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Administration (ADM):

Association (HEA)Y:

Board (BOE):

Substitute:

Days:

District (HCSD):

ISGIT

Members of the

Bargaining Unit (MBUSs):

ORC:

Parties:

Teams:

Part-Time MBUs:

DEFINITIONS

An employee classified as a supervisor or management level
employee pursuant to Article 1.01(C) of this Agreement

The Hudson Education Association (HEA), an affiliate of the Ohio
Education Association (OEA) and the National Education
Association (NEA)

The Board of Education of the Hudson City School District

A teacher employed to replace an MBU teacher on leave

A calendar day, exclusive of Saturdays, Sundays, and legal holidays
The Hudson City School District

Individual Small Group Instruction Teacher

Certificated personnel as defined in Section 4117.01 of the ORC
and who are included in the bargaining unit

Ohio Revised Code

The Hudson Education Association (HEA) and the Hudson City
School District Board of Education (BOE)

Negotiating teams representing the HEA and the BOE

MBUs working less than the maximum number of hours worked
by an employee in a given job classification or position



ARTICLE I. RECOGNITION

101 RECOGNITION

A.

The BOE recognizes the HEA as the sole and exclusive representative and
negotiating agent for certificated personnel as defined in ORC 4117.01(I), whom
hereinafter are referred to as “MBUs.”

Those excluded from the bargaining unit shall be limited to supervisor and
management level employees, substitute teachers, teacher aides, noncertificated
employees, and personnel paid through Auxiliary funds.

“Supervisor and Management Level Employees™ shall be defined as persons who
by contract and certification are Superintendent, Assistant Superintendent,
Directors, Principals, Assistant Principals, Certified District Supervisors,
Administrative Coordinators, Athletic Director, or any other certificated employee
who has the authority to hire, transfer, suspend, layoff, recall, promote, discharge,
assign, reward, or discipline other employees; to responsibly direct them; to adjust
their grievances; or to effectively recommend such action if the exercise of that
authority is not of a merely routine or clerical nature, but requires the use of
independent judgment; provided, however, that employees who are Department
Chairpersons, Consultants/Coordinators, or teachers shall not be deemed
Supervisors, but shall be members of the HEA’s bargaining unit.

No teacher as defined in ORC 3319.09 shall be designated as a Supervisor or a
Management Level employee unless he/she is employed under a contract
governed by ORC 3319.01 or 3319.02, and:

1, Is assigned to a position for which a certificate is required by ORC
3319.22(E), (F), (G), (H), (J), (L) and (M).

2. Is a Supervisor certified under ORC 3319.22(1).

Forms located in the Appendix to this Agreement shall be posted and made
accessible to MBUSs on the District’s electronic network.

1.02 DURATION OF BARGAINING RECOGNITION

A.

Recognition of the HEA as the sole and exclusive representative of the MBUs as
defined above shall be for the term of this Contract, without challenge, as
provided for in ORC 4117.04(A) and 4117.05(B), and will continue, thereafter,
until and/or unless a challenging employee organization is legally successful in
gaining exclusive representation rights as provided for and in strict compliance
with the provisions set forth in ORC 4117.05 and 4117.07.

Petitions for elections may be filed with the State Employment Relations Board
(SERB) no sooner than one hundred twenty (120) days or later than ninety (90)
days before the expiration date of this Agreement, or after the expiration date,
until such time as the Partics enter into a new written Agreement.

2



2.01

ARTICLE II. BARGAINING PROCEDURES

TRADITIONAL NEGOTIATIONS PROCEDURE

A.

C.

D.

Makeup of Teams

Negotiations will be conducted through meetings of negotiators sclected by the
BOE and negotiators selected by the HEA.

Scope of Bargaining

The Parties shall bargain all matters pertaining to wages, hours, and/or terms and
other conditions of employment, the continuation, modification, deletion of
existing provisions, and/or any other items mutually agreed upon, except to the
extent included within Section 18.02 and Section 18.03, or as otherwise set forth
herein (Management Rights and Contract Supremacy/Contrary to Law).

Bargaining Timelines

If either of the Parties desires to negotiate, it shall notify the other Party, in
writing, not more than two hundred (200) days nor less than ninety (90) days prior
to the expiration of this Contract. By mutual agreement, the parties may follow a
different timeline for negotiations. Upon receipt of written request for the
opening of negotiations, the Parties jointly shall notify SERB that the impasse
procedures identified in the Current Agreement will be employed exclusively in
place of the procedures alternately provided under ORC 4117.14 and related
sections.

Negotiations Schedule

1. At the opening session, the Parties shall submit their initial proposals. Topical
listings of items proposed for negotiations {*a laundry list™) shall constitute a
clear failure of compliance with this requirement and shall be disregarded. No
new item shall be submitted by either Party after the opening of negotiations,
except by mutual consent.

2. Further meetings shall be held at the request of either of the Parties.
Negotiation sessions shall be held at times not requiring absence from
regularly scheduled assignments; however, this provision may be changed by
mutual consent. Meetings shall be in Executive Session unless otherwise
mutually agreed.

3. Other rules for conducting negotiations which are deemed necessary and not
covered by this Article, upon mutual agreement, may be discussed and may be
agreed upon at the first session.



Information

The Parties agree to furnish, upon written request and in a reasonable time,
available information concerning the financial status of the HCSD and such other
available information as will assist the Parties in the development and evaluation
of proposals. Requests from the HEA shall be directed to the Superintendent, and
requests from the BOE shall be directed to the HEA President. Access to
available information in such form as it may exist constitutes compliance with this
provision, and neither Party is obligated to develop data or information not in
existence or to reword, redraft, summarize, compute, or otherwise develop data or
information in other than its existing form.

While Negotiations Are in Progress

1. Caucus: Either team may call a caucus at any time. If either team believes
that such a caucus would extend beyond thirty (30) minutes, it may request
that the negotiations sessions be recessed until a later time.

2. Item Agreement: As negotiation items receive tentative agreement, they shall
be reduced to writing and initialed by a representative of each Party. No item
so initialed shall be considered final until agreement has been reached on the
entire package.

3. Schedule of Meetings: Until all meetings are completed, each meeting shall
include a decision upon an agreed time and place for a subsequent meeting.

4. Media: Statements to the media may be issued by either Party. A copy of any
media release shall be furnished to the other Party at the same time and by the
same method.

5. Joint_Study Committees: During the course of negotiations, joint study
committees may be created by mutual consent of the teams. At the time the
study committee is created, its purpose and assignment shall be stated and a
time set for a report of its finding to the teams at a regular session.

6. Progress Reports: Progress reports may be made to the represented bodics by
either team.

Agreement

1. When tentative agreement is reached on all the items being negotiated, a final
written copy shall be prepared for the consideration of the Parties. In the
event either Party rejects the tentative agreement, at least one (1) more
meeting shall be held prior to utilizing the mediation processes specified in
this Article.

2. The tentative agreement shall first be submitted to the HEA membership for
ratification, and all members of the HEA’s team shall recommend and urge
approval. If the HEA ratifies the Agreement, its President shall affix his/her
signature. The BOE shall then receive written certification that the

4



3.01

3.02

3.03

Agreement has been accepted or rejected by a majority of the membership of
the HEA voting on the issue.

3. Upon approval by the HEA, the tentative agreement shall be submitted to the
BOE at its next regular or special meeting for its approval, and ali of the
members of the BOE’s negotiation team shall recommend and urge approval.

4. Upon official adoption by the BOE, the Agrecment shall be signed by the
spokesperson for each Party, the HEA President and the BOE President. The
resulting Agreement shall constitute the Contract of the Parties.

Impasse

In the event that the Parties are unable to reach agreement on all issues within the
time limitations as provided in Section 2.01(C), either Party may declare the
unresolved issues to be at impasse. The Parties will seek to resolve the impasse
through mediation in accordance with ORC 4117.14(C)(1), by requesting that the
Federal Mediation and Conciliation Service (FMCS) appoint a Federal Mediator
for the purpose of assisting the Parties, except that in the event that FMCS is not
available, then SERB shall provide a Mediator under ORC 4117.14(C)(2). Said
mediation shall be the final step of impasse resolution.

ARTICLE III. GRIEVANCE PROCEDURE

GRIEVANCE POLICY

A grievance procedure shall be available to all MBUs, and no reprisals of any kind shall
be taken against any MBUs initiating or participating in the grievance procedure.

DEFINITIONS

A. A “grievance” is an alleged violation, misinterpretation, or misapplication of the
written provisions of this Agreement.

B. The “grievant” is an MBU or the HEA when two (2) or more MBUs have a
grievance.

C. A “party in interest” is any person who may be required to take action, or against
whom action may be taken, in order to resolve a grievance.

D. “Days” shall be calendar days exclusive of Saturdays, Sundays and days within

the contract year when school is not in session.

RIGHTS OF THE GRIEVANT AND THE HEA

A,

The HEA wiil designate one (1) or more representatives for processing grievances
in each building. The name of the designated representative(s) shall be given to
the Principal of the building concerned, and to the Superintendent, within one (1)
week after such designation.



An aggrieved MBU, at his’her choosing, may appear on his/her own behalf, or
may be represented at any or all steps of the grievance procedure by the
designated representative and/or the HEA.

Decisions rendered at éach formal level will be made in writing on the forms
hereto attached, setting forth the decision and the reasons therefore, and will be
transmitted promptly to both Parties and the aggrieved MBU.

No records, documents, or communication concerning a grievance will be placed
in the personnel file of the MBU. Records of the grievance will be kept
confidential to the degree permitted by law.

All grievances shall be filed at Level One with the Administrator who has the
authority to make a decision.

Hearings held 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 to be present to attend.

The HEA, as such, shall have the right to file a grievance, if the subject matter
involved concerns:

1. An alleged violation of the Negotiated Contract as respects rights or privileges
granted to the HEA, its officers, or its representatives, as such;

2. An alleged violation of the Negotiated Contract as respects a matter affecting
two {2) or more MBUs.

Nothing in this Contract shall bind the HEA from exercising discretion in
resolving to pursue, or not to pursue, a grievance at any level, A grievance may

be withdrawn at any level with prejudice (ie., that the grievance cannot be
refiled).

The Parties agree that any dispute which is the subject of a grievance is to be
resolved through the grievance procedure of this Agreement. A grievance may
also be put in abeyance and taken out of abeyance by the mutual agreement of
both parties.

3.04 TIME LIMITS

A.

The number of days indicated at each step is considered a maximum. The time
limits specified, however, may be extended by written agreement of the Parties
and the MBU.

If any grievance is not initiated at Level One within thirty (30) days after the
grievant knew or reasonably should have known of the event or condition upon
which it is based, the grievance shall be considered waived, shall no longer be
deemed a grievance, and may not be processed as such. However, if a condition
is recurring, the thirty (30) day time limit will be applied to the most recent
OCCUITENCE.
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All grievances must be appealed to the next formal level within ten (10) days
following the rendering of the decision at the prior level. Failure to do so shall
deem the grievance settled on the basis of the disposition at the previous level.
Failure at any step of these procedures to communicate the decision on a
grievance within the specified time limits shall automatically entitle the grievant
to proceed to the next level.

3.05 PROCEDURE

A,

Level One

An MBU with a grievance should first discuss a possible grievance with his/her
Immediate Supervisor or Principal, either individually or with a representative, to
try to resolve it. The MBU must complete the grievance form (Appendix A)
within the thirty (30) day timeline prescribed in Section 3.04(B). Within ten (10)
days, the Supervisor or Principal shall issue a written decision and shall give a
copy to the HEA unless the timeline has been extended pursuant to Section
3.04(A).

Level Two

1. In the event that the grievant is not satisfied with the disposition of the
grievance at Level One, he/she may, within ten (10) days, complete Grievance
Form as found in Appendix A, and, file the grievance at Level Two with the
Superintendent or designee.

2. The Superintendent or designee will, within ten (10) days, conduct a hearing
concerning the grievance. Participants at the hearing shall include the
Superintendent or designee, Principal/Administrator, grievant, HEA
representative, and any other person who may be able to give information to
help resolve the grievance. Within ten (10) days from the close of the hearing,
the Superintendent shall issue a written decision to the grievant and shall give
a copy to the HEA, unless this timeline has been extended pursuant to Section
3.04(A).

Leve] Three

[. In the event that the grievant is not satisfied with the disposition of the
grievance at Level Two, he/she may, within ten (10) days, file the grievance at
Level Three.

2. The BOE/designee will, within ten (10) days, conduct a hearing concerning
the grievance.  Participants at the hearing shall include the BOE,
Superintendent or designee, Principal/Administrator, grievant, HEA
representative, and any other person who may be able to give information to
help resolve the grievance. Within ten (10) days from the close of the hearing,
the BOE shall issue a written decision to the grievant and shall give a copy to
the HEA, unless this timeline has been extended pursuant to Section 3.04(A).



D.

Level Four

1.

If the grievant is not satisfied with the disposition of the grievance at Level
Three, the grievant (through the HEA) may request a hearing before an
arbitrator.

The grievant’s request for arbitration shall be made within ten (10) days
following rendering of the disposition of the grievance in Level Three. The
grievant’s request for arbitration shall be made in writing to the
Superintendent. Within ten (10) days following receipt by the Superintendent
of the grievant’s request for arbitration, the BOE or its designee and the
grievant shall mutually petition the American Arbitration Association (AAA)
to provide both Parties with a list of arbitrators. The arbitrators will be
selected in accordance with the Voluntary Labor Arbitration Rules of the
AAA.

Once the arbitrator has been selected, he/she shall proceed with the arbitration
on the grievance in accordance with the Voluntary Labor Arbitration Rules of
the AAA. The arbitrator shall have the authority to consider only a single
grievance or several grievances involving a common question of interpretation
or application.

The arbitrator shall hold the necessary hearing promptly and issue the decision
within such time as may be agreed upon. The decision shall be in writing and
a copy sent to both Parties and the grievant. The decision of the arbitrator
shall be binding on the three (3) Parties: the BOE, the HEA, and the grievant.

The arbitrator shall not have the authority to add to, subtract from, modify,
change or alter any of the provisions of this Collective Bargaining Agreement,
nor add to, detract from, or modify the language therein in arriving at a
determination of any issue presented that is proper within the limitations
expressed herein. The arbitrator shall expressly confine himself/herself to the
precise issues(s) submitted to him/her, or to submit observations or
declarations of opinion which are directly essential in reaching the
determination,

The arbitrator shall in no way interfere with management prerogative
involving BOE discretion, nor limit or interfere in any way with the powers,
duties, and responsibilities of the BOE under its policies, applicable law, and
rules/regulations having the force and effect of law. The costs for arbitration
shall be shared equally by the Parties.

3.06 MISCELLANEOUS

A.

If the HEA Executive Committee decides at any level of the grievance procedure
that a grievance 1s without merit or that an equitable answer has been given, it
may withdraw its support. The grievants may seek, individually, further
satisfaction through other channels.



4.01

Nothing contained herein will be construed as limiting the right of any MBU
having a complaint or problem to discuss the matter informally with any
appropriate Administrator and having the grievance adjusted without intervention
of the HEA, provided the adjustment is not inconsistent with the terms of this
Contract and the HEA has been given the opportunity to be present at such
adjustment and to state its views.

The HEA may have a witness present at all formal steps of the grievance to
represent the interests of the HEA. (See Appendix A for the Grievance Form.)

The President of the HEA or the Grievance Chairperson, or designee, and the
grievant, shall be given released time to attend grievance hearings at each step of
the grievance procedure, if hearings are held during business hours. This time
shall include travel time to and from buildings.

ARTICLE 1IV. HEA RIGHTS

RIGHTS GRANTED TO THE HEA

A.

The use of building facilities for MBUs, without fee, upon the submission of a
request for building use in accordance with normal BOE policy.

The use of BOE-owned equipment, supplies or materials, as long as it does not
interfere with the instructional program or operation of HCSD. The cost for any
expendable supplies will be supplied by or paid for by the HEA.

The use of the inter-school mail system, e-mail, and other electronic networks in
accordance with BOE Policy in the school offices to distribute HEA bulletins,
newsletters, or other communications as long as it does not interfere with the
instructional program or operation of the HCSD.

The use of designated bulletin boards in teacher lounges or workrooms to
disseminate information to MBUs.

The use of the District’s communication network and related equipment as long as
it does not interfere with the instructional program or operation of the HCSD.
Any fees or toll charges associated with such calls shall be paid to the BOE by the
HEA.

The President of the HEA or designee may visit schools. Upon arrival, the HEA
President or designee shall notify the Principal of his’her presence in the building
and the purpose of his/her visit. Visits to schools must not interfere with teaching
and other duties assigned by the BOE and the ADM or with other school needs.

In accordance with ORC 121.22, the BOE will provide to the HEA President an
electronic copy of all BOE meeting agendas. Upon request, all financial reports
which may be made available to the public will be provided to the HEA President
in a timely manner.



HEA spokespersons as such may address the BOE at regular BOE meetings and
participate in discussions at BOE meetings as may other interested citizens.
Through the Superintendent and from the President of the BOE, HEA
spokespersons may, in advance, request permission to make formal presentations
at BOE meetings. HEA spokespersons will, in fact, be speaking for the HEA.

There shall be a bank of twenty-four (24) days per school year, no more than nine
(9) of which may be used by the president and no more than nine (9) of which
may be used by the president-elect (vice president) for Association business or to
attend OEA/NEA/NEQEA events. All other days shall be allocated to MBUs by
the HEA president to attend OEA/NEA/NEOEA events. Additional days or
events recommended by the HEA president may be approved by the
Superintendent. No more than eight (8) MBUs may be on Association business
on any given day.

4.02 RIGHT TO FAIR SHARE FEE

A.

Fair share fee applies to current members of HEA as of May 1, 2009 and to new
hires for 2009-2010 school year and thereafter, but not to current bargaining unit
members who were not members of HEA as of May 1, 2009.

Pavroll Deduction of Fair Share Fee

The employer shall deduct from the pay of members of the bargaining unit who
elect not to become or to remain members of the Hudson Education Association, a
tair share fee for the Union’s representation of such non-members during the term
of this contract.

Notification of the Amount of Fair Share Fee

Notice of the amount of the annual fair share fee, which shall not be more than
100% of the unified dues of the Union, shall be transmitted by the Union to the
Treasurer of the Board on or about September 30" of each year during the term of
this contract for the purpose of determining amounts to be payroll deducted, and
the employer agrees to promptly transmit all amounts deducted to the Union.

Schedule of Fair Share Fee Deductions

Payroll deduction of such annual fair share fees shall commence on the first pay
date which occurs on or after January 15™ annually. In the case of unit employees
newly hired after the beginning of the school year, the payroll deduction shall
commence on the first pay date on or after the late of:

1. Sixty (60) days employment in a bargaining unit position or
2. January 154
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Transmittal of Deductions

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

Procedure for Rebate

The Union represents to the employer 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 to each member of the bargaining unit who does not
join the Union 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 Chio.

Entitlement to Rebate

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

Indemnification of Emplover

The HEA on behalf of itself and the OEA and NEA agrees to indemnify the
employer for any cost of liability incurred as a result of the implementation an
enforcement of this provision provided that:

1. The employer shall give a ten (10} day written notice of any claim made or
action filed against the employer by a non-member for which indemnification
may be claimed;

2. The HEA shall reserve the right to designate counsel to represent and defend
the employer;

3. The employer agrees to (1) give full and complete cooperation and assistance
to the HEA and its counsel at ail levels of the proceeding, (2) permit the HEA
or its affiliates to intervene as a party if it so desires, and/or (3) to not oppose
the HEA or its affiliates’ application to file briefs amicus curiae in the action;

4. The employer acted in good faith compliance with the fair share fee provision
of this Contract; however, there shall be no indemnification of the employer if
the employer intentionally or willfully fails to apply (except due to court
order) or misapplies such fair share fee provision herein.
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5.01

ARTICLE V. TEACHER RIGHTS

PERSONNEL RECORDS

A.

The official personnel file of each MBU shall be maintained in the administrative
office of the HCSD and in accordance with Chapter 1347 of the ORC. Any
person (other than supervisory personnel as identified in accordance with Article
1.01(C), or their secretaries) who desires to review the personnel records of an
MBU of the certificated or support staff shall submit a written request to schedule
a time for the review. All reviews by individuals shall be conducted in the office
where the records are maintained and the Superintendent or designee shall be
present during the review to answer any questions that may be raised regarding
the records. The MBU shall be notified if the request is from an individual other
than supervisory personnel.

An MBU has the right, upon written request, to review the contents of his/her
personnel file and to receive copies of any documents contained therein at a cost
not to exceed the actual costs of reproduction. The first copy of any document
shall be provided at no cost. The MBU is entitled to be accompanied by an
individual of his/her choice during such review. Written request for review of any
MBU’s file shall be directed to the Superintendent or designee. This right to
review contents does not apply to preemployment information which predates the
Privacy Act of 1974 or to documents for which the MBU previously has signed a
written waiver or right to access.

A copy of any document shall be provided to the MBU at the time of the inclusion
of such document in his/her personnel file.

If the MBU disputes the accuracy, relevance, timeliness or completeness of
information about himself’herself maintained in the file, he/she may request that
the Superintendent or designee investigate the current status of the information.
The ADM shall, within a reasonable time after receiving that request, make a
reasonable investigation to determine if the disputed information complies with
ORC 1347.05(F) and notify the MBU of the results of the investigation and the
action to be taken with respect to the disputed information. If the MBU is not
satisfied with that determination, the MBU 1is entitled to have included in his/her
personnel file a brief statement of his/her position on the disputed information
and/or to include in the file a notation that the MBU protested that the information
is inaccurate, irrelevant, outdated, or incomplete.

Any such statements or notations incorporated in personnel files by MBUs shall
be included in any subsequent transfer, report or dissemination of the disputed
information. The Superintendent retains the right to include with the statement or
notation of the MBU, a statement that he/she has reasonable grounds to believe
the dispute is frivolous or irrelevant and to include the reasons for such belief.

In the event an MBU wishes to add/delete information in his/her personnel file, a

written request shall be submitted to the Superintendent. Additions/deletions of
information will be made in accordance with Ohio Revised Code.
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5.02 PROTECTION OF MBUS

5.03

A,

The BOE shall make reasonable efforts to provide MBUs with a safe and healthy
workplace and shall maintain its facilities in accordance with all Local, State, and
Federal laws governing the health and safety of workers.

As set forth in the Ohio Department of Education’s Policy on Positive Behavior
Interventions and Support, and Restraints and Seclusions which was adopted on
January 15, 2013, every effort will be made to prevent the need for the use of
restraint and seclusion of students. Restraint or seclusion shall not occur except
when there is an immediate risk of physical harm to the student or others, and
shali occur only in a manner that protects the safety of all children and adults at
school.

1. The District will provide all staff members with basic training about conflict
de-escalation procedures, the dangers of restraint and seclusion, and
procedures for contacting fully trained and certified staff when behavioral
crises occur, This training will be recurrent and will be provided to new staff
during orientation.

2. An adequate number of personnel in each building will be trained in crisis
management, including de-escalation techniques and the use of physical
restraint and seclusion procedures and a list of the school’s personnel who
have been trained through the crisis intervention program will be circulated to
the staff. Whenever possible, these trained staff members will be called upon
to administer physical restraint in situations where a student’s behavior poses
a threat of immediate, serious, physical harm to self and/or others.

Notwithstanding B, above, nothing precludes any teacher from using reasonable
force to protect students, other persons, or themselves from assauilt or immediate
risk of serious, physical harm. The MBU shall immediately report all such
instances, as well as any cases of assault on himself/herself in connection with
his/her employment, to his’/her Principal or Immediate Supervisor, in writing,
giving in detail the circumstances thereof.

PROFESSIONAL MEETINGS AND CONFERENCES

MBUs wishing to attend any professional conference, meeting, or convention shall
file a written request to the Superintendent or designee through the Building
Principal. After the Building Principal has reviewed and made a recommendation
regarding the request, he/she will forward it to the Superintendent who, at his/her
discretion, may grant such request with full deduction of pay or with no deduction.
MBUs sent to such conferences as representatives of the BOE shall have no
deductions in pay. The Superintendent or designee will evaluate requests for
reimbursement, if any, for each approved trip.
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5.04 ADMISSION TO SCHOOL ACTIVITIES

A,

Two (2) complimentary nontransferable admissions for dramas, musicals, and
sporting events may be obtained from the appropriate director. These free passes
are good for one date only, and a pass must be obtained for each event.

Such passes are not available and will not be issued for benefit-type functions
designed to raise funds for school-related and charitable activities,

MBUs who accept such passes may be called upon to help maintain student
discipline at the event.

505 RIGHT TO HEA REPRESENTATION

5.06

5.07

5.08

An MBU has the right to HEA representation at any meeting with an Administrator.

COMPLAINTS

Al

If an administrator receives a complaint about a teacher, the administrator shall
advise the complainant to discuss the matter with the teacher and give the teacher
the opportunity to correct any possible error or misunderstanding. Either the
teacher or the complainant may request the administrator be present. If the
complainant refuses to discuss the matter with the teacher, then the administrator
may set up a meeting involving the complainant and/or the teacher as well as the
administrator to attempt to resolve the issue. If the complainant refuses to give
his/her name or refuses to attend the aforementioned meeting, then the complaint
will not be placed in the bargaining unit member’s official personnel file. Nor
will disciplinary action be taken based on an anonymous complaint that has not
been substantiated through an investigation.

Any complaint shall be brought to the teacher’s attention if it is of major
importance, or which may become part of the personnel file. An anonymous
complaint may lead to an investigation, but the anonymous complaint cannot
become part of the official personnel file. If a complaint becomes a part of the
official personnel file of the teacher, the teacher shall have the opportunity to
rebut the complaint in writing.

PUBLIC RECORDS

MBUs will be notified when public records requests are made of e-mails, grade
distribution or any other document created by the MBU or which the MBU has authored.
The MBU has the right to receive the public record in the same manner that it is
dispersed to the public. There will be no cost to the MBU for receiving such record.

FINGERPRINTING FOR LICENSE RENEWAL

Fingerprinting for renewal of license to be done on site and paid for by the Board.
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ARTICLE VI. LEAVES

6.01 ASSAULT LEAVE

A. The BOE will provide up to a maximum of twenty (20) school days Assault
Leave to an MBU who is absent due to a physical or mental disability resulting
from an assault by a person(s) which occurs in the course of an MBU’s BOE
employment. The MBU will be maintained on full-pay status during the period of
such absence (up to a maximum of twenty (20) school days) under the following
provisions:

1. The MBU who has been assaulted must furnish a written, signed statement on
forms provided by the BOE to justify use of Assault Leave. (See Appendix
B).

2. Should assault leave extend beyond three (3) days, medical attention is
required, and a certificate from a licensed physician stating the nature of the
disability and its duration, shall be provided before Assault Leave can be
approved for payment.

B. Falsification of either a written, signed statement or a physician’s certificate may
be grounds for suspension or termination of employment under ORC 3319.16.

C. Assault Leaves granted under these regulations shall not be charged under Sick
Leave carned or eamable under ORC 3319.141, or leave granted under
regulations adopted by the BOE pursuant to ORC 3319.08.

D. If the MBU 1is physically disabled by the assault for longer than twenty (20)
school days, the Superintendent may approve an extension of Assault Leave and
require a second medical opinton to substantiate such leave extension, unless the
BOE at its discretion wishes to extend such leave.

E. If an MBU’'s absence resulting from assault is covered by Workers’
Compensation, the BOE shall provide the additional compensation that will
provide said MBU with the same income he/she was receiving at the time of
his/her assault. In the event a delayed award by Workers’ Compensation results
in a total combined payment to the MBU which results in an amount equal to or
more than the MBU’s normal per diem rate, the excess payment will be returned
to the BOE. The MBU shall be required to file a police report, unless the parties
mutually agree to waive this requirement.

F. Any exception beyond the above must be recommended by the Superintendent
and approved by the BOE.

6.02 EXTENDED ILLNESS AND/OR DISABILITY LEAVE
A. An MBU who is granted a leave of absence for extended illness and/or disability

shall receive any and all insurance fringe benefits to which he/she would
otherwise be entitled as an employee of the BOE for a period of six (6) months

15



from the initial date of absence. This six (6) month period where fringe benefits
are given shall run concurrently with FMLA leave and the first twelve (12) weeks
of extended illness and/or disability leave shall also be considered leave under
FMLA.

It is recognized that an MBU has a right under Federal law to continue fringe
benefit coverage at the MBU’s expense for a time specified by law. This period
shall run from the initial date of absence. After the FMLA period described
above, the MBU shall be entitled to all rights under the law to continued coverage
at his/her expense.

Such coverage shall cease if and when the MBU receives disability retirement
payments from the State Teachers’ Retirement System (STRS).

6.03 MILITARY LEAVE

A,

Rights

MBUs are entitled to all rights provided under the ORC and the Uniform Services
Employment and Reemployment Rights Act.

Compensation

1. An MBU who is a member of the Ohio National Guard, Ohio Naval Militia,
or Military Reserve shall be granted a paid leave of absence for up to thirty-
one (31) days during each contract year. This leave will be granted only in the
event that the MBU is called into active service.

2. An MBU called into active service for a period in excess of thirty-one (31)
days shall be paid the difference between his or her military pay and regular
salary that would have been earned for service in the HCSD. This pay will
continue for a period of up to five (5) years.

Reinstatement

1. An MBU returning from military leave of three (3) years or less shall be
reinstated to the same classification and position held prior to the leave.

2. An MBU returning from military leave greater than three (3) years shall be
reinstated to the same classification, but may be assigned to a different
position.

3. For purposes of seniority and placement on the salary schedule, up to five (5}

years of absence due to military leave shall be counted as though the MBU’s
service had been performed at the HCSD.
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6.04 PARENTAL LEAVE OF ABSENCE

A.

CONDITIONS

An MBU who is about to become the parent of a newborn, or who is the parent of
an infant under one (1) year of age, or who is an adoptive or foster care parent
may request and be granted a Parental Leave of Absence without pay or benefits
upon compliance with the conditions set forth below.

1.

The Parental Leave of Absence shall be for up to the balance of the school
year (in accordance with Section 4 below) in which delivery is expected or de
facto custody of a child being adopted is received (or prior to receiving such
custody if necessary to fulfill the requirements for adoption), except that an
extension of one (1) school year shall be granted if delivery or custody is
expected after March 1 and such extension is requested by the MBU no later
than April 15 preceding the year for which such extended leave is requested.

Prior to the thirtieth (30") day in advance of the beginning of the requested
date of the Parental Leave, the MBU shall file a written leave of absence
request with the Superintendent. This request shall include:

a. A statement regarding the expected date of delivery; or, in the case of
adoption, the expected date of receipt of custody;

b. Date on which leave is requested to begin; and

¢. Anticipated date of return to service.

Parental Leave may be extended by the BOE for one (1) additional school
year, upon the request of the MBU to the Superintendent, made not later than
the April 15 preceding the year for which such extended leave is requested.

Subsequent to receipt of custody of the infant or end of pregnancy, application
for reinstatement may be made by the MBU at any time during the school year
and the MBU may be reinstated no later than the beginning of the next
succeeding school year or earlier by mutual agreement.

Upon return from an approved Parental Leave, the MBU shail be entitled to
reinstatement in a similar position, if such position is available, with the same
contractual status the MBU held prior to the leave. If, however, a similar
position is not available, the MBU will be assigned to any other position for
which the MBU is certified.

Parental Leave shall not interrupt the MBU’s continuous employment status
as it applies to seniority. Advancement on the salary schedule in the year
following the Parental Leave shall occur if the MBU worked one hundred
twenty (120) or more days during the year of the leave.

A Parental Leave shall not exempt an MBU from decisions regarding
contractual renewals relating to MBU’s appraisal and/or staff reduction.
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6.05

8. Where the group insurance policy permits, an MBU on Parental Leave
may continue to participate in such benefits by advance payment, on a
monthly basis, of the total premiums for such benefits,

9, Because an MBU is on Parental Leave, he/she will not be denied the
opportunity to be considered for substitute duty in the schools.

Note: See Section 6.10

PERSONAL LEAVE

A.

Personal Leave is designed to permit MBUs to be absent from duties to take care
of personal matters that cannot be reasonably handled in any other way or at any
other time.

Personal Leave may not be used on the following days, except in unusual
circumstances with prior approval of the Superintendent or designee:

1. On the day before or the day after a holiday or vacation;
2. To extend a trip;

3. On the first or last day of school; or

4. Parent/Teacher conference days.

Personal leave may not be used for any leave purpose which is exclusively
governed by another provision of this Agreement nor may it be used for leisure,
recreational purposes, to interview for another job, or to work at another job,
including self-employment.

A two (2) day written notice shall be required prior to the use of any Personal
Leave by any member of the bargaining unit except in emergency situations. A
maximum of five percent (5%) of the bargaining unit may be on personal leave at
the same time which shall be administered on a first-come, first-served basis.

The following conditions govern the use of Personal Leave:

1. Except as provided in E(3) below, Personal Leave shall not exceed two (2)
days in any service year.

2. Absence on approved Personal Leave shall not be charged against Sick Leave.

3. A maximum of one (1) day of unused Personal Leave n a school yvear may be
added to the immediate next school year. Any additional unused days in a
school year shall be added to the MBU’s accumulated sick leave.

Personal Leave Procedures

1. Certificated personnel requesting Personal Leave shall use the approved
online process.
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G.

2. MBUs are not required to state a reason for the use of such leave.
However, requests for Personal Leave may not be for a prohibited purpose
as described in section C and may not be one of the days restricted in
Section B (unless granted by the superintendent or designee as indicated in
section G).

The Superintendent or designee may grant additional personal leave either paid or
unpaid to the MBU at his/her discretion.

6.06 SABBATICAL LEAVE

A.

“Sabbatical Leave” is defined as a leave of absence granted by the BOE to an
MBU for a period not to exceed one (1) school year to permit the MBU to engage
in professional activities which will be mutually beneficial to the MBU and the
HCSD. At the discretion of the BOE, Sabbatical Leave will be granted for the
purpose of strengthening or improving the instructional program of the HCSD. If
approved by the BOE, such leave shall be with partial pay equal to the difference
between the salary he/she would have eamed (exclusive of extracurricular,
extended time or Department Head compensation) and the salary paid to the MBU
employed as a replacement, plus insurance coverages in accordance with this
Agreement. Retirement deductions will be computed on the full base salary,
while other applicable deductions will be made in accordance with the normal
procedure.

Eligibility for leave shall be considered in accordance with the following:
1. An MBU may be considered for leave after six (6) years of service in the
HCSD.

2. The number of MBUs on Sabbatical Leave in any one (1) school year will be
limited to one (1) from each building; however, that number may vary at the
discretion of the BOE.

3. The MBU must have displayed superior instructional competence and a strong
curriculum orientation. Additionally, he/she must have displayed recognized
leadership in instructional and curriculum areas.

4, Not later than March 1, an MBU requesting such leave shall submit to the
Superintendent a wrntten request along with a plan for professional growth.
The BOE will provide a written response to the MBU within sixty (60)
calendar days of the date of submission.

5. The MBU must sign an agreement to return to service in the HCSD for two
{(2) consecutive years following his/her return from Sabbatical Leave, unless
causes beyond the control of the MBU prevent such a return to service. At the
conclusion of the leave, the MBU must present written evidence that the plan
of professional growth previously submitted was followed and completed.
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6. If service of the MBU returning from Sabbatical Leave is terminated by the
MBU before the end of two (2) years following such return, a salary refund to
the BOE must be made proportional to the amount of service not actually
rendered. This refund will include amounts paid by the BOE for retirement,
insurance, and other fringe benefits. Such refunds will be deducted from the
MBU’s pay in accordance with a schedule established by the Treasurer.

7. Sabbatical Leave for less than a full school year will be considered by the
BOE only if a satisfactory replacement can be obtained.

8. An MBU returmning from Sabbatical Leave will not forfeit retirement or
experience credit. Upon return from Sabbatical Leave, he/she will assume
his/her proper position on the current salary schedule, plus any additional
hours earned, and will return to the same position or one similar to his‘her
prior assignment. If the same or similar position is not available, he/she will
be assigned to another position for which he/she is certified.

6.07 SICK LEAVE

A,

All MBUs are, by law, granted fifteen (15) days Sick Leave per year, accumulated
at a rate of one and one-fourth (1-1/4) days per month or proportional in
accordance to the work assignment of the MBU. The accumulation of Sick Leave
shall be unlimited. Deduction for sickness in excess of accumulated Sick Leave
and deduction for unexcused absence will be made from the pay period following
the absence. Sick leave accumulation for ISGITs shall be calculated on the basis
of the ISGIT s daily assignment.

Sick Leave may be used for any absence of the MBU due to personal illness,
injury, exposure to contagious disease which could be communicated to others,

disability due to pregnancy, and for absence due to iliness, injury, or death in the
MBU’s immediate family. (ORC 3319.141)

An MBU may use accrued sick leave immediately following childbirth. Absent
medical verification of the need for a longer leave, the use of sick leave following
childbirth will not exceed six weeks from the date of delivery for routine delivery
and eight weeks from the date of delivery for a Cesarean delivery.

For the care of a spouse/partner/baby following the birth of a baby, an MBU may
use up to ten days of accrued sick leave within the two weeks following the date
of delivery. 1f an MBU requires more than ten days, he/she must provide medical
verification of the need for a longer leave.

For purposes of this Agreement, “immediate family” includes parent, grandparent,
son, daughter, brother, sister, or in-law bearing any of these relationships, spouse
or any individual who is a member of the MBU’s immediate household.

Deductions from the Sick Leave credit of an MBU for applicable absences shall
be in full days, half days, or a proportionate portion of a day, in accordance with
the work assignment of the MBU.
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The BOE will advance Sick Leave to MBUs who have not yet earned or have
exhausted Sick Leave. The amount of Sick Leave advanced shall be equal to, but
shall not exceed the amount the MBU would earn during the remainder of the
school year in which it is granted. This advance must be exhausted before an
MBU can access the sick leave bank.

6.08 SICK LEAVE BANK

A.

Statement of Purpose

The purpose of the Sick Leave Bank is to provide Sick Leave to contributors to
the Sick Leave Bank in cases of incapacitating personal illness or in cases of
illness of spouse or child after the MBU’s accumulated Sick Leave has been
exhausted.

The Sick Leave Bank will be administered by the Sick Leave Bank Committee
along with the Superintendent or designee. The Sick Leave Bank Committee
shall be a committee of five (5) persons, two (2) appointed by the Superintendent
and three (3) appointed by the HEA President.

Membership Eligibility

All MBUs are eligible to contribute to the Sick Leave Bank.

Eligibility for Drawing Leave

In order to use the Sick Leave Bank, an MBU must have used all of his/her
accumulated sick days. Contributors will then be permitted to apply for Sick
Leave from the Sick Leave Bank for reasons as stated in Section 6.07(B).

MBUs may elect to contribute one-half (!4) day from their accumulated Sick
Leave to become eligible for benefits. The eligibility period will last for the
duration of the Agreement or until all days have been depleted, whichever comes
first,

MBUs employed on or before the beginning of this Agreement may elect to enroll
in the Sick Leave Bank within thirty (30) days of the ratification of this
Agreement. For the duration of this Agreement, newly employed MBUs will
contribute one-half (}2) day to the Sick Leave Bank and will be automatically
enrolled in the Sick Leave Bank by October 15 in the year in which they are
employed for the duration of the term of this Negotiated Agreement, or until a re-
enrollment period is required under 6.08(G).

If the balance in the Sick Leave Bank reaches zero (0), a re-enrollment period of
fifteen (15) calendar days will automatically oceur.

Procedures to Draw Upon the Bank

An application obtained from the Sick Leave Bank Committee for an allotment
from the Sick Leave Bank will be accepted. (See Appendix C for the Sick Leave
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6.09

6.10

6.11

6.12

6.13

Bank Application Form.) A doctor’s statement is required with the application in
order for the request to be considered.

I. Once qualified to receive an allotment from the Sick Leave Bank, the maximum
number of days an MBU may receive from the Sick Leave Bank shall not exceed
thirty (30) days during an eligibility period. Allotments from the Sick Leave
Bank shall commence when all sick leave, including advanced sick leave, is
exhausted.

J. The Sick lLeave Bank Committee shall review and approve or deny all
applications to the Sick Leave Bank. Decisions of the Committee are final.

K. The Chairperson of the Sick Leave Bank Committee shall be responsible for
reporting data concerning the Sick Leave Bank to the Treasurer of the HCSD.

L. The Sick Leave Bank Committee shall review the operation of the Sick Leave
Bank annually, and make recommendations, if necessary, for modifications of the

plan to the Parties.

JURY DUTY LEAVE

The MBU wili be excused for jury duty. These days will not be charged to the MBU in
any form.

FAMILY AND MEDICAL LEAVE

The Board shall comply with current law on Family and Medical Leave.

WITNESS LEAVE

The MBU will be excused when required to appear in court or official government
hearing in response to a subpoena or direction of proper authority for HCSD-related
business. Such time will not be charged to the MBU in any form.

BEREAVEMENT LEAVE

Accrued sick leave may be used for any absence of the MBU due to death in the MBU’s
immediate family (parent, grandparent, son, daughter, brother, sister, or in-law bearing
any of these relationships, spouse or any individual who is a member of the MBU’s
immediate household). Accrued personal leave may be used due to death in the MBU’s
immediate family where the MBU does not have sick leave available, and for any deaths
outside of the MBU’s immediate family.

ADOPTION LEAVE

An MBU is eligible to use a maximum of thirty (30) work days of accrued sick leave
and/or personal leave upon adoption of a non-school age child {(or a maximum of ten (10)
work days for a school age child). Up to ten (10) days of accrued leave may be used prior
to the receipt of custody of the child for “process™ related obligations; however, accrued
personal leave must first be used for process related leave prior to use of accrued sick
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leave. Adoption leave must be concluded no later than six weeks after the date custody is
received. If both adoptive parents are Board employees, either or both may use accrued
sick/personal leave under this provision with the understanding that the combined sick
leave taken by both will not exceed thirty (30) days for non-school age children or ten
(10) days for school age chaldren.

ARTICLE VII. CONDITIONS OF EMPLOYMENT

7.01 MBUS’ CONTRACT YEAR

A,

D.

The MBUSs’ contract year shall be one hundred eighty-five (185) days which will
consist of the following:

1. 180.5 instructional days for students;

2. Two (2) Records Days, one at the end of each semester,

3. Two (2) days prior to the opening of school for students; one (1) preparation day
and one (1) Inservice Day planned jointly by the HEA and the ADM; and

4. One-half (1/2) records day at the end of the first grading period.

MBUs will be provided up to five (5) hours for scheduled professional activities
on North Eastern Ohio Education Association (NEOEA) Day and up to five (5)
hours on President’s Day. The professional activities may include professional
development/training, record keeping, exploration of new programs, collaboration
time with colleagues, data analysis, and technology training. The professional
activities will be planned collaboratively with the admimstration and HEA.
Attendance is voluntary and will be compensated at the summer school/curriculum
development rate per Section 13.05.

In addition to the above scheduled days, prior to the opening of school, newly
employed MBUs shall attend orientation meetings or conferences developed by
the ADM.

The contract work year for ISGITs shall be one hundred eighty-five (185) days.

702 LENGTH OF MBUS’ DAY

A.

MBUSs shall arrive in sufficient time to perform their duties prior to the student
day and remain after school to oversee the orderly dismissal of students, and
conduct scheduled student or parent conferences.

The MBUs” schedules and salaries anticipate that MBUs will arrive before or
remain after the instructional day to attend faculty or other professional meetings
that had been planned prior to that particular student day.

Beginning with the 2010-2011 school year, the length of the elementary student
day shall be increased from 6.50 hours to 6.75 hours. The additional fifteen (15)
minutes will be used to extend student lunch times. The length of the middle
school student day shall be 7.0 hours and the length of the high school student day
shall be 7.0 hours.
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7.03

7.04

7.05

Every MBU shail be provided a thirty (30) minute, duty-free, uninterrupted lunch.

Annually, no later than May 1, each ISGIT will be notified of his/her assignment
and work schedule for the next school year. This written notification will contain
the following data:

1. Salary notice, including the number of workdays for the next school year and
work assignment calendar, student contact days and hours per day, preparation
time, parent/teacher conference days, records days, professional
development/in-service days, and open house, if any is scheduled for the
ISGIT.

2. The assignment as prescribed above shall remain in place through October.
During October, the daily work schedule of all ISGITs may be adjusted with
more or less hours, based upon the needs of the District.

MEETINGS

A.

Administrators will endeavor to schedule only such items for inclusion in the
Building Meeting Agenda as cannot be presented in another manner (memo,
individual conference, etc.). Use of technology is encouraged to reduce the
number of meetings with MBU .

Announcements concerning HEA activities may be made by HEA representatives
at staff meetings.

When a meeting/conference is scheduled, it is the expectation that a MBU will be
provided oral or written notice of the date, location, purpose and estimated length
of the meeting/conference.

CALENDAR

The responsibility for the construction of the school calendar rests with the BOE. Such
calendar will be reviewed annually and input will be accepted from the HEA.
Recommendations shall be made in writing to the Superintendent by January 15 of each
school year for the following year calendar. Any changes which must be made to the
schoo! calendar after it has been established will be discussed with the President of the
HEA prior to the BOE making said changes.

PREPARATION/CONFERENCE TIME

A,

MBUs assigned to Grades PreK through Grade 5 shall have an average minimum
of two hundred (200) minutes per week of preparation and conference time during
the student day. Reasonable effort will be made to equitably distribute assigned
preparation and conference time throughout the week.

MBUs assigned to Grades 6-8 will have a minimum of five (5) periods or two
hundred (200) minutes per week preparation and conference time, whichever is
greater. Should the Sixth Grade in the future become part of an clementary
building, preparation time for the Sixth Grade will conform to the schedule
e¢stablished above for Grades PreK through Grade 5.
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7.06

7.07

7.08

C. MBUSs assigned to Grades 9-12 shail have preparation and conference time as
follows:

1. On non-block days, the MBU will be assigned one full period for preparation
and conference time.

2. On block days, the MBU will be assigned a duty for the equivalent of a
maximum of haif of the duty period. The other half of the duty period will be
used for preparation and conference. The MBU’s duty period will occur on
one block day and the preparation and conference period will occur on the
other block day each week (unless the MBU approves of them both being on
the same day).

D. Preparation and conference time shall be scheduled in blocks of not less than
twenty-five (25) minutes.

E. Special subject MBUs PreK through Grade 5 shall have no more than one (1)
twenty-five (25) minute block of preparation and conference time per week
scheduled outside the student day.

F. Conferences between the MBU and the Administrator will be scheduled
cooperatively.

G. All other conferences will be scheduled at the discretion of the MBU. MBUs will
make every effort to cooperatively schedule conferences with parents.

H. See Section 13.16 for preparation and conference time for ISGITs.

TRAVEL TIME/TRAVELING MBU

A traveling MBU shall have a minimum of twenty (20) minutes between ending a class at
one school and beginning a class at another school. Exceptions to this provision shall
occur only when both Parties agree. Every effort shall be made to insure adequate
preparation and set-up time between classes.

CLASS SIZE

The Board of Education recognizes the importance of small classes and wiil make
reasonable attempts to achieve class size of 1:24 teacher-pupil ratio at all levels if space
and financial conditions permit. The Board recognizes the responsibilities associated
with special needs students and will be sensitive in their placement of these students in
regular classrooms based on an evaluation of the students’ needs and corresponding
instructional modifications and accommodations. The Board recognizes that when
assigning special needs students there will be consideration given regarding enrollment
numbers and student needs.

RELIEF HELP

A. No teachers shall be assigned lunch time supervision or noon playground duty.
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B. Twenty (20) minutes after the final dismissal bell at each elementary building, all
remaining bus riders will be gathered in one location. One (1) teacher will
supervise these late riders, if needed, and see them safely on the bus. The Board
will pay Fifteen Dollars ($15.00) per duty and the staff in each building will
develop the plan for implementation in the building during the third week of
school. Accurate records will be maintained by the teacher in charge. To insure
student safety, the Principal may direct additional staff members to assist if the
Principal (ADM) or designee deems the situation to be unsafe.

7.09 ROOM EOUIPMENT

7.10

7.11

7.12

A desk, chair, and a filing cabinet will be provided for each MBU at a location that is
readily accessible.

SUBSTITUTE TEACHERS

A. Substitute teachers will be provided for all MBUs who are absent from school,
including the special areas of Music, Art, Physical Education and Library,
provided qualified substitute teachers are available. In cases mutually agreed
upon by the Superintendent, Principal, and the MBU involved, other
arrangements may be made to cover MBU absence.

B. No MBU is obligated to substitute for another MBU and is not required to obtain
a substitute.

CRIMINAL RECORDS CHECK 1LAW

The HCSD adheres to the Criminal Records Check Law as outlined in the ORC 3319.39.
In the event that an MBU is tentatively approved by the BOE while the criminal records
check is pending, and the results of the investigation are returned indicating a
disqualifying crime, the Parties agree to terminate said MBU immediately.

PROFESSIONAL LEARNING COMMUNITIES

Time will be included in the MBU (teachers’) work day that will provide for
collaboration, monitoring of data and other activities focused on improvement in student
performance.  Professional Learning Community (“PLC”™) time may be used for
professional development or training with approval of the Building Principal. One (1)
PLC meeting per month will be dedicated to analysis of student data (individually or
collectively in small group). The MBUs will share with the PLC a summary of the data
analyzed, observations regarding the data, and impact on instruction.

ARTICLE VIII. CONTRACTS

MBUs will be given a contract executed by the Treasurer of the BOE, or a salary
statement executed by the Treasurer, Such contract salary statement shall specify the job
title, contract period, and the dollar amount to be paid.
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8.01 LIMITED CONTRACTS

Each new full-time MBU will be issued a one-year contract. Subsequent one-year
contracts may be issued to each reemployed MBU during a three-year probationary
period. Following three (3) successive one-year contracts, a reemployed MBU may be
issued a two-year contract which may be followed by successive three-year contracts
until such time as that MBU becomes qualified for a continuing contract.

8.02 CONTINUING CONTRACTS

A,

The issuance of continuing contracts will be governed by the provisions of ORC
3319.11 except as modified by this section.

An MBU who may become eligible for continuing contract status shall forward a
letter to the Superintendent prior to September 30 of the school year in which
continuing contract consideration is being requested before a continuing contract
may be granted. Failure to comply with the September 30 requirement shall defer
continuing contract status consideration until April of the school year in which the
September 30 notice requirement has been met by the MBU., The MBU who has
forwarded the letter can waive the right to be considered for a continuing contract
by withdrawing the letter, deferring consideration for a subsequent year by
resubmitting the letter in accordance with this paragraph.

In the event the Superintendent believes an extended limited teaching contract
[not to exceed two (2) years] is warranted for a bargaining unit member who is
otherwise eligible for a continuing contract, the member will receive written
notice at least five (5) working days prior to any Board action and an
improvement plan will be developed in accordance with Article X1 addressing the
reasons for the recommendation. The Board must act on an extended iimited
contract with written notice given to the member on or before June 1. The parties
agree the Board may bypass the procedures under Section 3319.11(]) of the Ohio
Revised Code and issue an extended limited teaching contract upon the
Superintendent’s recommendation without first entertaining a recommendation
for a continuing contract. Upon subsequent reemployment of the member after
the expiration of the extended limited contract, only a continuing contract may be
entered into. If the Board does not give the member written notice of its
affirmative action on the extended limited contract on or before June 1, the
member is deemed reemployed under a continuing contract at the same salary
plus any increment provided by the salary schedule. The member is presumed to
have accepted employment under the continuing contract unless the member
notified the Board in writing to the contrary on or before June 1, and a
continuing contract shall be executed accordingly.

8.03 SUPPLEMENTAL CONTRACTS

A,

Supplemental contracts shall be one (1) year contracts. Certified and qualified
MBUs will be given first consideration to fill supplemental positions. First
consideration shall be defined as the right to an interview but no applicant shall be
entitled to a position merely due to his’her employment status.
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All supplemental limited contracts including regular supplemental and extended
time contracts shall automatically expire at the end of the activity or by April 30
of each school year, whichever is later. The procedural due process and
evaluations requirements contained i ORC 3319.11 shall not apply to
supplemental or extended time contracts.

8.04 NONRENEWAL/TERMINATION

8.05

A.

B.

Nonrenewal

1. Nonrenewal of limited teaching contracts for all teachers in the HCSD shall be
in accordance with ORC 3319.11 and as otherwise set forth in this Section
8.04 A.

2. In order to nonrenew a limited teaching contract for poor performance, the
MBU must have been placed on a performance improvement plan (Appendix

E) consistent with Article X1.

3. The MBU’s procedural and appeal rights are governed by ORC 3319.11 and
are not subject to the grievance process.

Jermination

The contract of an MBU may not be terminated by the BOE except for good and

just cause as prescribed by ORC 3319.16 and 3319.161. MBU’s procedural and

appeal rights are governed by the Ohio Revised Code and termination is not
subject to the grievance process.

DISCIPLINARY ACTION

Discipline shall normally be progressive. At any stage in the procedure outlined herein,
an MBU may request to have a representative of his/her own choosing at his’her own
expense assist and/or represent the MBU.

A.

When an act of omission, or vielation of BOE Policy, or violation of the law on
the part of an MBU which could result in disciplinary action is thought to have
occurred, the building principal shall investigate the facts and circumstances
informally and discuss the incident(s) with the MBU. Minor first time infractions
should normally be resolved through informal discussions, which may include an
oral or written warning or reprimand by the Building Principal.

More serious infractions or repetitious incidents shall be reported to the
Superintendent or designee through the MBU’s supervisory channel. The
Superintendent or designee shall investigate the facts and circumstances
informally and may refer the matter back to the Building Principal for resolution,
impose discipline as outlined below or refer the matter to the Superintendent or
designee or BOE for resolution.

If, in the judgment of the Superintendent or designee, the matter is referred to
him/her, an act of omission or violation of BOE Policy or violation of the law has
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occurred which warrants disciplinary action, he/she may discipline the MBU by
oral or written reprimand and/or suspension without pay for a period not to
exceed three (3) working days. Suspension for any period may only be imposed
after an informal hearing at which the MBU and/or his/her representative shall
have been afforded the opportunity to be heard, to call witnesses, or to question
witnesses concerning the incident or matter being investigated, The MBU shall
be notified of the time and place of any such informal hearing three (3) calendar
days in advance.

D. Any suspension imposed shall be referred automatically to the BOE at its next
regular or a special meeting for review and confirmation. The BOE may confirm,
reduce, or vacate the suspension.

E. During any hearing conducted before the BOE, the MBU shall have the right to
be represented by an individual of his/her choice at no cost to the BOE, to present
evidence and/or witnesses, 1o question witnesses, and to make a sSworn or unsworn
statement to the BOE. The BOE shall cause a transcript of the hearing to be made
at BOE expense if demotion or discharge has been recommended. An MBU may
request a copy of the transcript at a cost not to exceed the cost of reproduction.

F. Final action on any discipline, suspension or dismissal by the BOE shall be taken
by BOE resolution in open session, A copy of the resolution shall be provided to
the MBU by certified mail.

8.06 EXTRACURRICULAR ADVISORY COMMITTEE {EAC)

A, The EAC shall meet when new positions are created to establish the specific
percentage of BA-0 base salary for the position.

B. The Extracurricular Advisory Committee (EAC) shall consist of four (4)
members, two (2) of whom shall be HEA members appointed by the HEA, and
two (2) appointed by the BOE. The Athletic Director shali serve as an ex officio
member and participate in discussions relating to Athletic Coaches.

8.07 SUPPLEMENTALS REVIEW COMMITTEE

A, Supplemental programs and compensation as defined in 13.08 and 13.13 will be
reviewed according to the schedule below:

1. Academics (during bargaining for the Negotiated Agreement beginning July 1, 2014)
2. Athletics (during 2014-2015 school year)

3. Fine Arts (during 2015-2016 school year)

4, Clubs/Activities (during 2016-2017 school year)

B. The following parameters will be in place for each review:

1. Academics will be reviewed during bargaining and the results will be included
in this Negotiated Agreement.
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2. The Athletics, Fine Arts and Clubs/Activities review committees will be
created by the Superintendent/Designee and HEA President and approved by
the Leadership Team.

3. The Athletic, Fine Arts and Clubs/Activities review committee will receive a
charge, timeline and parameters as recommended by the Superintendent/Designee

and approved by the Leadership Team.

4, The recommendations of each review committee will be forwarded to the
bargaining teams to finalize a Memorandum of Understanding (MOU).

5. The HEA and BOE must ratify each MOU,
6. Upon ratification, each MOU becomes part of this Negotiated Agreement.

ARTICLEIX. VACANCIES AND TRANSFERS

9.01 POSTING OF VACANCIES

A, Notice of any instructional (including summer school) or administrative vacancies
within the certificated staff of the HCSD shall be posted by the Superintendent’s
office on all faculty bulletin boards and on the network for five (5) days prior to
the completion of interviews for such positions. A copy of these notices shall also
be sent to the HEA President. All qualified MBUs who apply in writing for an
MBU-posted position will be interviewed.

B. For vacancies which arise during the summer months, notices will be posted on
the school district website and e-mailed to all MBUs at their school district e-mail
address at least five (5) days prior to the completion of interviews.

9.02 VOLUNTARY TRANSFER

A. An MBU wishing to transfer from one building to another within the HCSD or
from one subject area to another, may make a request to this effect as follows:

1. The MBU wishing to transfer shall file a request, in writing, with the Building
Principal not later than April 1. The Building Principal shall forward this
request to the Superintendent or designee.

2. As soon as practicable, but not later than July 10, the Superintendent or
designee shall notify the MBU requesting the transfer and the Principal of the
building where the MBU is currently assigned as to the disposition of the
request. In acting on requests for transfer, the following criteria will be
considered:

a. Individual qualifications;

b. Instructional requirements;
¢. Staff availability and experience mix.
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9.03

9.04

10.01

10.02

3. In cases where more than one (1) MBU has requested transfer to the same
position and the criteria indicated in a, b, and ¢, above, are considered by the
Superintendent/Designee to be equal, the preference in assignment or transfer
shall be given to the MBU with the greatest number of years of service in the

HCSD.
INVOLUNTARY TRANSFER
A. Notice of an involuntary transfer or reassignment will be given to MBUs as soon

as practicable and, except in cases of emergency, not later than July 10.

B. Upon notification of an involuntary transfer of an MBU, a meeting will be held
with the MBU and the ADM regarding the transfer. The MBU reserves the right
to waive the meeting.

ASSIGNMENT

The Superintendent reserves the right to make all assignments, inciuding transfers,
whether initiated by the MBU or the ADM, with the best interests of the students as the
prime criterion.

ARTICLE X — INSURANCE PROVISIONS

FULL-TIME/PART-TIME STATUS DEFINED

For purposes of this Article only, the term “full-time” shall mean MBUs on full salary for
the MBU’s class and step. “Part-time” MBUs are those whose assignment is expressed
as a percentage of full-time. Those MBUs whose assignment is less than .5 time do not
receive the insurance benefits outlined in this Article. Those whose part-time assignment
is .5 time or greater receive benefits as outlined below.

LIFE INSURANCE

All full-time MBUs will be provided with a minimum of Twenty Thousand Dollars
($20,000) of Convertible Term Lite Insurance with Accidental Death and
Dismemberment benefits, or an amount equal to each full-time MBU’s annual base salary
expressed to the nearest One Thousand Dollars ($1,000), whichever is greater. Part-time
MBUs will be provided with either a minimum of Ten Thousand Dollars ($10,000) of
Convertible Term Life Insurance, including Accidental Death and Dismemberment
benefits, or an amount equal to each part-time MBU’s annual base salary expressed to the
nearest One Thousand Dollars ($1,000), whichever is greater. Premiums for such life
insurance coverages will be paid by the BOE. The BOE shall allow individual MBUs to
purchase additional amounts of coverage through payroll deduction, provided the number
of MBUs electing to take advantage of this opportunity is adequate to meet the
requirements of the insuring company and such coverage is available through the
insurance carrier providing the foregoing coverage.
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10.03 HOSPITALIZATION INSURANCE

A.

The BOE agrees to provide Hospitalization Insurance essentially equal to the
coverage currently in effect in the HCSD. The HEA shall be provided a certified
copy of the insurance contract specifically outlining detailed coverage provisions
and any changes or revisions thereof.

The PPO Plan shall contain an annual deductible amount of Two Hundred Dollars
($200.00) per individual and/or Four Hundred Dollars ($400.00) maximum per
family. After payment of the annual deductible, the benefits under the Medical
Insurance Plan shall be paid on an eighty percent/twenty percent (80%/20%)
coinsurance basis of the reasonable and customary charges for all Hospitalization
and Major Medical covered expenses for in-network charges. Out-of-network
charges shall be paid seventy percent/thirty percent (70%/30%). In a calendar
year, the coinsurance will change to one hundred percent (100%) whenever an
MBU’s deductible is met and copayment(s) exceed Five Hundred Dollars
($500.00) for single coverage or One Thousand Dollars ($1,000.00) for family
coverage in expenses for either the MBU, covered dependents, or both in
combination. Coverages are offered as follows, with the MBU paying fifteen
percent (15%) of the annual premium for each coverage through December 31,
2015, and then seventeen percent (17%) effective January 1, 2016, and eighteen
percent (18%) effective January 1, 2017 for: single; MBU and spouse; MBU and
dependent children; and family (MBU, spouse and dependent children). Part time
MBUs will pay the same annual premium as full time MBUs, in addition to
paying a prorated portion of the remainder of the premium based upon the
percentage assignment of the MBU (i.e. a 50% MBU member will pay the
applicable premium plus 50% of the remainder of the premium).

Any MBU or covered dependent who reaches age sixty-five (65) during the life of
this Contract shall have the option to continue the medical coverage then in effect
or to select medical coverage under Medicare. If the BOE-provided coverage 1s
continued, it shall be the primary payer of medical benefits and Medicare shall be
secondary. If Medicare is selected as primary, there shall be no secondary
coverage paid by the BOE. In most cases, it is to the MBU’s advantage to
continue BOE-provided coverage. This provision constitutes the notification to
members required by the Equal Employment Opportunity Commission rules, and
no further notification shall be made by or required of the BOE.

The Board will provide access to flu shots on-site at no cost to the MBU.

Coverage will also include one (1) hearing aid per ear, capped at $2,000 every
two (2) years.

An MBU who elects to have no medical coverage for a year shall receive an
annual payment of Four Hundred Fifty Dollars ($450.00) in April. Selection of
the Plan in Paragraph B, above, or the alternative in Paragraph D, above, shall be
made prior to the beginning of each school year in June. Once a Plan has been
selected, that Plan shall remain in effect until the next school year. However, an
MBU who ¢lects no coverage may subsequently elect one of the Plans during the
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year if he/she has a change in marital status through death, dissolution, divorce or
marriage, or if a spouse becomes unemployed.

A husband and wife, both working for the BOE, may not both elect family
coverage. One will receive coverage as the MBU and the other shall be covered
as a dependent. The MBU’s spouse covered as a dependent shall be eligible for
reimbursement to opt out of the medical insurance Plan. Nothing in this Section
shall be construed to prevent a MBU or spouse from maintaining an independent,
personal, private health or accident insurance plan.

Elective surgery will be covered at fifty percent/fifty percent (50%/50%)
coinsurance unless the following conditions are met:

1. The member or covered dependent must obtain a second medical opinion
from a licensed practitioner of his/her choice. The opinion does not need to
confirm the need for the elective surgery but must be available for evaluation
by BOE.

2. The practitioner performing the surgery must submit in advance to the carrier,
on a form provided by the carrier, a request for predetermination of the length
of the hospital stay. Upon receipt of this determination, the plan will cover
only those days unless there are unforeseen complications certified by the
practitioner.

3. Hospitalization coverage shall not provide any benefits for Friday or Saturday
prior to surgery unless the surgery is scheduled on Monday.

4. Nothing in this provision shall apply to emergency surgery recommended by a
licensed practitioner.

Prescription Drug Insurance

1. Pharmacy

The BOE agrees to provide for the MBU or covered dependent(s) prescription
drug insurance, with co-pays as prescribed below. In a calendar year, the
coinsurance will change to one hundred percent (100%) whenever the
prescription drug co-pays, as prescribed below, exceed Five Hundred Dollars
($500.00) for single coverage and One Thousand Dollars ($1,000.00) for
family coverage.

Generic $15.00
Preferred $20.00
Non-Preferred $30.00

2. Mail Order Maintenance Drugs

The BOE agrees to provide for the MBU or covered dependent for
maintenance drugs through a Mail Order Maintenance Drug Service provider,
with co-pays as prescribed below. In a calendar year, the co-insurance will
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change to one hundred percent (100%) whenever the prescription drug co-
pays, as prescribed below, exceed Five Hundred Dollars ($500.00) for single
coverage and One Thousand Dollars ($1,000.00) for family coverage

Generic $30.00
Preferred $40.00
Non-Preferred $60.00

Well child care shall be provided and shall include scheduled immunizations and
office visits for eligible dependent children from birth to age18. This benefit will
be provided consistent with other medical benefits.

Preventive Care

The health care shall provide for the following preventive services at the payment
percentage listed in the Schedule of Coverage after satisfaction of the calendar
year deductible.

1.

One (1) routine papanicolaou (PAP) smear per calendar year for women over
the age of 18.

One (1) routine mammogram for women age 35-39, every two (2) years for
women age 40-50, and every year for women over 50 years of age.

Charges incurred once every three (3) years for pathology, X-ray or radiology
services rendered to detect prostate cancer for men over the age of 40.

Charges incurred once cvery three (3} years for the pathology, X-ray or
radiology services rendered to detect colon or rectum cancer for men or
women over the age of 40.

The Board shall pay the reasonable and customary cost, not to exceed $250.00
per occasion, of a periodic physical examination to be performed by a
practitioner of the MBU’s choice with the following frequency: Employees
under 40 years old, once between the 33™ and 37" birthday; employees
between 40 and 50, once every three years; employees over 50, once every
two vears or annually if recommended by MBU’s doctor.

Emplovee Assistance Program {(EAP)

1.

The HCSD will provide an Employee Assistance Program (EAP) for MBUs
who are experiencing personal difficulties. The purpose of the program is to
assist MBUs in obtaining help to resolve such problems in an effective and
confidential manner. This program recognizes that the primary obligation is
to seek assistance and to resolve the problem rests with the MBU,

All MBUs of the HCSD whose assignment is .5 time or more are eligible for
this benefit. Those MBUs whose assignment is less than .5 time are not
eligible for the Employee Assistance Program.
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10.04 DENTAL INSURANCE

A.

Dental Insurance Option 1—Delta Dental “High” Plan

l.

The BOE will provide Dental Insurance coverage equal to the Delta Dental
Plan High Plan [100/80/60/60% co-insurance; Twenty-Five Dollar ($25.00})
deductible single, Fifty Dollar ($50.00) deductible family; Two Thousand
Five Hundred Dollar ($2,500) calendar year maximum; Two Thousand Five
Hundred Dollars ($2,500.00) Orthodontia lifetime maximum].

MBUs shall pay fifteen percent (15%) of the premium cost for any coverage
chosen. For part-time MBUs, the BOE will pay the full cost of single
coverage up to One Hundred and Forty ($140.00) and family coverage
(single/dependent) up to Two Hundred Thirty-Two Dollars and Fifty Cents
($232.50).

Dental Insurance Option 2—Delta Dental “Low” Plan

1.

The BOE will provide dental insurance coverage equal to the Delta Dental
Low Plan [Class “A” procedure deductibles none, payment percentages are
100%; Class “B” procedure deductibles are Twenty-Five Dollars ($25.00) per
individual and Fifty Dollars ($50.00) per family, payment percentages are
100% of “Dental Schedule Amount;” Class “C” procedure deductibles are
Twenty-Five Dollars ($25.00) per individual and Fifty Dollars ($50.00) per
family, payment percentages are 100% of “Dental Schedule Amount,” One
Thousand Five Hundred Dollar ($1,500) calendar year maximum for Class
“A,” Class “B,” and Class “C” procedures combined; One Thousand Dollar
($1,000) Orthodontia lifetime maximum.]

MBUs shall pay fifteen percent (15%) of the premium cost for any coverage
chosen. For part-time MBUs, the BOE will pay a pro-rata amount for
coverage equal to the percentage assignment of the part-time MBU.

MBUs will have an opportunity to open enroll in the Delta Dental plans to
take effect January, 2015.

ISGIT eligibility for insurance shall be prorated for medical/dental insurance as
per other part-time MBU .

If, during the life of this Contract, a Preferred Provider Organization (PPO)
becomes available for the delivery of dental services, an MBU may elect this
coverage as an alternative at a cost to the BOE not to exceed the cost for the
regular Plan above. Any additional cost shall be paid by the MBU through
payroll deduction.

10.05 VISION INSURANCE

A,
B.

The BOE shall offer a plan of vision insurance.

A summary of vision insurance benefits, together with co-pays and premium
costs, is contained at Appendix F.
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10.06

10.07

SPECIAL PROVISIONS

A. All insurance coverages except life insurance, here listed, shall be provided single
or family coverage at the option of the MBU.

B. All insurance provisions extend year-round for all MBUs. Full BOE-paid
insurance provisions will extend to the end of the month in which the employee
either retires, or voluntarily resigns, with the exception of MBUs who are rehired
retirees, Pursuant to Article 17.05, insurance provisions shall extend year-round,
so as to include insurance coverage for rehired retirees during the summer months
when school is not in session. The BOE shall cease to offer insurance coverage
through the summer months to retirees if a retiree is not rehired for the succeeding
school year.

C. Those MBUs who retire or voluntarily resign shall have the right to receive their
total payment of salary in the month in which they retire or voluntarily resign.

D. The BOE will offer a Flex 125 plan to all employees. The BOE agrees to pay all
costs for MBUs who enroll in the plan.

E. Claims for mental/substance abuse conditions are processed on the same basis as
any other illness.

F. There is no coverage for fertility but the Board will attempt to negotiate discounts
on a case by case basis.

G. ISGIT Insurance Eligibility

The Spring notification of the next year’s assignment shall be used as the basis for
determining eligibility for medical and dental insurance for the entire next school
year. notwithstanding any changes to an ISGIT's work assignment made in
October, pursuant to Section 7.02(E)(2) above. An increase in the hours as a
vesult of the October adjusiment, if sufficient enough in accordance with the
Negotiated Agreement, shall deem an ISGIT cligible for medical and dental
insurance coverage.

WELLNESS INITIATIVE

MBUSs who participate in each of the following aspects of the wellness program -- (1) an
annual Body Mass Index (BMI); (2) an annual physical examination, and (3) an annual
health risk assessment, will not be subject to the increase in premium share for the
subsequent calendar year. For example, if an MBU participates in the wellness program
in the 2015 calendar year, the premium share will remain at fifteen (15%) instead of
seventeen (17%). If that MBU chooses not to participate in the wellness program in the
2016 calendar year, the MBU will pay the eighteen (18%) premium. Newly hired MBUs
will be subject to the premium in effect at time of hire and will have the same opportunity
to remain at that premium if the MBU participates in the wellness program. Should an
MBU choose not to participate in each aspect of the wellness program, the premium
share will be that in effect for the calendar year following the year in which the MBU did
not participate. The Board will provide opportunities for MBUs to participate in the
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wellness program on site at no charge and will consider documentation of participation
from January 1 to December 31 to satisfy the wellness components.

ARTICLE XI. TEACHER APPRAISAL/EVALUATION

11,01 GUIDING STATEMENTS OF THE TEACHER EVALUATION PROCESS

A, The most important elements of the educational program are the professional
educators and the students they instruct.

B. The evaluation process shall look at the whole teacher and shall be conducted
openly, consistently, and with full knowledge of the employee. This process
considers the evidence in each standard area across the arc of the entire vear,
taking into account observations, all conferences, and daily interactions. It is
particularly important to consider trends in the teacher’s performance over time.

C. The evaluation process promotes reflection, using multiple measures to guide
professional development, to inform instruction, and to assist teachers and
administrators in identifying and developing best educational practices.

D. It is the responsibility of the evaluator to make recommendations and to assist the
evaluatee in the implementation of these recommendations.

E. The educational attainments and successes of students are the shared
responsibility of students, parents, teachers, administrators, and the Board of
Education. In this context, teachers recognize their shared responsibility for
students accomplishing grade level subject objectives contained in the courses of
study.

F. Accomplished practitioners should have the opportunity to assume greater
influence over the evaluation process as it relates to their continued professional

growth.

11.02 DEFINITION OF TEACHER

A, The Ohio Teacher Evaluation System (OTES) applies to any person employed
under a teacher’s license or a professional teacher’s certificate in accordance with
law and who spends at least 50% of his or her time providing student instruction.

B. MBUs who are employed as a Library’Media Specialist, School Counselor, School
Psychologist, Therapeutic Specialist, Curriculum Coordinator, Long-term Substitute,
and other identified personnel who have contact with students but do not fall under
the definition of teacher under ORC shall be evaluated using the same procedures for class-
room teachers using agreed upon forms found in Appendix D of the negotiated contract.
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11.03 DEFINITION OF CREDENTIALED EVALUATOR

Observations and appraisals may be conducted by the MBU’s principal, assistant
principal, or by the appropriate certificated and credentialed administrators who are
employees of the Hudson City Schools. In the event of exigent circumstances (which
preclude the assigned evaluator from completing the evaluation), the Superintendent will
consult with the HEA president prior to making a reassignment.

11.04 EVALUATION PROCEDURE AND TIMELINE

A.

Assignment of Evaluator; By September 15th of each year, each teacher shall be
notified, in writing, of the name of his/her evaluator. In the case of a new MBU

employed after this date, the notification shall be within thirty (30) calendar days
of the eftective hire date.

Observations: The first observation shall be completed no later than the week
prior to the end of the first semester per the District calendar and subsequent
observations by May 1st.

New MBUs: The district shall inform each new MBU of the evaluation
procedures by September 15th or within thirty (30) calendar days of their
effective hire date. Each new MBU shall be evaluated every year for the first
three (3) years of employment in the district regardless of rating.

All MBUs: One evaluation cycle shall be conducted and completed by May 1st
and the MBU being evaluated shall receive a written report of the results of this
evaluation by May 10th.

“Accomplished” MBUs with student academic growth measures of average or
higher with three (3) years or more in the District : Following an Accomplished
rating and a student growth measure of average or higher, the MBU shall be
exempt from the evaluation cycle the subsequent two years.

“Skilled” MBUs with student academic growth measures of average or higher
with three (3) years or more in the District : Following a skilled rating and a
student growth measure of average or higher, the MBU shall be exempt from the
evaluation cycle the subsequent year.

Any teacher who was on an approved leave for 50% or more of the school year
will not be subject to the evaluation process and any portion of the evaluation
process that may have been completed prior to accumulation of the leave will not
be reported.

Any teacher who has submitted a notice on or before December | of the intent to

38



11.05

retire will not be subject to the evaluation process and any portion of the
evaluation process that may have been completed prior to submission of the
notice will not be reported.

I. Any teacher who will skip an evaluation cycle per paragraphs E or F above may
request to be placed on the normal evaluation cycle. Such requests must be
submitted to the Superintendent/designee by September 15.

J. Any teacher who skips a normal evaluation cycle per paragraphs E or F above
will receive one formal observation and post-observation conference during the
off-cycle year.

K.  Final Summative Rating Report: No later than ten (10) work days following the
final observation or Student Growth Measure review, whichever comes later in
the year, and before the final summative rating is submitted, a conference shall be
held between the MBU and the evaluator. A draft copy of the Final Summative
Rating Report for the MBU’s annual evaluation shall be given to the MBU at least
twenty-four (24) hours prior to the meeting. Within five days after the conference,
the appraisal shall be finalized, and a written copy of the results shall be provided
to the MBU. The MBU’s signature shall not indicate agreement or disagreement,
but only that the MBU has received a copy of the report.

L.  eTPES: Teachers shall verify accuracy of information in ¢TPES. Notification to
teachers will be provided if the Superintendent changes any information in
¢TPES.

EVALUATION CYCLE

To assess Teacher Performance on Standards, credentialed evaluators shall use evidence
gathered by completing, at a minimum, the evaluation cycle: two pre-observation
meetings; two formal, scheduled observations of at least 30 minutes cach; multiple
walkthroughs; two post-observation meetings; and other informal observations. Teachers
who are being considered for non-renewal will have at least three (3) formal
observations. Data gathered throughout the ¢valuation cycle shall be used to determine a
holistic rating of Accomplished, Skilled, Developing, or Ineffective using the
Performance Rubric. This rating shall account for 50% of an MBU’s overall effectiveness
rating, except for those MBUs who are excluded from Student Growth Measures. The
District shall use the OTES tools created by the Ohio Department of Education.
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A.

Observation Requirements

1. Pre-Observation Conferences

A pre-observation conference shall be scheduled with the MBU prior to each
formal observation. This pre-observation conference shall allow the MBU to
present and discuss with the evaluator evidence of Instructional Planning,
Instruction and Assessment, and Professionalism as identified in the Teacher
Performance Evaluation Rubric. The pre-observation conference shall provide
the MBU an opportunity to identify areas in which he/she would like focused
feedback from the evaluator (Pre-Observation Form — Appendix D).

2. Observation

a. At least two (2) formal, scheduled observations shall be conducted to
support the evaluation cycle. A formal observation shall last a
minimum of thirty (30) consecutive minutes.

b. If the evaluator feels additional observation(s) are required to answer
performance questions, additional observation(s) may be conducted.

¢. Recommendation for nonrenewal of a contract shall be made with no
less than three (3) formal observations conducted within the current s
chool year.

d. An MBU may request an informal observation at any time in addition to
those required by the evaluation cycle.

¢. For the 2014-15 school year, at least one walkthrough per observation;
during the 2015-16 school year and subsequent school years, at least two
walkthroughs per observation.

f. Any MBU who has received a final summative rating of
“Accomplished” on his/her most recent evaluation and has been an
MBU for three (3) years or more shall be exempt from the evaluation
cycle the following year. In the subsequent evaluation year, after the
exempt year, all standard evaluation timelines shall apply. There will be
two observations of which the MBU can decide if s/he will have two (2)
formal observations or one (1) formal observation and one (1)
alternative project using District-created criteria and collaboratively
agreed upon between MBU and evaluator (Observation Form —
Appendix D).
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3. Post-Observation

a. A post-observation conference shall be held within ten (10) work days
of the formal observation unless either the MBU or the evaluator is
absent or unavoidably detained by an emergency situation. The MBU
shall receive a copy of the completed rubric at least one (1) work day
prior to the meeting with the evaluator. The MBU will have the
opportunity to provide evidence to support individual criteria ratings or
overall performance rating scores. Such evidence shall be noted and
shall be documented on the MBU’s formal written evaluation.
Submission may or may not change rating.

b. Statements of reinforcement and refinement shall be provided in written
form.

c. If the deficiency(ies) lead toward a rating of “developing™ or
“ineffective”, the evaluator and the MBU shall collaboratively develop a
written improvement plan  (Performance Improvement Plan Form —
Appendix E).

4. Walkthroughs

a. A walkthrough is a short, informal visit to a classroom lasting a
minimum of three (3) minutes and a maximum of twenty (20) minutes.

b. Documentation from walkthroughs will be used to provide evidence to
support an MBU's performance rating.

c. MBUs will be provided wrnitten feedback after walkthroughs within five
(5) work days.

5. Electronic Equipment

Electronic devices shall not be used to video/audio record in gathering evidence
for evaluation. Video recording for the Resident Educator Program, Master
Teacher, National Board, etc., will not be used for evaluation purposes.

11.06 STUDENT GROWTH MEASURES

A. To assess Student Growth, teachers will use value-added data, vendor assessments
approved by ODE and/or Student Learning Objectives to calculate an overall
student growth score, These scores will fall into one of three (3) categories:
Above Average Growth, Expected Growth or Below Average Growth. The
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percentage that Student Growth Measures will account for an MBU’s overall
effectiveness rating will be as prescribed in Ohio Revised Code.

In determining student growth measures, the Board adopts the Ohio Department
of Education’s Ohio Teacher Evaluation System (OTES), which calculates
student growth by assessing achievement for an individual student occurring
between two (2) points in time. A student who has forty-five (45) or more
excused and/or unexcused absences for the school year (or 25% of the total
instructional days) will not be included in the student growth measure calculation.

In general, the Board will utilize the following categories to determine this aspect
of an MBU’s evaluation, depending upon the MBU involved. An MBU will be
assigned to one of these four categories:

1. Al=Teachers instructing in value-added subjects exclusively;

2. A2=Teachers instructing in value-added courses, but not exclusively;
For these teachers, value added will be used for the student academic
growth factor in proportion to the part of a teacher’s schedule of courses
or subjects for which the value-added progress dimension is applicable.
Teachers with multiple subjects that have value-added data will be issued
reports for a composite of reading and math; for other assessments
(approved vendor and local measures), the assessment data measures
should be representative of the teacher’s schedule.

3. B=Teachers instructing in areas with Ohio Department of Education
approved vendor assessments with teacher-level data available;

4. C=Teachers instructing in areas where no teacher-level value-added or
approved vendor assessment available. The District shall use locally-
determined Student Growth Measures for C teachers. Student Growth

Measures may be comprised of Student Learning Objectives (SLOs)
and/or non-Value-Added vendor data.

An SLO must be based upon the following criteria: Baseline and Trend Data,
Student Population, Interval of Instruction, Standards and Content, Assessment(s),
Growth Targets, and Rationale for Growth Targets. Teacher or teacher teams will
develop SLOs in collaboration with evaluator. Teachers will administer pretests
for the SLO by September 30th. The SLO form, including student data and
growth targets, shall be submitted to the evaluator no later than October 15th.

Data from these approved measures of student growth will be scored on five (5)
levels in accordance with the Ohio Department of Education/OTES guidance and
converted to a score in one of three (3) levels of student growth:
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1. Above (90% of students meeting or exceeding growth),
2. Expected (60-89% of students meeting or exceeding growth), or
3. Below (59% or less of students meeting or exceeding growth).

F. The annual Final Summative Rating of Educator Effectiveness rating will utilize a
rolling three (3) year average when available of SGM data with the educator
performance rating from the current year. An educator evidencing approved leave
(e.g. FMLA, Maternity, Parental, or other Board approved leave) in consultation
with the evaluator may defer consideration of student growth measures to a

subsequent year or modify the SGM’s expectations.

11.07 STUDENT GROWTH MEASURES CALCULATOR

Educator Category | Value-Added % | Vendor Assessment % | LEA Measures: SLOs | Total
= 50%
Al: Value Added 50% 0% 50%
Subjects
Exclusively
A2: Value Added proportional to proportional to 50%
Subjects but Not schedule schedule
Exclusively
B: No Value Added 10% 40% 50%
Subjects but ODE
Approved Vendor
Assessments
C: No Value Added 50% 50%
or ODE Approved
Vendor
Assessments
D: Exceptions case-by-case case-by-case 50%
(course length too according to ODE’s according to ODE’s
short, too few Business Rules for Business Rules for
students, only use Student Growth Student Growth
ODE Approved Measures Measures
Vendor
Assessments, etc.)
11.08 PROFESSIONAL GROWTH PLAN
A, Using three years of rolling data, when available, MBUs whose performance

rating indicates above-expected levels of student growth must develop a
professional growth plan and choose their credentialed evaluator from the Board-
approved building evaluator list.

43




Using three years of rolling data, when available, MBUs whose performance
rating indicates expected levels of student growth must develop a professional
growth plan collaboratively with their credentialed evaluator from the Board-
approved evaluator list.

Professional Growth Plans shall include the following components:

1. Identification of area(s) for future professional growth

2. Specific resources and opportunities to assist the teacher in enhancing skills,
knowledge and practice

3. Growth plans are due by October 15th

4. Any self-evaluation tool is reflective and shall not be shared

11.09 CORRECTION OF DEFICIENCIESAIMPROVEMENT PLAN

A.

Improvement Plans are developed in response to ineffective and/or developing
ratings in performance and/or below expected levels of student growth, using
three years of rolling data, when available. The Improvement Plan is intended to
identify specific areas for improvement of performance and for identifying
guidance and support needed to help the educator improve. In addition, a plan of
improvement may be initiated at any time during the evaluation cycle by the
evaluator based on deficiencies in performance as documented by evidence
collected by the evaluator, When an improvement plan is initiated, the
administrator identifies no more than two areas of concern to be addressed at one
time.

The evaluator will:

1. Develop a written plan within a reasonable amount of time after deficiencies
are noted in the evaluation that shall address correction of the documented
deficiencies and shall include a reasonable time period for correction, and the
means to gather evidence of progress or lack of progress.

2. Determine strategies, additional education and/or professional development
needed to improve in the identified area(s). District resources and assistance
will be made available and may include but are not limited to peer
observations, professional development, and the assignment of a mentor, If
used, a mentor shall not be required, directed, or expected to make any
recommendation regarding the continued employment of the teacher or be
required, directed, or expected to divulge information from the written
documentation or confidential instructional mentor/teacher discussions. A
mentor shall not be required to assist in writing or implementing the
Improvement Plan.
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11.10 RETENTION/PROMOTION/REDUCTION/RECALL PROCESS

11.11

12.01

Retention, promotion, reduction, or recall shall be based in part on the teacher’s final
summative rating. However, for the 2014-15, 2015-16, 2016-17 school years decisions
will be based on the teacher evaluation side of the OTES model and not based on student
growth data. Seniority will be used only when evaluations are comparable. The three
comparable categories are: 1. Accomplished and Skilled; 2. Developing; 3. Ineffective.
Notwithstanding the above, retention and promotion decisions may be based on
information other than that provided through the OTES model consistent with Ohio
Revised Code 3319.11, 3319.16, 3319.161.

REMOVAL OF POORLY PERFORMING TEACHERS
Removal of poorly performing teachers through non-renewal and/or termination will be

in accordance with section 8.04 of this Agreement, notwithstanding the MBU’s
summative rating.

ARTICLE XI1. REDUCTION IN FORCE

PROCEDURES FOR IMPLEMENTATION

When the BOE determines it necessary to reduce the number of certified teaching staff
positions due to, for example, declining enrollment or budgetary considerations, the
following procedure shall apply:

A. The number of MBUs affected by a Reduction in Force (RIF) will be kept to a
minimum, whenever possible, by not employing replacements for MBUs who
retire or resign, or whose [imted contracts are not renewed.

B. At least fifteen (15) calendar days before implementing a Reduction In Force
through this procedure, the BOE shall give written notice to the HEA, through its
President, of its intent to effect a Reduction In Force not to begin sooner than the
first day of work of the next school year. At the next BOE meeting following
such notice, the HEA shall be given the opportunity to address the BOE in
executive session to present, both orally and in writing, its views on the proposed
Reduction In Force.

C. “RIF” shall mean that an MBU will be placed in an inactive state of employment
from an active state of employment through suspension of contract.

D. RIF shall be accomplished in each certification/licensure area, first among MBUs
working under limited contract status and then among MBUs working under
continuing contracts. Seniority shall not be a basis for determining the order of a
Reduction in Force except when deciding between MBUs who have comparable
evaluations. The three comparable Categories are (1) Accomplished/Skilled, (2)
Developing, and (3) Ineffective. Reductions in the affected area of licensure shail
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be made starting with the most junior limited contract MBU in Category 3, and
shall proceed sequentially, moving to limited contract MBUs in Categories 2 then
1, based on seniority within each group, before proceeding to MBUs with
continuing contracts in the affected area of licensure. The same sequence will
then apply to continuing contract MBUs, beginning with the most junior
continuing contract MBU in Category 3 and proceeding sequentially through
Categories 2 then 1. Seniority shall be accumulated from the first day worked
during the MBU contract year as a regular full time or part time MBU employed
under a regular teaching contract, excluding New Teacher Orientation. Work
under a supplemental contract, extended time, or hourly work assigned to the
MBU before the first day of regular work in the MBU contract year will not be
used to establish the first day worked. In the event of a tie, seniority shall be
established by the earliest BOE hire date. If there is still a tie, it shall be broken
by coin toss or equivalent random process.

The names of MBUs and their contract status shall appear in order of seniority on
a list in their areas of certification. Continuing contract teachers shall be more
senior than limited contract teachers.

MBUs whose contracts are suspended as part of a Reduction In Force shall have
the right of restoration to service with the HCSD in reverse order of layoff in
keeping with contract status and area of certification/licensure if and when
teaching positions become vacant or are created for which any such MBUs are or
become qualified.

MBUs whose contracts are suspended as part of a Reduction In Force shall be
notified in writing not later than July 15™ by the Superintendent within fifteen
(15) calendar days preceding the date of BOE action. Such notice shall specify
the reasons for the anticipated RIF. An MBU who receives this notice may elect
to be released from his or her contract, effective immediately, by giving written
notice to the Superintendent. This supercedes ORC 3319.15. Those MBUs
affected by a Reduction In Force shall be placed on a recall list compiled from the
seniority list described above.

MBUs with continuing contracts shall remain on the recall list indefinitely or until
they resign, retire, or refuse the teaching positon for which they are qualified.
Limited contract teachers shall remain on the recall list for twenty-seven (27)
calendar months after the last day of regular teaching in the HCSD or until they
resign, retire, refuse the teaching position for which they are qualified.

On or about January 1 of each school year, the Superintendent will provide the
HEA with the list showing the seniority of each MBU employed by the BOE and
will, thereafter, promptly notify the HEA of any changes in the list.

Notice of recall to an MBU affected by a Reduction In Force will be given by
certified mail to the last address given to the BOE by the MBU. A copy of the
notice of recall will be given to the HEA. If the MBU fails to respond within ten
(10) calendar days after the date the notice was sent, he/she will be deemed to
have refused the position offered and, thereby, forfeits all rights contained in this
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provision. MBUs may reject substitute, part time or a lesser paying position and
retain all rights to be recalled to a full time, equal pay position.

All benefits to which an MBU was entitled at the time of his‘her RIF, including
unused accumulated Sick Leave and credits toward sabbatical eligibility, will be
restored to him/her upon return to active employment; and he/she will be placed
upon the proper step of the salary schedule for his/her experience and education.
An MBU will not receive increment credits for time spent on RIF, nor will such
time count toward the fulfillment of time requirements for acquiring continuing
contract status.

Regular MBUs and ISGITs shall be treated as separate and distinct classifications
of teachers and none shall have the right to displace a person from the other
classifications in the event of RIF. ISGITs shall, however, have seniority within
their classification and will follow the same order of Reduction in Force and
Recall as regular MBUs.

Authorized leaves of absence whether paid or unpaid, shall not be considered as a
break in continuous service, and shall count as service time in the accumulation of
seniority. This change as of September 1, 2009, shall not have retroactive effect.

ARTICLE XIII. COMPENSATION

13.01 SALARY SCHEDULES

A.

B.

The BA-0 base will increase as follows: 2.25% 2014-2015; 2.0% 2015-2016;
1.75% 2016-2017.

For the 2014-2015 school year MBUSs shall advance a longevity step on the
salary schedule. For the 2015-16 and 2016-17 school years, MBUs who receive a
Skilled or Accomplished summative performance rating on the teacher evaluation
side of OTES for the applicable school year based on the most current evaluation
shall advance a longevity step on the salary schedule for that year. MBUs who
receive a Developing or Ineffective summative performance rating on the teacher
evaluation side of OTES for the applicable school year based on the most current
evaluation shall not advance a longevity step on the salary schedule for that year,

MBUs are eligible to advance in column placement based upon additional training
for the duration of the current contract period.

The negotiating teams will establish a committee to study and make
recommendations for a performance based salary structure for consideration and
ratification by the HEA and the Board. It is the goal of the HEA and Board to
restructure the current compensation system and develop a performance based
salary structure that will take effect with the successor agreement on July 1, 2017.
In the event a successor agreement is not ratified and approved by July 1, 2017
and there is a need to roll over the current agreement beyond June 30, 2017, any
index movement will be held in abeyance with the understanding the new
performance based salary structure will be retroactive to July 1, 2017. No MBU
will receive less compensation in the 2017-18 school year than the MBU received
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in the 2016-17 school year as a result of the new performance based salary
structure.  All MBUs, regardless of eligibility for performance based
compensation, will receive any across the board base salary increases that may be
negotiated in the successor agreement.

MBUs employed in the vocational program will be given credit on the salary
schedule, according to State regulations, which will equate seven (7) years of
professional trade experience with Step A, Class IV, on the salary schedule. Each
two (2) years of professional experience will be considered comparable to one (1)
year of teaching experience on the B.A. schedule. Each year, thercafter,
vocational teachers employed on this basis will progress on the salary schedule as
other MBUs (see 13.01, B). Advancement on the longevity steps for the 2015-16
and 2016-17 school years will be subject to the same criteria as in paragraph B,
above.
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HUDSON CITY SCHOOL DISTRICT TEACHER SALARY INDEX SCHEDULE

STEP v IVA IVB \Y VA VB vC VI
BACH BA+15 BA+30 MAST MA+15 MA+30 MA+45 PhD/EdD
A0 1.0000 1.0363 1.0727 1.0909 1.1272 1.1636 1.1936  1.2363
B/1 1.0363 1.0727 1.1090 1.1386 1.1757 1.2156 1.2456  1.2926
C/2 1.0727 1.1090 1.1454 1.1864 1.2242 1.2676 12976  1.3489
D73 1.1454 1.1818 1.2181 1.2818 1.3212 1.3717 14117 14616
E/4 1.1818 1.2181 1.2545 1.3295 1.3696 1.4237 1.4637 1.5179
F/5 1.2181 1.2545 1.2909 1.3773 1.4181 1.4757 1.5157 15742
G/6 1.2909 1.3272 1.3636 1.4727 1.5151 1.5798 1.6298 1.6868
H/7 1.3272 1.3636 1.4000 1.5205 1.5636 1.6318 1.6818 1.7432
I/8 1.3636 1.4000 1.4363 1.5682 1.6121 1.6838 1.7338  1.7995
J/9 1.4000 1.4363 1.4727 1.6159 1.6606 1.7358 1.7858  1.8558
K/10 1.4727 1.5090 1.5454 1.7114 1.7576 1.8399 1.8899  1.9684
L/11 1.5090 1.5454 1.5818 1.7591 1.8060 1.8919 1.9419  2.0247
M/12 1.5454 1.5818 1.6181 1.8068 1.8545 1.9439 1.9939  2.0811
N/13 15818 1.6181 1.6545 1.8545 1.9030 1.9960  2.0460 2.1374
0/14 1.6545 1.6909 1.7272 1.9500 2.0000 2.1000 21500 2.2500
P/15 1.6545 1.6909 1.7272  2.0000  2.0500  2.1500  2.2000 2.3000
Q/18 1.7045 1.7409 1.7772  2.0500  2.1000  2.2000  2.2500 2.3500
R721 1.7545 1.7909 1.8272  2.1000  2.1500  2.2500 23000 2.4000
S/24 1.8045 1.8409 1.8772 21500 22000 23000 23500 24500
T/27 1.8545 1.8909 1.9272 22000 22500 23500 24000 2.5000
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HUDSON CITY SCHOOL DISTRICT TEACHER SALARY SCHEDULE

2014-2015 SCHOOL YEAR

Step t IV | IVA | IVB V VA [ VB | VC | viewp
A0 | 40003| 41455) 42912) 43640| 45092| 46,548 | 47748) 49456
B/L | 41455| 42012 44364 | 45548| 47,032| 48,628| 49,828| 51,708
C2 | 42912 44364| 45820] 47460| 48972 50,708 | 51,908| 53960
D/3 | 45820| 47276| 48728| 51276 52852( 54872( 56473 58469
Ef4 | 47276| 48728 50,184 | 53,184 | 54788 | 56953 | 58553 60,721
FS | 48728 50184 [ 51640 55007 56729 59,033 60,633| 62973
G/6 | 51640( 53092 54548 58913| 60,609| 63197 65197] 67478
H/7 | 53002| 54548| 56,005] 60825] 62549| 65277| 67,277 69,734
8 | 54548 | 56,005| 57457| 62,733] 64,489| 67,358| 69358| 71,986
I3 | 56005| 57457| 58913| 64641| 66429| 69438| T71438) 74238
K/10 | 58913 | 60365| 61821| 684621 70310 73,602| 75,602| 78742
/11 | 60365 61821| 63277| 70370] 72246 75682( 77,682 80,995
M/12 | 61821| 63277| 64729 72278| 74186| 77762| 79,763{ 83,251
N/13 | 63277| 64729| 66,185| 74,186| 76,126| 79847 81847| 85503
0/14 | 66,185| 67,642( 69,094| 78006| 80,007| 84,007| 86,007| 90,007
P/15 | 66,185| 67,642 69,094| 80007| 82,007| 86,007| 88,007| 92,008
/18 | 68186| 69,642| 7.,094| 82007| 84,007| 88,007| 90,007| 94,008
R/21 | 70186| 71642 73,094 84,007| 86007| 90,007 92,008| 96,008
S/24 | T2,186| 73642 75004| 86007| 88,007| 92,008| 94,008| 98,008
T/27 | 741861 75642{ 77,004 88,007{ 90,007 94,008| 96,008 ( 100,008
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HUDSON CITY SCHOOL DISTRICT TEACHER SALARY SCHEDULE

2015-2016 SCHOOL YEAR

Step | NV | NA L NB | V| VA | VB | VO | vipHD
AO | 40803 422841 43769 44512{ 45993 47478{ 48,703 50,445
B/l | 42,284| 43769 45251| 46458 47972| 49600 50824| 52,742
(2 | 43769 45251| 46,736 48409 49.951| 51722 52946 55039
D3 | 46736 48221| 49,702| 52301) 53909| 559701 57,602| 59638
B4 | 48201| 49702| S51187( S4248| 55884 58091| 59,723| 61935
FS | 49702] S1,187] 52673 56,198] 57863 | 60213| 61845( 64,232
G/6 | 52673| 54,1541 55639| 60,091 61,821 64,461| 66,501| 68827
H7 | 541541 556391 571241 62,041| 63800 66,582 068,623 7L128
/8 | 55639 57,124 58605| 63987 65779| 68,704 70744 73,425
9 | 57124| S8605( 60,091| 6593 | 67,758 | 70826| 72866| 7572
K/10 | 60,091| 61572| 63057| 69830 7L,715| 75074| 77,114| 80317
11 | 615721 630571 €454 7L777{ 73690 77,195( 79235 82614
M/12 | 63057] 64542| 66023| 73723| 75669 79317| 81357 84915
N/13 | 64542 66023 67509 75669 77648| 81443| 83483 | 8720
O/14 1 67509 68994 70475] 79566) 81606| 85686| 87727| 91807
P/I5 | 67509| 68994 70475( 81606| 83646| 87727 89,767| 93847
Q/18 | 69,549| 71,034 72515| 83.646( 85,686| 89,767| 91807| 95887
R2L | 71589 T73.074| 74555( 85686| 87727( 91807| 93847 97927
24 1 736291 751141 76596 87727} 89,767) 93847| 95887 99,967
7 | 75669 77,155 78636 89767| 91,807| 958871 97927| 102,008
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2016-2017 SCHOOL YEAR

HUDSON CITY SCHOOL DISTRICT TEACHER SALARY SCHEDULE

Sep | V | WA [ MB | V | VA | VB | VC | virHD
MO ALSIT| 430241 445351 45291| 46798 48309 49555 | 51,328
B/L | 43004| 44535| 46042| 47271 48812 50468] SL714| 53665
(2 | 44535| 46042 47554 49256 50825| 52627| 93873| 56,02
D/3 | 47554 { 49065( S0572{ S3217{ 54852{ 56949 58610| 60,681
E/A | 49065| 50572| 52,083 55197| 56862| 59.108| 60,769 | 63,019
FS 1 50572 52,083| 53594| 57,181 S8875| 61267| 62927| 5735
6/6 | 53594| S5101) 56613| 61142| 62902| 65589| 67,664| 70,031
H7 | S5001( 56613| S8124| 63127| 64916| 67,748| €9823| 72373
8 | S6613| 58124| 59631[ 65107| 66930| 69906| 71982| 74710
9 | 58124 59631 61142 67,087 68943 72065 74141 77047
K/10 | 61142 62649( 64,160 7L052( 72970 76387 78463| 8172
/11 ) 626491 64160 65672 73,033| 74980 78546| 80,622| 84,060
M2 | 64,160 | 65672] 67179] 75013| 76993| 80,705| 82,78L| 86401
N/13 | 65672 67,179 68630 76993 79,007| 82,868 | 84944| 8873
O/14 | 68690( 70,201 71708| 80,958] 83034] 87186| 89,262] 93413
PAS | 686%0| 70201| 71,708 83034] 85110] 89262| 91338| 95489
Q18 | 70,766| 72,277 737841 85110] 87186] 91338) 93413| 97,565
R2ZL | 72842 74353 75860) 871861 89.262( 934131 95489 99,641
S4 | 74918 76429| 77936 89262| 91338| 95489 | 97,565 101,717
/21 | 76993| 78505| 80012 91338| 93413| 97565| 99641 103793
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13.02 SALARY SCHEDULE ADVANCEMENT

A.

Annual Increment

1.

Salary increases as indicated on the salary schedule are contingent exclusively
upon the re-employment of the teacher for an additional year or years and
subject to the contingencies reflected in Section 13.01 above.

To be credited with a year’s experience on the salary schedule, a teacher must
have served at least 120 days in a given year. Anything less than 120 days
will not be considered in calculating service credit. [Note: change references
in the salary schedules from “Step Years™ to “Steps™].

Service credit for part-time or half time teaching which involves 120 or more
days will be evaluated by the Superintendent for purposes of placement on the
salary schedule at the time of employment or advancement to a full-time
position.

The Superintendent has the discretion to place newly hired teachers on the
salary schedule at a step that will enable the district to compete with other
districts for top candidates.

Changes in Salary Classification as a Result of Advanced Training

L.

For the purpose of this section, advanced training is defined as graduate level
course credit confired by the college or department of education of an
accredited college or university.

It is the sole responsibility of the MBU to submit evidence of the successful
completion of additional training to the Superintendent’s office. Evidence
will be accepted until October 31 for adjustment retroactive to the beginning
of the first semester. The only form of evidence acceptable will be the official
transcript prepared by the college or university awarding the course credit.

Advanced training beyond the Bachelor’s level shall be earned subsequent to
receiving the Bachelor’s Degree and a teaching certificate/license from the
State of Ohio. Advanced training beyond the Master’s level shall be earned
subsequent to receiving the Master’'s degree, and teaching
certification/licensure.

Graduate level course credit earned from a department or college other than
the education department will be evaluated by the Superintendent or designee
as to its application based upon the teacher’s specific assignment. It is
advisable that this review take place in advance of enrollment in the course or
class in question.

Graduate hours applicable toward advancement on the salary schedule will be
accepted and applied toward appropriate increments once each year at the
beginning of the first semester. The MBU is responsible for providing official
transcripts of completion of additional training from an accredited institution.
Evidence will be accepted until October 31 for adjustment retroactive to the
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13.03

13.04

13.05

first semester. No changes in salary shall be made until notification is
received by the Treasurer and accepted by the BOE. Evidence received after
October 31 will be effective for salary purposes at the beginning of the next
school year.

MASTERS DEGREE + 45 SEMESTER HOURS BONUS

The Masters Degree + 45 Semester Hours annual bonus ($500.00) of the preceding
Negotiated Agreement [Section 13.02(A)] is discontinued, except that it shall continue to
be paid to any ISGIT MBU or MBU who is placed on the Phd. salary column who
received the bonus in the 2008-2009 school year. The bonus is superceded by the
Masters Degree + 45 Semester Hours column which now appears on the salary schedule.
Any hours earned after September 1, 2009, toward any column must comply with the
language in Article 13.02; however prior to September 1, 2009, college courses
sponsored by the HCSD in cooperation with a college or university shall apply to the
MA+45 bonus regardless of whether the MBU took the course for credit; this is assuming
that the HCSD-sponsored college course is in the MBU’s assigned teaching field or in a
directly related field.

EXTENDED SERVICE

A. Extended service is considered to be additional time worked before or following
the regular school year which demands the same type of professional training and
education required to perform the MBU’s duties during the school year.
Examples: library work, counseling, band, etc.

B. All extended service must have the prior approval of the Superintendent or be
clearly indicated in the MBU’s contract.

C. MBUs employed beyond the regular school year on extended service will have

their salaries prorated on a daily basis for the additional time worked. Extended
service salary will be calculated on the basis of one hundred eighty-five (185)
days which is the number of days in the MBUSs’ contract year.

D. This Agreement does not apply to newly employed MBUs who are required to

attend meetings or conferences developed by the ADM for orientation prior to the
opening of school.

SUMMER SCHOOL AND CURRICULUM DEVELOPMENT

MBUs employed beyond the regular school year for summer school or curriculum
development will be paid at the rate of 0.000651 of the Base Salary (BA-0), if they are
below Step 7 on the salary schedule; and at the rate of 0.000814 of the Base Salary (BA-
0,) if they are at Step 7 or above on the salary schedule or will be at Step 7 for the
following school year. These amounts shall be increased the same percentage and at the
same time as increases to the BA-0 Base Salary.
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13.06 MILEAGE

Mileage reimbursement will be allowed MBUs assigned to more than one building for
interbuilding travel, for approved BOE business including approved attendance at
professional meetings, and for travel required to purchase necessary classroom supplies
not available from regular BOE supply sources, e¢.g., Family and Consumer Science
materials, Such reimbursement will be at the rate established by the Internal Revenue
Service (IRS). Should the IRS rate change, such change will become effective on
January 1 of the year following the change in rate.

13.07 SEVERANCE PAY

A.

MBUSs under contract with the BOE for a minimum of one hundred twenty (120)
days per year shall, upon death or retirement from active service under the
provisions of the State Teachers Retirement System (STRS), be paid one-fourth
(1/4) of their accrued but unused Sick Leave for the first one hundred forty-four
(144), days up to a maximum of thirty-six (36) days severance allowance, plus
one (1) day of severance pay for every eight (8) accumulated Sick Leave days in
excess of one hundred forty-four (144), to a maximum of thirty-six (36) additional
days severance allowance. Severance pay shall not exceed a total of seventy (72)
days.

The rate for severance compensation will be equal to the per diem rate, exclusive
of extended service and supplemental contracts, at the time of death or retirement
from active duty. In the case of retirement, this payment shall be made upon
certification of approval of retirement benefits by STRS provided, however, that
the retirement be effective within three (3) years of the last day of service. Such
payment shall be made only once to any MBU.

Accumulated Leave Plan

Severance pay will be made through payroll to all members of the bargaining unit
under the age of 55 within thirty (30} days following the submission of proof of
their first retirement payment from STRS. (These employees are not eligible to
participate in the Accumulated Leave Plan,)

All MBUs turning 55 or older in the calendar year in which they retire, shall take
part in the Accumulated Leave Plan for Public Employees. It is understood that
the vendor used by the Treasurer’s office for this retirement plan does not charge
a fee for the transmittal.

1. If a retiring member is a participant in the Accumulated Leave Plan, the
employer contribution shall be made in a lump sum to the company on his/her
behalf under the Accumulated Leave Plan in an amount equal to the lesser of:

a. The total amount of the participant’s severance pay, or

b. The maximum contribution amount allowable under the terms
of the Accumulated Leave Plan.
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2. To the extent that an Accumulated Leave Plan participant’s pay exceeds the
maximum amount allowable under the Accumulated Leave Plan for a calendar
vear, the excess amount shall be payable to the retired employee in a lump
sum within 30 days following the payment made to the Accumulated Leave
Plan.

3. If a member is entitled to have a contribution paid to an Accumulated Leave
Plan and dies prior to such contribution being paid to the Plan, the
contribution shall be paid to the estate of the deceased member.

13.08 DEPARTMENT CHAIRS AND BUILDING-LEVEL CONTENT FACILITATORS

A.

Department Chairs in grades 9-12 shall be compensated on an annual rate based
on the size of the department as follows:

Department Size by

Full-time Equivalency % of Base Salary
3 7%
5 8%
7 9%
9 10%
11 or More 11%

Department Chairs shall include Mathematics and Computer Science, English,
Science, Social Studies, Fine and Applied Arts (Art, Music, Industrial
Technology, Photography, Carcer Education and Business), Foreign Language,
Physical Education/Health, Special Education and Guidance.

BUILDING LEVEL CONTENT FACILITATOR (K-8)
Building Level Content Facilitator shall be compensated on an annual rate based
on the number of grade levels and the number of teachers as follows:

1. Grades K-8: one (1) Mathematics Content Facilitator and one (1)
Language Arts Content Facilitator per grade level at 4.5% of the BA-0.

2. Grades K-1: one (1) Science Content Facilitator and one (1) Social Studies
Content Facilitator at 3.5% of the BA-0.

3. Grade 2: one (1) Science/Social Studies Content Facilitator at 3.5% of the
BA-0.

4. Grade 3: one (1) Science/Social Studies Content Facilitator at 3.5% of the
BA-0.

5. Grades 4-5: one (1) Science Content Facilitator and one (1) Social Studies
Content Facilitator at 3.5% of the BA-0.

6. Grades 6-8: one (1) Science Content Facilitator and one (1) Social Studies
Content Facilitator at 5.25% of the BA-0.
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7. Technology Content Facilitators: one (1) per building, K-8. Grades K-1 at
3.5% of BA-0; Grades 2, 1.75% of BA-0; Grade 3, 1.75% of BA-0;
Grades 4-5, 3.5% of BA-0; Grades 6-8, 5.25% of BA-0.

8. Special Education Content Facilitators: one (1) per building, K-8. Grades
K-1 at 3.5% of BA-0; Grades 2, 1.75% of BA-0; Grade 3, 1.75% of BA-0;
Grades 4-5, 3.5% of BA-0; Grades 6-8, 5.25% of BA-0.

9. Unified Arts Content Facilitators: one (1) for Grades K-5% at 9.50% of
BA-0; one (1) for Grades 6-8 at 5.25% of BA-0.

*Unified Arts Content Facilitator calculation: Grades K-1 at 2.50% of
BA-0; Grade 2, 1.75% of BA-0; Grade 3, 1.75% of BA-0; Grades 4-5,
3.5% of BA-0.

BLCFs shall include Mathematics, Language Arts, Social Studies, Science,
Unified Arts (Physical Education/Health, Art, Music, Industrial Technology,
Computers, Family and Consumer Science, Foreign Language) and Special
Education.

13.09 NUMBER OF PAY PERIODS

A,

B.

Normally, MBUSs shall be paid in twenty-six (26) bi-weekly payments.

An MBU planning extensive travel or advanced schooling during the summer
months may request through the Superintendent, by May 1, to receive his/her
remaining school year salary in one (1) payment following the last regular pay
during the instructional year. Normal deductions as outlined in 13.10(A) will be
made from this one (1) payment for the remaining pay days of the school year.

Supplemental Compensation Payment Procedure

1. If a supplemental contract season begins before September 1, then the
payments will be paid in two lump sums unless the employee returns an
election form indicating they preferred to be paid over twenty-six (26) pays.

2. If a supplemental contract season begins after September 1, but before
November 15, then the payments will be paid in two lump sums unless the
employee returns an election form indicating they prefer to be paid over
twenty (20) pays.

3. If a supplemental contract season begins after November 15, but before
February 14, then the payments will be paid in two lump sums unless the
employee returns an election form indicating they prefer to be paid over 14

pays.
4. Seasonal supplemental contract employees not employed elsewhere in the

District will be paid in one (1) lump sum payment upon completion unless we
receive written notification of a preference for two payments.
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5.

Where supplemental pay is paid in two (2) equal installments, one payment
shall be made approximately half way through the term of duties, with the
second payment after the completion of duties as defined in the supplemental
contract.

Mentor, Intervention Team and National Board Certification payments will be
paid in a single lump sum payment at the end of the school year and shall be
paid on or before June 30.

13.10 PAYCHECKS

All MBUs will be paid by electronic bank deposit.

13.11 PAYROLL DEDUCTIONS

A.

MBUs may authorize payroll deductions to be made by the Treasurer for payment
of yearly dues and/or fees to the following:

Wk o —

Hudson Education Association

Ohio Education Association

National Education Association

North Eastern Ohic Education Association

Departments of the Ohio Education Association as found on the yearly
enrollment form.

Five percent (5%) of the total amount shall be deducted in each of twenty (20)
pays (two per month) commencing with the first pay in October. An MBU whose
payroll deductions commence after the first pay in October will have his or her
total dues/fees prorated through the remaining pays from which deductions will
be made. An MBU whose employment with the HCSD is terminated before the
end of Payroll deductions will have the balance of the Association dues/Service
Fee deducted from his or her last paycheck.

Other deductions in each pay period include:

S R N e

Health Insurance

Savings Bonds

Annuities

Credit Umion

EPAC

Flexible Spending Plan 125
STRS Service Credit Purchase

Credit Union and/or Annuities shall be forwarded to the MBU’s individual
account no later than three (3) working days after the scheduled payday.

The Association agrees that all MBUs will contribute one dollar ($1.00) per pay,
through payroll deduction, to support the Hudson School Levy campaign. This
shall automatically expire on August 31, 2012.
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13.12 ANNUITIES

A,

Any MBU wishing to purchase a tax sheltered annuity may have the payments
deducted from his/her salary by authorizing the Treasurer of the BOE to make
payments to the annuity plan. Authorization for such payment should be given to
the Treasurer no later than ten (10) days before such payment is to begin.

A minimum of five (5) MBUs must enroll with a specific tax sheltered annuity
plan in order to qualify for this payroli deduction.

Any MBU who, at the time of employment, is enrolled in a tax sheltered annuity
plan shall be eligible for payroll deduction for the purpose of making payments to
that annuity plan.

Each MBU is responsible for determining the amount of payroll deduction for tax
sheltered annuities, and shall hold the Board harmless from any taxes, penalties or
interest resulting from any deductions exceeding limits established by the Internal
Revenue Code and regulations.

13.13 EXTRACURRICULAR COMPENSATION

A.

Coaches, Assistant Coaches, and other Extracumricular Advisors will be
compensated at a percentage of the Class IV (B.A. Degree} minimum salary in
accordance with the accompanying Extracurricular Schedule of Compensation.
Years of service in the HCSD in a coaching or advisory position will be
recognized on the following basis:

Years of Service (in position) % of Extracurricular Stipend
0 - 4 years 100%
5- 8 years 110%
9-11 years 120%
12 - 14 years 130%
15 & Over Years 140%

Assistant Coaches, if advanced to Head Coach, shall receive credit for fifty
percent (50%) of their years of service as an Assistant for computation of years of
service as Head Coach. The Superintendent may grant partial or full credit for
vears of service if an Advisor transfers from one activity to another clearly related
activity. The Superintendent will evaluate and may grant partial or full credit to a
Coach or Advisor for years of service in a similar position performed in another
school district.
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EXTRACURRICULAR SCHEDULE OF COMPENSATION

Academic Decathlon

Academic Decathlon, Ast
Annual Advisor (Y earbook)
Annual Business Manager
Band Director, Concert (3)
Band Director, Marching

Band Director, Marching, Ast (2)
Baseball Coach Boys’

Baseball Coach Boys® Ast (3)
Basketball Coach Boys’
Basketball Coach Boys” Ast (3)
Basketball Coach Girls’
Basketball Coach Girls™ Ast (3)
Bowling Coach

Business Club

Bowling Coach Ast
Cheerleaders, Co-advisor - Var
Cheerleaders, Co-advisor - JV
Cheerleaders, Co-advisor - Fresh
Chess Club

Cross Country Coach Boys
Cross Country Coach Boys Ast
Cross Country Coach Girls
Cross Country Coach Girls Ast
Debate/Speech Coach
Debate/Speech Coach, Ast (2)
Digital Video Production Club
Drama Coach

Drama Coach, Ast

Field Hockey Coach, Girls’
Field Hockey Coach Girls” Ast (3)
Football Coach

Football Coach, Ast. (9)

Golf Coach Boys’

Golf Coach Boys’ Ast

Golf Coach Girls’

Golf Coach Girls” Ast
Gymnastic Coach Girls’
Gymnastic Coach Girls’ Ast
HUDDLE

I[ce Hockey Coach

High School
High School
High School
High School
High School
High School
High School
High School
High School
High School
High School
High School
High School
High School
High School
High School
High School
High School
High School
High School
High School
High School
High School
High School
High School
High School
High School
High School
High School
High School
High School
High School
High School
High School
High School
High School
High School
High School
High School
High School
High School
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5.00%
3.00%
6.00%
2.00%
8.00%
17.50%
11.00%
11.00%
8.00%
16.00%
10.00%
16.00%
10.00%
10.00%
7.00%
8.00%
8.00%
8.00%
8.00%
3.00%
9.00%
7.00%
9.00%
7.00%
11.00%
10.00%
16.00%
14.00%
8.00%
11.00%
8.00%
17.50%
11.00%
9.00%
7.00%
9.00%
7.00%
13.00%
8.00%
6.00%
11.00%



EXTRACURRICULAR SCHEDULE OF COMPENSATION

Ice Hockey Coach, Ast (2)
Jazz Ensemble |

Jazz Ensemble 11

Jazz Lab

Key Club Advisor

Lacrosse Coach, Boys’
Lacrosse Coach Boys® Ast (3)
Lacrosse Coach Girls’
Lacrosse Coach Girls® Ast (3)
Leadership Co-advisor (3)
Model UN Advisor

Model UN Advisor Ast
Music Director, Vocal

National Honor Soc Co-advisor (2)

Orchestra (Strings)

Soccer Coach Boys’

Soccer Coach Boys’ Ast (3)
Soccer Coach Girls’

Soccer Coach Girls™ Ast (3)
Softball Coach Girls’

Softbail Coach Girls" Ast (3)
Student Environmental Activities
Student Gov, Co-adv/Graduation

High School
High School
High School
High School
High School
High School
High School
High School
High School
High School
High School
High School
High School
High School
High School
High School
High School
High School
High School
High School
High School
High School
High School

Student Government, Co-advisor (5) High School

Student Newspaper Advisor
Student Newspaper Assistant
Swim Team Coach

Swim Team Coach Ast (3)
Swim Team Coach Ast (Diving)
Tennis Coach, Boys’

Tennis Coach Boys™ Ast

Tennis Ceoach, Girls’

Tennis Coach Girls’ Ast

Track Coach Boys’

Track Coach Boys’ Ast (3)
Track Coach Girls’

Track Coach Girls’ Ast (3)
Volleyball Coach Girls’
Volleyball Coach, Ast. Girls® (3)
Weight Trng Sprvsr, Fali
Weight Trng Sprvsr, Winter

High School
High School
High School
High School
High School
High School
High School
High School
High School
High School
High School
High School
High School
High School
High School
High School
High School
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9.00%
3.00%
2.00%
1.00%
7.00%
11.00%
8.00%
11.00%
8.00%
4.00%
6.00%
3.00%
10.00%
3.00%
9.00%
13.00%
8.00%
13.00%
8.00%
11.00%
8.00%
3.00%
6.50%
5.10%
6.00%
4.00%
13.00%
8.00%
8.00%
11.00%
8.00%
11.00%
8.00%
11.00%
8.00%
11.00%
8.00%
11.00%
8.00%
4.50%
4.50%



EXTRACURRICULAR SCHEDULE OF COMPENSATION

Weight Trg Sprvsr, Spring High School 4.50%
Weight Trng Sprvsr, Summer High School 4.50%
Wrestling Coach High School 16.00%
Wrestling Coach Ast (3) High School 9.00%
Athletic Supervisor Fall Middle School 17.50%
Athletic Supervisor Winter Middle School 15.00%
Athletic Supervisor Spring Middle School 15.00%
Basketball Coach Boys® 7th Middle School 8.00%
Basketball Coach Boys® 8th Middle School 8.00%
Basketball Coach, Girls’ 7th Middle School 3.00%
Basketball Coach, Boys™ 8th Middle School 8.00%
Cheerleaders, (Co-Advisor- Fall)  Middle School 3.00%
Cheerleaders, (Co-Advisor-Winter) Middle School 3.00%
Cross Country Coach Middle School 8.00%
Cross Country Coach Ast Middle School 6.00%
Drama Coach Middle School 2.00%
Field Hockey Coach Middle School 8.00%
Field Hockey Coach Ast Middle School 6.00%
Football Coach 7th Middle School 8.00%
Football Coach 7th Ast (3) Middle School 6.00%
Football Coach 8th Middle School 8.00%
Football Coach 8th Ast (2) Middle School 6.00%
Jazz Lab MS Middle School 1.00%
Lacrosse Coach Girls’ Middle School 8.00%
Lacrosse Coach Girls” Ast Middle School 6.00%
Music Director Instrumental Middle School 4.00%
Music Director Instrumental Ast (2) Middle School 3.00%
Music Director, Vocal Middle School 6.00%
Power of the Pen Middle School 3.00%
Soccer Coach Boys’ Middle School 8.00%
Soccer Coach Boys’Ast (2) Middle School 6.00%
Soccer Coach Girls’ Middle School 8.00%
Soccer Coach Girls® Ast Middle School 6.00%
Student Council, Advisor (1) Middle School 5.00%
Track Coach Boys’ Middle School 8.00%
Track Coach Boys™ Ast (2) Middle Schoot 6.00%
Track Coach Girls’ Middle School 8.00%
Track Coach Girls’ Ast (3) Middle School 6.00%
Volleyball Coach Girls® 7th Middle School 8.00%
Volleyball Coach Girls’ 8th Middle School 8.00%
Wrestling Coach Middle School 9.00%
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EXTRACURRICULAR SCHEDULE OF COMPENSATION

Wrestling Coach Ast (2) Middle School 7.00%
Yearbook, Co-advisor (2) Middle School 2.50%
Choir, 5th grade East Woods 2.00%
Instrumental Music East Woods 2.00%
Music Concerts, 4th grade (2) East Woods 2.00%
New Generation Singers East Woods 2.00%
Orchestra East Woods 1.00%
Senior Lead Mentor 9.0%
Other Lead Mentors 7.0%
Resident Educator Mentors Year] &2 6.0%
Resident Educator Mentors Year3 & 4 3.0%
Mentors/New to District 3.0%
Mentors/New to Building 1.5%

13.14 RETIREMENT

A,

As an employee of the BOE, a percentage of the MBU’s gross pay will be
deducted from the MBU’s check and deposited in the MBU’s account with the
State Teachers Retirement System (STRS). The BOE then matches this amount
with a percentage of the MBU’s gross pay, which is also deposited in the MBU’s
account with the STRS. All percentage deductions shall be in accordance with
STRS regulations.

For purposes of the schedule of salaries (relating to payment of MBU’s salary) of
this Agreement, total annual salary or salary per pay period for each MBU shall
be the salary otherwise payable under this Agreement. The total annual salary or
salary per pay period of each MBU shall be payable by the BOE in two (2} parts:
(1) deferred salary and (2) cash salary. An MBU’s deferred salary shall be equal
to that percentage of said MBU’s total annual salary or salary per pay period
which is required from time to time by the STRS to be paid as an employee
contribution by the BOE to STRS on behalf of said MBU as a pick-up of the
STRS employee contribution otherwise payable by said MBU. An MBU’s cash
salary shall be equal to said MBU’s total annual salary or salary per pay period
less the amount of the pick-up for said MBU, and shall be payable, subject to
applicable payroll deductions, to said MBU. The BOE’s total combined
expenditures for the MBUs’ total annual salaries or salaries per pay period
otherwise payable under this Agreement, as amended (including pick-up
amounts), and its BOE contributions to STRS shall not be greater than the amount
it would have paid for those items had this provision not been in effect.

The BOE shall compute and remit its BOE contributions to STRS based upon
total annual salary per pay period, including the pick-up. The BOE shall report
for Federal and Ohio Income Tax purposes as an MBU’s gross income, said
MBU’s total annual salary or salary per pay period less the amount of the pick-up.
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The BOE shall compute income tax withholding based upon gross income as
reported to the respective taxing authoritics.

The pick-up shall be included in the MBU’s total annual salary or salary per pay
period for the purpose of computing daily rate of pay, for determining paid salary
adjustments to be made due to absence, or for any other similar purpose.

The pick-up shall apply to all payroll payments made after the adoption of this
Agreement.

13.15 INTERVENTION TEAM COMPENSATION (Grades K-8)

In the event a building utilizes an Intervention Team outside of the work day, the core
Intervention Team may be comprised of up to five (5) positions as designated by the
building principal. The first three (3) positions to be filled will be the psychologist,
guidance counselor, and the intervention coach. Each core team member shall receive an
annual supplemental salary as follows: Grades kindergarten through five, Nine Hundred
Dollars ($900.00); and grades six through eight, Six Hundred Dollars ($600.00).

13.16 ISGIT COMPENSATION SCHEDULE

A.

A full-time ISGIT shall follow the same work day as a full-time teacher at the
assigned building, including all responsibilities and will be paid based upon the
ISGIT salary schedule. For part-time ISGITs, the Board agrees to pay a
percentage of the salary that the ISGIT would earn under a full-time contract as
set forth below.

For ISGITs assigned to the high school, the percentage will be calculated using
the daily instructional assignments' of a full-time teacher at that building (e.g. six
periods), and will be assigned a proportionate amount of non-classroom duties,
lunch, and planning time. For example: The salary of a high school ISGIT who is
assigned 3 periods will be calculated as follows:

Instructional time: 3 of 6 periods = .50, which means the ISGIT will be
considered .50 of full-time. The ISGIT will be given prorated planning time of /4
period and a prorated lunch of 2 period.

For ISGITs assigned to a K-5 building, the percentage will be calculated using a
daily average of 335 instructional minutes (405 minute student day, less 40
planning minutes, and 30 minutes for lunch) and will be assigned a proportionate
amount of lunch and planning time. For example: The salary of a K-5 ISGIT who
is assigned 150 minutes of instructional time will be calculated as follows:

Instructional time: 150/335 = 447 or .45, which means the ISGIT will be

considered .45 of full-time. The ISGIT will be given prorated planning time of 18
minutes (.45 x 40) and a prorated lunch of 14 minutes (.45 x 30).
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D. For ISGITs assigned to the middie school, the percentage will be calculated using
a daily average of 350 instructional minutes (420 minute student day, less 40
planning minutes, and 30 minutes for lunch) and will be assigned a proportionate
amount of lunch and planning time. For example: The salary of a middle school
ISGIT who is assigned 150 minutes of instructional time will be calculated as
follows:

Instructional time: 150/350 = 429 or .43, which means the ISGIT will be
considered .43 of full-time. The ISGIT will be given prorated planning time of 17
minutes (.43 x 40) and a prorated lunch of 13 mimutes (.43 x 30).

E. The planning and lunch for an ISGIT that is scheduled at the beginning or end of
their workday may be taken offsite. Also, any planning time given to an ISGIT
during the day will be scheduled in blocks of not less than 15 minutes.

" For purposes of 13.16, "instructional assignments”’ includes all assigned responsibilities
during the student day, excluding planning time and lunch.

F. ISGIT Service Credit

1, ISGITs shall receive years of service credit on the compensation schedule
for up to five (5) years of full-time service in accredited Ohio schools,
based upon a minimum of one hundred twenty (120) days working at five
(5) hours per day.

2. If an ISGIT is subsequently hired as a teacher by the Board, he/she shall
be granted up to five (5) years of full-time (120 days/6 hours per day) for
placement on the regular teachers’ salary schedule.

3. Advancement on the longevity steps for the 2015-16 and 2016-17 school
years will be subject to the same criteria as in paragraph 13.01 B, above.
[Note: change references in the salary schedules from “Step Years” to
“Steps™].

SEE FOLLOWING PAGE FOR ISGIT SALARY SCHEDULES FOR
2014-2015, 2015-2016 & 2016-2017
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HUDSON CITY SCHOOL DISTRICT ISGIT SATARY SCHEDULE 2014-2015 SCHOOL. YEAR

Step TB TB +30 TM TN +30
8) 32,693 33,821 35,758 37,395
1 33,821 35,318 37,366 39,019
2 35,166 36,699 38,944 40,660
3 36,410 35,091 40,476 42,312
4 37,610 39,564 42,068 43,920
5 38,882 40,934 43,646 45,558
6 40,126 42,326 45,179 47,195
7 41,324 43,751 46,757 48,443
8 42,629 45,148 48,351 50,458
9 43,842 46,574 49,913 52,110
10 45,102 47,940 51,549 53,740
11 46,316 49,379 53,023 55,372

HUDSON CITY SCHOOL DISTRICT ISGIT SALARY SCHEDULE 2015-2016 SCHOOL YEAR

Step B B +30 ™ TM +30
O 33,429 34,684 36,563 38,236
1 34,684 36,113 38,207 39,897
2 35,957 37,525 39,820 41,575
3 37,229 35,881 41,387 43,264
4 38,456 40,454 43,015 44,908
5 39,757 41,855 44,628 46,583
6 41,029 43,278 46,196 48,257
7 42,254 44,735 47,809 49,533
8 43,588 46,164 49,439 51,593
= 44,828 47,622 51,036 53,282
10 46,117 49,019 52,709 54,949
11 47,358 50,490 54,216 56,618

HUDSON CITY SCHOOL DISTRICT ISGIT SALARY SCHEDULE 2016-2017 SCHOQOL YEAR

Step B T8 +30 ™ TM +30
0 34,097 35,378 37,294 39,001
1 35,378 36,835 38,871 40,695
2 36,676 38,275 40,617 42,406
3 37,974 36,598 42,214 44,129
4 398,225 41,263 43,875 45,806
5 40,552 42,692 45,521 47,515
6 41,849 44,144 47,119 49,222
7 43,099 45,630 48,765 50,524
9 45,725 48,574 52,057 54,348
10 47,03S 49,999 53,763 56,048
11 48,305 51,500 55,300 57,750

Note: TB denotes Bachelor’s Degree; TM denotes Master’s Degree
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13.17 ADDITIONAL COMPENSATION FOR NATIONAL BOARD CERTIFICATION
AND MASTER TEACHER

1. MBUs who have been designated as having National Board Certification shall
receive a lump sum additional annual compensation of four percent (4%) of
the BA-0 salary, so long as they remain employed as a classroom teacher in
the District and maintain the National Board Certification. In addition, any
MBU successfully earning National Board Certification and/or successfully
renewing National Board Certification will be reimbursed for the application
and/or renewal fees, via the tuition assistance fund in Article XV.

2. An MBU who acquires Master Teacher status before attaining National Board
Certification shall receive a one-time lump sum compensation equivalent to
3.0% of the BA-0 in effect at the time of acquiring Master Teacher Status.
MBUs who are successful in renewing the Master Teacher Status will receive
a $250 stipend.

ARTICLE XIV. OTHER PROGRAMS AND PROVISIONS

14.01 MENTOR PROGRAMS

The Mentor Program is for first-year entry level teachers and teachers new to the Hudson
Schools. A Mentor may also be provided to teachers new to a building, if appropriate.

A.

Definitions
For purposes of this Agreement, the pertinent terms shall be defined as follows:

1. Mentor Teacher: A teacher who will provide formative assistance.

2. Entry-Year Teacher: A teacher in the first year of employment in the district
under a teaching or educational personnel certificate who will be provided
formative assistance by a Mentor Teacher.

3. Resident Educator Program: A program for beginning teachers which will
provide Ohio’s newest educators with coaching, mentoring, and guidance that
are critical to improving their skills, knowledge and student achievement. The
program is designed to assist educators in achieving a 5-year professional
educator license. The Program is exclusively for licensure determination and
shall not replace the negotiated Teacher Appraisal/Evaluation system. The
Resident Educator Program will be evaluated annually.

4. Resident Educator: A resident educator is a teacher employed under a
resident educator license.

5. Resident Educator Mentor: A resident educator mentor is a teacher trained
and assigned to provide professional support to a resident educator following
the guidelines and protocols of the Resident Educator Program.

6. Formative Assistance: Assistance which is diagnostic and designed to yield
information that will help Entry-Year Teachers and Resident Educators
identify  specific areas for skill enrichment. Formative assistance consists
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of collaboration among professionals to provide adequate diagnosis and
assistance to support individual professional achievement. Mentor Teachers
will not be a part of the  evaluation process of the Entry-Year Teacher or
Resident Educator.

B. Lead Mentor Commitee

The Committee will include lead mentors representing elementary, middle, high
school, and administrators, with a majority of Committee members being MBUSs.
The Committee chairperson shall be the Senior Lead Mentor.

1.

Committee members shall be provided release time to attend Committee
meetings, training or professional development.

The Committee and Building Principal shall select teachers who will act as
Resident Educator Mentors.

The Committee shall retain records of its meetings, decisions, actions and
recommendations to the extent permitted by law.

C. Lead Mentors

1.

All Lead Mentor openings will be posted.

2. Lead Mentors shall provide an orientation for all Mentors regarding mentoring

responsibilities.

D. Resident Educator Mentor

L.

The Resident Educator Mentor shall carry out the Resident Educator Program
i conjunction with the Resident Educator as developed by the Ohio
Department of Education.

The Resident Educator Mentor does not have a formal evaluative role. The
mentor’s role is to support the growth of the Resident Educator as an
instructional mentor through formative assessment tools.

The Resident Educator Mentor and Resident Educator’s professional
relationship shall be regarded as highly confidential. No Mentor Teacher shall
be requested or directed to divulge information from the written
documentation, or confidential Mentor/Resident Educator discussions nor be
involved in the writing of an action plan if there are performance deficiencies.

Each Resident Educator shall be granted release time for direct mentoring
activities and shall be coordinated by the Building Principal.
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Mentor Selection Criteria And Process

The following criteria will be used in selecting Mentors:

Respected for educational leadership skills;

Continued involvement in professional growth opportunities;

Well organized;

Strong interpersonal relationship skills;

Demonstrated knowledge and use of effective teaching techniques;
Similar or same subject arca/grade level as the Mentee.

I

14.02 SPECIAL NEEDS: IEP/504 PLAN PROVISIONS

A.

Each MBU with responsibility for the education of a student on an IEP/504 Plan
shall:

1. Have the opportunity to provide input into the development of the IEP/504
Plan.

2. Have access to each respective student’s safe and secure file which are housed
in each building’s safe and secure files.

3. Have the right to request a meeting at any time to review and consider
IEP/504 services and accommodations.

Training

The Board shall strive to make available the opportunity for inservice training to
MBUs during the regular school year and day to assist in addressing the legal and
education needs of disabled students in a general education classroom
environment,

Specialized Health Care Provisions

MBUs other than nurses shall not be requested or required to provide custodial
care services to any student. Custodial care services are defined as long-term
health needs and not emergency assistance required by a student.

Support Services

The Board shall provide individualized supplementary aids and services and the
personnel necessary to provide or perform any supportive services which may be
required by any student’s IEP/504 Plan.

IEP/504 Plan Development And Meetings

1. Any MBU needing to attend to an IEP/504 Plan meeting held during the
MBU’s day shall be released from other responsibilities.

2. Each MBU, including ISGITs, responsible for the development of IEPs can
use three (3) days of consultation/collaboration time to develop 1IEPs and/or
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hold IEP meetings. Each qualifying MBU may choose to use contract days
for this purpose. MBUs must receive prior administrative approval for this
time. The provisions of Article VI, Section 6.05(B) on personal leave shall
apply to the scheduling of the days. The work need not be done at school
buildings.

In lieu of the foregoing, MBUs may elect to be paid for two (2) hours for each
IEP written to a maximum of thirty-six (36) hours, paid at the hourly rate
established by Section 13.05. MBUs must make an election to use either the
three days consultation/collaboration time, or be paid for IEP writing as set
forth herein. The election must be made not later than October 30 each school
year.

Any MBU who is required to attend an IEP that extends more than 1.25 hours
outside of the student day shall be compensated at the summer
school/curriculum development rate per section 13.05, calculated in fifteen
(15) minute increments. Alternatively, by mutual agreement of the teacher
and Building Principal, the teacher may receive compensatory time in lieu of
the extra pay, also calculated in fifteen (15) minute increments for time that
extends more than 1.25 hours outside of the student day. Any compensatory
time not used by the end of the school year will be paid out 1in the first pay in
July. Documentation must be submitted by June 15.

The Leadership Team will investigate the feasibility of centralizing the
scheduling of IEP meetings.

Special Education Committee

1.

A Special Education Committee is established consisting of (a) the Director of
Pupil Personnel Services, (b) an administrative representative from each
building appointed by the Superintendent/Designee, (c) an MBU
representative from each building appointed by the HEA, and (d) one at-large
MBU appointed by the HEA. The Special Education Committee shall
establish by-laws.

The Superintendent/Designee may release other MBUs to attend all or part of
committee meetings.

The purpose of the committee shall be to aid in collaborative problem solving
and communication on special education issues for the benefit of the District.
The discussions held by this Committee shall not be construed as negotiations.

Meeting minutes will be distributed.

The Committee will meet at least three (3) times a year with release time
scheduled for up to one-half (1/2) day but subject to extension to a full day if
deemed necessary by the Superintendent/Designee. Additional meetings may
be scheduled at the request of one of the parties. Arrangements are to be
made in advance and an agenda shall be submitted with the request. Matters
considered taken up at the meeting shall be limited to those included in the

70



agenda. The agenda shall be jointly prepared by Director of Pupil Services or
designee and HEA appointed at-large representative. By mutual agreement,
items may be added to the agenda.

6. All special education documents will be made available electronically to all
MBUs.

Consistency With Law

Any provision in the Article that is inconsistent with federal and state laws or
regulations governing the education of disabled students shall be null and void.

14.03 LEADERSHIP TEAM

A,

A Leadership Team is established, composed of an equal number of members
appointed by the HEA and members appointed by the BOE.

The purpose of the committee shall be to aid in problem solving and
communication on issues for the benefit of the district. Its procedures shall be
created and maintained in bylaws. The discussions held by this committee shall
not be construed as negotiations.

The parties shall meet regularly or at the request of one of the parties.
Arrangements are to be made in advance and an agenda shall be submitted with
the request. Matters considered taken up at the meeting shall be limited to those
included in the agenda. By mutual agreement, items may be added to the agenda.

14.04 LOCAL PROFESSIONAL DEVELOPMENT COMMITTEE (LPDC)

A.

The purpose of the Hudson City School District’s LPDC is to review coursework
and other professional development activities completed by certified/licensed staff
within the district for renewal of certificates or licenses.

The LPDC shall consist of a maximum of eleven (11) members. A majority of
the members shall be teachers who shall be selected from each school by the
Association. The remaining members may be a combination of administrators
from the district office and/or from the building level who shall be selected or
appointed by the Superintendent/Designee.

The number of meetings in any one year will meet the needs of licensure renewal.
MBUs will be provided either release time or compensation at the summer school
and cutriculum development rate per section 13.05,

Comprehensive by-laws of the LPDC are maintained and reviewed annually by

the LPDC and are made available electronically to MBUs. Any proposed changes
to the by-laws must be approved by a majority of the LPDC members.
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14.05 MASTER TEACHER CERTIFICATION

A Master Teacher demonstrates excellence inside and outside of the classroom through
consistent leadership and focused collaboration to maximize student learning. A Master
Teacher strives for distinguished teaching and continued professional growth as specified by
The Ohio Standards for the Teaching Profession.

A. The Purpose of the Master Teacher Committee is to:

Facilitate the Master Teacher application process
Confirm candidates’ eligibility

Review applications

Determine the District’s Master Teachers

LAl o

B. Membership, Qualifications, Compensation

1. The Master Teacher Committee will consist of at least five (5) members. The
committee will consist of a majority of Master Teachers and may include
building and central office administrators and board members as appropriate.
Committee members will be compensated through release time or at the
summer school and curriculum development rate per section 13.05.

2. The teacher members of the committee will be selected by the application
process with the final approval of the HEA President. The
Superintendent/Designee will appoint the administrative seats. The
committee will attempt to maintain a balance in building representation, years
of service, and teaching disciplines. Committee members who discover they
are unable to fulfill their role as an active committee member may withdraw
by notifying the chair(s) in writing.

3. Teacher members of the committee will be comprised of current Master
Teachers (which includes current National Board Certified Teachers).

4. Comprehensive by-laws of the Master Teacher Committee are maintained and
reviewed annually by the Master Teacher Committee and are made available
electronically to MBUs. Any proposed changes to the by-laws must be
approved by a majority of the Master Teacher Committee.

ARTICLE XV. TUITION ASSISTANCE

The Board will appropriate the amount of $50,000 annually for the term of this contract
for the purpose of assisting teachers to earn approved college credit in connection with
their professional responsibilities with the District. A maximum of $10,000.00 of any
unused funds may be carried over from one year to the next.
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15.01 COURSE WORK CRITERIA

A,

Course work must be pre-approved by the Superintendent and must be graduate
level in college or university approved for teacher training by the Ohio
Department of Education. Correspondence courses, workshops not for graduate
credit, and/or CEUs will not be considered for approval, nor will any course for
which a teacher is receiving any kind of financial aid or other consideration.

Course work must be in the area of a teacher’s present certification/license unless
such course work is in a certification/licensure area designated as one of need for
the District and approved by the Superintendent. The decision of the
Superintendent shall be final and not subject to challenge through the grievance
procedure or otherwise.

15.02 ELIGIBILITY

A,

Eligible applicants must have been an employee of the Board for one (1) school
year unless waived for specific educational reasons at the discretion of the
Superintendent. The decision of the Superintendent shall be final and not subject
to challenge through the grievance procedure or otherwise,

Teachers obtaining tuition assistance shall be obligated to remain with the District
for a minimum of one (1) school year following the completion of the course
work. Any voluntary separation by the teacher prior to this time will result in the
obligation of the teacher to repay the full amount of the tuition assistance, within
thirty (30) days of the separation from employment.

15.03 PROCEDURE

Interested applicants must submit a Tuition Assistance Request Form for approval prior
to the beginning of the course work for which the teacher is requesting reimbursement.
The maximum reimbursement per year will be for twelve (12) quarter hours or eight (8)
semester hours. Once tuition assistance is approved, reimbursement will be processed by
the Treasurer prior to the end of the fiscal year and only upon receipt on or before June 1
of the fiscal year of an official transcript indicating that the teacher obtained a minimum
grade of “B” in the course(s) or “Pass” in the case of a Pass/Fail course and paid receipt
showing actual costs incurred.

15.04 REIMBURSEMENT

A,

Reimbursement for approved tuition reimbursement hours will take place once
per year between June | and June 30. There will be no carryover of any unused
portion of the appropriated amounts for tuition assistance.

The rate of reimbursement shall be the lesser of the actual tuition cost or $200.00
per quarter hour/$300.00 per semester hour. The $50,000 appropriated annually
will be divided by the total number of approved prorated hours for the fiscal year,
in years when the amount requested for reimbursement exceeds the amount
appropriated. (It is possible that reimbursement may be less than $200.00 per
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16.01

16.02

16.03

16.04

17.01

17.02

17.03

17.04

quarter hour/$300.00 per semester hour depending on how many total classes are
taken by teachers in a fiscal year.)

ARTICLE XVI TECHNOLOGY USE

MBUs will make reasonable efforts to monitor student internet usage in class to assure
students are adhering to the usage agreement signed by students and parents and where
such efforts are made, MBUs shall not suffer disciplinary action.

The Administration will not regularly monitor email/use of internet unless the District has
a business purpose for doing so.

The HEA shall select teachers to serve on the Technology Committee, including the
Technology Coordinator. The Board technology policy will be reviewed annually by the
committee and recommendations for changes will be presented to the Superintendent.

The BOE shall train all MBUs on the District’s technology/acceptable use policy. In
addition, the Technology Committee will determine on an annual basis the updates and
training for MBUSs regarding technology.

ARTICLE XVII HIRING OF RETIREES

Where a teaching vacancy exists which the Board may fill by hiring a properly certified
teacher, the Board may consider and employ a Retiree for any such vacancy upon the
recommendation of the Superintendent. For purposes of this Article, a Retiree is an
individual who has retired as an MBU employed by the Board and has attained service
retirement status with the State Teachers Retirement System and is otherwise qualified by
certification and background for public school teaching in Ohio.

A Retiree shall be paid at step 5 of the appropriate training column, regardless of years of
service in any Ohio public or private school, and so long as employed by the Board shall
not advance on the salary schedule based on years of service. This section shall expressly
supercede Chapter 3317 of the Ohio Revised Code.

A Retiree shall receive a one-year limited teaching contract which shall expire
automatically at the end of the stated term provided that the Retiree has received a written
notice of nonrenewal not later than April 30. Continuation of the employment of a
Retiree through offering a new one-year limited contract shall be at the election of the
Board and upon recommendation of the Superintendent, provided that timely notice of
nonrenewal has been given. The requirements of Article XI of the Negotiated Agreement
shall not apply to Retiree limited contracts. A Retiree is not eligible for a continuing
teaching contract regardless of years of employment as a Retiree with the Board. The
parties specifically waive all rights for such employees pursuant to ORC 3319.11 and
3319.111.

A Retiree shall accumulate and may use sick leave in accordance with Article VI of the

Negotiated Agreement, but shall not be entitled to severance pay under Article XIII of the
Negotiated Agreement or under law upon conclusion of employment as a Retiree.
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17.05

17.06

17.07

17.08

18.01

18.02

18.03

A Retiree shall be entitled to participate in insurances provided to bargaining unit
members under Article X of the Negotiated Agreement.

A Retiree shall not accumulate seniority in the bargaining unit, but has the right of recall
in the event of a suspension of the retiree’s contract under Article XII of the Negotiated
Agreement, or under ORC 3319.17.

A Retiree is eligible for a supplemental contract only on recommendation of the
Superintendent. This supercedes ORC 3313.53.

The Board and the HEA expressly intend that this Article supercede any differing or
inconsistent terms of the Negotiated Agreement or provisions of the Ohio Revised Code
which pertain to teacher employment, including but not limited to terms, provisions and
statutes pertaining to teacher salary and salary schedule advancement, contract status,
duration of contract, procedural requirements for contract non-rencwal, evaluation
requirements related to teacher contract non-renewal, reduction in force, seniority and
severance pay.

ARTICLE XVIII GENERAL

COMPLETE AGREEMENT

This Agreement, including Appendices, supercedes and cancels all previous Agreements,
verbal or written or based upon alleged past practices, between the Parties, and
constitutes the entire Agreement between the Parties. Any amendment or Agreement
supplemental hereto shall not be binding upon either Party unless executed in writing by
the Parties to this Agreement.

MANAGEMENT RIGHTS

A, Subject to the provisions of this Agreement, the BOE retains the rights, powers,
duties, and obligations of management conferred upon and vested in it by law and
specifically ORC 4117.08(C), including the management and operation of the
HCSD, the selection of personnel, the establishment of courses of instruction and
student programs, and the delegation of authority.

B. The BOE has the final authority and responsibility for the implementation of the
instructional program. MBUs, individually and collectively, are under the
direction and supervision of the BOE and its administrative staff.

CONTRACT SUPREMACY/CONTRARY TO LAW

A. This Agreement supercedes and prevails over all statutes of the State of Ohio
[except as specifically set forth in ORC 4117.10 (A)], and all policies, rules, and
regulations of the BOE with respect to the specific matters set forth herein, unless
otherwise specified herein.

B. If the State Employment Relations Board or any Court of competent jurisdiction
determines, after all appeals or time for appeals have been exhausted, that any
provision in this Agreement is unlawful, such provision will be automatically
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18.04

18.05

[8.06

18.07

terminated but all other provisions of the Agreement will remain in full force and
effect.

C. The parties shall meet within ten (10) days after the final determination to bring
the Agreement into compliance with respect to the provision which has been held
unlawful.

INDIVIDUAL RIGHTS

Nothing included in this Agreement shall restrict or deny to any MBU rights provided by
law or statutes, rulings, and regulations of the State or Federal government.

AVAILABILITY QF AGREEMENT

An electronic copy will be made available to all MBUs. Upon request, a printed copy
will be made available at no cost to the MBLJ.

DURATION OF AGREEMENT

The Agreement shall be in effect on July 1, 2014 and shall continue in full force and
eftect until midnight, June 30, 2017,

NO REPRISAL CLAUSE

A. Therc shall be no reprisals of any kind against any student, parent, community
member, the HEA. or MBUs by the BOL or ADM because of support for or
participation prior to or during the strike which occurred from February 5, 1998
through 1ts conclusion.

B. There shall be no reprisals by the HEA, its members or MBUs against the BOE, BOE
members, ADM., students, teachers, parents or community members who attended

school. worked and/or supported the BOE prior to or during said strike.

ARTICLE XIX SIGNATURES

IN WITNESS WHEREOF, the Parties have caused this Agreement to be exccuted on the day
and year first mentioned above.

HUDSON EDUCATION ASSOCIATION HUDSON CITY SCHOOIL DISTRICT

% BOARD OF EDUCATION
QL") //""/Z '-( ‘ 41.—’Zfﬁf

HTA Presxd/L
7/

Board Presujent

H;EA Presac{un EI‘Eft Su’perinéndem

A %ecretary Tregsurer ﬁ

el -
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APPENDIX A
HUDSON CITY SCHOOL DISTRICT

Grievance Form — Level:
Grievance No.:

Name: Assignment:

Date Received by District: Date of Hearing:

Section of Master Agreement claimed to have been violated, misapplied, and/or misinterpreted:

Statement of Grievance:

Remedy Requested:

Signature of Aggrieved Date

Disposition Rendered:

Signature of Person Rendering Disposition Date

Date Received by Grievant:

I hereby request/do not request that the grievance be forwarded to Level . (If “request,”
next level form must be attached.)

Signature of Grievant Date
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APPENDIX B
HUDSON CITY SCHOOL DISTRICT

ASSAULT LEAVE FORM
Employee’s Name Date
Employee Number School
Date of Assault L} Accident Report completed
Written Statement
Medical Attention was was not required.

If medical attention was necessary, complete the following:

Name of Physician (Print)
(Attach any necessary certifications from physician stating nature of the disability and duration)

Office Address

Assault leave was taken - Date/s

# of Work Day/s and/or # of Hours

Assault Leave is being requested in accordance with ORC 3319.143 and/or the Negotiated Agreement -
Date/s

# of Work Dayv/s and/or # of Hours

Employee’s Signature

Supervisor’s Signature

Superintendent or designee

ce: Pupil Services
Business Office
Human Resources
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APPENDIX C

Page 1
HUDSON CITY SCHOOL DISTRICT
Sick Leave Bank Application
Name School
Home Address
City Zip

Home Phone

Employment Status:
Part-time Full-time

Before applying for the Sick Leave Bank, you must meet the following criteria:

Used or will have used all sick days yes no
Last paid sick day (check with payroll)
Supplied a Physician’s Statement. yes no
Understand and agree to how the school district will use and disclose medical information
yes no
Current member of Sick Leave Bank. yes no

After completing the above qualifications:
First day to miss work for this absence

Number of days requesting (not to exceed thirty (30) days)
Sick Leave Bank days should begin / /

month day year

The above requested days are needed for the following reason:

A statement from my physician is also attached.

Applicant Signature Date

Return this form to Sick Leave Bank Committee Chairperson

Approved Disapproved Effective Date

Sick Leave Bank Committee Chairperson Administrative Representative
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APPENDIX C
Page 2

HUDSON CITY SCHOOL DISTRICT
Sick Leave Bank Application
Attending Physician’s Statement

Patient’s Name (please print)

Nature of sickness or injury:

Dates of treatment:

Give dates hospitalized, if any, and name and address of hospital:

Date admitted Date discharged

Hospital Name Address

To your knowledge, what is the earliest date this patient was treated for this condition?

How long was or will the patient be unable to work?

Date the patient able to return to work

Is the patient still under your care? yes no

Physician Signature Date

Print Physician Name

Address City
Phone

Return to Sick Leave Bank Committee
¢/o Office of Human Resources
2400 Hudson-Aurora Road
Hudson, Ohio 44236
330-653-1369
330-653-1474 (FAX)
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APPENDIX C
Page 3

HUDSON CITY SCHOOL DISTRICT
Sick Leave Bank Application

This form must be completed after using Sick Leave Bank Days

(Appropriate form/s, including Family Medical Leave Form and absence
forms must also be completed for entire period of absence)

Complete the personal information and forward this form to Payroll. Payroll will complete the
Usage of Sick Leave Bank Days and return the form to you. Sign the form and send it to the
Sick Leave Bank Committee Chairperson via Human Resources.

Name

Employee #

School:

Home Address

Home Phone

City Zip

Usage of Sick Leave Bank Days:

First day to miss work for this absence

Sick Leave Bank days began

date

Last Sick Leave Bank day used

date

Total number of days used

Payroll Designee Signature

Date

Employee Signature

Date
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Ohio Teacher Evaluation System

Self-Assessment Summary Tool | | Name

Directions: Teachers should record evidence to indicate strengths and areas for grawth for each standard. Then, look across
all of the standards holisticalty and identify two priorities for the upcorning year. Mote thesc two priorities with theck marks  Date
Tn the far-right cofurmn,

. Standard Strengths Areas fur Growth | Prioties (Check 2)
» Knowledge of how students learn and of student development
» LInderstanding of what students kaow and 3ra able to do
High expectations for all students
Respect for all students
Identification, instruction and intervention for special populations

Stapndard 1;
Students
L ] L ]

Knowladgs of contant

.
.

g = « Use of content- specific instructional strategies to teach concepts and skills
§ % + Knowledge af schaol and district tuericslim priartties and Obin srademic content standards
s » Relatlonship of knowledge within the discipline to other canten! areas
i + Connection of content to life experiences and career apoortunities
w « Knowledge of assessment types
v g « Use of varied dlagnostic, formoative ond surnmatbve asscssments
B s Analysis of data to monitor student progress and to plan, differentiate, and modify instruction
8 3 » Communiratinn nf residts
» 2 = Inclusion of student se-assessment and goal-setting
® Alignment tn schrol and district priorities and Ohio academic contant standards
. » Use of student information to plan and dellver instruction
T 5 » Communication of clear leaming goals
§ g = Application of knowled ge of how students kearn to instructional design and delivery
88 » Differentlation of Instruction to support learning needs of all students
W= = Use of activities to pramote independence and problem-solving
« Use of varied resources to support kearner needs
.o & Fair and equitable treatment of all students
-'; w g o Creation of a afa leaming snvirnoment
.';' g -4 « Use of strategles to motivate students to work productively and assume responsibility for learning
593 » Creation of learning situations for indegendent and collaborative werk
Yoo » Maintenance an environment that is conducive to learning for all students
4 5 ¢ Clear and effective communication
& g = » Shared responsibility with parents/caregivers to support student learning
o B "‘é » Collaboration with ather teac hers, admimistrators, school and district staff
.’é 'Bu E « Collaboration with local community agenches
883
» Understanding of and adhere nce to professional ethics, policies and legal codes
B % = » Engagement In continuous, purooseful professional develapment
To% § « Desire 1o serve as an agent of change, seeking positive impact an teaching quality and student
388G achievement
sp 8P ‘
[ R -
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PROFESSIONAL GROWTH PLAN

.
.

155

As a result of the evaluation process, teachers and evaluators should focus on accelerating and continuing teacher growth through peofesstonal development. Professicnal
development should be individualized to the needs of the teacher, and specifically relate to his/her areas of refinement as identified in the teachers’ evaluation, The evaluator
should recommend professional development opgortunities, and suppart the teacher by providing Tesources [e.g., time, fimancial). Goals for the year will be reviewed during
the Summative Evaluation Conference. Submit no lazer than October 15", Apprownt by edministrotor no foter than November 1

]
]

Self-Directed - Using three years of rolling data, when available, MBUs whose performance rating indicas above-expected levels of studant growth must develop
a professional growth plan and choose their credentialed evaluator from the Board approved bullding evaluator list.

Collaborative — Using three years of rolling data, when avaiiahle, MBUs whose performance rating indicates expected 1evels of student growth must develop
» professkonal growth plan coflaboratively with th elr vedentialed eval uotus frum the Board approved bullding evaluator lise,

Teacher Fualuator
Atnual Focus Date Areas for Professional Growth Professtonal Growth Plan Reésufts
These are addressed by the evaluator as appropriate for this Record supports needed, resources, goal statement reflection and rasults
teacher. dates professional development
when Comments during conference with teacher
discussed | and evaluator are made appropriate to the

naads of the teacher.

Goal 1: Student Achievement/Outcomes for Stedents

Goal 5tatement:

Evidence indicators:

Goal 2 : Teacher Performance on the Ohio Standards for the
Teaching Profession

Goal Statement:

Evidence Indlicators:

Growth Is demonstrated and performance standards
are being mel

Growth Plan is continued for the following
specified trmehne:

D A new Godt has baen gencrated

I::l Growth 1s demonstrated and parformance standards
are being met

Growth Plan is confinued for the following
specified timaline:

!:I A new Goal has been genarated

Areas of Refinement as Indicated In previous summative
evaluation [as applicable)
Evaluataor Signature Date Teacher Signature Date
EVAlUator Sagnature Late Teacher Signature Date

The signatures obove verifiy thot the teacher ond evaluator hove discussed this Professional Growth Plan. Gools will be reviewed at fhe he ginning of the year and during the Finol Summative meeting.
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Cy S R L S0 I T

Siudent Loarning Qbjecitve (5L8) Templaia —
FARG peeginren En il e s cActe s e o Ry teg S dhe wi S ol e Cheeed

Suboin o e o D pnes g d s pae e By Seande i g [0y than Seg e

Teacher Name: Content Area and Course(s):

Grade Level(s): Academic year:

Please use the guidance provided in addition to this template to develop components of the student learning objective and populate each component in the
space below.

Baseline and Trend Data

What information Is being used to inform the creation of the SLQ ond estabilish the amount of growth that should toke pface?

Student Population

Which studernits will be incfuded in this SLO? Include course, grade level, and number of students.

Interval of Instruction

Whot is the duration of the course thot the SLO will cover? include beginning ond end dates.
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$tandards and Content

What content will the SLO target? Toe what related standords Is the SEQ aligned?

Assessmant(s)

What arssessrnent(s) will be used to measure student growth for this SLO?

Growth Target(s)

Considering afl available dato and content requirements, what growth target(s) can students be expected to reach?

Rativnale for Growth Target(s)

What is your rationale for setting the above target(s) for student growth within the interval of instruction?
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SLO Scoring Template

The template may be used to organize data for SLOs.
First, the teacher adds the name oridentification number for each student into the worksheet. Additional rows may be added as needed.

Then, the 1eacher enters each siudent's baseline score. This may be trom a combination of data points and available information such as scores on tha
assessment administered at the beginning of the school year or from the previous year fclass if avallable, or other measures that help to set the baseline

1.
2.

Sin s W

of the student performance.

Next, using their completed SLO template as a guide, the teacher enters each student’s established growth target.
The teacher enters the final performance data for each student.

The teacher enters if each individual student exceeded/ met the growth target by answering yes or no.
Onge all the relevant informatian has been entered in the worksheet, attainment of the students” growth targets and overali teacher rating of student

growth measures on this SLO will need to be computed.

*
+

-
*
A

sy

-
*

[

Teacher Name:

School:

SLO Title: Assessment Name (if available):
. Exceeds/ Meets
Student Name Student Number Baseline Score Growth Target Final Score Target? {yes/ no}
L] Dapartmient
12/1/12 Oth of Education
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Growth Exceeds/ Meets
Studont Name Student Number Baseline Score Targat Final Score Target?
" {yes/no) _
% of students that Numerical
exceeded/ mat Descriprtive Rating e Final SLO Percentage NUMERICAL RATING
Rating
growth tasget OF S£0:
90 - 100 Maost Cffective 5 % Exceeding/Meeting Target. %
20 -89 Above Average 4 % Below Target: %
70-79 Average 3
B0 - B9 Approaching Avg. 2
59 or less least Effective 1
Submit no later than October 15™. Approvol by administratar no krter than November 1™
Dapartment

1z2/112

(Ohio

ot Education




o &
Submit no later than October 15™. Approval by administrator no loter than November 1°, o=

SLO Approval Form

Name:

SLO Team (Teachers’ Names):
Subject:

Grade:

SLO Focus Area:

Based on the administrator’s review, the SLO approval status is one of the following:

[:I Approved

The SLO has met the criteria and the expectations outlined in the SLO guidance checklist.
The teacher(s) have focused on the “right™ goals,

The SLO covers the course content and identifies the students who truly need to improve.
The SLO logically related to improved student {eaming.

The SLO teads to more equality of educational oppertunities for all students.

The $LO does not lead 1o unintended consequences, such as the curriculum becoming
unacceptably narrowed.

o 0 0 0 0 O

I:I Not Approved
¢ The SLO does not meet the criteria and the expectations outlined in the SLO guidance

checklist. The SLO requires further development in the areas identified here. After these
areas have been sufficiently addressed, the SLO will be approved. The areas requiring
further development are as follows:

Baseline and Trend Data D Assessment(s)
Student Population D Growth Target(s)
Interval of Instruction D Rationale for Growth Target(s)

Standards and Content

Teacher’s Signature: Date:

Administrator’s Signature; Date:
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Ohio Teacher Evaluation System

" -
* *

- MK

Guiding Pre- and Post- Conference Questions ™%

Pre-Observation Flanning and Lasson Reflaction Resource Questions

Tha questio ne provided are intendod to guide thinking and conversation; every question may not be answenzd vt relevant for every observation.

INGTRUCTIONAL
FOCUS (Standard 4: Instruction)
wnal ig the tocus for the lesson?
= \What content wifl students know/understatid? VYWhat skills will they
demonstrate?
+  Whal standards are addressed in the plannad inetruction?
s Whyis this learning important?

HNING

ASSESSMENT DATA (Standard 3: Assessment)
«  What assessment data was examined to infomm this lesson planning?
»  Whal does pre-assassment data indicate about stugdent learning reeds?

PRIOR CONTENT KNOWLEDGE/SEQUENCEACONNECTIONS (Standard 1:

Students / Standard 2: Content/ Standard 4. Instruction)

= What prior knowledge do students need?

+  What are the connections to previous and future learning?

+ How does this lesson connect to sludents’ reaklife expériences andfor
passhile careers?

« Howdoes it connect fo olher disciplines?

KNOWLEDGE OF STUDENTS (Standard 1: Students}

«  What should the evatuator know abrout the student population? (Sae Dety
Maasures Inventory for the Classroom)

« Howis this & developmentally appropriaie Learning achvity?

INS CTl ESSMENT
¥ (Standard 2: Content | Standard 4: Inztruction)
» How will the goats for learring be communicated to students?
= Whal inshuctional sirategies and methods will be used (0 engage students
and promote independent leaming and problem solving?
«  Wnhat stralegies will be used to make sure aH students achleve lesson
goals?
How will content-specific concepls, assumptions, and skils be taught?
IFFFRFNIIATION (Standard 1- Students / Standard 4: Instructien)
«  How will the insiructionat sirategles address all students’ leaming needs?
+  llow will the tessen engage and challenge students of all levels?
«  How will the developmental gaps be addressed?

RESOURGES (Standard 2: Content / Standatd 4: [nstruction)
»  What resourcas/materials wi be used in instruction?
+  How will technology be integrated into lesson delivery?

CLASSROOM ENVIRONMENT  [Standard 1: Students / Standard 5:
Learning Environment)

«  How will the environment support all students?

s How will different grouping Strategies be used?

+  How will safely in the classroom be ensured?

+«  How will respest for all be modeled and laoght?

ASSESSMENT QF STUDENT LEARNING (Standard 3: Assessment}
How will you chack for underatanding during the lesson?

«  \Nhat specific sroducts or demonstrations wlll assess student learning /
achievernen| ¢f goals for instrucnon?

+  How will you ensure that students understand how they are doing and
support stucdfents’ sef-assessment?

s« Howwill you use assessmeant data to inform your next steps?

-SOIONAL REGPONSIBI 3
COLLABORATION AND COMMUNICATION (Standard 8}

= Howdo you collaborate with colleagues?

«  How de you work with others when thene is a problem?

«  What is your communication style with students? With families? With
rnliraguas?

« Inwhat ways do you seek the parspectives of others? Give 2n example.

f_&gﬁwmuw ANO GROWTH (Standard T)

How U0 you apply knowledge gained from othar expe rences in your
teaching?

»  Discuss ways you reflect and analyze your teaching.

« \Whst are some proactive ways you further your own professional growth?
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Classroom Walkthrough and Informal Observation Form

Walkthroughs are 3 to 20 minutes in fength; ot least one walkthrough per observation should be conducted during the 2014-2015 school yeor and at least twa walk-thraughs per

observations thereafter until the expiration of the controct.
Teacher Name:

Date:

Time Walkthrough Begins:

Mode of instruction {e.g. whole class, lecture, small group):

Classroom Culture:

Evaluator Nama:
Gradels|/Subject Areasis):
Time Walkthrough Ends:

Where is Teacher in the Room:

Directions: This form serves as arecord of an informal walkthrou gh by the teacher’s evaluator. The evaluatar will ikely not observe ail the teaching elements listed below in
any one informal observation, This recorq, along with recerds of additional informal abservations, will be used to inform the summative evaluation of the teacher.

Instruction is developmentally appropnate

Lesson content is linked to previous and future learning

Learning outcomes and goals are clearly communicated to students

Classroom learning environment is safe and conducive ta learning

Varied instructional teols and strategies reflect student needs and learning objectives | Teacher provides students with timely and responsive feedback

Content prasented is accurate and grade appropriate

Instructional time is used effectively

Teacher connects lesson to real-life applicatians

Routines support learning goals and activities

Instruction and lesson activities are accessible and challenging for students Muitiple methods of assessment of student lzarning are utifized to guide instruction

Cther:

Other:

= EVATATO RIS SUMNARY: CONIMENTS :OR REELECTIVE

Evaluator's signature:

! Photocopy to the teacher provided ta teacher
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| OTES TEACHER PERFORMANCE EVALUATION RUBRIC [1EVALUATION [JOBSERVATION &

.
p‘ga

Teacher: Evaluator: Date: Time: Subje&:
INSTRUCTIONAL PLANNING
Focus For Learning
{SLandard 4: ustruclion) Sources of Cvidence: Pre-Conforence
D Ineffective D Developing D Skilled D Accomplished

The teacher does not demanstrate a clear focus for
<turent Inarning, Lerarning nbjactives are too
gereral to guide lesson planning and are
inappropriate for the students, and/or do not
reference the Chio standards,

The teacher communicates a facus for student
learning, davalops lsarnimg objoacives that are
apprapriate for students and reference the Chias
standards buat de not include measurable goals.

The teacher demonstrates a focus for student
Icarmag, with oppropriste learning objectives that
Inciude measurable goal{s) for student leaming
aligned with the Ohio standards. The taacher
dermonstrates the itnportance of the goal and its
approptiateness for students.

The teacher establishes chalfenging and measurable
gonl{s) for student learnkng Wrat atigny wilh 1bxs Ohio
standards and reflect a range of student learner
needs. The teacherdemaonstrates how the gaals) fit
Into the broader unit, course, and school goaks for
content learning and skills,

Evidence:
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INSTRUCTIONAL PLANNING

Assessment Data
fSrantard 3 AL5essment) Sources of twidence: Pre-Conterence

I:l theffective

D Developing

Lskitled

DAcmmplished

The teacher does not plan for the assessment of
student learning or de¢s not analy ze stutlent
lgarning data to Inform lesson plans.

The teacher explains the characteristies. uses. and
liomtatrans of various diagnostic, formative, and
summative 3ssessmoents but does not consistently
incorporate this knowledge into Jessan planning.

The teacher demanctrates an undorgtanding that
assessment is 2 means of evaliating and supporting
studenl learning through effectively incorporating
diagnestic, formative, and/or summative
attosemantt inte lesson plaaning.

The taachor purposafully plans assesaments and
diffesentiates assessment cholioes 10 match the fult
range of student needs, abilities, and learning
styles, incorporaling a range of sppropriate
dingnostic, formative, and summutive aasessments
into lesson plans.

The teacher doos not USe Or only WSS ene measure
of student performance.

The teacher uscs more than one measure of
student parfarmance, but doas not appropriatety
vary agteiirnent approzches or the teacher may
hawe difficelty analyzing data to effectively Inform
instractional planning and delivery.

The: teacher employs a variety of formal and
informal assessment techniques to collect evidence
of students’ knowledge and skills and nnafyzes data
to effectively mfcrm instructional planning and
delivery,

Student learning neads are accurately identified
through an analysis of student data; the reacher
uses aszassment data to identify student sLieigtin
and areak for student growth,

Evidence:
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INSTRUCTIONAL PLANNING

Prior Content Knowledge/ Sequence/Connection

[Siandard 1: Stadents; Standard 2: Coment; Standard 4: instruction) Sauzces of Evigence: Pre-Conference

D Ineffective

D Developing

[ skitted

E] Accomplished

The teacher’s lesson does not build on or connect to
students' prior knowledge, or the teacher may pive
an explanation that s iflogical or Inaccurate as to
how the content connects to previous and future
leamin.

The teacher makes an attempt to connect the
lessen to students’ prior knowledge, to previcus
lessons or future learning but is not camplately
successful,

The teacher makat chear and roharent connpctions
with studests’ prior knowledge and future

teaming—bath explicitly to students and within the
lesson

Tha toacher uger the nput and contributions of
familles, calleagoes, and other professlonals In
understanding each learners prior inowledge ang
supporting their development. The teachar makes
meaningful and relavant connections belwean
lesson content and other discipiines and real-world
experiences and carerrs as well 35 prepares
opportunities for students to spply leaming from
differcnt contant 3reas to sohes probilems,

The teacher plans and sequences nstruction to
include the impeortant cantent, concepts, and
processes in schoo! and distrtet cucriculum priorities
and in state stond ards.

The tzacher plang and sequences Instruction that
reflects an understanding of the prarequisite
relationships among the important content,
concapes, snd processes in schood and distric
curdculum priarities and in state standards as well
a5 multiple pathways for learning depending an
student needs. The teacher accus ately explaing how
the lasson fits within the structure of the discipline,

Evidence:

94

Page | 3




INSTRUCTIONAL PLANNING

Knowledge of Students

{Standard 1: Students) Sources of Evidence: Analysis of Student Data, Pre-Conference

D Ineffective

E] Developing

Cskitted

DAccomplished

The teacher demonstrates a lack of famillacity with
students’ backgrounds and has made no attermpts
ta fed this mformation,

The teacher's plan for instruction does not
demonstrate an understanding of students’
development, praferred iearning styles, and/ /oy
student backgrounds/prioe experiencas.

The teacher demonstrates some familiarity with
students’ background knowledge and expedences
and describes one procedure used 1o obiain this
infarmation.

The teacher demanstrates familiarity with students®
background knowladpe and experiences and
desctihes multiple procedures used to obtain this
information.

The teacher demanstrates an understanding of the
purpase and value of tearning abnnt chidents’
background expevlences, demonstrates familiarity
with each student’s background knowledge and
experiences, and describes multiple procedures
used to obtain this wlormatian.

‘The teacher's Instructional plan deaws upon »

partial anzalysis of students’ develapment, readiness
tor learning, prefarred learming siyles, or
Backgrounds and prior experlentes and/or the plan
is inappropriately tailored to the specific poputation
of students in the classroom.

The teacher’s ingiruttional plan draws upon an
accurate anatysis of the students’ Jevelopment,
readiness for kearning, preferred learning styles, and
backgrounds and nrior experiences.

The teacher’s anakysis of student data {stodent
devetapment, studant learning and preferred
learning styles, and student backgrounds/prior
experipnces) accurately cnnnects the data te
specific Instruetiona! stratagies and plans.

The teacher plans for and can articulate specific
stratagies, content, and delivary that will meet the
needs of ind ividual students and groups of students.

Evidence:
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INSTRUCTION AND ASSESSMENT

Lesson Delivery

(Staridary 2: Content; Siandard 4: mstruciion; Standard B! Lofateoration and Lommuni¢ation) Sources ot Evidence: Farmal Qbservation, Classroom Walkthreughs/fnformal Observations

D Ineffective

D Developing

Uskilled

D Accomplished

of inaccurate, and ane generally ineffective in
bullding stwdent understanding. The teacher uises
Ianguage that fails 10 engage students, is
inappropriate to the content, and/ar discaurages
independent or craative thinking.

The teacher’s explanations are unclear, incoherent,

Tescher explanations are Accurate and generatly
clear but the teacher may not fully clarlfy
information based on students’ questions about
content of instructions for laarning activities or the
taachar may nie toma language that ic
developmentally inappropriate, leading to
confusion or Il miting diseu ssion.

Tearhar ewplanatinns arg claar and accuralg. The
1eacher uses developmentally agpropriate
stralegies and language designed 1o actively
encourage independent, ereative, and critical
thiaking,

Teacher axplanotions avc chkear, coharent, and
precise. The teacher uses wel-timed, indidualized,
developmentatty appropriate strategles and
language designed to actively encourage
mdependent, creative, and critical thinkikog,
including the appropriate ute of questions and
iscussion lachniques.

The teacher falls to address student confusion or
frustration and does net use effective guestoning
techniques during the lesson. The lesson is almmost
entirely toacher-directed.

The taacher re-explains ta pics when students show
canfusion, but is pet ahwayt ablko to provide an
effective altermative explanation, The tracher
attempts to emiploy purposaful guestioning
techniques, but may confuse students with tha
phrading of timing of questions. The lesson is
primarily teacher-divected.

The teacher effectively addresses confusion by re-
Cxplaining topics when asked and ansuring
undarstanding. The teachar employs effective,
purposeful guesiioning technigues during
instruction. The lessan is 2 balance of teacher-
directed instruction and student-led learning.

The teacher accuralely anticipate s confusion by
presenting inforonatiun i imulliphe formats and
claritying content before students ask questions,
The teacher develops high-level understanding
through eteclive uses of varled levels of guestions.
‘The lesson is stundenled, with Uk teusher in the
10de of facilltater.

Evidence:
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INSTRUCTION AND ASSESSMENT

Differentiation

(S1andard 1: Students; Standard 4: instruction) Sousces of Evidence: Pre-Conference, Formal Observation, Classroom Welkthroughs/informal Observations

D Ineffective

l:l Developing

LIskied

DAccamplished

The teacher does not atternpt to make the feszon
accessible and chaflenging for most students, or
attempts are devidapmentally inappropriate.

The teacher refles on a single stralegy or alternate
set of materials to make the lesson accessible to
most stodents though Some students may not be
able to access cartaln parts of the leszon and/or
some may nol be challenged.

The 1eacher supports the learning needs of students
through a variety of strategles, materials, andfor
pacing that make learning accessible and
chalienging for the group.

The teactrer matches strategies, materials, and/or
picing 1o students’ Individual needs, to make
learning atcessible and challenging for all $tudents
In the classroom, The teacher effactivaly uses
independent, collaborative and w hole-class
Instruction 1o support Intiividusl learning goalks and
provides varked options for how students wil
demanstrate mastery.

Evidence:
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INSTRUCTION AND ASSESSMENT

{Standard 2: Content;

Resources

Standord 41 Instruetion) Sowrces of Evidence: Pre-Conference, Farmal Observation, Classroom Walkthreughs/infarmat Observations

Dlneﬂective

Cloev eloping

Uskined

DAccomplished

Instructional materials and resources used for
instruction are not relevant o the Jesson or are
inappropriate tov students.

The teacher uses appopriate instructioral matevials
Lo support learning goals, but may not meet
Individual students’ kearning stylesfneeds or actively
engage them in learning,

Instructional materials and resourees are aigned to
the instructional purposes and are appropriate for
students' iearning styles and needs, actively
engaging students.

Instructional materialy and resources are afigned to
instructional purposes, are varied and appropriate
to ability levels of students, and actively engage
them in gwnership of thelr learning.

Evidence:
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INSTRUCTION AND ASSESSMENT

Classroom Environment

[Standard 1: Students; Standard 5; Learning Enviranme nt: Standard 6: Collaboration and Communication) Sources of Bvidence: Pre-Conferente, Formal Observation, Classroom Watkthroughs/Informal Obsarvations

D Ineffective

D Developing

Cskitted

DAccomplished

There is ittle or no evidence of a positive rapport
between the Leacher and students, For example,
the teacher may raspond disrespectfully to stadents
or ignove their quastions or comm ents,

‘The teacher is fair in the treatment of students and
establishes a basic rapoort with them. For example,
the teacher addresses students’ questions or
comments but does not inguire abour their sveralt
well-being.

The teacher has positive rappart with students and
demanstrates raspect for and interestin all
stiddents. For example, the teacher makes eye
contact and conneets with individual students,

Th teacher has positive rapport with students and
demoanstrates respect for and Interest in indisddual
students’ experienices, thoughts and oginions. Far
example, the teacher responds quietly, individually,
and sensktively to student confuslon or distress.

There ane 10 evident rautines or procedures;
strdents ceem unclear aboyt whal they should be
doing or are idie.

Routines and proceduras are in place, but the
te@cher may inappropriately orompt or direct
students when they are unclaar or idle.

Routines and pracedures run smoothly throughout
the lesson, and students assume age-appropriate
lavels of rasponsikility for the efficiant operation of
the classroom. .

Routlnas are weall-astablished and orderly and
stud ents Initiate rasponsibifity for the efficient
operation of the cfassroom.

Transiticns are inefficient with considerable
instructional time lost_ Lessons prograss (oo slowly
or quickly 50 students are frequently disengaged.

The teacher transitions between learndng acthvities,
but occasionally loses sorme instructional time in the
process.

Tranddiions are efficient ard occur smoothly. There
is evidence of varied learning situations {whole
class, cooperative learming, small group and
independent work).

Transitions are seamless as the teacher effectively
maximizes mstructional time and combittes

inde pendent, collaborative, and whole<class |
legening situbions.

The teacher creates a leaming ¢nvironment that
allows for little or no communication or
engagement with families,

Thie teacher wekames communication from families
and repfles In a dmaly manner.

The teacher engages In two-way communication
and offers a variety of volunieer opportunities and
activitins for famifies to support student kearning.

The teacher engages in two-way, ongoing
communication with Families that results in active
volunteer, community, and family partnerskips
which contribule to student learning and
development.

Expectztions for behavior are not established or are
inappropriate andfor no monitoring of behaviors
ocours. The teacher respands to mishehavier
inanpropri ately,

Apprepriate expectations for behavior are
established, bul some exp ectations are unclear or
do not address the needs of individual students.
The teachar incensistently monitors behavior,

A Classrpom management system has been
irnplemented that is appropriate and responsive to
classroom and indwvidual needs of students. Clear
expec tatians for student behavior are evident.
Manitoring of student behavior Is consistent,
appropriate, and effective.

A classroom mamagement system has been
designed, implemented, and adjusted with student
input and is approprigte for the classroam and
individual studont nesds. Studsntt ars actively
encouraged to take respansibiity for their behavior,
The keacher uses research-based strategles to
letgen dis ruptive behaviors and reinforce positive
behavors.

Evidence:
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INSTRUCTION AND ASSESSMENT

Assessment of Student Learning

(Standard 3 Assessment) Sources of Evidence: Pre-Conference, Farmal Observanon, Classroom Walkthr oughs/informal Observations, Post-Conference

I:I Ineffective D Developing D Skilled D Accomplishad
The teacher does not routinely use assessments to Teather uses assessments to measure student The teacher uses assessment data to (dantify The teacher uses assessment data te identify
meastira student mastery. mastery, but may not differentiate instruction students’ strengths and needs, and madifies and students” strengths and needs, and modifies and

based on this snformation.

differentites instruction accordingly, although the
TE2CN 2r May NoL Pe abie 1o aNticipate karning
obstacles.

differentiates instruction accordingly, as well as
exnines ClassToom assessment vesults to reveal
trends and patterns In individual and group progress
and to anticipate learning obstaches.

The teacher rarely or naver checks the students’
undesstanding of content, The teacher falls v make
adjustments in response to stedent confusion.

The teacher chadks For student uaderstanding and
makes anempts 10 2dust nstruction Accordingly,
but these adkestraents may cavse som e additional
confusion.

‘The teacher checks for understanding at key
moments and makes adjustments 1o instruction
{whole-class or indlvidual students). The teacher
respo nds to student misunderstandings by
providing addittonal clarification,

The teacher continually checks for understanding
and makes adfustments accerd ingly (whole-class or
Indwidual students), When an explanation is not
effactively keading students to understand the
content, the teacher adjusts quickly and seamlessly
within the lesson and uses an alternative way to
explain the toncept,

The teacher persists in using a particular strategy
for responding to misunderstandings, even when
data suggest the approach is not succeeding.

The teacher gathers and wses student data from a
few sources to choose appropriate instructional
strategies for groups of stedents.

The teacher galhars and wses stident data from a
variety of soutces to choose and implement
appropriste instructional strateples for groups of
stude nis.

By using student daga from a vartety of sources, the
teacher appropriately adapts instructional methods
and materials and paces leaming activities to meet
the needs of indhividyal students 26 well 25 the
whole class.

Teacher jogs not provide students with feedback
about their learming.

Students receive dccasion al or limited feedback
abeout thetr perfermance from the teacher.

The teacher provides substantive, speciiic, and
timely feadback of student propress 1o students,
families, and other school persannel while
maintaining confidentiallty.

The teacher provides substantive, specific, and
timely feedback to students, famzlies, and other
schoal personmet while makmaining confidendallty.
The teacher provides the opportunity for students
to engage in sell-assessment and show awareness
of their own strengths and weaknesses. The teacher
uses student assassrment rasults to reflect on hisor
her own teathing and to monitor teaching
strategies and behaviors in relation to student
SUCLEss.

Evidence:
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'PROFESSIONALISM.

Snuerac af Fvidanes: Prafedtionsl Develspmont Flan er impreversant Plan; Pre Confarence, Past Confercnce, Doily Interaction with Others

Professional Responsibilities

[$tendard & Collaboration and Communication; Standard 7. Professional Responsibility and Growth)

L—.I Ineffective

D Developing

[ Isxilted

DAccomplished

The teacher fails to communicate clearly with
students and Famibes or collaborate efectively with
professicnal colleagues.

The teachsr uses a varlety of strategies to
cemmunicate with students and famikies and
collaborate with colleaguas, but these approaches
may not always be appropriste for a particular
situation or Achieve the intended outcome.

The teacher uses efective communication

strate gles with students and Familles and waorks
effectively with colleagues to examine problems of
practice, analye student work, and identify
1argeted strategios.

The teacher communicates effectively with
students, familles, and colteagues. The teacher
collaborates with callaagues to improve personal
and team practice by facilitating professional
dialogue, paer abservation and feedback, pegr
coaching and other colegial learming activities.

The teacher fails to understand and follow
reguiations, policies, and agreements,

The teacher tnderstands and follows district
pofickes and state and federal regulzilons at a
minimal kevel.

The teacher meets athical and prafessional
raspansibilities with integrily and honesty. The
teacher models and uvphokds district policies and
state and federal regulations.

The teacher mests ethical professional
responsibilities and helps colleagues access and
interpret laws and polickes ang understand their
implications intha classroom.

The teacher Rk to demonsitate avidence of an
ability to accurately setf-assess parformance and to
appropriately identify areas of pro fessional
develgpment

The teacher identifies stre nglhs and areas for
growth to develop and implement targeted goals
for professional growth.

The teacher sets data-based short- and long-term
professional goals and takes action 1o meet these
goals.

The teacher sets and regularly modifies short-and
long-terrm professional goals based on seif-
assessme nt and analysis of student leaming
avidence.

Evidence:
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Statement of Reinforcement:

Statement of Refinement:

Teacher Signature:

Signature means that | have seen this report but net that | pecessarily agree with it.

Evaluator Signature;
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: H - - . * ";’ *
Ohio Teacher Evaluation System Final Summative Rating =
Teachers Name: School School Year
Final Summative Rating of Teacher Fffectiveness
Proficiency on Standards 50% INEFFECTIVE DEVELOPING SKILLED ACCOMPLISHED
Cumulative Performance Rating
{Holistic Rating using Performanca Rubric) I_J D D ':I
Areas of reinforcement/refinement:
Student Growth Data 50% "~ BELOW EXPECTED EXPECTED GROWTH ABDVE EXPECTED
GRCWTH GROWTH
Student Growth Measure of Effectiveness D D D
Areas of reinforcernemi/refinement: - -
Final Summative (Overail) Rating INEFFECTIVE DEVELOPING SKILLED ACCOMPLISHED

[] [ ] [] [ ]

Chack here if improvement Plan has been recommended.

Teacher Signature Date Evaluator Signature Date
The signatures above Indicate the teacher and evaluator have discussed the Summative Rating,

Note: The teacher may provide additional information te the evaluator within 10 working days of the re<eipt of this farm, and may request a second conference
with the evaluator. Any additional information will become part of the summnative record. Challenges may be made according to the local contract agreement.
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APPENDIX D-1a
HUDSON CITY SCHOOL DISTRICT: TEACHER: EVALUATION/OBSERVATION FORM

Teacher: School: Evaluator: Date:
Grade Level/Subiect: School Year:
Starting Time: Ending Time: Checkone [ | Evaluation [ ] Observation

Present Contract Status
Checkone: [ | One Year Limited Contract [ ] Two Year Limited Contract [ ] Three Year Limited Contract [ ] Continuing Contract

Domain A: Planning and Preparation

Rating Evidence*

Demonstrating

Al knowledge of students

Selecting instructional
A2 goals, benchmarks
and indicators

A3 Demonstrating
knowledge of content

Designing coherent
Ad instruction and
pedagogy

Assessing student

A5 ;
learning

* Please attach additional pages if more space is necessary.

Ratings: A = Accomplished S = Skilled D = Developing | = Ineffective NIQ = Not Observed
Ratings of Accomplished or Skilled need not be supported by a narrative of evidence.
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APPENDIX D-1b
HUDSON CITY SCHOOL DISTRICT: TEACHER: EVALUATION/OBSERVATION FORM

Teacher: School: Evajuator: Date:

Domain B: Classroom Environment

Rating Evidence*

Creating an
B1 environment of
respect and rapport

Establishing a culture
B2 for learning and
achievement

B3 Managing ¢lassroom

procedures
Managing student
B4 .
behavior
B5 Organizing physical
space

* Please attach additional pages if more space is necessary,

Ratings: A = Accomplished S = Skilled D = Developing I = Ineffective N/O = Not Observed
Ratings of Accomplished or Skilled need not be supported by a narrative of evidence.
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Teacher:

HUDSON CITY SCHOOL DISTRICT: TEACHER: EVALUATION/OBSERVATION FORM

Domain €: Instruction

School: Evaluator:

APPENDIX D-1c

Date:

Rating

Evidence*

c1

Communicating clearly
and accurately

c2

C3

Demonstrating
effective instructional
strategies and lesson
design

Providing technigues
to extend student
thinking

C4

Monitoring student
understanding and
providing effective
feedback

C5

Engaging students in
learning

* Please attach additional pages if more space is necessary.

Ratings:

A = Accomplished

S = Skilled D = Developing | = Ineffective
Ratings of Accomplished or Skilled need not be supported by a narrative of evidence.

N/O = Not Observed
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APPENDIX D-1d
HUDSON CITY SCHOOL DISTRICT:TEACHER: EVALUATION/OBSERVATION FORM

Teacher: School: Evaluator: Date:

Domain D; Professional Responsibilities

Rating Evidence*

™ Reflecting on teaching

Maintaining accurate

D2 records

Growing and
D3 developing
professionalism

D4 Showing )
professionalism
Communicating with

D5 o
families

D6 Contributing to the

school and district

* Please attach additional pages if more space is necessary,

Ratings: A = Accomplished S = Skilled D = Developing | = Ineffective N/O = Not Observed
Ratings of Accomplished or Skilled need not be supported by a narrative of evidence.

Evaluator Date Certified Person (Signature means that | have seen this Date
report, but not that | necessarily agree with it.
If initialed, comments are attached
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DOMAIN A — TEACHER: PILANNING AND PREPARATION

APPENDIX D-1e

Accomplished

Skilled

Developing

Ineffective

Al
Demonstrating knowledge of
students

Teacher demonstrates thorough
knowledge of students’ backgrounds,
skills, interests; exhibits multiple ways
of acquiring this knowledge; uses this
knowledge to plan for individual student
leaming.

Teacher demonstrates thorough
knowledge of students’ backgrounds,
skills, interests; uses this knowledge
fo plan for groups of students.

Teacher demonstrates partial
knowledge of students’ backgrounds,
skills, and interests; attempts to use
this knowledge in planning for the
class as a whole.

Teacher makes little or no attempt to
acqguire knowledge of students’
backgrounds, skills, or interest and
does not use such information in
planning.

A2:
Selecting instructional goals,
benchmarks and indicators

Teacher's instructional goals reflect
high-level learning relating to curricufum
framework/ standards; and demonstrate
efficacy in multiple disciplines; they are
adapted, where necessary, to the
needs of groups or individual students.

Teacher's instructional goals meet
adopted benchmarks and indicators;
they reflect opportunities for
integration and demonstraie
differentiation for groups or individual
students.

Teacher's instructional goals are of
moderate value or suitability for
students in the class, consisting of a
combination of goals and activities,
with some differentiation for groups or
individual students.

Teacher does not identify significant
instructional goals that are unsuitable
for students, or are stated only as
instructional activities.

A3:
Demonstrating knowledge of
content

Teacher's knowledge of the content is
extensive, demonstrating seamless
connections with other disciplines,
showing evidence of a continuing
search for improved practice. Teacher
actively builds on knowledge of
prerequisites and addresses
misconceptions when describing
instruction or seeking causes for
student misunderstanding.

Teacher demanstrates solid
understanding of the conlent, its
prerequisite relationships, and
connections with other disciplines;
student misconceptions are
addressed.

Teacher's content knowledge
represents developing understanding
but does not extend to connection
with other disciplines or to correct
possible student misconceptions.

Teacher displays litle understanding
of the subject or structure of the
discipline.

Ad:
Designing coherent instruction and

pedagogy

All of the elements of the instructicnal
design support the stated instructional
goals, engage students in meaningful
leaming, and show evidence of student
input. Teacher's lesson or unit is highly
coherent, has a clear structure, and
reflacts extensive pedagogical
knowledge.

Most of the elements of the
instructional design support the stated
instructional goals and engage
students in meaningful learning; the
lesson or unit has clearly defined
structure and reflects extensive
pedagogical knowledge.

Some elements of the instructional
design supporl the stated instructional
goals and engage students in
meaningful learning while others do
not. Teacher's lesson or unit has a
recognizable structure demonstrating
developing understanding of
pedagogical knowledge.

The various elements of the
instructional design do not support
the stated instructional goals of
engaging students in meaningful
learning, and the lesson or unit has
no defined structure or content

related pedagagy.

AS5:
Assessing student learning

Teacher's plan for student assessment
is fully aligned with the instructional
goals, contains clear assessment
criteria/ standards that are for students
but also show evidence of student
participation in their development.
Students monitor their own progress in
achieving the goals.

Teacher’s plan for student
assessment is significantly aligned
with the instructional goals, with clear
differentiated assessment criteria and
standards for students. Teacher uses
assessment to plan for groups of
students or individuals.

Teacher's plan for student
assessment is partially aligned with
the instructional goals and includes
criteria and standards that are not
entirely clear for individual or groups
of students. Teacher uses the
assessment to plan for future
instruction for the class as a whole.

Teacher's approach to assessing
student learning contains no clear
criteria or standards, lacks
congruence with the instructional
goals, and is inappropriate for
students. Teacher has no plans to
use assessment results in designing
future instruction.
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DOMAIN B — TEACHER: CLASSROOM ENVIRONMENT

APPENDIX D-1f

Accomplished

Skilled

Developing

Ineffective

B1:
Creating an environment of respect
and rapport

Classroom interactions are highly
respectful, reflecting genvine worth and
caring toward individuals. Students
themselves ensure maintenance of high
levels of civility among members of the
class.

Classroom interactions reflect general
warmth and caring, and are respectful
of the cultural and developmental
differences among groups of
students,

Classroom interactions, both between
teacher and student and among
students, are appropriate and free
from conflict but may be
characterized by occasional
inconsistencies.

Classroom interactions, both between
teacher and students, and among
students, are generally negative or
inappropriate and characterized by
put-downs or conflict,

B2:
Establishing a culture for learning
and achievement

Teacher creates an environment in
which students feel empowered to take
responsibility for their learning in the
classroom by being committed to their
work, initiating improvements to their
products, and holding the work to the
highest standard. Teather
demonstrates a passionate
commitment to the subject.

The ctassroom environment
represents a genuine culture for
tearning, with clear commitment to the
subject on the part of both teacher
and students, high expectations for
student achievement, and student
commitment to work,

The classroom environment reflects a
developing culture for learning, with
modest expectations for student
achievement, adequate teacher
commitment to the student, and some
commitment to the subject.

The classroom environment reflects
only & minimal culture for learning,
with only modest or inconsistent
expectations for student achievement,
little teacher commitment to the
subject, and little student commitment
to the work.

B3:
Managing classroom procedures

Classroom routines and procedures are
seamless in their operation, and
students assume considerable
responsibility for their smooth
functioning.

Classroom routines and procedures
have been established and function
smoothly.

Classroom routine and procedures
have been established but function
unevenly or inconsistently, with some
loss of instructional time.,

Classroom routines and procedures
are either nonexistent or inefficient,
resulting in significant loss of
instructional time.

B4:
Managing student behavior

Student behavicr is entirely appropriate,
regardless of instructional format, with
evidence of student participation in
setting expectations and monitoring
behavior. Behavior expectations are
well-established and monitoring is
subtle and preventive. Teacher's
response to student misbehavior is
sensitive to individual student's needs.

Teacher is aware of student behavior,
has established clear standards of
conduct for different instructional
formats, and responds to student
mishehavior in ways that are
appropriate and respectful of the
students. These efforts are usually
successful.

Teacher makes an effort to establish
standards of conduct for students in
different instructional formats,
moanitors students’ behavior, and
responds to student misbehavior, but
these efforts are not always
successful,

Student behavior is disruptive; there
are no clear expectations in any
instructional format, no monitoring of
student behavior, and inappropriate
response to student mishehavior.

BS:
Organizing physical space

Teacher’s classroom is safe, and the
teacher uses the physical environment
to facilitate ieaming for all students.

Teacher's classroom is safe, and
learning is accessible to all students,
the physical resources support
educational activities and student
learning.

Teacher's ctassroom is safe, and
essential learning is accessible to all
students. Physical resources do not
interfere with educational activities
and student learning.

Teacher makes poor use of the
physical environment, resulting in
unsafe or inaccessible conditions for
some students that interferes with
lesson activities and/or student
leaming.
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DOMAIN C - TEACHER: INSTRUCTION

APPENDIX D-1g

Accomplished

[ Skilled

Developing

Ineffective

C1:
Communicating clearly and
accurately

The teacher makes the learning goals
and instructional procedures clear for
the students. Teacher's oral and
written communication is clear and
expressive, anticipating possible
student misconceptions.

The teacher makes the learing goals
and instructional procedures clear for
the students. Teacher communicates
clearly and accurately to students,
both orally and in writing.

The teacher makes vague references
to learning goals and instructional
procedures are clear to some
students. Teacher's oral and written
communication contains no errors,
but may not be completely
appropriate or may require further
explanations to avoid confusion.

The teacher makes no reference to
leaming goals and instructional
procedures are unclear. Teacher's
oral and written communication
contains errors or is unclear or
inappropriate to students.

Cc2

Demonstrating effective
instructional strategies and lesson
design

Teacher employs an extensive
repertaire of instructional strategies to
accurately present content, exhibils
knowledge of curricular resources to
provide a logical lesson structure
allowing for student reflection and
closure ensuring comprehension.

Teacher employs an expanded
repertoire of instructional strategies to
accurately present content, exhibits
knowledge of curricular resources to
provide a logical lesson structure
allowing for student closure ensuring
comprehension.

Teacher employs a limited repertoire
of instructional strategies, exhibits
limited knowledge of curricular
resources to pravide an uneven
lesson structure. Teacher accepts
some responsibility for student's
failure to understand.

Teacher exhibits no knowledge of
appropriate instructional strategies
and assumes no responsibility for
students' failure to understand.
Teacher exhibits no knowledge of
curricular resources and provides an
illogical lesson structure.

C3:
Providing techniques to extend
student thinking

Teacher uses activities or strategies
that are specifically designed to actively
engage students to think independently,
creatively, or critically about content
being taught. To ensure
understanding, this knowiedge is
applied to problems never before
encountered.

Teacher uses activities or strategies
that consistently reflect high-level
questions, true discussion, and
participation by most students.

Teacher uses aclivities or strategies
that reflect an attempt at some high-
level questions, true discussion, and
evokes moderate student
participation.

Teacher makes inadequate use of
activities or strategies which reflect
low-level questions, little true
discussion and limited student
participation.

Ca:
Monitoring student understanding
and providing effective feedback

Teacher demonstrales a variety of
effective monitoring techniques and
offers timely, high-quality feedback,
which students use in their learning.
The teacher is highly responsive to
students’ interests and questions,
making lesson adjustments, if
necessary, to ensure student success.

Teacher effectively monitors student
understanding, offering timely, high-
quality feedback, which students use
in their learning. Teacher is highly
responsive to students' interests and
questions, making lesson
adjustments, if necessary, to ensure
student success.

Teacher makes attempts to monitor
student understanding with only
oaccasional feedback provided to
students. Teacher demonstrates
some flexibility and responsiveness to
students' needs and interests during
a lesson.

Teacher makes no attempts to
monitor student understanding nor to
provide feedback to students.
Teacher adheres to the instruction
plan and shows little flexibility in spite
of evidence of poor student
understanding or students' lack of
interest.

Cs:
Engaging students in learning

Students are highly engaged
{motivated) in critical thinking
throughout the lessen making material
contributions to the representation of
content, the activities, and the
materials. The pacing of the lesson
allows for student reflecticn and
closure.

Students are actively engaged
throughout the lesson, with
appropriate activities, materials, and
instructive representations of content
and suitable pacing of the lesson.

Some students are actively engaged.
Teacher provides some activities or
materials of uneven quality,
inconsistent representations of
content, or inconsistent pacing.

Few students are engaged in active
leaming, as a result of inappropriate
activities or materials, poor
representation of content, and pacing.
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DOMAIN D -~ TEACHER: PROFESSIONAL RESPONSIBILITIES

APPENDIX D-1h

Accomplished

Skilled

Developing

Ineffective

D1:
Reflecting on teaching

Teacher’s reflection on the lesson is
highly accurate and perceptive, citing
specific examples of strengths and
areas for improvement; teacher draws
on an extensive reperioire to suggest
altemnative strategies.

Teacher reflects accurately on the
lesson, citing general characteristics,
and makes some specific suggestions
about the strengths of the lesson and
how it might be improved.

Teacher's reflection on the lesson is
generally accurate, and teacher
makes global observations as to how
it might be improved.

Teacher does not reflect accurately
on the lesson or propose ideas as to
how it might be improved.

D2:
Maintaining accurate records

Teacher's system for maintaining
accurate instructional and/or non-
instructional records is efficient; the
teacher can readily access said
records, and utilizes these records to
provide frequent formal and informal
student progress repots.

Teacher's system for maintaining
accurate instructional andfor non-
instructional records is efficient, and
teacher can readily access said
records providing required student
progress reports.

Teacher's system for maintaining
instructional and/or non-instructional
records is accurate but not
consistently efficient.

Teacher has no system, or an
inadequate system, for maintaining
accuralte instructional and/for non-
instructional records, resulting in
efrors and confusion,

D3:
Growing and developing
professionalism

Teacher seeks opportunities for
professional development to enhance
content knowledge and peda-gogical
skill, and shares this knowledge in an
attempt to benefit the over-all learning
environment.

Teacher meets the IPDP goals and
positively participates in district
required professional development.

Teacher's participation in professional
development activities is limited to
those that are required and/or
convenignt.

Teacher does not participate in
professional development activities,
even when such activities are clearly
needed for the development of
teaching skills and provided by the
district.

D4:
Showing professionalism

Teacher assumes a leadership position
in ensuring that school practices and
procedures {based on current research)
ensure that all students are honored in
the school. Teacher assumes
additional personal responsibility for
non-assigned tasks that extend beyond
building andfor district guidelines.

Teacher makes genuine/successful
efforts to ensure that all students are
well served based on current
research. Teacher adheres to
building and/or district expectations
and guidelines,

Teacher's attempts to serve students
based on current research are
genuine but inconsistent.

Teacher's sense of professionalism is
low, and teacher contributes to
practices that are self-serving or
hamtful to students. Teacher fails to
consistently adhere to building andfor
district expectations and guidelines.

Ds:
Communicating with families

Teacher uses multiple methods to
communicate frequently and sensitively
with families; successfully engages
them in the instructional program.

Teacher complies with school
procedures for communicating with
families, uses multiple methods to
communicate, initiates family
contacts, and makes a significant
effort to engage families in the
instructional program.

Teacher complies with school
pracedures for communicating with
families, responds to family-initiated
contacts, and makes an effort to
engage families in the instructional
program.

Teacher does not comply with school
procedures for communicating with
families, provides little or no
information to families and makes no
attempt to engage them in the
instructional program.

Dé-
Contributing to the school and
district

Teacher makes a substantial
contribution to school and district
events and projects assuming
leadership with colleagues and takes
advantage of community resources.

Teacher maintains positive
relationships with colleagues; takes
initiative to participate in school and
district events/projects.

Teacher's redationships with
colleagues are cordial. Teacher
occasionally participates in school
events/projects as defined in job
description.

Teacher's relationships with
colleagues are negative or self-
serving. Teacher avoids being
involved in district events/projects as
defined in job description.
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APPENDIX D-2a
HUDSON CITY SCHOOL DISTRICT: COORDINATORS: EVALUATION/OBSERVATION FORM

Teacher: School: Evaluator: Date:
Grade Level/Subject: School Year:
Starting Time: Ending Time: Checkone [ | Evaluation [ ] Observation

Present Contract Status
Checkone: [ | One Year Limited Contract [ ] Two Year Limited Contract [ ] Three Year Limited Contract [_] Continuing Contract

Domain A: Planning and Preparation

Ratin Evidence*

Demonstrating knowledge of
current trends in specialty
area and professional
development

A1

Demonstrating knowledge of
the school’s program and
levels of teacher's skill in
delivering that program

A2

Maintain knowledge of current
laws related to assigned areas
and supports Board of
Education policies

A3

Establishing goals for the
instructional support program
appropriate to the setting and
the teachers served

A4

Demonstrating knowledge of
A5 | resources, both within and
beyond the school & district

Planning the instructional
support program, integrated
with the overall school

program

AB

Developing a plan to evaluate
A7 | the instructional support
program

* Please attach additional pages if more space is necessary.

Ratings: A = Accomplished S = Skilled D = Developing | = Ineffective N/O = Not Observed
Ratings of Accomplished or Skilled need not be supported by a narrative of evidence.
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APPENDIX D-2b
HUDSON CITY SCHOOL DISTRICT: COORDINATORS: EVALUATION/OBSERVATION FORM

Teacher: School: Evaluator: Date:

Domain B: Classroom Environment

Rating Evidence*

Creating an
environment of trust

B1 and rapport

Establishing a culture
82 for ongoing
instructional
improvement

Establishing clear
procedures for

B3 teachers to gain
access to instructional
support

Establishing and
maintaining norms of
B4 behavior for
professional
interactions

Organizing physical
B5 space for workshops
or training

* Please attach additional pages if more space is necessary.

Ratings: A = Accomplished § = Skilled D = Developing I = Ineffective N/O = Not Observed
Ratings of Accomplished or Skilled need not be supported by a narrative of evidence.
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Teacher:

HUDSON CITY SCHOOL DISTRICT: COORDINATORS: EVALUATION/OBSERVATICN FORM

School: Evaluator:

Domain C: Instruction

APPENDIX D-2¢

Date:

Rating

Evidence*

c1

Collaborating with
teachers in the design
of instructional units
and lessons

c2

Engaging teachers in
learning new
instructional skills

C3

Sharing expertise with
staff

c4

Locating resources for
teachers to support
instructional
improvement

cs

Demonstrating
flexibility and
responsiveness

* Please attach additional pages if more space is necessary.

Ratings:

A = Accomplished

$ = Skilled D = Developing I = Ineffective
Ratings of Accomplished or Skilled need not he supported by a narrative of evidence.

N/O = Not Observed
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APPENDIX D-2d
HUDSON CITY SCHOOL DISTRICT: COORDINATORS: EVALUATION/OBSERVATION FORM

Teacher:. School: Evaluator. Date:

Domain D: Professional Responsibilities

Rating Evidence*

D1 Reflecting on practice

Preparing and
D2 submitting budgets
and reports

Coordinating work
D3 | with other
coordinators

Works cooperatively
D4 with district
administrators

Participating in a
professional
development
community 1

D5

Engaging in
D6 professionai
development

Showing
professionalism,
including integrity and
confidentiality

D7

* Please attach additional pages if more space is necessary.

Ratings: A = Accomplished § = Skilled D = Developing I = Ineffective N/O = Not Observed
Ratings of Accomplished or Skilled need not be supported by a narrative of evidence.

Evaluator Date Certified Person {Signature means that | have seen this Date
report, but not that | necessarily agree with it.
K initialed, comments are attached
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DOMAIN A — COORDINATORS: PLANNING AND PREPARATION

APPENDIX D-2e

Accomplished

Skilled

Developing

Ineffective

A1

Demonstrating knowledge of
current trends in specialty area
and professional development

Coordinalor's knowledge of specialty
area and trends in professional
development is wide and deep;
coordinator is regarded as an
expert’knowledgeable resource by
colleagues.

Coordinator demonstrates thorough
knowledge of specialty area and
trends in professional development,

Coordinator demonstrates basic
familiarity with specialty area and
trends in professional development.

Coordinator demenstrates little or no
familiarity with specialty area or
trends in professional development.

A2:

Demonstrating knowledge of the
school's program and levels of
teacher's skill in delivering that

Coardinator is deeply familiar with the
scheool's program and works to shape
its future direction and actively seeks
information as to teacher skill in that
pragram.

Coordinator demonstrates thorough
knowledge of the school's program
and of teacher skill in delivering that
program.

Coordinator demonsirates basic
knowledge of the school's program
and of teacher skill in delivering that
program.

Coordinator demonstrates Tittle or no
knowledge of the school’'s program
and of teacher skill in delivering that
program.

rogram
A3
Maintain knowledge of current
laws related to assigned areas and
supports Board of Education

| policies

Coordinator's knowledge of government
regulations and Board of Education
policies is extensive.

Ad:

Establishing goals for the
instructional support program
appropriate to the setting and the
teachers served

Coordinator’s goals for the instructional
support program are highly appropriate
lo the situation and the needs of the
staff. They have been developed
following consultations with
administrators and colieagues.

Coordinator possesses knowledge of
and follows government regulations
and Board of Education policies,

Coordinator's goals for the
instructional support program are
clear and are suitable to the situation
and the needs of the staff,

Coordinator displays awareness of
governmental regulations and Board
of Education policies.

Coordinator's goals for the
instructional support program are
rudimentary and are partially suitable
to the situation and the needs of the
staff.

Coordinator demonstrates little or no
knowledge of government regulations
and ignores Board of Education
policies.

Coordinator has no clear goals for the

instructional support program, or they
are inappropriate o either the
situation or the needs of the staff.

AS:

Demonstrating knowledge of
resources, hoth within and beyond
the school and district

Coordinator actively seeks out new
resources from a wide range of sources
to enrich teacher's skills in
implementing the school's program.

Coordinator is fully aware of
knowiedge of resources available in
the school and district and in the
larger professional community for
teachers to advance their skills,

Coordinator demonstrates basic
knowledge of resources available in
the school and district for teachers to
advance their skills,

Coordinator demonstrates little or no
knowledge of rescurces available in
the school or district for teachers to
advance their skills.

A6:

Planning the instructional support
program, integrated with the
overall school program

Coordinator's plan is highly coherent,
taking info account the competing
demands of making presentations and
consulting with teachers, and has been
developed following consultation with
administrators and teachers.

Coordinator's plan is well designed to
support teachers in the development
of their instructional skills,

Coordinator’s plan has a guiding
principle and includes a number of
worthwhile activities, but some of
them do not fit with the broader goals.

Coordinator's plan consists of a
random collection of unrelated
activities, lacking coherence or an
overall structure.

AT:
Developing a plan to evaluate the
instructional support program

Coordinator’s evaluation plan is highly
sophisticated, with extensive data to
provide evidence and a clear path
toward improving the program on an
ohgeing basis.

Coordinator's plan to evaluate the
program is organized around clear
goals and the collection of evidence
to indicate the degree to which the
goals have been met.

Coordinator has a rudimentary plan to
evaluate the instructional support
program.

Coordinator has no plan to evaluate
the program or resists suggestions
that such an evaluation is important,
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DOMAIN B — COORDINATORS: THE ENVIRONMENT

APPENDIX D-2f

Accomplished

B1:
Creating an environment of trust
and respect

Shilled

Relationships with the coordinator are
highiy respectful and trusting, with
many contacts initiated by both
teachers and administrators.

Relationships with the coordinator are
respectful, with some contacts
initiated by teachers,

Developing

Ineffective

Relationships with the coordinator are
cordial; teachers do not resist
initiatives established by the
coordinator,

Teachers are reluctant to request
assistance from the coordinator,
fearing that such a request will be
treated as a sign of deficiency.

BZ:
Establishing a culture for ongoing
instructional improvement

Coordinator has established a culture of
professional inguiry in which teachers
initiate projects to be undertaken with
the support of the coordinator.

Coordinator promotes a culture of
professional inquiry in which teachers
seek assistance in impraving their
instructional skills.

Teachers do not resist the offerings of
support from the coordinator.

Coordinator conveys the sense that
the work of impraving instruction is
externally mandated and is not
important to school improvement,

B3:

Establishing clear procedures for
teachers to gain access to
instructional support

Procedures for access to instructional
support are clear to all teachers and
have been developed following
consultation with administrators and
teachers,

Coordinator has established clear
procedures for teachers to use in
gaining access to support.

Some procedures {for example,
registering for workshops) are clear to
teachers, whereas others {for
example, receiving informal support)
are not.

When teachers want to access
assistance from the coordinater, they
are not sure how to go about it,

B4:

Establishing and maintaining
norms of behavior for professional
interactions

Coordinator has established clear
norms of mutual respect for
professional interaction. Teachers
ensure that their colleagues adhere to
these standards of conduct.

Coordinator has established clear
norms of mutual respect for
professional interaction.

Coordinator’s efforts to establish
norms of professional conduct are
partially successful.

No norms of professional conduct
have been established; teachers are
frequently disrespectful in their
interactions with one another.

BS:
Organizing physical space for
workshops or training

Coordinator makes highly effective use
of the physical environment, with
teachers contributing to the physical
arrangement.

Coordinator makes good use of the
physical environment, resulting in
engagement of all participants in the
workshop activities.

The physical environment does not
impede workshop activities,

Coordinator makes inadequate use of
the physical environment, resulting in
insignificant access by some
participates, time lost due to
substandard use of training
equipment, or little alignment between
the physical arrangement and the
workshop aclivities.
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APPENDIX D-3a
HUDSON CITY SCHOOL DISTRICT: LIBRARY/MEDIA SPECIALIST: EVALUATION/OBSERVATION FORM

Teacher: School: Evaluator: Date:
Grade Level/Subject: School Year:
Starting Time: Ending Time: Checkone [ | Evaluation [ 1 ohservation

Present Contract Status
Checkone: [ | One Year Limited Contract L__| Two Year Limited Contract [ | Three Year Limited Contract || Continuing Contract

Domain A: Planning and Preparation

Rating Evidence*

Demonstrating knowledge of
literature and current trends in
libraryimedia practice and
information technology

Al

Demonstrating knowledge of the
A2 school’s program and student
information needs within that
program

Establishing goals for the
Al | library/media program appropriate to
the setting and the students served

Demonstrating knowledge of
resources, both within and beyond
the school and district, and access to
such resources as interlibrary loan

Ad

Planning the library/media program
A5 | integrated with the overall school
program

Developing a plan to evaluate the

AS library/media program

* Please attach additional pages if more space is necessary.

Ratings: A = Accomplished S = Skilled D = Developing | = Ineffective N/O = Not Observed
Ratings of Accomplished or Skilled need not be supported by a narrative of evidence.
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APPENDIX D-3b
HUDSON CITY SCHOOL DISTRICT: LIBRARY/MEDIA SPECIALSIT: EVALUATION/OBSERVATION FORM

Teacher: School: Evaluator: Date:

Domain B: Classroom Environment

Rating Evidence*

Creating an
B1 environment of
respect and rapport

Establishing a culture
B2 for investigation and
love of literature

Establishing and
B3 maintaining library
procedures

B4 Managing student
behavior

Organizing physical
B5 space to enable
smooth flow

* Please attach additional pages if more space is necessary,

Ratings: A = Accomplished S = Skilled D = Developing | = Ineffective N/O = Not Observed
Ratings of Accomplished or Skilled need not be supported by a narrative of evidence,
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DOMAIN A — LIBRARY/MEDIA SPECIALISTS: PLANNING AND PREPARATION

APPENDIX D-3e

Accomplished

Skilled

Developing

Ineffective

Al:

Demonstrating knowledge of
literature and current trends in
library/media practice and
information technology

Drawing on extensive professional
resources, library/media specialist
demonstrates rich understanding of
literature and of current trends in
information technology.

Library/media specialist demonstrates
tharough knowledge of literature and
of current trends in practice and
information technology.

Library/media specialist demonstrates
limited knowledge of literature and of
current trends in practice and
information technology.

Library/media specialist demonstrates
little or no knowledge of literature and
of current trends in practice and
information technology.

A2:

Demonstrating knowledge of the
school’s program and student
needs within that program

Library/media specialist takes a
leadership role within the school and
district to articulate the needs of
students for information technology
within the school's academic program
based on content standards,

Library/media specialist demonstrates
thorough knowledge of the school's
content standards and of students’
needs for infarmation skills within
those standards.

Library/media specialist demonstrates
basic knowledge of the school’s
content standards and of students’
needs for information skills within
those standards.

Library/media specialist demonstrates
litle of no knowledge of the school's
content standards and of students’
needs for information skills within
those standards.

A3:

Establishing goals for the
library/media program appropriate
to the sefting and the students
served

Library/media specialist's goals for the
media program are highly appropriate
to the situation in the school, to the age
of the students, and to diverse leaming
abilities, and have been developed
following consultations with students
and colleagues.

Libraryfmedia specialist’s goals for
the media program are clear and
appropriate to the situation in the
school and to the age of the students.

Library/media specialist's goals for
the media program are rudimentary
and are partially suitable to the
situation in the school and the age of
the students.

Library/media specialist has nc clear
goals for the media program, or they
are inappropriate to the situation in

the school or the age of the students.

Ad:

Demonstrating knowledge of
resources, both within and beyond
the school and district, and access
to such resources as interlibrary
loan

Library/media specialist is fully aware of
resources available for students and
teachers and actively seeks out new
resources from a wide range of sources
and of varying types to enrich the
school's program for the diverse needs
of students.

Library/media specialist is fully aware
of resources available for students
and teachers in the school, in other
schools in the district, and in the
larger community to advance program
goals.

Library/media specialist demonstrates
basic knowledge of resources
available for students and teachers in
the school, in other schools in the
district, and in the larger community
to advance program goals.

Library/media specialist demonstrates
litlle or no knowledge of resources
available for students and teachers in
the school, in other schools in the
district, and in the larger community
to advance program goals.

AS:

Planning the library/media program
integrated with the overall school
program

Library/media specialist's plan is highly
coherent, taking into account the
competing demands of scheduled time
in the library, consultative work with
teachers, and work in maintaining and
extending the collection; the plan has
been developed after consultation with
teachers supporting academic content
standards and the diverse needs of
students.

Library/media specialist's plan is well
designed to support both teachers
and students in their information
needs.

Library/media specialist's plan has a
guiding principle and includes a
number of worthwhile activities, but
some of them don't fit with the
broader goals,

Library/media program consists of a
randem collection of unrelated
activities, lacking coherence or an
overall structure.

Ab
Developing a plan to evaluate the
library/media program

Library/media specialist's evaluation

plan is highly sophisticated, with

imaginative sources of evidence and a

clear path foward improving the
rogram on an ongoing basis.

Library/media specialist’s plan to
evaluate the program is organized
around clear goals and the collection
of evidence to indicate the degree to
which the goals have been met.

Library/media specialist has a
rudimentary plan to evaluate the
library/media program.,

Library/media specialist has no plan
to evaluate the program or resists
suggestions that such an evaluation
is important,
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DOMAIN B — LIBRARY/MEDIA SPECIALISTS: THE ENVIRONMENT

APPENDIX D-3f

Accomplished

Skilled

Developing

Ineffective

B1:
Creating an environment of respect
and rapport

Interactions among the library/media
specialist, individual students, and the
classrocom teachers are highly
respectful, reflecting genuine warmth
and caring and senstfivity to students’
cultures and jevels of development,
Students themseives ensure high levels
of civility among students in the library.

Interactions, both between the
library/media specialist and students
and among students, are polite and
respectful, reflecting general warmth
and caring, and are appropriate to the
cultural and developmental
differences among groups of
students.

Interactions, both between the
library/media specialist and students
and among students, are generally
appropriate and free from conflict but
may be characterized by occasional
displays of insensitivity or lack of
responsiveness to cultural and
developmental differences among
groups of students.

Interactions, both between the
library/media specialist and students
and among students, are negative,
inappropriate, or insensitive to
students’ cultural backgrounds and
are characterized by sarcasm, put-
downs, or conflict.

B2:
Establishing a culture for
investigation and love of literature

Library/media specialist, in interactions
with both students and colleagues,
conveys a sense of the essential nature
of seeking information in all curricular
areas and reading literature. Students
appear to have internalized these
values and make these skills an integral
part of their work.

Library/media specialist, in
interactions with both students and
colleagues, conveys a sense of the
importance of seeking information
and reading literature.

Library/media specialist goes through
the motions of performing the work of
the position, but without any real
commitment to it.

Library/media specialist conveys a
sense that the work of seeking
informaticn and reading literature is
net worth the time and energy
required.

83: Media center routines and procedures | Media center routines and procedures | Media center routines and procedures | Media center routines and procedures
Establishing and maintaining (for example, for circulation of {for exampie, for circulation of {for example, for circulation of {for example, for circulation of
library procedures materials, working on computers, materials, working on computers, materials, working on computers, materials, working on computers,
independent work) are seamless in independent work) have been independent work} have been independent work) are either
their operation, with students assuming | established and function smoothly. | established but function sporadically, | nonexistent or inefficient, resulting in
considerable responsibility for their Library assistants are clear as to their | Efforts to establish guidelines for general confusion. Library assistants
smooth operation. Library assistants | role. ltbrary assistants are partially are confused as to their role.
work independently and contribute to successful.
the success of the media center.
B4: Standards of conduct are clear, with Standards of conduct appear to be | it appears that the library/media There is no evidence that standards

Managing student behavior

evidence of student participation in
setting them. Library/media specralist's
monitoring of student behavior is subtle
and preventive, and response to
student misbehavior is sensitive to
individual student needs. Students take
an active role in monitoring the
standards of behavior.

clear to students, and the
library/media specialist monitors
student behavior against those
standards. Library/media specialist's
response to student misbehavior is
appropriate and respectful to
students.

specialist has made an effort to
establish standards of conduct for
students and tries to monitor student
behavior and respond to student
misbehavior, but these efforts are not
always successful,

of conduct have been established,
and there is little or no monitering of
student behavior, Response to
student behavior is repressive or
disrespectful of student dignity.

BS:
Organizing physical space to
enable smooth flow

Library/media specialist makes highly
effective use of the physical
environment, resufting in clear signage,
excellent traffic flow, and adequate
space devoted to work areas and
computer use, In addition, book
displays are attractive and inviting.

Library/media specialist makes
effective use of the physical
environment, resulting in good traffic
flow, clear signage, and adequate
space devoted to work areas and
computer use.

Library/media speciafist's efforts to
make use of the physical environment
are uneven, resulting in occasional
confusion.

Library/media specialist makes poor
use of the physical environment,
resulting in poor traffic flow, confusing
signage, inadequate space devoted
to work areas and computer use, and
general confusion,
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DOMAIN C —~ LIBRARY/MEDIA SPECIALISTS: DELIVERY OF SERVICE

APPENDIX D-3g

Accomplished

Skilled

Developing

Ineffective

C1:
Integration of information across
curricular areas

Library/media specialist acquires
extensive and detailed information
about the Academic Content Standards
for each curricular area and grade level
and regularly and consistently
incorporates the principles of the Ohio
Dept. of Education - GESL into every
curricular area in an ongoing manner.

Library/media specialist acquires
detailed information about the
Academic Content Standards for
each curricular area and grade level
and regularly incorporates the
principles of the Ohio Dept. of
Education — GESL into each of these
areas.

Library/media specialist acquires
sufficient but limited information about
the Academic Content Standards for
each curricular area and grade level
and sufficiently incorporates the
principles of the Ohio Dept. of
Education - GESL into each of theses
areas.

Library/media specialist does not
acquire sufficient information about
the Academic Content Standards for
each curricular area and grade level
and does not regularly incorporate the
principles of the Ohio Dept, of
Education - GESL inte the curricular
areas.

Cz:

Maintaining and extending the
library collection in accordance
with the school's needs and within
budget limitations

Library/media specialist selects
materials for the collection thoughtfully
and in consuliation with teaching
colleagues, and periodically purges the
collection of outdated material.
Collection is balanced among different
areas and types of resources.

Library/media specialist adheres to
district or professional guidelines in
selecting materials for the collection
and periodically purges the collection
of outdated material. Collection is
balanced among different areas and
types of resources.

Library/media specialist is partially
successful in attempts to adhere to
district or professional guidelines in
selecting materials, to weed the
collection, and to establish balance.

Library/media specialist fails to
adhere to district or professional
guidelines in selecting materials for
the collection and does not
periodically purge the collection of
outdated material, Collection is
unbalanced among different areas
and types of resources.

Ci:

Collaborating with teachers in the
design of instructional units and
lessons

Library/media specialist initiates
collaboration with classroom teachers
in the design of instructional lessons
and units, locating additional resources
from sources outside the school.

Library/media specialist initiates
collaboration with classroom teachers
in the design of instructional lessons
and units.

Library/media specialist collaborates
with classroom teachers in the design
of instructional lessons and units
when specifically asked to do so.

Library/media specialist declines to
collaborate with classroom teachers
in the design of instructional lessons
and units,

C4:

Engaging students in enjoying
literature and in learning
information skills

Students are highly engaged in
enjoying literature and in learning
information skills in authentic learning
tasks based on diverse abilities and
take initiative in ensuring the
engagement of their peers.

Students are engaged in enjoying
literature and in learning information
skills because of effective design of
activilies, grouping strategies, and
appropriate materials.

Only some students are engaged in
enjoying literature and in leaming
information skifls due to uneven
design of activities, grouping
strategies, or partially appropriate
materials.

Students are not engaged in enjoying
literature and in learning information
skills because of poor design of
activities, poor grouping strategies, or
inappropriate materials.

Cs:

Assisting students and teachers in
the use of technology in the
library/media center

Library/media specialist is proactive in
initiating sessions to assist students
and teachers in the use of technology in
the tibrary/media center using current
technology tools including the use of
“searching skills” and helping with other
technology related instruction to
enhance student learning.

Library/media specialist initiates
sessions to assist students and
teachers in the use of technolegy in
the library/media center including the
use of “searching skills" and helping
with other technology related
instruction.

tibrary/media specialist assists
students and teachers in the use of
technelogy in the library/media center
when specifically asked to do so.

Library/media specialist declines to
assist students and teachers in the
use of technolegy in the library/media
center

C6
Demonstrating flexibility and
responsiveness

Library/media specialist is continually
seeking ways {o improve the
library/media program and makes
changes as needed in response to
student, parent, or teacher input.

Library/media specialist makes
revisions to the library/media program
when they are needed.

Library/media specialist makes
modest changes in the library/media
program when confronted with
evidence of the need for change.

Library/media speciaiist adheres to
the plan, in spite of evidence of its
inadequacy.
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DOMAIN D — LIBRARY/MEDIA SPECIALISTS: PROFESSIONAL RESPONSIBILITIES

APPENDIX D-3h

Accomplished

Skilled

Developing

Ineffective

D1
Reflecting on practice

Library/media specialist's reflection is highly
accurate and perceptive, citing specific
examples. Library/media specialist draws on
an extensive repertoire to suggest alternative
strategies and their likely success.

Library/media specialist’s reflection
provides an accurate and objective
description of practice, citing specific
positive and negative characteristics.
Library/media specialist makes some
specific suggestions as to how the
media program might be improved.

Libraryfmedia specialist's reflection
on practice is moderately accurate
and objective without citing specific
examples and with only globat
suggestions as to how it might be
improved.

Library/media specialist does not
reflect on practice, or the reflections
are inaccurate or self-serving.

D2 Library/media specialist anficipates teacher Library/media specialist honors Library/media specialist's efforts to | Library/media specialist ignores
Preparing and submitting | needs when preparing requisitions and teacher requests when preparing prepare budgets are partially teacher requests when preparing
reports and budgets budgets, follows established procedures, and | requisitions and budgets and follows | successful, responding sometimes to [ requisitions and budgets or does not
suggests improvements lo those procedures. | established procedures. Inventories | teacher requests and following follow established procedures.
Inventories and reports are submitted on time. | and reports are submitted on time, procedures. Inventories and reports | Inventories and reports are routinely
are somelimes submitted on time, late.
D3: Library/media specialist is proactive in reaching | Library/media specialist engages in | Library/media specialist makes Library/media speciafist makes no

Communicating with the
larger community

out to parents and establishing contacts with
outside libraries, coordinating efforts for mutual
benefit.

outreach efforts to parents and the
larger community.

sporadic efforts to engage in outreach
efforts to parents and the larger
community.

effort to engage in outreach efforts to
parents and the larger community.

D4:
Participating in a
professional community

Library/media specialist makes a substantial
contribution to school and district events and
projects and assumes leadership with
colleagues.

Library/media specialist parficipates
actively in school and district events
and projects and maintains positive
and productive refationships with
colleagues.

Library/media specialist's
relationships with colleagues are
cordial, and the specialist participates
in school and district events and
projects when specifically requested.

Library/media specialist's
relationships with colleagues are
negative or self-serving, and the
specialist avoids being involved in
school and district events and
projects.

D5: Library/media specialist actively pursues Library/media specialist seeks out Library/media specialist's participation | Library/media specfalist does not

Engaging in professional | professional development opportunities and opportunities for professional in professtonal development activities | participate in professional

development makes a substantial contribution to the development based on an individual | is limited to those that are convenient | development activities, even when
profession through such activities as offering | assessment of need. or are required, such activities are clearly needed for
workshops to colleagues. the enhancement of skilts.

Dé: Library/media specialist can be counted on to | Library/media specialist displays high | Library/media specialistis honestin | Library/media specialist displays

Showing professionalism

hold the highest standards of henesty and
integrity and takes a leadership role with
colleagues in ensuring there is ne plagiarism or
violation of copyright laws.

standards of honesty and integrity in
interactions with colleagues, students,
and the public; adheres carefully to

copyright laws,

interactions with colteagues, students,
and the public; respects copyright
laws.

dishonesty in interactions with
colleagues, students, and the public;
violates copyright laws.

D7:
Policies and Procedures

Library/media specialist regularly reviews all
board-adopted policies regarding materials
selection, challenges, acceptable use,
including of controversial materials. Specialist
acfively solicits staff input in development and
revision of such policies. Specialist is aware of
and closely follows and interprets legal
guidelines regarding such issues.

Library/media specialist is familiar
with all board adopted policies
regarding materials selection,
challenge, acceptable use, inclusion
of controversial materials, Specialist
follows legal guidelines in regard to
these policies.

Library/media specialist has basic
understanding of board adopted
policies regarding materials selection,
challenge, acceptable use, including
of controversial materials. Specialist
attempis to follow legal guidelines in
regard to these policies,

Library/media specialist is not
completely familiar with board
adopted policies regarding materials
selection, challenge, acceptable use,
including of controversial materials.
Specialist has insufficient knowledge
of legal guidelines in regard to these
policies.
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APPENDIX D-4a
HUDSON CITY SCHOOL DISTRICT: RELATED SERVICES STAFF: EVALUATION/OBSERVATION FORM

Teacher: School: Evaluator: Date:
Grade Level/Subject: School Year:
Starting Time: Ending Time: Checkone [ | Evaluation [ ] Observation

Present Contract Status

Checkone: [ | One Year Limited Contract [ ] Two Year Limited Contract D Three Year Limited Contract [ ] Continuing Contract

Domain A. Planning and Preparation

Rating Evidence*

A1

Demonstrating knowledge &
skill in the specialist therapy
area

A2

Acquiring of informaticn about
individual learners

Al

Establishing individual goals for
the therapy program
appropriate o the setting and
the students served

Ad

Demonstrating knowledge of
district, state, & federal
regulations and guidelines

A5

Demonstrating knowledge of
resources, both within and
beyond the school and district

AB

Using variety of diagnostic
assessments

A7

Planning the therapy program,
integrated with the regular
school program, to meet the
needs of individual students

* Please attach additional pages if more space is necessary.

Ratings: A = Accomplished S = Skilled D = Developing | = Ineffective NfO = Not Observed J

Ratings of Accomplished or Skilled need not be supported by a narrative of evidence.
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APPENDIX D-4b
HUDSON CITY SCHOOL DISTRICT: RELATED SERVICES STAFF; EVALUATION/OBSERVATION FORM

Teacher: School: Evaluator: Date:

Domain B: Classroom Environment

Rating Evidence*

Establishing rapport
B1 with students

B2 Organizing time
effectively

Maintaining
established
procedures for
referrals

B3

Establishing standards
B4 of conduct in the
treatment center

Organizing physical
space for testing of
students and
providing therapy

B5

* Please attach additional pages if more space is necessary.

Ratings: A = Accomplished S = Skilled D = Developing I = Ineffective N/O = Not Observed
Ratings of Accomplished or Skilled need not be supported by a narrative of evidence.
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APPENDIX D-4¢

HUDSON CITY SCHOOL DISTRICT: RELATED SERVICES STAFF: EVALUATION/OBSERVATION FORM

Teacher: School: Evaluator: Date:
Domain C: Instruction
Rating Evidence*
Responding to referrals
C1 & evaluating student
needs
Developing and
2 implementing treatment
plans to maximize
students’ success
Utilizing appropriate
3 transitions between
activities andlor
sessions
c Communicating with
4 -
families
¢ Collecting information;
5 .
writing reports
Demonstrating
Cé flexibility and
responsiveness
* Please attach additional pages if more space is necessary,
' A = Accomplished S = Skilled D = Developing { = Ineffective N/O = Not Observed

L Ratings:

Ratings of Accomplished or Skilled need not be supported by a narrative of evidence,
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APPENDIX D-4d
HUDSON CITY SCHOOL DISTRICT: RELATED SERVICES STAFF: EVALUATION/OBSERVATION FORM

Teacher: School: Evaluator: Date:

Domain D; Professional Responsibilities

Rating Evidence*

D1 Reflecting on practice

Collaborating with
D2 teachers and
administrators

Maintaining an
D3 effective data-
management system

Participating in a
D4 | professional
community

Engaging in
D5 professional
development

Showing
professionalism,
including integrity,
advocacy, and
maintaining
confidentiality

D6

* Please attach additional pages if more space is necessary.

Ratings: A = Accomplished S = Skilled D = Developing [ = Ineffective N/O = Not Observed
Ratings of Accomplished or Skilled need not be supported by a narrative of evidence.

Evaluator Date Certified Person {Signature means that | have seen this Date
report, but not that | necessarily agree with it,
[finitialed, comments are attached
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DOMAIN A — RELATED SERVICES STAFF: PLANNING AND PREPARATION

APPENDIX D-4e

Accomplished

Skilled

Developing

Ineffective

A1
Demonstrating knowledge and skill
in the specialist therapy area

Specialist demonstrates extensive
knowledge and skill in the therapy area.

Specialist demonstrates thorough
knowledge and skill in the therapy
area,

Specialist demonstrates basic
knowledge and skill in the therapy
area.

Specialist demonstrates little or no
knowiedge and skilt in the therapy
area.

A2
Acquiring of information about
individual learners

The therapist acquires extensive and
detailed information about individual
students as learners from a variety of
sources, and in an ongoing manner and
uses that knowledge to plan an
effective and individualized program for
gach student.

The therapist acquires detailed
information about individual students
as learners from a variety of sources,
andfor in an ongoing manner,

The therapist acquires little
knowledge or information about
individual students as learners from a
limited number of sources.

The therapist does not acquire
knowledge of individual students as
learners.

A3:

Establishing individual goals for
the therapy program appropriate to
the setting and the students served

Specialist’s goals for the individual
therapy program are highly appropriate
to the situation in the school, to the age
of the students, address individual
learning styles and have been
developed following consultations with
administrators and teachers.

Specialist's goals for the individual
therapy program are clearly
appropriate to the situation in the
school, to the age of the students and
address individual learning styles.

Specialist's goals for the individual
therapy program are rudimentary and
are partially suitable to the situation
and to the age of the students.

Specialist has no clear goals for the
individual therapy programs or they
are inappropriate to either the
situation or fo the age of the students.

A4:

Demonstrating knowledge of
district, state, and federal
regulations and guidelines

Specialist's knowledge of special
educaticn laws and procedures is
extensive; specialist takes a leadership
role in reviewing and revising district
policies.

Specialist demonstrates knowledge of
special education laws and
procedures.

Specialist demonstrates basic
knowledge of special education laws
and procedures.

Specialist demonstrates little or no
knowledge of special education laws
and procedures.

AS5:

Demonstrating knowledge of
resources, both within and beyond
the school and district

Specialist demonstrates extensive
knowledge of resources for students
available through the school or district
and in the larger community.

Specialist demonstrates thorough
knowledge of resources for students
available through the school or district
and some familiarity with resources
outside the district.

Speciaiist demonstrates basic
knowledge of resources for students
available through the school or
district.

Specialist demonstrates little or no
knowledge of resources for students
available through the school or
district.

A6:
Using variety of diagnostic
assessments

The therapist selects and administers a
variety of diagnostic instruments and
procedures based on the student's
developmental level, areas of concern,
and team/parent input. The therapist
gathers information on how the
student's developmental disorder
affects educational performance from a
variety of sources.

The therapist selects and administers
diagnostic instruments and
procedures based on the student's
developmental level, areas of concem
and team/parent input. The therapist
gathers information on how the
student’s developmental disarder
affects educational performance from
fimited sources,

The therapist selects and administers
a limited number of diagnostic
instruments without consideration of
team/parent input,

The therapist is unable to select
appropriate diagnostic instruments.

AT:

Planning the therapy program,
integrated with the regular school
program, to meet the needs of
individual students

Specialist's plan is highly coherent and
preventive and serves to support
students individually, within the broader
educational program.

Specigist has developed an
individual plan that includes the
important aspects of work in the
setting.

Specialist's plan for students has a
guiding principle and includes a
number of worthwhile activities, but
some of them don't fit with the
broader goals.

Specialist’s plan for students consists
of a random collection of unrelated
activities, lacking coherence or an
overall structure,
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DOMAIN B — RELATED SERVICES STAFF: CLASSROOM ENVIRONMENT

APPENDIX D-4f

Accomplished

Skilled

Developing

Ineffective

B1:
Establishing rapport with students

Specialist interactions with all students
demonstrate a positive, caring rapport
and mufual respect. Interaclions are
inclusive and appropriate. Students
seek out the specialist, reflecting a high
degree of comfort and trust in the
relationship.

Specialist's interactions with students
are positive and respectful; students
appear comfortable in the testing and
treatment center.

Specialist's interactions with students
are both positive and negative; the
specialist's efforts at developing
rapport are partially successful.

Specialist’s interactions with students
are negative or inappropriate;
students appear uncomfortable in the
testing and treatment center.

B2:
Organizing time effectively

Specialist demonstrates excellent time-
management skills, accomplishing all
tasks in a seamless manner; teachers
and students understand their
schedules.

Specialist exercises good judgment in
setfing priorifies, resulting in clear
schedules and important work being
accomplished in an efficient manner.

Specialist's time-management skills
are moderately well developed;
essential activities are carried out, but
not always in the most efficient
manner.

Specialist exercises poor judgment in
setting priorities, resulting in
confusion, missed deadlines, and
conflicting schedules.

B3:
Maintaining established
procedures for referrals

Established district procedures for all
aspects of referrai and testing protocols
are clear to everyone and have been
incorporated into the building IAT
process.

Established district procedures for
referrals and for meetings and
consultations with parents and
adminisirator are clear to everyone.

Procedures for referrals are vague,
The details are not always clear or
consistent.

Established district procedures for
referrals have not been
communicated; when teachers want
to refer a student for special services,
they are not sure how to go about it.

B4:
Establishing standards of conduct
in the treatment center

Standards of conduct have been
established for the testing and
treatment center. Specialist’s
monitoring of students is sublle and
preventive, and students engage in
self-monitoring of behavior,

Standards of conduct have been
astablished for the testing and
treatment center. Specialist monitors
student behavior against those
standards; response to students is
appropriate and respectfui.

Standards of conduct appear to have
been established for the testing and
freatment center. Specialist’s
attempts to monitor and correct
negative student behavier during
evaluation and treatment are partially
successful.

No standards of conduct have been
established and specialist disregards
or fails to address negative behavior
during evaluation or treatment.

BS5:

Organizing physical space for
testing of students and providing
therapy

The testing and treatment center is
highly organized and is inviting to
students. Materials are convenient
when needed and are prepared for use
providing a seamless transition
between activities.

Therapist makes good use of the
building space provided.

The testing and treatment center is
welf organized; materials are
available when needed.

The testing and treatment center is
moderately well organized and
moderately well suited to working with
students. Materials are difficult to
find/access when needed,

The testing and treatment center is
disorganized and poorly suited to
working with students. Materials are
usually unavailable.
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DOMAIN C — RELATED SERVICES STAFF; INSTRUCTION

APPENDIX D-4g

Accomplished

Skilled

Developing

Ineffective

C1:
Responding to referrals and
evaluating student needs

Specialist is proactive in responding to
referrals and makes highly competent
assessments of student needs.

Specialist responds to referrals and
makes thorough assessments of
student needs.

Specialist responds to referrals when
pressed and makes adequate
assessments of student needs.

Specialist fails to respond to referrals
or makes hasty assessments of
student needs.

C2:

Developing and implementing
treatment plans to maximize
students’ success

Specialist develops comprehensive
individual plans for students, finding
ways to creatively meet student needs
and incorporate many related elements.

Specialist’s individual plans for
students are suitable for them and are
aligned with identified needs.

Specialist's plans for students are
partially suitable for them or
sporadically aligned with identified
needs. They are not always
individualized to specific student
needs.

Specialist fails to develop treatment
plans suitable for students, or plans
are mismatched with the findings of
assessments,

C3:
Utilizing appropriate transitions
between activities andfor sessions

The therapist establishes procedures
for managing seamless fransitions
incarporating student responsibility. No
instructional time is lost.

The therapist establishes and directs
procedures for transitions. No
instructional time is lost.

The therapist establishes procedures
for some transitions. Minimal
instructional time is lost.

The therapist does nct establish
procedures for transitions,
Considerable instructional time is lost.

C4:
Communicating with families

Specialist secures necessary
permissions adhering to required
timelines and communicates with
families in a manner highly sensitive to
cultural and linguistic traditions.
Specialist reaches out to families of
students to enhance trust.

Specialist communicates with families
and secures necessary permission for
evaluations adhering to required
timefines, doing so in a manner
sensitive to cultural and linguistic
traditions.

Specialist’s communication with
families is partially successful; not
always adhering to required
deadlines; permissions are obtained,
but there are cccasional insensitivities
to cultural and finguistic traditions.

Specialist fails to communicate with
families and secure necessary
permission for evaluations or
communicates in an insensitive
manner,

C5:
Collecting information; writing
reports

Specialist is proactive in collecting
important information, interviewing
teachers and parents if necessary;
reports are accurate and clearly written
and is tailored for the audience.

Specialist coliects all the important
information on which to base
treatment plans; reports are accurate
and appropriate to the audience.

Specialist collects most of the
important information on which to
base freatment plans; reports are
accurate but lacking in clarity and not
always appropriate to the audience.

Specialist neglects to collect
important information on which to
base treatment plans; reports are
inaccurate or not appropriate to the
audience.

Cé6:
Demonstrating flexibility and
responsiveness

Specialist is continually seeking ways to
improve the student’s individual
treatment plan or program and makes
changes in response to student, parent
or teacher input.

Specialist makes revisions in the
student’s individual treatment plan or
program when they are needed.

Specialist makes modest changes in
the student’s individual treatment plan
or pregram when confronted with
evidence of the need for change.

Specialist adheres to the plan or
program, in spite of evidence of its
inadequacy.
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DOMAIN D — RELATED SERVICES STAFF: PROFESSIONAL RESPONSIBILITIES

APPENDIX D-4h

Accomplished

Skilled

Developing

Ineffective

D1
Reflecting on practice

Specialist's reflection is highly accurate
and perceptive, citing specific examples
that are not fully successful for at least
some students. Specialist draws on an
extensive repertoire to suggest
altemative strategies.

Specialist's reflection provides an
accurate and objective description of
practice, citing specific positive and
negative characteristics. Specialist
makes some specific suggestions as
to how the therapy pragram might be
improved.

Specialist's reflection on practice is
moderately accurate and objective
without citing specific examples, and
with only global suggestions as to
how the program might be improved.

Specialist does not reflect on practice,
or the reflections are inaccurate or
self-serving.

D2:
Collaborating with teachers and
administrators

Specialist seeks out teachers and
administrators to confer regarding
cases, soliciting their perspectives on
individual students.

Specialist initiates contact with
teachers and administrators to confer
regarding individual cases.

Specialist is available to staff for
guestions and planning and provides
background material when requested.

Specialist is not available to staff for

questions and planning and declines
to provide background material when
requested.

D3: Specialist has developed a highly Specialist has developed an effective | Specialist has developed a Speciafist's data-management system
Maintaining an effective data- effective data-management system for | data-management system for rudimentary data-management is either nonexistent or in disarray; it
management system monitoring student progress and uses it | monitoring student progress and uses | system for monitoring student cannot be used to monitor student
to adjust treatment when needed. it to adjust treatment when needed. | pragress and occasionally usesitto | progress or to adjust treatment when
Specialist uses the system to adjust treatment when needed. needed.
communicate with teachers and
parents.
D4: Specialist makes a substantial Specialist participates actively in Specialist’s relationships with Specialist's relationships with

Participating in a professional
community

contribution to school and district
events and projects and assumes a
leadership role with colleagues.

school and district events and
projects and maintains positive and
productive relationships with
colieagues.

colleagues are cordial, and specialist
participates in school and district
events and projects when specifically
asked to do so.

colleagues are negative or self-
serving, and specialist avoids being
involved in school and district events
and projects.

D5:
Engaging in professional
development

Specialist actively pursues professional
development opportunities and makes
a substantial contribution to the
profession through such activities as
offering workshops to colleagues.

Specialist seeks out opportunities for
professional development based on
an individual assessment of need.

Specialist's participation in
professional development activities is
limited to those that are convenient
and required.

Specialist does not participate in
professional development activities,
even when such activities are clearly
needed for the development of skills,

Dé:

Showing professionalism,
including integrity, advocacy, and
maintaining confidentiality

Specialist can be counted on to hold
the highest standards of honesty,
integrity, and confidentiality and to
advocate for students, taking a
leadership rofe with colleagues.

Specialist displays high standards of
honesty, integrity, and confidentiality
in interactions with colleagues,
students, and the public and
advocates for students when needed.

Specialist is honest in interactions
with colleagues, students, and the
public, plays a moderate advocacy
role for students, and does not violate
nerms of confidentiality.

Specialist displays dishonesty in
interactions with colleagues, students,
and the public and violates principles
of confidentiality.
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APPENDIX D-5a
HUDSON CITY SCHOOL DISTRICT: SCHOOL COUNSELORS: EVALUATION/OBSERVATION FORM

Teacher: School: Evaluator: Date:
Grade Level/Subject: School Year:
Starting Time: Ending Time: Check one D Evaluation |:| Observation
Present Contract Status
Checkone: [ | One Year Limited Contract [_] Two Year Limited Contract [ ] Three Year Limited Contract [ ] Continuing Contract

Domain A: Planning and Preparation

Rating Evidence*

Acquiring information
A1l about individual
students

Using acquired
A2 . )
information

Establishing goals for
the counseling program
A3 appropriate to the
setting and the students
served

Demonstrating
knowledge of state and
Ad federal regulations and
of resources both within
and beyond the school
and district

Planning the counseling
A5 program, integrated with
the regular school
program

* Please attach additional pages if more space is necessary.

Ratings: A = Accomplished S = Skilled D = Developing | = Ineffective N/O = Not Observed
Ratings of Accomplished or Skilled need not be supported by a narrative of evidence.

136




APPENDIX D-5b
HUDSON CITY SCHOOL DISTRICT: SCHOOL COUNSELORS: EVALUATION/OBSERVATION FORM

Teacher: School: Evaluator: Date:

Domain B: Classroom Environment

Rating Evidence*

Creating an
B1 environment of
respect and rapport

Establishing a culture
B2 | for productive
communication

83 Managing routines and
procedures

Establishing standards
of conduct and
contributing to the
culture for student
hehavior throughout
the school

B4

Organizing physical
space

B5

* Please attach additional pages if more space is necessary,

Ratings: A = Accomplished S = Skilled D = Developing I = Ineffective N/O = Not Observed
Ratings of Accomplished or Skilled need not be supported by a narrative of evidence,
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APPENDIX D-5¢
HUDSON CITY SCHOOL DISTRICT: SCHOCL COUNSELORS: EVALUATION/OBSERVATION FORM

Teacher: School: Evaluator: Date:

Domain C: Instruction

Rating Evidence*

c1 Assessing student needs

Assisting students and
teachers in the
formulation of academic/
social, and career plans,
based on knowledge of
student needs

c2

Providing feedback to
students regarding
progress toward
developmental goals

c3

Using counseling
C4 techniques in individual
and classroom programs

Connecting resources to

cs meet needs

6 Assessing student
engagement

c7 Demonstrating flexibility

and responsiveness

* Please attach additional pages if more space is necessary.

Ratings: A = Accomplished § = Skilled D = Developing | = Ineffective N/O = Not Observed
Ratings of Accomplished or Skilled need not be supported by a narrative of evidence.
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APPENDIX D-5d
HUDSON CITY SCHOOL DISTRICT: SCHOOL COUNSELORS: EVALUATION/OBSERVATION FORM

Teacher: School: Evaluator: Date:

Domain D: Professional Responsibilities

Rating Evidence*

D1 Reflecting on practice

Maintaining records and
D2 submitting them in a
timely fashion

D3 Communicating with

families
Participating in a
D4 . .
professional community
D5 Engaging in professional

development

Implementing knowledge
D& from professional
development

D7 Showing professionalism

* Please attach additional pages if more space is necessary.

Ratings: A = Accomplished S = Skilled D = Developing | = Ineffective N/Q = Not Observed
Ratings of Accomplished or Skilled need not be supported by a narrative of evidence.

Evaluator Date Certified Person (Signature means that | have seen this Date
report, but not that | necessarily agree with it.
If initialed, comments are attached
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DOMAIN A — SCHOOQL COUNSELORS: PLANNING AND PREPARATION

APPENDIX D-5¢

Accomplished

Skilled

Developing

Ineffective

Al:
Acquiring information
about individual students

Counselor acquires extensive and defailed
information about individual students from a
variety of sources, and in an ongoing manner.

Counselor acquires detailed
informatien about individual students
from a variety of sources, and in an
ongoing manner.

Counselor acquires some knowledge
about individual students from a
variety of sources and in an ongoing
manner.

Counselor does not acquire
knowledge of individual students.

A2
Using acquired information

Counselor clearly communicates how
planning incorporates consideration for the
students’ academic needs and learning
styles, interests, cultural heritage and
community backgrounds as demonstrated
through all of the following: *Flexible
grouping; *Activities that invite student
interaction and choice; *Strategies that
address various learning styles, special
needs and cultural heritage; *Presentations
and/for individual conferences that address
strengths and gaps in student background,
knowledge and skilis. Counselor analyzes
and uses achievement data and other
assessment results to plan services to meet
individual/group needs,

Counselor clearly communicates how
planning shows consideration for the
students’ academic needs and
learning styles, interests, cultural
heritage and community backgrounds
as demonstrated through most of the
following: *Flexible grouping;
*Activities that invite student inter-
action and cheice; *Strategies that
address various learning styles,
special needs and cultural heritage;
*Presentations and/or individual
conferences that address strengths
and gaps in student background,
knowledge and skills. Counselor uses
achievement data and other assess-
ment results to plan services to meet
individual/group needs.

Counselor planning shows little
awareness of students’ academic
needs and learning styles, interests,
cultural heritage and community
backgrounds as demonstrated
through some of the following:
“Flexible grouping; *Activities that
invite student interaction and choice;
*Strategies that address various
learning styles, special needs and
cultural heritage; *Presentations
and/or individual conferences that
address strengths and gaps in
student background, knowledge and
skills. There is little evidence that the
counselor uses achievement data or
other assessment results to plan
services for students.

Counselor planning shows no
awareness of students’ academic
needs and learning styles, interests,
cultural heritage and community
backgrounds that would typically be
demonstrated through the following:
*Flexible grouping; *Activities that
invite student interaction and choice;
*Strategies that address various
learning styles, special needs and
cuttural heritage; *Presentations
and/or individual conferences that
address strengths and gaps in
student background, knowledge and
skills. There is no evidence that the
counselor uses achievement data or
other assessment results to plan
services for students,

A3:

Establishing goals for the
counseling program
appropriate to the setting
and the students served

Counselor’s goals for the counseling program
are highly appropriate to the situation in the
school and to the age of the students. They
are developed following consultations with
students, parents, and colleagues. The
counselor designs activities that are aligned
to the goals and provide opportunity for
students to meet the goals.

Counselor’s goals for the counseling
are clear and appropriate to the
situation in the school and to the age
of the students. The counselor
designs activities that are aligned to
the goals and provide opportunity for
students to meet the goals.

Counselor's goals for the counseling
program are rudimentary and are
partially suitable to the situation and
the age of the students. The
counselor designs activities that
provide limited opportunity for
students to meet the goals.

Counselor has no clear goals for the
counseling program, or they are
inappropriate to either the situation or
the age of the students. The
counselor designs no activities that
allow students to meet the goals.

Ad:

Demonstrating knowledge
of state and federal
regulations and of
resources both within and
beyond the school and
district

Counselor's knowledge of governmental

regulations and of resources for students is
extensive, including those available through
the school or district and in the community.

Counselor displays awareness of
governmental regulations and of
resources for students available
through the school or district, and
some familiarity with resources
external to the school.

Counselor displays awareness of
governmental regulations and of
resources for students available
through the school or district, but no
knowledge of resources available
external to the school.

Counselor displays little or no
knowledge of governmental
regulations and of resources for
students available through the school
or district.

AS:

Planning the counseling
program, integrated with
the regular school program

Counselor's plan is highty coherent and
serves to support not only the students
individually and in groups, but alse the
broader educational program of the school.

Counselor's plan includes the
important aspects of counseling in the
schoo! setting.

Counselor's plan has a guiding principle
and includes a number of worthwhile
activities, but some of them don't fit with
the broader school goals.

Counseling program consists of a
random collection of unrelated
activities, lacking coherence or an
overall structure.
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DOMAIN B — SCHOOL COUNSELORS: THE ENVIRONMENT

APPENDIX D-5f

Accomplished

Skilled

Developing

Ineffective

B1:
Creating an environment of respect
and rapport

Students seek out the counselor,
reflecting a high degree of comfort and
trust in the relationship. Counselor
teaches students how to engage in
positive interactions.

Counselor's inferactions with students
are positive and respectful; and the
counselor actively promotes positive
student-student interactions.

Counselor's interactions are a mix of
positive and negative; the counselor’s
efforts at encouraging positive
interactions among students are
partially successful.

Counselor's interactions with students
are negative or inappropriate; and the
counselor does not promote positive
interactions among students.

B2:
Establishing a culture for
productive communication

The culture in the school for productive
and respectful communication between
and among students and teachers,
while guided by the counselor, is
maintained by both teachers and
students.

Counselor promotes a culiure
thraughout the school for praductive
and respectful communication
between and among students and
teachers.

Counselor's attempts to promote a
cultyre throughout the school for
preductive and respectful
communication between and among
students and teachers are partially
successiul.

Counselor makes no attempt to
establish a culture for productive
communication in the school as a
whole, either among students or
among teachers or between students
and teachers.

B3:
Managing routines and procedures

Counselor's routines for the counseling
center or classroom are seamless, and
students assist in maintaining them.

Counselor's routines for the
counseling center or classroom work
effectively.

Counselor has rudimentary and
partially successful routines for the
counseling center or classroom.

Counselor’s routines for the
counseling center or classroom work
are nonexistent or in disarray.

B4:

Establishing standards of conduct
and contributing to the culture for
student behavior throughout the
school

Counselor establishes clear standards
of conduct for counseling sessions, and
students contribute to maintaining
them. Counselor takes a leadership
role in maintaining the environment of
civility in the schoel.

Counsefor establishes clear
standards of conduct for counseling
sessions and makes a significant
contribution to the environment of
civility in the school.

Counselor's efforts to establish
standards of conduct for counseling
sessions are partially successful.
Counselor attempts, with limited
success, to contribute to the level of
civility in the school as a whole.

Counselor establishes no standards
of conduct for students during
counseling sessions and makes no
centribution to maintaining an
envirenment of civility in the school.

BS:
Organizing physical space

Counseling center or classroom
arrangements are inviting and
conducive to the planned activities.
Students contribute ideas to the
physical arrangement. The counseling
center is highly organized and allows
for efficient use of time during
counseling. Materials are convenient
when needed.

Counseling center or classroom
arrangements are inviting and
conducive to the planned activities.
The counseling center is well
organized and materials are available
when needed.

Counselor's attempts to create an
inviting and well-organized physical
environment are partially successful.
The counseling ¢enter is not
completely well crganized and
materials are difficult to find when
needed.

The physical environment is in
disarray or is inappropriate to the
planned activities. The counseling
center is disorganized and materials
are not available when needed.
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DOMAIN C - SCHOOL COUNSELORS: DELIVERY OF SERVICE

APPENDIX D-5g

Accomplished

Skilled

Developing

Ineffective

C1:
Assessing student needs

Counselor conducts detailed and
individualized assessments of student
needs to contribute to program
planning.

Counselor assesses student needs
and knows the range of student
needs in the school.

Counselor's assessments of student
needs are perfunctory.

Counselor does not assess student
needs, or the assessments result in
inaccurate conclusions.

Cz

Assisting students and teachers in
the formulation of academic/social,
and career plans, based on
knowledge of student needs

Counselor helps individual students and
teachers formulate academic,
personalfsocial, and career plans based
con extensive knowledge or the specific
needs of the students and teachers.

Counselor helps students and
teachers formulate academic,
personalisocial, and career plans for
groups of students.

Counselor's attempts to help students
and teachers formulate academic,
personal/social, and career plans are
partially successful.

Counselor's program is independent
of identified student needs.

C3:

Providing feedback to students
regarding progress toward
developmental goals

The counselor provides substantive,
accurate and specific feedback to
students about their progress toward
academic, career, and personalfsocial
developmental goals.

The counselor provides accurate and
specific feedback to students about
their progress toward academic,
career, and personal/social
developmental goals.

The counselor provides little feedback
to students about their progress
toward academic, career, and
personalisocial developmental goals.

The counselor provides no feedback
to students about their progress
toward academic, career, and
personal/social developmental goals.

C4:
Using counseling technigues in
individual and classroom

Counselor uses an extensive range of
counseling techniques to help students
acqguire skills in decision making and

Counselor uses a range of counseling
techniques lo help students acquire
skills in decision making and problem

Counselor displays a narrow range of
counseling technigues to help
students acquire skills in decision

Counselor has few counseling
lechnigues lo help students acquire
skills in decision making and problem

programs problem solving for both interactions solving for both interactions with other | making and problem solving for both | solving for both interactions with other
with other students and future planning. | students and future planning. interactions with other students and | students and future planning.
future planning.
C5: Counselor connects with other Counselor connects with other Counselor's efforts to connect Counselor does not make

Connecting resources to meet
heeds

programs and agencies both within and
beyond the school or district to meet
individual student needs.

programs within the school or district
to meet individual student needs.

services with other programs in the
school are partially successful.

connections with other available
programs in order to meet student
needs.

Cé:
Assessing student engagement

Counselor makes a thoughtful and
accurale assessment of the levet of
student engagement, addressing
specific examples of positive and/or
negative student actions and makes
effective adjustments.

Counselor makes an accurate
assessment of the level of student
engagement and makes adjustments.

Counselor makes an accurate
assessment of the leve! of student
engagement.

Counselor makes an inaccurate
assessment of the level of student
engagement.

cr:
Demonstrating flexibility and
responsiveness

Counselor is continually seeking ways
to improve the counseling program and
makes changes as needed in response
to student, parent, or teacher input.

Counselor makes revisions in the
counseling program when it is
needed.

Counselor makes modest changes in
the counseling program when
confronted with evidence of the need
for change.

Counselor adheres to the plan or
program, in spite of evidence of its
inadequacy.
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DOMAIN D — SCHOOL COUNSELORS: PROFESSIONAL RESPONSIBILITIES

APPENDIX D-5h

Accomplished

Skilled

Developing

Ineffective

D1:
Reflecting on practice

Counselor's reflection is highly accurate
and perceptive, citing specific examples
that are and are not fully successful for
students, Counselor draws on an
extensive repertoire to suggest
alternative strategies.

Counselor's reflection provides an
accurate and objective description of
practice, citing specific positive and
negative characteristics. Counselor
makes some specific suggestions as
to how the intervention program might
be improved.

Counselor's reflection on practice is
moderately accurate and objective
without citing specific examples, and
with only global suggestions as to
how it might be improved.

Counselor does not reflect on
practice, or the reflections are
inaccurate or self-serving.

D2:
Maintaining records and
submitting them in a timely fashion

Counselor's approach to record
keeping is highly systematic and
efficient and serves as a model for
colleagues in other schools.

Counselor's reportsfstudent file
comments, records, and
documentation are accurale and are
submitted in a timely manner.

Counselor's reports/student file
comments, records and
documentation are generally accurate
but are occasionally late.

Counselor's reports/student file
comments, records and
documentation are missing, late, or
inaccurate resulting in confusion.

D3:
Communicating with families

Counselor is proactive in providing
extensive information to families about
the counseling program and about
individual students through a variety of
means.

Counselor provides thorough and
accurate information to famifies about
the counseling program as a whole
and about individual students.

Counselor provides limited though
accurate information to families about
the counseling program as a whole
and about individual students,

Counselor provides no information to
families, either about the counseling
program as a whole or about
individual students.

D4:
Participating in a professional
community

Counselor makes a substantial
contribution to school and district
events and projects and assumes
leadership with colleagues.

Counselor participates actively in
school and district events and
projects and maintains positive and
productive relationships with
colleagues.

Counselor's relationships with
colleagues are cordial, and counselor
participates in school and district
events and projects when specifically
requested.

Counselor's relationships with
colleagues are negative or self-
serving, and counselor avoids being
involved in school and district events
and projects.

D5:
Engaging in professional
development

Counselor actively pursues professional
development opportunities and makes
a substantial contribution to the
profession through such activities as
offering workshops to colleagues.

Counselor seeks out opportunities for
professional development based on
an individual assessment of need.

Counselor's participation in
professional development activities is
limited to those that are convenient or
are required,

Counselor does not participate in
professional development activities,
even when such activities are clearly
needed for the ongoing development
of counseling skills.

D6:
Implementing knewledge from
professional development

Counselor consistently implements and
applies the knowledge gained through
professional development.

Counselor consistently implements
the knowledge gained through
professional development.

There is minimal evidence that the
counselor implements knowledge
gained through professional
development,

There is no evidence that the
counselor implements knowledge
gained through professional
development.

D7:
Showing professionalism

Counselor can be counted on to hold
the highest standards of honesty,
integrity, and confidentiality and to
advocate for students, taking a
leadership role with colleagues.

Counselor displays high standards of
henesty, integrity, and confidentiality
in interactions with colleagues,
students, and the public; advocates
for students when needed.

Counselor is honest in interactions
with colleagues, students, and the
public; does not violate confidentiality.

Counselor displays dishonesty in
interactions with colleagues, students,
and the public; violates principles of
confidentiality.
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APPENDIX D-6a
HUDSON CITY SCHOOL DISTRICT: SCHOOL PSYCHOLOGISTS: EVALUATION/OBSERVATION FORM

Teacher: School: Evaluator: Date:
Grade Level/Subject: School Year:
Starting Time: Ending Time: Checkone [ ] Evaluation [ ] observation

Present Contract Status
Checkone: [ | One Year Limited Contract [ ] Two Year Limited Contract [ ] Three Year Limited Contract || continuing Contract

Domain A: Planning and Preparation

Rating Evidence*

Demonstrating valid
Al assessment and
interpretation

Demonstrating
knowiedge of child
A2 and adolescent
development and
psychopathology

Demonstrating
A3 collaborative problem
solving

Demonstrating
knowiedge of state
and federal reguiations
and of resources both
within and beyond the
school and district

Ad

Demonstrating
A5 | sequential problem
solving

* Please attach additional pages if more space Is necessary.
Ratings: A = Accomplished § = Skilled D = Developing I = Ineffective N/O = Not Observed
Ratings of Accomplished or Skilled need not be supported by a narrative of evidence.
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Teacher:

Domain B: Classroom Environment

APPENDIX D-6b

HUDSON CITY SCHOOL DISTRICT: SCHOOL PSYCHOLOGISTS: EVALUATION/OBSERVATION FORM

School: Evaluator:

Date:

Rating

Evidence*

B1

Establishing rapport
with students

B2

Establishing a culture
for positive mental
health throughout the
school

B3

Maintaining
established
procedures for
referrals

B4

Establishing standards
of conduct in the
testing center

BS

Organizing physical
space for testing of
students and storage
of materials

* Please attach additional pages if more space is necessary.

Ratings:

A = Accomplished

S = Skilled D = Developing | = Ineffective
Ratings of Accomplished or Skilled need not be supported by a narrative of evidence.

N/O = Not Observed
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APPENDIX D-6¢
HUDSON CITY SCHOOL DISTRICT: SCHOOL PSYCHOLOGISTS: EVALUATION/OBSERVATION FORM

Teacher: School: Evaluator: Date:

Domain C: Instruction

Rating Evidence*

Responding to referrals;
c1 consulting with teachers
and administrators

Evaluating student needs
in compliance with

c2 National Association of
School Psychologists
{NASP) guidelines

c3 Chairing evaluation team

Works with the team to
plan interventions to
maximize students’
likelthood of success

C4

Using quality-methods

Cs and timelines

Maintaining contact with
physicians and
community mental health
service providers

Cé

Demonstrating flexibility
and responsiveness in
working with the |AT team
and/or educational team

c7

* Please attach additional pages if more space is necessary.

Ratings: A = Accomplished S = Skilled D = Developing | = Ineffective N/O = Not Observed
Ratings of Accomplished or Skilled need not be supported by a narrative of evidence.
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APPENDIX D-6d
HUDSON CITY SCHOOL DISTRICT: SCHOOL PSYCHOLOGISTS: EVALUATION/OBSERVATION FORM

Teacher: School: Evaluator: Date:

Domain D: Professional Responsibilities

Rating Evidence*
D1 Reflecting on practice
Communicating with
D2 e
families
D3 Maintaining accurate

records

Participating in a
D4 professional
community

Engaging in
D5 professional
development

Showing

D6 professionalism

* Please attach additional pages if more space is necessary.

Ratings: A = Accomplished S = Skilled D = Developing I = Ineffective N/O = Not Observed
Ratings of Accomplished or Skilled need not be supported by a narrative of evidence.

Evaluator Date Certified Person (Signature means that | have seen this Date
report, but not that | necessarily agree with it.
If initialed, comments are attached
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DOMAIN A — SCHOOL PSYCHOLOGISTS: PLANNING AND PREPARATION

APPENDIX D-6e

Accomplished

Skilled

Developing

Ineffective

Al:
Demonstrating valid
assessment and interpretation

The school psychologist selects one or
more assessment instrument(s) to
enhance the validity of their evaluation,
given the age, culture, primary language,
and suspected disability of the ¢hild. He
or she administers the assessment
instrument(s} in a standardized fashion
and provides an accurate interpretation.
The school psychologist discusses and
includes a written statement regarding the
limitations of the instrument in cases
where validity or reliability is in question.

The school psychologist selects an
assessment instrument that is valid,
given the age, culture, primary
fanguage and suspected disability of
the child, He or she administers the
assessment instrument(s) in a
standardized fashion and is able to
discuss the limitations of the
instrument, when asked.

The school psychelogist uses the
same assessment instrument for all
children regardless of their age,
cultural, primary language, and
suspected disability. He or she
administers the assessment in a
haphazard and non-standardized
fashion. The school psychologist
offers limited interpretation of the
results.

The school psychologist uses the
same assessment instrument for all
children regardiess of their age,
cultural, primary language, and
suspected disability. He or she
administers the assessmentin a
haphazard and non-standardized
fashion. The school psychologist
offers no interpretation of the results,

A2:
Demonstrating knowledge of
child and adolescent

Psycholegist demonstrates extensive
knowledge of child and adolescent
development and psychopathology and

Psychologist demonstrates thorough
knowledge of child and adolescent
development and psychopathology.

Psychologist demonstrates basic
knowledge of child and adolescent
development and psychopathology.

Psychologist demonstrates little or no
knowledge of child and adolescent
development and psychopathology.

development and knows variations of the typical patterns.
sychopathology
A3: The school psychologist communicates in | The school psychologist communicates | The school psychologist The schoo! psychologist does not

Demonstrating collaborative
problem solving

observable and measurable terms. The
school psychologist asks guiding
guestions to help the team prioritize
problems/behaviors to address target
behaviors. Interventions and assessment
pracedures are identified to allow the
student access to the general curriculum.

problem situations in observable and
measurable terms. Target behaviors
are identified that represent the level of
performance the student will need to
reach to meet expectations.

communicates problem situations in
basic terms. Target behaviors that
represent the level of performance
the student will need to reach are
vague,

communicate problem situations or
definitions remain vague. Target
behaviors, representing the level of
performance the student will need to
reach to meet expectations, are not
specified.

Ad:

Demonstrating knowledge of
state and federal regulations
and of resources both within
and beyond the school and
district

The school psychologist has extensive
knowledge of and refers to spacific
federal and state rules verbally and in
writing, using precise ferms when needed
in public and nonpublic schoal settings
(across a wide range of ages and
disability conditions}. He or she ensures
that informed consent has been obtained
from parents andfor guardians, including
clear and concise explanations of
confidentiality and due process. The
school psychologist has a thorough
knowledge of IDEA including the
definition of LRE and FAPE.

The school psychelogist refers to
specific federal and stale rules verbally
and in writing, using appropriate terms
when needed in public and nonpublic
school settings (across a wide range of
ages and disability conditions). He or
she ensures that informed consent has
been obtained from parents and/or
guardians, including clear and concise
explanations of confidentiality and due
process. The school psychologist is
able to discuss the essential concepts
of IDEA including the definition of LRE
and FAPE.

The school psychologist
demonstrates little knowledge of
specific federal and state rules. He or
she has a limited understanding of
the requirements of informed consent,
confidentiality, and due process. The
school psychologistis able to discuss
the basic concepts of IDEA.

The school psychelogist
demonstrates no knowledge of
specific federal and state rules. He or
she is not aware of the requirements
of informed consent, confidentiality,
and due process. The school
psychologist is not able to discuss the
basic concepts of IDEA.
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AS:
Demonstrating sequential
problem solving

The school psychologist, with the
problem-solving team, clearly and
accurately communicates a sequential
problem-solving approach in which
academic and behavioral concerns are
clarifiedfidentified and analyzed as to how
and why they may be occurring.
Organized documentation of interventions
(i.e., who did what by when} and their
outcomes are used for intervention
pianning.

The school psychologist guides the
teacher through the problem-solving
model.

The school psychelogist, with the
problem-solving team, clearly and
accurately communicates a sequential
problem-solving approach in which
academic and behavioral concerns are
clarified/identified and analyzed as to
how and why they may be occurring.
Interventions are suggested but not
thoroughly discussed as part of the
intervention planning.

The school psychologist
communicates little to a sequential
problem-solving approach to
clarify/identify academic and
behavioral concerns and to analyze
how and why they are occurring.
Interventions are develaped but not
monitored.

The school psychologist
communicales nothing to a sequential
problem-solving approach to
clarify/identify academic and
behavioral concerns and to analyze
how and why they are occurring.
Interventions are not developed or
monitored.

149




DOMAIN B - SCHOOL PSYCHOLOGISTS: THE ENVIRONMENT

APPENDIX D-6f

Accomplished

Skilled

Developing

Ineffective

B1:
Establishing rapport with students

Students seek out the psychologist,
reflecting a high degree of comfort and
trust in the relationship.

Psychologist’s interactions with
students are positive and respectful;
students appear comfortable in the
tesling center.

Psychalogist’s interactions are a mix
of positive and negative; the
psychologist's efforts at developing
rapport are partially successful.

Psychologist’s interactions with
students are negative or
inappropriate; students appear
uncomfortable in the testing center.

B2:

Establishing a culture for positive
mental health throughout the
school

The culture in the school for positive
mental health among students and
teachers, while guided by the
psychologist, is maintained by both
teachers and students.

Psychologist promates a culture
throughout the school for positive
mental health in the school among
students and teachers.

Psychologist’s attempts to promote a
culture throughout the school for
positive mental health in the school
among students and teachers are
partially successful.

Psychologist makes no attempt to
establish a culture for positive mental
health in the school as a whole, either
among students or teachers, or
between students and teachers.

Bi:
Maintaining established
procedures for referrals

Established district procedures for all
aspects of referral and testing
protocols, are clear to everyone and
have been incorporated into the
building AT process.

Established district procedures
referrals and for meetings and
consultations with parents and

administrators are clear to everyone.

Procedures for referrals are vague.
The details are not always clear or
consistent.

Established procedures for referrals
have not been communicated;, when
teachers want to refer a student for
special services, they are not sure
how to go about it.

B4:
Establishing standards of conduct
in the testing center

Standards of conduct have been
established in the testing center.
Psychologist's monitoring of students is
subtle and preventive, and students
engage in self-monitoring of behavior,

Standards of conduct have been
established in the testing center.
Psychologist monitors student
behavior against those standards;
response to students is appropriate
and respectful.

Standards of conduct appear to have
been established in the testing center.
Psychologist's attempts to monitor
and correct negative student behavior
during an evaluation are partially
successful.

No standards of conduct have been
established, and psychologist
disregards or faits to address
negative student behavior during an
evaluation.

BS:

Organizing physical space for
testing of students and storage of
materials

Psychologist makes good use of the
space provided. The testing center is
highly organized, inviting to students,
and allows for efficient/effective use of
time during testing. Materials are
stored in a secure location and are
convenient when needed.

The testing center is well organized;
materials are stored in a secure
location and are available when
needed.

Materials in the testing center are
stored securely, but the center is not
completely well erganized, and
malerials are difficult to find when
needed.

The testing center is disorganized
and poorly suited to student
evaluations. Materials are not stored
in a secure location and are difficult to
find when needed.
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DOMAIN C — SCHOOL PSYCHOLOGISTS: DELIVERY OF SERVICE

APPENDIX D-6g

Accomplished

Skilled

Developing

Ineffective

ct:

Responding to referrals;
consulting with teachers and
administrators

Psychologist consults frequently with
colleagues, contributing own insights
and tailoring evaluations to the
guestions in the referral.

Psychologist consults frequently with
colleagues, tailoring evaluations to
the questions in the referral.

Psychalogist consults on a sporadic
basis with colleagues, making
partially successful attempts to tailor
evaluations to the questions in the
referral.

Psychologist fails to consult with
colleagues or to tailor evaluations to
the questions in the referral,

Cc2:

Evaluating student needs in
compliance with National
Association of School
Psychologists {NASP) guidelines

Psychologist selects, from available
assessments that are most appropriate
to the referral questions and conducts
information sessions with colleagues to
ensure that they fully understand and
comply with procedural time lines and
safeguards.

Psychologist administers appropriate
evaluation instruments to students
and ensures that all procedures and
safeguards are adhered to faithfully.

Psychologist attempts to administer
appropriate evaluation instruments to
students but does not always follow
established time lines and
safeguards.

Psychologist resists administering
evaluations, selects instruments
inappropriate to the situation, or does
not follow established procedures and
guidelines.

c3:
Chairing evaluation team

Psychologist assumes leadership of the
evaluation team and fakes initiative in
assembling materials for meetings.
ETRs are prepared in an exemplary
manner. Psychologist contributes
appropriately to IEPs.

Psychologist assumes leadership of
the evaluation team as a standard
expectation; prepares detailed ETRs.

Psychologist assumes leadership of
the evaluation team when directed to
do so, preparing adequate ETRSs,

Psychologist declines to assume
leadership of the evaluation team.

C4:

Works with the team to plan
interventions to maximize
students’ likelihood of success

Psychalogist works with the team to
develop comprehensive plans for
students, finding ways to creatively
meet student needs and incorparate
many redated elements.

Psychologist works with a team to
develop plans for students that are
suitable for them and are aligned with
identified needs.

Psychologist works with a team to
develop plans for students that are
partially suitable for them or are
sporadically aligned with identified
needs.

Psychologist fails to work with the
team to plan interventions svitable to
students, or interventions are
mismatched with the findings of the
assessments.

C5:
Using quality-methods and
timelines

The school psychologist routinely
provides substantive, accurate, specific,
and timely feedback to students about
their progress toward the goals of the
session. The school psychologist
provides feedback using a variety of
methods and facilitates student self-
assessment.

The school psychologist provides
accurate, specific, and timely
feedback to students about their
progress toward the goals of the
session. The school psychologist
provides feedback using a variety of
methods.

The school psychologist provides
limited basic feedback to students
about their progress toward the goals
of the session. Feedback is provided
in a timely manner.

The schoot psychologist provides
insufficient and/or inaccurate
feedback to students about their
progress loward the goals of the
session. Feedback is not provided in
a timely manner.

C6:

Maintaining contact with
physicians and community mental
health service providers

Psychologist maintains ongoing contact
with physicians and community mental
health service providers and initiates
contacts when needed.

Psychologist maintains ongeing
contact with physicians and
community mental health service
providers.

Psychologist maintains occasional
contact with physicians and
community mental health service
providers.

Psychologist declines to maintain
contact with physicians and
community mental health service
providers.

cr:

Demonstrating flexibility and
responsiveness in working with
the IAT team and/or educational
team

Psychologist is continually seeking
ways to improve the treatment
program/fintervention plan and makes
changes as needed in response to
student, parent, or teacher input.

Psychologist makes revisions in the
treatment program/intervention plan
when it is needed.

Psychologist makes modest changes
in the treatment program/intervention
plan when confronted with evidence
of the need for change.

Psychologist adheres to the plan or
program, in spite of evidence of its
inadequacy.
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DOMAIN D — SCHOOL PSYCHOLOGISTS: PROFESSIONAL RESPONSIBILITIES

APPENDIX D-6h

Accomplished

Skilled

Developing

Ineffective

R
Reflecting on practice

Psychologist's reflection is highly
accurate and perceptive, citing specific
examples that were not fully successful
for at least some students.
Psychologist draws on an extensive
repertoire to suggest alternative
strategies.

Psychologist's reflection provides an
accurate and objective description of
practice, citing specific positive and
negative characteristics.
Psycholegist makes some specific
suggestions as to how the
intervention program might be
improved.

Psychologist's reflection on practice is
moderately accurate and objective
without citing specific examples, and
with only global suggestions as to
how it might be improved.

Psychologist does not reflect on
practice, or the reflections are
inaccurate or seli-serving.

D2
Communicating with families

Psychologist secures necessary
permissions and communicates with
families in a manner highly sensitive to
cultural and linguistic traditions.
Psychologist reaches out to families of
students to enhance trust.

Psychologist communicates with
families and secures necessary
permission for evaluations and does
50 in a manner sensitive to cultural
and linguistic traditions.

Psychologist's communication with
families is partially successful;
permissions are obtained, but there
are occasional insensitivities fo
cultural and linguistic traditions.

Psychologist fails to communicate
with families and secure necessary
permission for evaluations or
communicates in an insensitive
manner.

D3:
Maintaining accurate records

Psychologist's records are accurale
and legible, well organized, and stored
in a secure location. They are written
to be understandable to another
qualified professicnal,

Psychologist's records are accurate
and legible, well organized, and
stored in a secure location.

Psychologist's records are accurate
and legible and stored in a secure
tocation.

Psychologist’s records are in disarray;
they may be missing, illegible, or
stored in an unsecured location.

D4:
Participating in a professional
community

Psychologist makes a substantial
contribution to school and district
events and projects and assumes
leadership with colleagues.

Psychologist participates actively in
school and district events and
projects and maintains positive and
praductive relationships with
colleagues.

Psychologist's relationships with
colleagues are cordial, and
psychologist participates in school
and district events and projects when
specifically requested.

Psychologist’s relationships with
colleagues are negative or self-
serving, and psychologist avoids
being involved in scheol and district
events and projects.

| D5:
Engaging in professional
development

Psychologist actively pursues
professional development opportunities
and makes a substantial contribution to
the profession through such activities
as offering workshops to colleagues.

Psychelogist seeks out opportunities
for professional development based
on an individual assessment of need.

Psychologist's participation in
professional development activities is
limited to those that are convenient or
are required.

Psychologist does not participate in
professional development activities,
even when such aclivities are clearly
needed for the ongoing development
of skills,

D6:
Showing professionalism

Psychologist can be counted on to hold
the highest standards of honesty,
integrity, and confidentiality and fo
advocate for students, taking a
leadership role with colleagues.
Psychologist's reports and required
forms are credible and accurate.

Psychologist displays high standards
of hanesty, integrity, and
confidentiality in interactions with
colleagues, students, and the public
and advocates for students when
needed. Psychologist's reports and
required forms are credible and
accurate.

Psychologist is honest in interactions
with colleagues, students, and the
public, plays a moderate advocacy
role for students, and does not violate
norms of confidentiality.
Psychologist’s reports and required
forms are credible and accurate.

Psychologist displays dishonesty in
interactions with colleagues, students,
and/or the public and violates
principles of confidentiality.
Psychologist displays dishonesty in
reports and required forms,
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APPENDIX D-7a
HUDSON CITY SCHOOL DISTRICT: TECHNOLOGY COORDINATORS: EVALUATION/OBSERVATION FORM

Teacher: School: Evaiuator: Date:

Grade Level/Subject: School Year:

Starting Time: Ending Time: Checkone [ | Evaluation [ ] Observation

Present Contract Status
Checkone: [ | One Year Limited Contract [ ] Two Year Limited Contract [] Three Year Limited Contract [ ] Continuing Contract

Domain A: Planning and Preparation

Rating Evidence*

Demonstrating knowledge of
current trends in specialty
area and professional
development

Al

Demonstrating knowledge of
the school’s program and
levels of teacher’s skill in
delivering that program

A2

Maintain knowledge of current
laws retated to assigned areas
and supports Board of
Education policies

Al

Establishing goals for the
instructional support program
appropriate to the setting and
the teachers served

Ad

Planning the instructional
support program, integrated
with the overall school
program

Ab

Developing a plan to evaluate
AT | theinstructional support
program

* Please attach additional pages if more space is necessary.

Ratings: A = Accomplished 5 = Skilled D = Developing I = Ineffective N/O = Not Observed
Ratings of Accomplished or Skilled need not be supported by a narrative of evidence.
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APPENDIX D-7b
HUDSON CITY SCHOOL DISTRICT: TECHNOLOGY COORDINATORS:; EVALUATION/OBSERVATION FORM

Teacher: School: Evaluator: Date:

Domain B: Classroom Environment

Rating Evidence*

Creating an
environment of trust

B1 and rapport

Establishing a culture
B2 !‘or ongc':ing
instructional
improvement

Estabiishing clear
procedures for

B3 | teachers to gain
access to instructional
support

Establishing and
maintaining norms of
B4 behavior for
professional
interactions

Organizing physical
BS space for workshops
or training

* Please attach additional pages if more space is necessary.

Ratings: A = Accomplished § = Skilled D = Developing I = Ineffective N/O = Not Observed
Ratings of Accomplished or Skilled need not be supported by a narrative of evidence.
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APPENDIX D-7¢
HUDSON CITY SCHOOL DISTRICT: TECHNOLOGY COORDINATORS: EVALUATION/OBSERVATION FORM

Teacher: School: Evaluator: Date:

Domain C: Instruction

Rating Evidence*

Collaborating with
teachers in the design
€1 of instructionat units,
lessons and web

pages

Engaging teachers in
Cc2 learning new
instructional skills

Sharing expertise with

e staff

Locating resources for

c4 teachers to support
instructional

improvement

Demonstrating
C5 | flexibility and
responsiveness

Network

C6 | administration

* Please attach additional pages if more space is necessary.

Ratings: A = Accomplished S = Skilled D = Developing | = Ineffective N/O = Not Observed
Ratings of Accomplished or Skilled need not be supported by a narrative of evidence,
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HUDSON CITY SCHOOL DISTRICT: TECHNOLOGY COORDINATORS: EVALUATION/OBSERVATION FORM

APPENDIX D-7d

Teacher: School: Evaluator: Date:
Domain D: Professional Responsibilities
Rating Evidence*
D1 Reflecting on practice
D2 Preparing and submitting budgets
and reports
Develops a system for asset
D3 management Coordinates and
assists with software review and
purchases
Coordinates hardware/ software
D4 installation and supervises the
maintenance and repair of district
hardware
Coordinates “Help Desk"
D5 procedures, institutes and
oversees the technology aide and
student technology teams
Coordinating work with other
D6 -
coordinators
D7 Works cooperatively with district
administrators
D8 Participating in a professional
development community
D% Engaging in professional
development
Showing professionalism,
D16 | including integrity and
confidentiality
* Please attach additional pages if more space is necessary.
Ratings: A = Accomplished D = Developing | = ineffective N/O = Not Observed
Ratings of Accomplished or Skilled need not be supported by a narrative of evidence.
Evaluator Certified Person {Signature means that | have seen this Date

If initialed, comments are attached
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DOMAIN A - TECHNOLOGY COORDINATOR: PLANNING AND PREPARATION

APPENDIX D-7e

Accomplished

Skilled

Developing

Ineffective

Al:

Demonstrating knowledge of
current trends in specialty area
and professional development

Technology coordinator's knowledge of
specialty area and trends in
professional development is wide and
deep; coordinator is regarded as an
expert by colleagues.

Technology coordinator demonstrates
therough knowledge of specialty area
and trends in professional
development.

Technology coordinator demonstrates
basic familiarity with specialty area
and trends in professional
development.

Technology coordinator demonstrates
litdle or no familiarity with specialty
area or {rends in professional
development.

AZ:

Demonstrating knowledge of the
school's program and levels of
teacher’s skill in delivering that

Technology coordinator is deeply
familiar with the school's program and
works to shape its future direction and
actively seeks information as to teacher
skill in that program.

Technology coordinator demonstrates
thorough knowledge of the school's
program and of teacher skill in
delivering that program.

Technology coordinator demonstrates
basic knowledge of the school's
program and of teacher skill in
delivering that program.

Technology coardinator demonstrates
little or no knowledge of the school's
program and of teacher skill in
delivering that program.

| program
A3
Maintain knowledge of current
laws related to assigned areas and

supports Board of Education
policies

Technology coordinator's knowledge of
government regulations and Board of
Education poiicies is extensive.

Technology coordinator possesses
knowledge of and follows government
regulations and Board of Education
policies.

Technology coordinator displays
awareness of govemmental
regulations and Board of Education
policies.

Technology coordinator demonstrates
litthe or no knowledge of government
regulations and ignores Board of
Education policies.

Ad:

Establishing goals for the
instructional support program
appropriate to the setting and the
teachers served

Technology coordinator’s goals for the
instructional support program are highly
appropriate to the situation and the
needs of the staff. They have been
developed following consultations with
administrators and colleagues.

Technology coordinator's goals for
the instructional support program are
clear and are suitable to the situation
and the needs of the staff,

Technology coordinator's goals for
the instructional support program are
rudimentary and are partially suitable
to the situation and the needs of the
staff,

Technology coordinator has no clear
goals for the instructional support
program, or they are inappropriate to
either the situation or the needs of the
staff.

AS5:

Demonstrating knowledge of
resources, both within and beyond
the school and district

Technology coardinator actively seeks
out new resources from a wide range of
sources to enrich teacher's skills in
implementing the school's program.

Technology coerdinator is fully aware
of knowledge of resources available
in the school and district and in the
larger professional community for
teachers to advance their skills.

Technology coordinator demonstrates
basic knowledge of resources
available in the school and district for
teachers to advance their skills.

Technology coordinator demonstrates
little or no knowledge of resources
available in the schoot or district for
teachers to advance their skills.

A6:

Planning the instructional support
program, integrated with the
overall school program

Technology coordinator's plan is highly
coherent, taking into account the
competing demands of making
presentations and consulting with
teachers, and has been developed
following consultation with
administrators and teachers.

Technology coordinator's plan is well
designed to support teachers in the
development of their instructional
skills.

Technolegy coordinator’s plan has a
guiding principle and includes a
number of worthwhile activities, but
some of them do not fit with the
broader goals.

Technology coordinator’s plan
consists of a random collection of
unrelated activities, lacking
coherence or an overall structure.

AT:

Developing a plan to evaluate the
instructional support program and
district technology agenda

Technology coordinator's evaluation
plan is highly sophisticated, with
extensive data to provide evidence and
a clear path toward improving the
pragram on an ongoing basis.

Technology coordinator's plan to
evaluate the program and district
technology agenda is organized
around clear goals and the collection
of evidence to indicate the degree to
which the goals have been met.

Technoloegy coordinator has a
rudimentary plan to evaluate the
instructional support program and
district technology agenda.

Technology coordinator has no plan
to evaluate the program/agenda or
resists suggestions that such an
gvaluation is important,
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DOMAIN B - TECHNOLOGY COORDINATOR: THE ENVIRONMENT

APPENDIX D-7f

Accomplished

Skilled

Developing

Ineffective

B1:
Creating an environment of trust
and respect

Relationships with the coordinator are
highly respectful and trusting, with
many contacts initiated by teachers,

Relationships with the coordinator are
respectful, with some contacts
initiated by teachers.

Relationships with the coordinator are
cordial; teachers do not resist
initiatives established by the
coordinator.

Teachers are reluctant to request
assistance from the coordinator,
fearing that such a request will be
treated as a sign of deficiency.

B2:
Establishing a culture for ongoing
instructional improvement

Technology Coordinator has
established a culture of professional
inquiry in which teachers initiate
projects to be undertaken with the
support of the coordinator.

Coordinator promotes a culture of
professional inquiry in which teachers
seek assistance in improving their
instructional skills.

Teachers do not resist the offerings of
support from the coordinator.

Technology Coordinator conveys the
sense that the work of improving
instruction is externally mandated and
is not important to school
improvement.

B3:

Establishing clear procedures for
teachers to gain access to
instructional support

Procedures for access to instructional
support are clear to all teachers and
have been developed following
consultation with administrators and
teachers,

Technology Coordinator has
established clear procedures for
teachers to use in gaining access to
support,

Some procedures {for example,
registering for workshops} are clear to
teachers, whereas others (for
example, receiving informal support)
are not.

When teachers want to access
assistance from the coordinator, they
are not sure how to go about it.

B4:

Establishing and maintaining
norms of behavior for professional
interactions

Technology coordinator has established
clear norms of mutual respect for
professional interaction. Teachers
ensure that their colleagues adhere to
these standards of conduct,

Technology coordinator has
established clear norms of mutual
respect for professional interaction
with teachers, staff and students.

Technology coordinator's efforts to
establish norms of professional
conduct are partially successful.

No norms of professional conduct
have been established; teachers are
frequently disrespectful in their
interactions with one another.

BS:
Organizing physical space for
workshops or training

Technology coordinator makes highly
effective use of the physical
environment, with teachers contributing
to the physical arrangement.

Technology coordinator makes good
use of the physical enviranment,
resulting in engagement of all
participants in the workshop activities.

The physical environment does not
impede workshop aclivities.

Technology coordinator makes
inadequate use of the physical
environment, resulting in insignificant
access by some participates; ime lost
due to substandard use of training
equipment, or littie alignment between
the physical arrangement and the
workshop activiies.
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DOMAIN C - TECHNOLOGY COORDINATOR: DELIVERY QF SERVICE

APPENDIX D-7g

Accomplished

Skilled

Developing

Ineffective

Cc1:

Collaborating with teachers in the
design of instructional units,
lessons, and web pages

Technology coordinator initiates
collaboration with classroom teachers
in the design of instructional lessons,
units, and web pages offering
appropriate technology integration
information, locating additional
resources from sources outside the
school.

Technology coordinator initiates
collaboration with classroom teachers
in the design of instructional lessons,
units and web pages offering
appropriate technolegy integration
information.

Technology coordinator collaborates
with classroom teachers in the design
of instructional lessons, units and web
pages offering appropriate technology
integration information when
specifically asked to do so.

Technolegy coordinator declines to
collaborate with classroom teachers
in the design of instructional lessons,
units and web pages.

Ccz:
Engaging teachers in learning new
instructional skills

Teachers are highly engaged in
acquiring new instructional skills and
take the initiative in suggesting new
areas for growth.

All teachers are engaged in acquiring
new instructional skills.

Technology Coordinator’s efforts to
engage teachers in professional
leaming are partially successful, with
some participating.

Teachers decline opportunities to
engage in professional leaming.

Ci: The quafity of the technology The quality of the technology The quality of the technology Technelogy coordinator's model
Sharing expertise with staff coordinator's model lessons and coordinator's model lessons and coordinator's model lessons and lessons and workshops are of inferior
workshops is uniformly high and workshops is uniformly high and worksheps is mixed, with some of quality or are not appropriate to the
appropriate to the needs of the appropriate to the needs of the them being appropriate to the needs | needs of the teachers, administrators,
teachers, administrators, and support | teachers, administrators, and support { of the teachers, administrators, and | and support staff being served,
staff being served, while conducting staff being served. support staff being served.
extensive follow-up work with all
groups.
C4: Technology coordinator is highly pre- | Technelogy coordinator locates Technology coordinator efforts to Technology coardinator fafls to locate

Locating resources for teachers to
support instructional improvement

active in locating resources for
instructional improvement for teachers,
anticipating their needs.

resources for instructional
impravement for teachers when
asked to do so.

locate resources for instructional
improvement for teachers are partially
successful; reflecting incomplete
knowledge of what is available.

resources for instructional
improvement for teachers, even when
specifically requested to do so.

C5: Technology coordinator is continually | Technology coordinator makes Technology coordinator makes Technology coordinator adheres to
Demonstrating flexibility and seeking ways to improve the support revisions to the support program modest changes to the support hisiher plan, in spite of evidence of
responsiveness program and makes changes as when itis needed. program when confronted with inadequacy.

needed in response to student, parent, evidence of the need for change.

or teacher input.
C6: Technelogy coordinator consistently Technology coordinator effectively Technology coordinator oversees and | Technology coordinator does not

Network administration

administers to the district network
needs. Is knowledgeable about
coordination with outside professional
technical support services and the
district web master to ensure the
district’'s technology goals are met.

oversees and assists with district
network administration. Coordinates
outside professional technical support
services. Works with district web
master to moniter and coordinate
district website.

assists with district network
administration and coordinates
outside professional technical support
when there is a problem. Works with
district web master when asked to do
50,

oversee or assist the district network
administration, provide outside
professional technical support
services nor work with the district web
master.
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DOMAIN D — TECHNOLOGOY COORDINATOR: PROFESSIONAL RESPONSIBILITIES

APPENDIX D-7h

Accomplished

Skilled

Developing

Ineffective

DA1:
Reflecting on practice

Technology coordinator's reflection is
highly accurate and perceptive, citing
specific positive and negative examples.
Coordinator draws on an extensive
repertoire to suggest alternative
strategies, accompanied by a prediction
of the likely consequences of each.

Technology coordinator’s reflection
provides an accurate and objective
description of practice, citing specific
positive and negative characteristics.
Coordinator makes some specific
suggestions as to how the support
program might be improved.

Technology coordinator's reflection

on praclice is moderately accurate
and objective without citing specific
examples and with global suggestions
as fo how it might be improved.

Technology coordinator does not
reflect on practice, or the reflections
are inaccurate or self-serving.

D2
Preparing and submitting budgets
and reports

Technology coordinator anticipates and
responds to teacher needs when
preparing budgets, following
established procedures, and suggesting
improvements to those procedures.
Reports are submitted on time.

Technology coordinator's budgets are
complete, anticipating all
expenditures and following
established procedures. Reports are
aways submitted on time.

Technology coordinator's efforts to
prepare budgets are partially
successful, anticipating most
expenditures and following
established procedures, Reports are
sometimes submitted on time.

Technology coordinator does not
follow established procedures for
preparing budgets and submitting
reports. Reports are routinely late.

D3:

Develops a system for asset
management Coordinates and
assists with software review and
purchases

Technology coordinator creates an
extensive system for managing district
technology assets. The coordinator
effectively coordinates and assists with
software review and purchase to
ensure the technology needs of the
district are always progressive.

Technology coordinator has
developed a system for asset
management and coordinates and
assists with software review and
purchases.

Technology coordinator maintains
some district assets and assists with
software review and purchase when
asked to do so.

Technology coordinator does not
manage district assets and does not
assist with software review or
purchases.

D4:

Coordinates hardware/

software installation and
supervises the maintenance and
repair of district hardware

Technology coordinator continually
coordinates hardware/software
installation and effectively supervises
the maintenance and repair of district
hardware ensuring the technology
needs of the district are consistently
met at all levels,

Technolegy coordinator continually
coordinates hardware/software
installation and effectively supervises
the maintenance and repair of district
hardware.

Technology coordinator continually
coordinates hardware/software
installation and effectively supervises
the maintenance and repair of district
hardware when informed of the need.

Technclogy coordinator does not
coordinate hardware/software
installation nor supervises the
maintenance and repair of district
hardware,

5:

Coordinates “Help Desk”
procedures, institutes and
oversees the technology aide and

Technolegy coordinator effectively
organizes the “Help Desk" procedures
leading to prompt assistance for
teachers, administrators, and students.

Technology coordinator effectively
organizes the “Help Desk” procedures
and oversees the technology aide
and student technology teams,

Technology coordinator organizes the
“Help Desk" procedures when time
allows and occasionally provides
technology support for teachers,

Technology coordinator does not
organize help for teachers,
administrators or students of the
district.

student technology teams The coordinater ensures alf district administrators, and students.
personnel have beneficial technology
support through the aide and student
technology programs.
Dé: Technology coordinator takes a Technology coordinator initiates Technology coordinator responds Technology coordinator makes no

Coordinating work with other
coordinators

feadership role in coordinating projects
with other coordinators within and
beyond the district.

efforts to collaborate with other
coordinators serving as a resource
person for other district committees.

positively to the efforts of other
coordinators within the district to
collaborate.

effort to collaborate with other
coordinators within the district,
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Accomplished Skilled Developing Ineffective
D7 Technology coordinator seeks out Technology coordinator actively Technology coordinator collaborates | Technology coordinator does not or
Works cooperatively with district | opportunities to collaborate with district | parlicipates with district with district administrators when avoids working with district

administrators

administrators maintaining positive
relationships while taking a leadership
role to benelit the district.

administrators building positive
relationships for the benefit of the
district.

specifically requested to do so

administrators.

D8:
Participating in a professional
community

Technelogy coordinater makes
substantial contributions to
schoolfdistrict events and projects while
assuming a leadership role with
colleagues.

Technology coordinator parlicipates
actively in school/district events and
projects while maintaining positive
and productive relationships with
colleagues.

Technology coordinator’s
relationships with colleagues are
cordial. The coordinator participates
in school/district events and projects
when specifically requested.

Technology coordinator's
relationships with colleagues are
negative or self-serving. The
coordinator avoids being involved in
school/district events and projects.

D9:
Engaging in professional
development

Technology coordinator actively
pursues professional develop-ment
opportunities and makes a substantial
contribution to the profession through
such activities as participating in state
or nation-al conferences to keep
abreast of new developments in
technology.

Technology coordinator seeks out
opportunities for professional
deveiopment based on an individual
assessment of need.

Technology coordinator’s participation
in professional development activities
is limited to those that are convenient
of are required.

Technology coordinator does not
participate in professional
development activifies, even when
such activities are clearly needed for
the enhancement of skills.

D10:

Showing professionalism,
including integrity and
confidentiality

Technology cocrdinator can be counted
on to hold the highest standards of
honesty and integrity and takes a
leadership role with colleagues in
respecting the norms of confidentiality.

Technology coordinator displays high
standards of honesty and infegrity in
interactions with colleagues and
respects the norms of confidentiality.

Technology coordinator is honest in
interactions with colleagues and
respects the norms of confidentiality.

Technology coordinator displays
dishonesty in interactions with
colleagues and violates norms of
confidentiality.
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Ohio Teacher Evaluation System Improvement Plan 2%
improvement Plan
Teacher Name: Grade Level/Subjert
Scheol Year; Building: Date of improvement Plan Conference:

Written improvement plans are to be developed in the dircumstances when an educator makes below expected acadernic growth with his/her students AND/OR recaives an
owerall ineffective rating or an ineffective rating on any of the components of the OTES system. The purpose of the improvament plan is tn identify specific deficiencies in
perforrnance and foster growth through professional development and targeted support. 1f carrective artinns are nat mads within the time ax spetified in the mprovement
plan, a recommendation may be made for dismissal or to continue on the plan.

Section 1: tmprovement Statement — List specific areas for improvement as related 10 the Ohio Standards for the Tearhing Profacsion. Attach documentation

Performance Standard(s} Addressed in this Plan ) Date{s) Improvement Area or Cancern Observed Specific Statement of the Concern: Areas of Improvement

Saction 2: Desirad Lavel of Parformance — List specific measurable geals to improve performance. Indicate what will be measured for coch goal.

Beginning Date Ending Date Level of Perfurmance
specifically Describe successful improvement Target(s)
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Ohio Teacher Evaluation System Improvement Plan ==

Iimprovement Plan (contlnued)

Section 3: Spedfic Plan of Action

Describe in detail speclfic plans of action that must be taken by the teacher to improve his/her performeance. Indicate the saurces of evidence that will be used to document the
completion of the improvement plan.

Actions to be Taken Sources of Evidence that will be Examined

Section 4: Assistance and Professional Development

Describe in detail specific supparts that will be provided as well as opportunities for professional development.

Date for this improvement Plan to he Evaluated:

Teacher’s Signature Date Evaluatars Signature Date

The evaluator's signature on this form verifies thot the proper procedures s detailed in the jocal contract hove been foliowed.
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» * *
Ohio Teacher Evaluation System Improvement Plan ==
improvement Plan: Evaluation of Plan
Teacher Name: Grade Level/Subject:
school Year; Building: Mate of Evaluation:
The improvement plan will be evaluated at the end of the time specified in the plan, Outcomes from the improvement plan demorstrate the following action to be taken;
[:, !mprovement 1s demonstrated and performance standards are met to a satisi actory level of pertormance™
I - I The Improvement Plan should continee for time soecified:

[:] Dis missal is recommended.

comments: Frovide justufication for recommendation indicated above and attach evidence to support recommended course of action.

1 howve reviewed this evaluation and discussed it with my evoivotor, My signature indicotes Ihat { have been advised of my pedformance slotus; 1t does not necessorily imply thot !
agree with this evaluation.

Teacher’s Sighature Vate Evaluator®s yignature Data

The evaluator’s signoture on this form verifies thot the proper procedures os detailed in the Jocal contract have been followed.

*The atceptable level of performance varies de pending on the teacher’s vears of experience. Teachers in rastdency - specifically in Years I through 4 are expected to perform at
the Developing level or above. Experienced teachers — with five or morc years of experience - are cxpected to mect the Proficient lewel or sbove.
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APPENDIX F

HUDSON CITY SCHOOL DISTRICT
SUMMARY OF INSURANCE COVERAGE

Life Insurance

Supplemental Life Insurance
Employees can purchase up to $200,000 in $10,000 increments paid through payroll deductions Effective
January 1- enrollment in November for coverage effective January 1.

Medical Insurance

L.

2.
3.
4

o

Effective on hire date — enroliment must take place within (thirty) 30 days of hire date
No pre-existing conditions clause
PPO — Directory available online

Deductible
a. Individual $200
b. Family $400

Out-of-Pocket Maximum
a. Individual $500

b. Family $1,000

Unlimited lifetime maximum

Co-insurance 80% /20%  In-Network
70% /30%  Out-of-Network

Outpatient Surgery 100% of usual and customary

Prescription Drugs

a. Pharmacy
The BOE will provide for the MBU or covered dependent(s) prescription drug insurance,
with co-pays as prescribed below. In a calendar year, the coinsurance will change to one
hundred percent (100%) whenever the prescription drug co-pays, as prescribed below,
exceed Five Hundred Dollars (§500.00) for single coverage and One Thousand Dollars
($1,000.00) for family coverage.

Co-payments
Generic $15.00
Preferred $20.00
Non-Preferred $30.00

b. Mail Order Maintenance Drugs
The BOE will provide for the MBU or covered dependent for maintenance drugs through a
Mail Order Maintenance Drug Service provider, with co-pays as prescribed below. In a
calendar year, the co-insurance will change to one hundred percent (100%) whenever the
prescription drug co-pays, as prescribed below, exceed Five Hundred Dollars ($500.00) for
single coverage and One Thousand Dollars ($1,000.00) for family coverage.

Co-payments
Generic $30.00
Preferred $40.00
Non-Preferred $60.00
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D.

E.

10.

APPENDIX F (Cont’d)

Cost for Participation

a. Coverages are offered as follows, with the MBU paying fifteen percent (15%) of the annual
premium for each coverage through December 31, 2015, and then seventeen percent (17%) effective
January 1, 2016, and eighteen percent (18%) effective January 1, 2017 for: single; MBU and
spouse; MBU and dependent children; and family (MBU, spouse and dependent children).

b. Part time MBUs will pay the same annual premium as full time MBUs, in addition to paying a
prorated portion of the remainder of the premium based upon the percentage assignment of the MBU
(i.e. a 50% MBU member will pay the applicable premium plus 50% of the remainder of the
premium).

Dental Insurance (Note: Refer to Dental Benefit Highlights for both plans at the end of Appendix F)

1.

2.

Dental Insurance Option 1—Delta Dental “High” Plan

a. The BOE will provide Dental Insurance coverage equal to the Delta Dental Plan High Plan
[100/80/60/60% co-insurance; Twenty-Five Dollar ($25.00) deductible single, Fifty Dollar
($50.00) deductible family; Two Thousand Five Hundred Dollar ($2,500) calendar year
maximum; Two Thousand Five Hundred Dollars ($2,500.00) Orthodontia lifetime maximum)].

b. MBU’s shall pay fifteen percent (15%) of the premium cost for any coverage chosen. For part-
time MBUs, the BOE will pay the full cost of single coverage up to One Hundred and Forty
($140.00) and family coverage (single/dependent) up to Two Hundred Thirty-Two Dollars and
Fifty Cents ($232.50).

Dental Insurance Option 2—Delta Dental “Low’ Plan

a. The BOE will provide dental insurance coverage equal to the Delta Dental Low Plan [Class
“A” procedure deductibles none, payment percentages are 100%; Class “B” procedure
deductibles are Twenty-Five Dollars ($25.00) per individual and Fifty Dollars ($50.00) per
family, payment percentages are 100% of “Dental Schedule Amount;” Class “C” procedure
deductibles are Twenty-Five Dollars ($25.00) per individual and Fifty Dollars ($50.00) per
family, payment percentages are 100% of “Dental Schedule Amount,” One Thousand Five
Hundred Dollar ($1,500) calendar year maximum for Class “A,” Class “B,” and Class “C”
procedures combined; One Thousand Dollar ($1,000) Orthodontia lifetime maximum.]

b. MBUSs shall pay fifteen percent (15%) of the premium cost for any coverage chosen. For part-
time MBUs, the BOE will pay a pro-rata amount for coverage equal to the percentage
assignment of the part-ime MBU,

Opt Out

1.
2.

Receive a $450.00 (payable in April) for not participating in medical plan
Can have dental coverage, no medical coverage, and still receive opt out
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APPENDIX F (Cont’d)

F. Flex Plan

1. Allows set aside pre-tax dollars for:
a. Charges not covered under the benefit plans, such as medical or dental deductible, vision
care, efc.
b. Child care reimbursement

2. Regulated by the IRS and administered in accordance with IRS rules —
Enrollment in November for participation effective January 1

3. Payroll deduction (24 pays)

4. Administration fee paid by the Board

G. Open Enrollment
Can change coverage each year with sign-up in May and coverage changes effective July 1.

H. The BOE shall offer a plan of vision insurance. A summary of the vision insurance benefits, together with
co-pays and premium costs, is as follow:

SUMMARY OF VISION INSURANCE COVERAGE

VSP Choice Preferred Provider Open Access Schedule
WellVision Exam® Covered After Co-pay  Eye Exam up to $45
Lenses: Lenses:
Single Vision Covered After Co-pay Single Vision up to $30
Lined Bifocal Covered After Co-pay Lined Bifocal up to $50
Lined Trifocal Covered After Co-pay Lined Trifocal up to $65
Lenticular Lenses Covered After Co-pay Lenticular Lenses up to $100
Frame up to $130 Frame up to $70
Elective Contact Lenses® up to $130 Elective Contact Lenses® up to $105
Necessary Contact Lenses Covered in Full Necessary Contact Lenses  up to $210

*Contact lenses are in lieu of lenses and frame.

1. Exam, one per 12 month period
Lenses, one per 12 month period
Frame, one per 24 month period

2. Co-pay: $10, office visit
$25, optical hardware

3. Premium: MBU only, Board-paid

MBU plus one family member, $11.22 per month
Family, $18.06 per month
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SUMMARY OF DENTAL INSURANCE

ENTAL DENTAL OF OHIO HIGH PLAN

Delta Dental PPQ (Point-of-Service)
DENTAL BENEFIT HIGHLIGHTS
Coverage effective July 1, 2014

Diagnostic and Preventive Services -
exams, cleanings, fluoride, and space
maintainers

Emergency Palliative Treatment - to
temporarily relieve pain
Sealants - to prevent decay of permanent

teeth
Brush Biopsy - to detect oral cancer

Radiographs - X-rays
Periodontal Maintenance - cleanings

following periodontal therapy

Minor Restorative Services - fillings and
crown repair

Endodontic Services - root canals
Periodontic Services - to treat gum disease
Oral Surgery Services - extractions and

dental surgery
Other Basic Services - misc. services

Relines and Repairs - to bridges, dentures,

and implants

Major Restorative Services - crowns
Prosthodontic Services - bridges, dentures

and implants

Orthodontic Services - braces

Orthodontic Age Limit

PPO
Dentist

100%

100%

100%

100%
100%

100%

80%

80%
80%

80%

80%

80%

60%

60%

60%

Plan Pays

Premier
Dentist

100%

100%

100%

100%
100%

100%

80%

80%
80%

80%
80%

80%

60%

60%

60%
No Age Limit
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Non-
participating
Dentist*

100%

100%

100%

100%
100%

100%

80%

80%
80%

80%

80%

80%

60%

60%

60%
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APPENDIX F (Cont’d)

*When you receive services from a Nonparticipating Dentist, the percentages in this column indicate the

portion of Delta Dental's Nonparticipating Dentist Fee that will be paid for those services. The

Nonparticipating Dentist Fee may be less than what your dentist charges and you are responsible for that

difference.

Maximum Payment - $2,500 per person per total per calendar year on diagnostic & preventive, basic services,
and major services. $2,500 per person total per lifetime on orthodontics.

Deductible - $25 deductible per person total per calendar year limited to a maximum deductible of $50 per
family per calendar year on all services except diagnostic and preventive services, emergency palliative
treatment, sealants, brush biopsy, X-rays, periodontal maintenance, and orthodontic services. The deductible
met under the previous carrier for the period January 1, 2014, through June 30, 2014, will be applied to the 2014
calendar year deductible with Delta Dental. It is the subscriber's responsibility to provide Delta Dental with
adequate documentation of the deductible met under the previous carrier.

Delta Dental PPO (Point-of-Service) Plan Pays
DENTAL BENEFIT HIGHLIGHTS . Non-
. PPO Premier Hicinati
Coverage effective July 1, 2014 Dentist Dentit  Parncipating

Diagnostic and Preventive Services -

exams, cleanings, fluoride, and space 100% 100%

maintainers

Emergency Palliative Treatment - to

100% 100%

temporarily relieve pain

DENTAL DENTAL OF OHIO LOW PLAN

Sealants - to prevent decay of permanent

100% 100%
teeth
Brush Biopsy - to detect oral cancer 100% 100%
Radiographs - X-rays 100% 100%
Periodontal Maintenance - cleanings

100% 100%
following periodontal therapy
Minor Restorative Services - fillings and

_ 50% 50%

crown repair
Endodontic Services - root canals 50% 50%
Periodontic Services - to treat gum disease 50% 50%
Oral Surgery Services - extractions and

50% 50%
dental surgery
Other Basic Services - misc. services 50% 50%
Relines and Repairs - to bridges, dentures,

50% 50%
and implants
Major Restorative Services - crowns 25% 25%
Prosthodontic Services - bridges, dentures

25% 25%
and implants
Orthodontic Services - braces 50% 50%
Orthodontic Age Limit No Age Limit

17N
LIy

100%

100%

100%

100%
100%

100%

50%

50%
50%

50%

50%

50%

25%

25%

50%



* When you receive services from a Nonparticipating Dentist, the percentages in this column indicate the
portion of Delfa Dental's Nonparticipating Dentist Fee that will be paid for those services. The
Nonparticipating Dentist Fee may be fess than what your dentist charges and you are responsible for that
difference.

Maximum Payment - $1,500 per person per total per calendar year on diagnostic & preventive, basic services,
and major services. $1,000 per person total per lifetime on orthodontics.

Deductible - $25 deductible per person total per calendar year limited to a maximum deductibie of $50 per
family per calendar year on all services except diagnostic and preventive services, emergency palliative
treatment, sealants, brush biopsy, X-rays, periodontal maintenance, and orthodontic services. The deductible
met under the previous carrier for the period January 1, 2014, through June 30, 2014, will be applied to the
2014 calendar year deductible with Delta Dental. It is the subscriber's responsibility to provide Delta Dental
with adequate documentation of the deductible met under the previous carrier.
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Re: Hudson Education Association S
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-and- Hudson City Schools

Negotiated Agreement

Dear Board Members:

Please be advised that the Hudson Education Association, affiliated with the Ohio
Education Association (OEA) and the National Education Association (NEA), and the

Hudson City Schools have successfully bargained their current contract, a copy of

which is enclosed herewith.
Very truly yours,

Fnlos Plooty-16777

Lee Ernest Blanden
Labor Relations Consuitant

LEB/dm
Enclosure (Negotiated Agreement)

SUMMIT PORTAGE UNISERV OFFICE
591 Boston Mills Road, Suite 100, Hudson, OH 44236 ® PHONE: (330) 650-9200 or 800-654-4034 W FAX: (330) 650-9373

An Affiliate of the National Education Association
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