. The recognition granted herein shall be valid for the duration of the contract
providing the Association maintains a membership in accordance with Collective
Bargaining Law 4117.05. The Association will provide to the Treasurer of the
Board evidence of such majority membership. Said evidence shall be in the form
of individually signed membership forms that will include the employee’s name
and address. Said evidence shall be submitted to the Treasurer by December 15
of each year.

4. Authorization of payroll deductions for the Association dues will be finalized by
September 1% except for new employees hired after that date.

Article 2—Management Rights

The Board on its own behalf and on behalf of the district, hereby retains and reserves
unto itself all powers, rights, authority, duties and responsibilities conferred upon and vested in it
by the laws and Constitution of the State of Ohio except as expressly modified by the specific
terms and provisions of this agreement.

Article 3—Grievance Procedure

A. Definitions

1. A complaint is defined as the verbal statement of the problem for which Level |
under Section C “procedure” will apply.
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10.

A grievance is defined as the written statement of the alleged violation for which
Level Il under Section C “procedure” will apply.

A grievance is an alleged violation, misinterpretation or misapplication of the
written negotiated agreement between the Association and the Board of
Education.

A Grievant is an employee or group of employees in the bargaining unit, or the
Association, alleging a violation, misinterpretation or misapplication of the
negotiated agreement. A grievance alleged by a group shall have arisen out of
similar circumstances affecting each member of said group.

The Party in Interest is the party or parties with whom the Grievant has a
complaint or possible grievance.

The grievance procedure is a method by which the alleged violation,
misinterpretation, or misapplication of the written negotiated agreement can be
resolved at the lowest administrative level possible. No reprisals shall be taken
against any grievant, administrator or Board member as a result of his/her
participation in, or identification with, the grievance procedure.

If a grievance affects a group of bargaining unit members, the grievance may be
filed at Level I11, if Level 11 is mutually agreed to be inappropriate by both the
administrators and the Association.

Days as used in this grievance procedure shall be defined as bargaining unit
member working days during the regular school year, or other days when the
central office is open, (excluding Saturdays, Sundays, and legal holidays) and
should be considered maximum unless documented as mutually extended.

The failure of a grievant(s) to appeal any decision to the next step within the time
set forth for such appeal shall constitute a waiver of the right to further appeal,
and a final disposition of the grievance shall be made on the basis of the last
decision given.

During the term of this Agreement, no grievant may be represented by any other
organization than the Jackson City Education Association in the grievance
procedure initiated pursuant to this procedure. The Association shall have the
right to be present for the adjustment of all grievances.

Rights and Restrictions

1.

Nothing contained in this procedure shall be construed as limiting the right of any
member of the bargaining unit having a complaint or problem to discuss the
matter with any appropriate member of the administration and having the
complaint or problem adjusted without having the intervention and/or
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consultation of the Association, provided the adjustment is not inconsistent with
the terms of this contract.

Every member of the bargaining unit shall have the right to present a grievance
according to the terms of this procedure. All participants in the grievance
procedure shall be free from coercion, interference, discrimination, restraint, and
reprisal.

If a grievance is not initiated within twenty (20) days after the aggrieved knew or
should have known of the event or condition on which the grievance is based, the
grievance shall be considered forever waived.

In a situation where an alleged violation of the negotiated agreement has
reoccurred, after documented agreement has been forged between the Party in
Interest and the Grievant, the following provisions apply. The next level of
grievance will be applied within ten days of a second discussion at the level where
both parties reached agreement originally.

A grievance may be withdrawn at any level without prejudice.
Time limits specified herein may be altered by mutual agreement of the parties.
Grievance(s) filed on a decision made by the Superintendent, Assistant

Superintendent, or central office supervisor will move directly to Level 111 in the
grievance procedure below.

Procedure

1.

Level | — Informal

The aggrieved shall first identify and discuss the grievance with his/her
immediate supervisor or Principal with the objective of resolving the matter
informally. In meeting with his/her supervisor, the grievant shall inform the
supervisor that he/she wishes to discuss a complaint upon which a formal
grievance may be filed. The grievant may do this alone or with his/her
Association representative

Level Il — Formal

In the event the aggrieved is not satisfied with the discussion at Level I, he/she
shall file the grievance in writing within five (5) days after the receipt of the
decision rendered at the informal hearing. Within ten (10) days of filing, the
Principal shall initiate a hearing to investigate the grievance.

The hearing may include the party in interest, the aggrieved, an Association
representative, and any other person who may be needed to give information as to
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the grievance. The Party in Interest shall also have the right to witness(es).
Within five (5) days of the hearing of the grievance, the Principal shall render a
written decision which shall include the reasons for this decision.

Level 111

In the event that the aggrieved is not satisfied with the disposition of his/her
grievance at Level II, or if no decision has been rendered within five (5) days
from the date of conclusion of the hearing of the grievance by the Principal; the
grievant or his/her Association representative may within ten (10) days of receipt
of the Level Il answer may request, in writing, a meeting with the Superintendent.

The Superintendent, Assistant Superintendent, or central office supervisor shall
within ten (10) days of receipt of the grievance, conduct a hearing concerning the
grievance. The hearing shall include the parties as stated in Level Il, and the
Superintendent, Assistant Superintendent, or central office supervisor will issue
his decision along with his reason, in writing, as to the disposition of the
grievance to the aggrieved, the Party in Interest, the grievance chairman, and the
building Principal involved. The Superintendent shall issue his decision by
mailing it or by hand delivering it within ten (10) days after the Level 111 hearing.
If the decision is not timely issued, the grievance shall automatically be
considered advanced to the next level of arbitration. All individuals receiving
copies of the decision are subject to and shall comply with the section below on
Records.

Level IV

Within ten (10) days after receiving the decision of the Superintendent, Assistant
Superintendent, or central office supervisor, the aggrieved with concurrence of the
Association, may appeal the decision by notifying the Superintendent in writing
that he/she wishes to file for arbitration pursuant to the American Arbitration
Association (AAA) according to their rules and regulations.

The arbitrator shall not have the authority to add to, subtract from, modify, change
or alter any of the provisions of this collective bargaining contract, nor add to,
detract from or modify the language therein in arriving at his decision concerning
any issue presented that is proper within the limitations expressed herein. The
arbitrator shall expressly confine himself/herself to the issue (s) submitted for
arbitration and shall have no authority to decide any other issues (s) not so
submitted to him/her or to submit observations or declarations of opinion which
are not directly essential in reaching his/her decision.

The arbitrator shall in no way interfere with management prerogatives involving
the Board’s discretion, not limit or interfere in any way with the powers, duties,
and responsibilities of the Board under its policies, applicable law, and rules and
regulations having the force and effect of the law. The arbitrator shall issue his



decision on the grievance in writing. The Association, the aggrieved, the
Superintendent, and the Board shall be bound by the arbitrator’s decisions.

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

The costs for the services of the arbitrator, including per diem expenses, if any,
and actual and necessary travel and subsistence, shall be borne as follows: the
cost of the arbitrator shall be shared by the Board and the Association.

D. Records

Forms for filing and processing grievances shall be designated by the Superintendent and
the grievance committee.

Copies of all documents, communications, or records dealing with a grievance shall be
furnished to all parties to the grievance as the grievance proceeds. In addition, one copy
of each shall be retained in a grievance file. No records, documents, or communications
concerning a grievance shall be placed in the personnel file of any participants.

An official closed file of the materials pertaining to a grievance shall be established by
the Board Treasurer upon resolution or withdrawal of the grievance. This file shall be

opened only in the presence of the Superintendent and the President of the Association,
and they shall determine if the records are complete.

E. Miscellaneous Provisions

No teacher shall file a grievance later than twenty (20) days after the effective date of
separation from service.

While a grievance is in the process of resolution, records of the grievance proceedings
shall be confidential information and shall not be divulged except as necessary in the
orderly processing of the grievance.

Article 4—Association Rights and Activities

Insomuch as the Jackson City Education Association is recognized as the sole
organization representing certified employees, the Board recognizes that in order to effectively
represent and communicate with its members, certain services are necessary.

The Board therefore authorizes the Association:

1. To use the facilities of any building for meetings without fee, upon notification of
the administrator in charge of such building. Permission to use such facilities

5

7803601v4



shall be given as long as it does not interfere with any previously authorized
activity in said building.

To use Board-owned equipment including computers, calculators, copiers, public
address equipment, and audio-visual equipment at times which do not interfere
with the operation of the school system. Any expendable supplies such as paper,
will be supplied by the Association.

To use the inter-school mail system in the schools’ offices to distribute
Association bulletins, newsletter, or other circulars.

To use bulletin boards in teacher lounges or workrooms to disseminate
information to members.

To use telephones in any building to carry out Association business. No fees or
toll call charges shall be charged to a school phone. These calls are not to be
made at a time that interferes with duties assigned by the Board of Education and
Administration.

Article 5—Evaluation Procedures
Ohio Teacher Evaluation System (OTES) Procedure

The provisions of this article expressly supersede O.R.C. 3319.11 to the extent permitted by law.

Purpose

A standards-based teacher evaluation program which conforms to the framework for
evaluation of teachers as approved by the State Board of Education has been
implemented by the parties.

Application

A. Definition of “Teacher”

Notwithstanding Ohio Revised Code § 3319.09, this Article applies to District employees who
meet one of the following categories:

1.

A teacher working under a license issued under Ohio Revised Code (ORC)
Chapter 3319 who spends at least 50% of his/her time providing student
instruction; or

A teacher working under a professional or permanent certificate issued under
former ORC 3319.222 who spends at least 50% of his/her time providing student
instruction.

This Article does not apply to substitute teachers.
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General Provisions

A. It is the purpose of the program of staff assessment to:
1. improve the quality of instruction students receive;
2. improve student learning;
3. strengthen professional competence; and
4. inform employment decisions (retention, promotion, and removal of poorly

performing teachers).

B. The staff evaluation program shall aim at the early identification of specific areas in
which the individual professional staff member needs help so that appropriate assistance
may be provided or arranged for an individual professional staff member. An evaluator
offering suggestions for improvement to a professional staff member shall not release that
professional staff member from the responsibility to improve.

C. Seniority shall not be the basis for a decision to retain a teacher, except when making a
decision between teachers who have comparable evaluations.

D. This Article does not apply to teacher supplemental contracts, or teachers employed as
substitutes or to any person employed under a teacher license/certificate who spends less
than fifty percent (50%) of his/her time providing student instruction.

E. The use of eavesdropping and listening over the PA system shall be prohibited.

Evaluation Committee

Article 5 shall be submitted to an ongoing committee composed of three Association
members and three administrators to review and to make recommendations to Article 5.
Recommendations for Article 5 will be submitted to the negotiations team for final
agreement.

Schedule/Frequency of Evaluations

A. In accordance with ORC 3319.111(C)(1)

1. Each teacher shall be evaluated at least once each school year, except as otherwise
provided by statute and this Article. The evaluation will be completed by May 1%
and each teacher will be provided a written report of the results of the evaluation

by May 10™.
B. The evaluator will target to complete one observation in each semester.
C. Any teacher who received a rating of Accomplished on the most recent evaluation

conducted under this section may be evaluated once every three (3) school years, so long
as the teacher’s student academic growth measure, for the most recent school year for

7
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which data is available, is average or higher, as determined by the Ohio Department of
Education. Under these conditions the teacher shall be observed at least once and shall
have at least one conference per year with his/her evaluator.

Any teacher who received a rating of Skilled on the most recent evaluation conducted
under this section may be evaluated once every two (2) school years, so long as the
teacher’s student academic growth measure, for the most recent school year for which
data is available, is average or higher, as determined by the Ohio Department of
Education. Under these conditions the teacher shall be observed at least once and shall
have at least one conference per year with his/her evaluator.

The Board may elect not to conduct an evaluation of a teacher who was on leave from the
school district for fifty percent (50%) or more of the school year, as calculated by the
Board.

The Board may elect not to conduct an evaluation of a teacher who has submitted a notice
of retirement and that notice has been accepted by the Board not later than the first day of
December of the school year in which the evaluation is otherwise scheduled to be
conducted.

Credentialed Evaluators

The Board will use credentialed evaluators as defined in O.R.C. 3319.111(D). Each
teacher evaluation conducted under this Article shall be conducted by a person: 1) who is
eligible to be an evaluator in accordance with ORC 3319.111(D); and 2) who holds a
credential established by ODE for being an evaluator. Every evaluator must complete
state sponsored evaluation training and is required to pass credentialing assessment.

Professional Development

The Board will provide for professional development to accelerate and continue teacher
growth and provide support to ineffective teachers.

Observations

A

7803601v4

The first class observation in each school year will be completed only after the teacher
being observed has been given at least 24 hours notice. All other class observations may
be completed with or without prior notice.

Each evaluation will consist of at least two (2) formal observations of at least thirty (30)
minutes in length. The first observation shall be preceded by a pre-conference and
followed by a post-conference. All other observations shall be followed by a post
conference. This post-conference will serve as another opportunity for the teacher to
provide additional evidence concerning his/her evaluation.

Each teacher on a limited contract or extended limited contract who is under
consideration for nonrenewal shall have at least three (3) formal observations per annual
evaluation.



Upon written request to the Superintendent by the teacher, an additional observation by a
supervisor or credentialed administrator who did not conduct any of the previous
observations may be conducted. This observation will be added to other observations and
included in the final summative evaluation. The request for an additional observation
should be received by the Superintendent within ten (10) working days of the prior
observation. Within ten (10) working days of the request, the Superintendent will notify
the teacher requesting the additional observation if an evaluator has been appointed, and
who the evaluator shall be. The additional observation shall be conducted within ten (10)
working days of such notification.

Walkthroughs

There shall be a minimum of two walkthroughs per evaluation consisting of a maximum
of ten (10) minutes each. Each bargaining unit member shall be provided timely (within
three (3) working days) feedback for each walkthrough.

Conferences

All pre and post conferences will be conducted in a face to face interview format.

A post conference will be held within five working days of the formal classroom
observation unless the principal or teacher is absent from school or unless there are
extenuating circumstances.

The administrator conducting the evaluation shall provide each evaluation to the teacher
for his/her acknowledgment by written receipt within ten (10) working days of the post
conference. When signed by the teacher, the receipt is to be sent to the Superintendent by
the evaluating administrator as soon as received.

After the overall or final post conference meeting, the teacher will have two (2) working
days to review the score and make any additions of evidence to that score. The evaluator
can make changes to the score, based on evidence, and submit it to the teacher before
final submission to the Superintendent.

In the event a teacher disputes the results of the written evaluation report, the teacher
shall state his/her objections in writing and attach such as a permanent addendum to the
evaluation form within ten (10) working days of the evaluation conference.

If the evaluator has concern(s) that may lead to non-renewal, then (a) the concern(s)
should be communicated to the teacher within fifteen (15) working days of the second
post-conference, and (b) the second observation should occur as early in the second
semester as possible. Any teacher being nonrenewed will be notified in writing by June
1.

Assigning a Performance Rating

Each formal evaluation will result in a performance rating of “Accomplished,” “Skilled,”
“Developing,” or “Ineffective.” The performance rating is based on the following two
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categories: 1) Teacher Performance; and 2) Student Growth Measures. Fifty percent
(50%) of the evaluation will be attributed to teacher performance and fifty percent (50%)
will be attributed to multiple measures of student growth.

Teacher Evaluation Framework

Student Growth Performance Final Summative Rating
Most Effective (5) 600 | Accomplished (4) 600 | Accomplished 500-600
Above Average (4) 400 | Skilled (3) 400 | Skilled 300-499
Average (3) 300 | Developing (2) 200 | Developing 100-299
Approaching Average (2) 200 | Ineffective (1) 0 Ineffective 0-99
Least Effective (1) 0
Each teacher will be evaluated using multiple factors from the following categories (as
weighted):
Student Growth Measures (50%)
A. Student academic growth will be measured through the inclusion of value-added scores

where value-added scores are available from the Ohio Department of Education (ODE).
If a teacher’s schedule is comprised entirely of value-added subjects, then value-added
data will comprise the entire student growth component of the evaluation. If a teacher’s
schedule includes value-added subjects, but not exclusively, then value-added data will
comprise a percentage of the student growth component in proportion to the percentage
of the teacher’s schedule that is comprised of value-added subjects.

B. The District may administer assessments chosen from the Ohio Department of

Education’s assessment list for teachers of subjects where value-added scores are not

available and/or local measures of student growth using state-designed criteria and

guidance.

C. For those grades/subjects not having Value-Added scores or vendor assessment scores,
the District may use LEA-Determined Measures such as:

1. Student Learning Objectives (SLOs)

a. District-approved, locally developed assessments
b. Pre/Post Assessments
C. End-of-Course Assessments

7803601v4
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d. Performance-Based Assessments
2. Shared attribution
a. District/Building Value-Added (recommended if available)

In calculating student academic growth for an evaluation, a student shall not be included
if the student has forty-five or more excused or unexcused absences for the school year.

Teacher Performance (50%)

Factors considered in the assessment of teacher performance will be based on the Ohio
Standards for the Teaching Profession.

Professional Growth and Improvement Plans

A.

Teachers must develop professional growth or improvement plans based on the
Evaluation Matrix. Teachers who meet the Most Effective level of student growth must
develop a professional growth plan.

Teachers who meet Average and Above Average levels of student growth must develop a
professional growth plan collaboratively with a credentialed evaluator for the evaluation
cycle from the Board-approved list.

Teachers who meet Approaching Average and Least Effective levels of student growth or
receive ineffective performance ratings must comply with an improvement plan
developed by the credentialed evaluator assigned by the Superintendent/designee for the
evaluation cycle from the Board-approved list.

For entry year teachers who receive a written plan or plans for improvement, the
principal shall schedule a meeting with the teacher, Superintendent, and a Union
representative. Failure to hold such a meeting shall not be a reason to grieve a teacher’s
nonrenewal.

Teachers rated Ineffective

A

7803601v4

Beginning with the 2015-2016 school year, each teacher in a core subject area who has
received a rating of “ineffective” on the evaluations conducted under this Article for two
of the three most recent school years must register for and take all written examinations
of content knowledge selected by the Department of Education to determine expertise to
teach that core subject area and the grade level which the teacher is assigned.

If a teacher who takes the examination set forth above passes that examination and
provides proof to the Board of the same the teacher shall be required, at his/her expense,
to complete professional development that is targeted to the deficiencies identified in the
teacher’s evaluations conducted in accordance with this Article. The receipt by the
teacher of a rating of “ineffective” on the teacher’s next evaluation after completion of
professional development or the failure of the teacher to complete professional
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development shall be grounds for termination of the teacher under Ohio Revised Code
3319.16

C. If the teacher passes the examination set forth above and provides proof of passage to the
Board, he/she will not be required to take such examination again for three years,
regardless of the teacher’s evaluation ratings or the performance index score ranking of
the building in which the teacher teaches. No teacher shall be responsible for the cost of
taking an examination as set forth above.

Article 6—Non-OTES Evaluation Procedures

The provisions of this article expressly supersede O.R.C. 3319.11 to the extent permitted
by law.

The provisions of this Article apply to those teachers not covered by the OTES evaluation
procedures contained in Article 5.

One of the primary objectives of the evaluation procedure shall be the improvement of
instruction for the pupils who are enrolled in the Jackson City Schools. In order to facilitate the
accomplishment of this objective, and others, the following has been established:

1. Class observations and subsequent reporting and evaluation shall be conducted
only by building principals, assistant principals, or other administrators or
supervisors who possess a Master’s Degree and the appropriate administrative or
supervisory certificate/license. Each observation required will consist of not less
than thirty consecutive minutes.

2. Each class observation shall be followed by a “Report of Class Observation” on
the prescribed form, a copy of which will be given to the teacher within five (5)
working days of the observation. An observation conference shall be held within
five (5) working days of the classroom observation unless the principal or teacher
is absent from school or unless there are extenuating circumstances.

In the event a teacher disputes the contents of the written evaluation, the teacher shall
state his/her objections in writing within ten (10) working days of the written evaluation
conference and have it attached as a permanent addendum to the personnel file copy. Class
observation reports are to be used as part of the formal evaluation.

Written evaluations shall be returned to the teacher within ten (10) working days of the
evaluation conference.

3. Formal evaluations shall be held as follows:

a. ALL TEACHERS - Each teacher should be evaluated at least once every
year. The first evaluation shall be based upon at least two observations.

12
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b. Each teacher on a limited contract or extended limited contract who is
under consideration for nonrenewal shall have at least three (3) formal
observations per annual evaluation.

Evaluations of all teachers shall be completed by May 1% of each year.

4.

10.

Additional evaluation conferences and/or classroom observations may be held at
the discretion of the Principal or upon the request of the teacher.

Each of the evaluations or observation conferences shall be performed in an
interview setting. A copy of the form “An Evaluation of Teacher Performance”
shall be signed by both the teacher and the evaluator. This copy shall be included
in the teacher’s file. The teacher’s signature shall indicate that he/she is fully
aware of the contents of the written appraisal and he/she has received a copy. The
teacher’s signature shall not be interpreted as the teacher’s agreement with the
contents of the appraisal report. In the event a teacher disputes the written results
of the appraisal, the teacher shall state his/her objections in writing and attach
such as a permanent addendum to the evaluation form within ten (10) working
days of the written evaluation conference.

In any case where a teacher is appraised as (1) “unacceptable” or (2) “needs
improvement” the evaluator shall make written plans for improvement on the
evaluation form. A written report of the results of the evaluation includes:

a. Specific recommendations regarding any improvements needed in the
performance of the teacher being evaluated; and

b. The means by which the teacher may obtain assistance in making such
improvements.

At least one class observation in each school year shall be accomplished only after
the teacher being observed has been given twenty-four (24) hours’ notice. All
other class observations may be completed with or without prior notice.

Within ten (10) working days after receiving written plan(s) for improvement, the
teacher may request that observations of classroom performance be completed by
at least two (2) evaluators on separate occasions.

For entry-year teachers who receive written plan(s) for improvement, the principal
shall schedule a meeting with the teacher, the superintendent, and a union
representative. Failure to hold such a meeting shall not be a reason to grieve a
teacher’s nonrenewal.

This article shall be submitted to an on-going committee composed of three (3)
Association members and three (3) Administrators to review and revise the
Evaluation instrument and to make recommendations for this article.
Recommendations for this article will be submitted to the Negotiation Teams for
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final agreement and any agreed upon revised evaluation instrument shall be
included as an appendix to this contract.

Article 7—Termination, Suspension, and Non-Renewal of Teaching Contracts

The provisions of this Article shall specifically supersede the provisions of law regarding

evaluations and nonrenewal of teachers, including O.R.C. 3319.11 to the extent permitted by

law.

7803601v4

Termination of a teacher’s contract shall be according to Section 3319.16 and
related provisions of the Ohio Revised Code.

Suspension of the contract of a teacher whose professional services are not needed
due to a decrease in enrollment or the discontinuation of programs shall be
according to the Reduction in Force provisions of this Agreement.

Non-renewal of a teacher’s regular limited contract shall be based on a teacher’s
lack of ability or degree of professional competency as determined by the
performance evaluation. The Administration shall thoroughly investigate to
ascertain facts; judiciously consider relevant mitigating factors such as length of
service and quality of service, prior to non-renewal.

A full written record of the evaluation of a teacher’s professional service shall be
maintained prior to any action of dismissal. Copies of such information shall be
made available by the Administration to said teacher.

When a teacher is non-renewed by the Board, the Board shall notify the teacher of
such action on or before June 1.

The teacher may request written reasons for the nonrenewal by filing a written
request for such reasons with the Superintendent. The teacher’s request for
reasons shall be filed with the Superintendent within ten (10) working days of the
receipt of the notice of nonrenewal. The Superintendent shall provide the teacher
with written reasons within ten (10) working days of the request for reasons.

A teacher may request a formal hearing before the full Board to offer reasons
against such action. A written request for said hearing shall be submitted to the
Board Treasurer within ten (10) working days of receipt of the Board’s intent.

The hearing shall be arranged for within ten (10) working days of the date of
receipt of the written request. The Association shall be notified of the hearing and
shall have the right to have representation present at said hearing. The Board will
render a written decision within five (5) days based on the facts of the hearing as
to the Board’s intent. Copies of the said decision shall be sent to the teacher, the
Superintendent, and the Association. Failure to follow the above procedure shall
be grounds for a grievance, but challenges to the substance of the evaluations or
reasons for nonrenewal shall not be grieved or appealed to court.
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9. This policy shall not be construed to limit any professional legal right of the
Board or teacher involved in obtaining due process.

Article 8—Contractual Status

For entry-year teachers the contract sequence shall be 1-1-2-2-3. For all other persons
hired by the district, the contract sequence shall be 1-2-3. Deviations from this normal
contract sequence shall be for unacceptable job performance only.

No more than three (3) one (1) year limited contracts shall be awarded any individual
teacher during his/her employment with the district.

A teacher for whom a second or third one (1) year limited contract is recommended and
who is currently working under the final year of a multi-year limited contract shall be
provided by his/her Principal or supervisor a written summary of performance areas
judged to be unacceptable or needs improvement and specific suggestions for
improvement in those areas. This document shall be delivered by the end of the current
school year, with a copy of it sent to the JCEA President and a copy attached to the one
(1) year limited contract.

A teacher who is completing the final year of a multi-year limited contract and who has
received evaluations rated competent, developing or above through July 31, 2016 or
competent, skilled or above after July 31, 2016, from the administration during the term
of the contract will be given a continuing contract. The following conditions must be
met:

1. By September 15, a teacher entering the final year of his/her limited contract must
provide the following information to the Superintendent:

a. The form requesting consideration for continuing contract (Appendix C),
and
b. Written documentation showing proof of eligibility for a continuing

contract by certification/licensure along with evidence of the additional
coursework completed (for continuing contract eligibility.

2. The teacher must have been a full-time employee of the system for three (3) full
years of teaching. (For teachers who have attained continuing contract elsewhere,
the Board, upon recommendation of the Superintendent, may declare them
eligible after two years of full-time employment.) and

3. Have received the professional certificate/license prior to April 1.

A continuing contract may not be awarded to a teacher whose current limited
contract is not up for renewal. An exception in this case would be a teacher
entering the second year of a three (3) year contract who has fulfilled 1.-3. above

15



and has filed his/her professional or permanent certificate/license with the
Superintendent’s office before the beginning of the school year.

4. Have satisfied the requirements set forth in Ohio Revised Code 3319.08.

C. The Superintendent may recommend an extended limited contract for a teacher who is
eligible for a continuing contract without first recommending the teacher for a continuing
contract.

D. This article supersedes R.C. Sections 3319.11 to the extent permitted by law.

Article 9—Contracts

The Board shall provide each member of the instructional staff individually written
contracts in keeping with provisions for the Ohio Revised Code and Board adopted policies. The
provisions of such written contracts shall be enumerated in the subsections of this policy.

1. Any agreement to act as a supervisor for extra-curricular activities for which
additional compensation is to be paid by supplemental contract.

2. Any teacher presently under contract will have the same teaching assignment for
the following year unless notified in writing prior to July 10. Any teacher
planning to terminate his or her contract must give written notice to the Board of
Education on or before June 30.

3. In consideration of the services rendered by the teacher, the Board of Education
agrees to pay said teacher a base annual salary as prescribed by the salary
schedule of the school district, according to degree and years of experience,
whether existing or hereafter adopted. The initial compensation to be paid under
a contract shall be according to the existing salary schedule and that amount shall
appear on the contract.

4. All teachers employed in the Jackson City Schools shall receive their contract
salary over a twelve (12) month basis.

5. During the first year of a contract, the teachers shall be employed pursuant to a
school calendar requiring a total of not more than one hundred eighty-two (182)
days or more if required by state law. The number of instructional days shall be
one hundred eighty-two (182) days or more if required by law. Any additional
days will be subject to negotiations.

6. In performing his professional duties, the teacher agrees to abide by and maintain
the applicable laws and existing rules and regulations of the Board of Education
and this negotiated agreement.
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7. Teachers will be paid for the first five (5) days that schools are closed due to
calamity. Any additional days beyond five (5) will be made up provided that the
work year does not exceed the number of days set forth in number 5.

8. Each teacher before signing a contract shall have been notified as required by
Section 3307.21 of the Ohio Revised Code as to his duties and obligations
pertaining to the State Teachers Retirement System as a condition of his
employment.

9. The President and Treasurer of the Board of Education, by affixing their
signatures to a contract, represent that all necessary implementing resolutions
have been adopted by the Board and that a copy of the Board’s existing rules and
regulations affecting the performance of professional duties shall be made
available to the teacher.

10.  All teachers hired shall be given up to and through ten (10) years experience on
the salary schedule which is in effect at the time their contract begins.

Article 10—Professional Personnel Records

An employee’s official personnel record shall be on file, at all times, in the office of the
Superintendent. This will be the only official file kept for the employee. This record will
include, but shall not be limited to:

1. Application for employment, including references
2. Teacher certificate(s)
3. Transcript of college credits showing the official record of degree granted

(original or certified copy)

Record of any military service

Performance evaluation

Any awards, commendations, recognition, references
Employment contracts

No ok

A copy of all material placed in the file shall be signed, dated, and sent to the teacher
when the original is placed in the file with the exception of items 1-7 above. The teacher shall
have the opportunity to reply in writing to any material placed in his/her official personnel file
and such reply shall be attached to the filed copy.

Anonymous letters or material shall not be placed in the personnel file, nor shall they be
made a matter of record.

No disciplinary or employment action may be taken on the basis of any document or
record not contained in this file. Any document pertaining to disciplinary action placed in the
official personnel file shall be removed within twenty-four (24) months from the date of entry if
this documented action no longer bears on the teacher’s classroom performance and placed in an
unofficial, non-personnel file. The above procedure will be followed unless there is
documentation or recurring disciplinary action of the same or similar nature.
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Each teacher shall have the right upon written request to review all contents of his/her
own personnel file. A representative of the Association may, at the member’s request,
accompany the member during such a review.

The confidentiality of the professional personnel file shall be maintained in accordance
with the provisions of Section 149.43 of the Ohio Revised Code.

Article 11—Individual Rights

The Board agrees that all members of the instructional staff are entitled to full rights of
citizenship regardless of race, color, creed, religion, national origin, age, gender, ancestry,
marital status, or handicap.

The Board further agrees that members of the instructional staff have the right to
participate in professional and civic organizations for their personal benefit and interest.

The Board agrees that the private and personal life of any teacher is not within the
appropriate concern or attention of the Board as a condition of employment or renewed
employment as long as it does not interfere with his or her contractual duties or does not bring
the profession into disrepute.

The Board further agrees that members of the instructional staff may wear official
insignia pins or other identification of membership in the Association.

Article 12—Reprimand/Suspension of Professional Staff

A. Standard

Prior to imposing discipline the Administration shall thoroughly investigate to ascertain
the facts, judiciously consider relevant mitigating factors, such as quality and length of
service, prior to imposing discipline.

B. Definitions

Verbal Reprimand — shall be defined as a formal or official verbal admonishment issued
for failure to comply with adopted bylaws and policies of the Board of Education
(Jackson) or with the rules and regulations (Jackson). No written record shall be placed
in an employee’s personnel file unless verbal reprimand is indicated on the document.

Written Reprimand — shall be defined as a written admonishment issued for failure to
comply with adopted bylaws and policies of the Board of Education (Jackson) or with the
rules and regulations (Jackson).

Suspension — shall be defined as the written notification of a certificated employee’s
temporary removal from the usual workplace.
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Implementation

The administration will inform the employee and/or Association Representative of
reprimand meeting at least twenty-four (24) hours in advance and forty-eight (48) hours
prior to a suspension meeting. The notice shall include the date, time, purpose, and
location of the meeting. A reprimand/suspension meeting shall be held in an
administrator’s or supervisor’s office. At the meeting the Association and/or employee
shall be given the opportunity to ask questions, comment, refute, or rebut.

The administrator or supervisor shall make a final determination to impose discipline as
soon as possible, but no more that seventy-two hours (3 days) after the conclusion of the
reprimand/suspension meeting.

Reprimand steps will be taken in order of presentation above: verbal preceding written,
written preceding suspension. Violations of a severe or extreme nature may result in
waiving of the preceding steps.

Each professional staff member and administrator shall have the opportunity to be
accompanied by a person of his/her choice at a reprimand/suspension meeting.

No written record of a reprimand/suspension shall be placed in a professional staff
member’s personnel file unless prior notice is given to the employee.

The decision to suspend a certified employee shall rest with the Superintendent upon
consultation with the building administrator. Suspension with reasons stated therein,
shall be as follows:

1. First issue — one (1) day with or without pay

2. Second issue — up to five (5) days without pay

3. Third issue — up to ten (10) days without pay with recommendation to the
Board for Termination

In incidents of severe or extreme nature the employee may be placed on administrative
leave pending investigation. Administrative leave may be paid or unpaid pending the
outcome of the investigation.

The Board recognizes that teachers should not be criticized in the presence of their peers,
students, parents of students, or non-certified employees. The Board also recognizes that
administrators should receive the same consideration as stipulated in this paragraph from
certified staff. The employer will not impose discipline in the presence of their peers,
students, parents of students, or non-certified employees, except the secretary to the
Superintendent and an Association representative if requested by the teacher.
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Article 13—Parental/Public Complaints

When a situation occurs in which a parent/member of the public has a complaint against a
member of the Jackson City Schools certified/licensed personnel, the following steps should be
followed:

1. a. The parent/member of the public will notify the Principal (Athletic
Director/Activities Advisor concerning supplemental complaints) of the
complaint. The parent’s/member of the public’s identity shall be disclosed
to the bargaining unit member if the complaint involves:

I. abuse, harassment

ii. final grades

iii. student discipline

v, classroom procedures that affect grades
V. threats

or any event of a serious nature that cannot be resolved at an informal
discussion level. The name of the parent/member of the public shall be
held strictly confidential by all parties. The Principal or Athletic Director
will discuss the complaint with the bargaining unit member. The Principal
or Athletic Director will act as the mediator to try to resolve the complaint
at an informal level between parent/member of the public and bargaining
unit member.

b. If the complaint is not resolved at the informal level, the bargaining unit
member or parent/member of the public will request a meeting involving
the parent/member of the public, bargaining unit member, Principal,
and/or other appropriate staff personnel at a mutually convenient time to
discuss the complaint. The appropriate administrator shall meet with the
bargaining unit member prior to the meeting with the parent/member of

the public.
2. If it is not resolved at the building level, it may be appealed to the Superintendent.
3. If the situation is still not resolved, it may be appealed to the Board of Education’s

Personnel Committee.

4. The Board adopted procedure in the Student Code of Conduct and/or Student
Handbook will be followed regarding parental complaints.

In each of the above, a bargaining unit member may request and shall be informed of
contemplated action and may be accompanied by a representative of his/her choosing at the
Superintendent and Board level.

A conference regarding such complaints shall be kept private and confidential.
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The Board and Association understand that the Superintendent and the Board cannot
control the actions of parents or members of the public regarding when or where they air
complaints. Yet, the Superintendent and the Board will direct parents and members of the public
to the building principal or Athletic/Activity Advisor to resolve such complaints at the lowest
possible level.

Article 14—Policy Affecting Employment

It is agreed by both parties that there shall be no employment discrimination of any kind
against any person because of such person’s membership or lack of membership in the
Association; or because of such person’s activities, or lack thereof, on behalf of the Association;
or because of such person’s race, color, creed, religion, national origin, age, gender, ancestry,
marital status, or disability.

Teachers shall be guaranteed academic freedom. Such freedom shall be exercised within
the bounds of general standards of professional responsibility, and shall not prohibit consultation
and direction by Board representatives. The right to academic freedom herein established shall
include the right to support or oppose political cause and issues outside of the teaching role and
the teacher’s school related activities and relationships.

Article 15—Protection of Teachers, Students, and Property

A When in the judgment of a teacher, a student requires the attention of a counselor, pupil
personnel services employee, school nurse, or other specialist; he will so inform his
Principal. The Principal will arrange as soon as possible for a conference among himself,
the teacher, and the specialist to discuss the problem and to decide upon appropriate steps
for its resolution.

B. Physical force may be used by a teacher to protect himself or another teacher and/or
student from possible injury, or in an extraordinary breach of discipline, to restrain a
disruptive pupil, provided the force used is reasonable under the circumstances.

C. Teachers will immediately report all such instances, as well as any cases of assault on
themselves in connection with their employment, to their Principal or immediate
supervisor in writing, giving in detail the circumstances thereof.

D. This report will be forwarded to the Superintendent. The Superintendent will transmit
such report to the Board forthwith. The Board and the Superintendent will comply with
any request from such teacher for information in their possession relating to the incident
or the persons involved and will otherwise cooperate with the teacher in the event of a
civil or criminal proceeding.

Article 16—Assault Leave

Any bargaining unit member who sustains physical injuries as a result of a physical
assault by any parent, student, or other person while in the course of performing professional
duties for the Board of Education may request a temporary leave of absence to recuperate from
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the injuries sustained in the assault. If granted by the Board, the employee shall remain on the
payroll as a regular employee and shall receive all benefits.

Assault leave shall be granted if the following provisions are fulfilled:

1. A certificated employee shall apply for Worker’s Compensation. If Worker’s
Compensation benefits are allowed by the Bureau of Workers” Compensation, the
board shall pay such employee for a period of up to thirty (30) contract days, the
difference between the benefits received and the employee’s regular salary. There
shall be no deduction from the accumulated sick leave of the certified employee.

2. The staff member must make written application for leave.

3. The staff member must provide a written physician’s statement recommending the
leave and the approximate duration of the disability.

4. The staff member, if requested, shall consent to an examination by a Board
designated physician at a reasonable time and place, and said physician concurs
with the staff member’s physician that the staff member is disabled and incapable
of returning to service. The cost of the examination shall be paid by the Board.

5. The staff member shall agree to cooperate in pursuing any legal or police action
against the individual (s) alleged to have committed the assault.

Should any professional staff member make a false application for and/or falsify any

information within the provisions of this article, that staff member shall be subject to Board
discipline, suspension, or termination.

7803601v4

Article 17—Teaching Assignment

All teachers will be given written notice of their specific class and/or subject assignments
and room assignments for the forthcoming year by July 10, if possible.

In the event that changes in such class and/or subject assignments, building assignments,
or room assignments are proposed after July 10, all teachers affected will be notified in
writing and, upon the request of the teacher, the changes will be reviewed by the
Superintendent or his representative, and the teacher(s) so affected.

Should the affected teacher so request, a second review meeting will be held by the
Superintendent, at which time the teacher may be accompanied by a representative of
his/her choice.

In order to assure that pupils are taught by teachers working within their areas of
competence, teachers will not be assigned, except temporarily and for good cause,
outside the scope of their teaching certificates and/or their major and minor fields of
study.
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Schedules of teachers who are assigned to more than one school building will be arranged
so that no such teacher will be required to engage in an excessive amount of interschool
travel. Such teachers will be notified of any changes in their schedules.

Teacher Responsibilities

1. Facilitate Learning

a. Teach subject matter in accordance with curriculum and course of study.

b. Maintain environment conducive to learning.

C. Chart individual student progress and maintain adequate records.

d. Develop communicative relationship with peers, administrative personnel,
and parents regarding student progress.

e. Develop day-to-day and long-range plans to be used by teacher or
substitute. Plans shall be available for periodic checking by the building
Principal or appropriate supervisor.

f. Teachers are expected to report daily at the time assigned at each building.
Any absences shall be reported to the designated person in each building
at the appropriate time specified in the teachers’ handbook.

2. Manage the Classroom

a. Foster discipline conducive to learning.

b. Maintain classroom records for reporting of group progress.

C. Supervise the use of supplies, materials, and equipment on hand and
request those needed for future programs.

3. Make Professional Decisions

a. Consult with other professionals as needed.

b. Participate in professional development activities and events including
staff meetings.

C. Before changing accepted practice, procedure, or adopted Board policy,
the bargaining unit member shall secure the appropriate level of approval
before making the change.

Article 18—Vacancies, Transfers, Assignments
Vacancies
1. A vacancy shall be defined as a job opening available for the next school year,
which occurs due to retirement, resignation, death, non-renewal of contract,
termination of contract, or creation of a new position.
2. Seniority will be computed from a teacher’s most recent date of hire. (Date of hire

is defined as the first paid day of employment.) When first paid day of
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employment is identical, the most senior person will be determined by date and
order of Board resolution of employment.

Posting Vacancies

1.

Not later than April 1 and monthly thereafter of each school year, the
Superintendent shall cause a list of known vacancies which will occur for the
following school year to be posted via an “All Staff” electronic mail. Vacancies
that occur at other times shall also be posted. Vacancies or new positions that
occur on or after August 1 shall be filled with new hires only. Such positions will
be posted by April 1 of that school year for application by all qualified bargaining
unit members in order to fill the positions for the following school year.

Whenever a vacancy arises or is anticipated, the Superintendent shall cause to be
posted a notice of same via an “All Staff” electronic mail not less than five (5)
working days before the position is filled.

All vacancies will be posted in the central administration office building and will
be posted via an “All Staff” electronic mail by the Office of the Superintendent.
Unintentional human error in providing such notice is not subject to the grievance
procedure and will be re-posted.

Voluntary Transfer

1.

A voluntary transfer is defined as a teacher initiated change in grade level,
teaching assignment, building, or subject(s) taught which is a result of a vacancy.

Bargaining unit members who are applying for a vacancy will submit a written
statement to the Superintendent. The interested candidate will be given an
opportunity to present and discuss his/her qualifications with the Superintendent
or his designee(s).

In acting on a request for voluntary transfer or filling a vacancy, the
Superintendent shall review all applications considering the following criteria:
Certification/licensure, prior evaluations, and recent and relevant experience and
training. Among those that are qualified, the position shall be awarded to the
most senior certified candidate unless a junior candidate is determined to be the
best candidate based on the listed criteria.

After the successful candidate has been formally notified of their selection, the
selection shall not be rescinded by the candidate or the Superintendent except for
an emergency.

Bargaining unit members are typically entitled to not more than one voluntary

reassignment per year. However, all bargaining unit members may apply for
newly created positions.
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Involuntary Transfer and/or Assignment

1.

2.

An involuntary transfer is defined as an employer initiated assignment.

If no employee applies for the vacant position, the employer may assign the least
senior certified employee to a vacancy. However, qualifications to perform the
duties, responsibilities and requirements of the positions under consideration will
be the primary factors in determining involuntary transfers, along with Item 3.

Any assignment made pursuant to this article shall be in the best interest of the
students in the school district.

Any employee involuntarily transferred shall be verbally notified by the building
principal or Superintendent of the involuntary transfer, before a written notice of
involuntary transfer is sent or given to the teacher. However, if the teacher is not
available after repeated attempts to locate him/her, the Association President will
be notified before the written notice is sent. The teacher shall be granted a
conference with the Superintendent and/or building administrator to hear
explanations for the transfer. At such conference, the bargaining unit member
may be accompanied by an Association representative of his/her choice.

No employee shall be involuntarily transferred in an arbitrary or capricious
manner or as a means for disciplinary action.

Any employee involuntarily transferred has preferential rights to return to his/her
previous position or similar position or school, within one (1) year, provided there
is a need or posted vacancy with the certification the employee possesses.

Any employee involuntarily transferred shall be given written reasons for such
transfer.

Vacancies — Supervisory Positions

1.

The Board declares its general support of a policy of filling vacancies in
supervisory positions from within its own teaching staff. However, nothing herein
shall preclude the Board of Education from determining that the interests of the
school system may best be served by actively seeking and employing candidates
from outside the district.

Whenever a vacancy arises or is anticipated, the Superintendent shall cause to be
posted a notice of same in an “All Staff” electronic mail for no less than five (5)
working days before the position is filled. In filling vacancies, the Superintendent
will consider competency, qualifications, experience, length of service to the
district, and other relevant factors. All new supervisory positions shall be posted
with accompanying job descriptions.

25



3. Whenever a position is open employees shall be notified of the opening by
posting as provided in this section. Interested employees may request a copy of
the job requirements and shall have the right to apply for the position.

F. All employees have a right to express an interest and apply for any position that may
become open, but employees should understand that submission of an application does
not guarantee placement in the position. Therefore to protect this right, the above
process, if not followed, is subject to the regular grievance procedure as outlined in
Article 3.

Article 19—Reduction in Force

A. Teachers may be laid off only when their positions are eliminated as a result of the
following in accordance with O.R.C. 3319.17:

1. Financial reasons;
2. Decreased enrollment of pupils;
3. The discontinuance of a particular type of teaching service provided that such

discontinuance is not for arbitrary or discriminatory reasons. In the event of loss
of specially funded positions (non-general fund) the Board agrees to make every
effort to reassign displaced teacher to general fund positions when general fund
positions and funding exist;

4, A bona fide consolidation of the school district with one or more other school
districts;
5. Return to duty of a regular teacher after a leave of absence;
6. Suspension of schools; and
7. Territorial changes affecting the district.
B. If the Board is contemplating the layoff of any teacher, it will so notify the Association

sixty (60) calendar days before the proposed effective date of the layoff. Such notice will
be in writing and will include the specific positions to be affected, the proposed time
schedule, and the reasons for the proposed action. Within five (5) calendar days after
tendering the aforesaid notice, the Board will, if requested to do so, enter into
negotiations with the As