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ARTICLEI RECOGNITION

1.01 Statement of Recognition

1.02

The Struthers Board of Education, hereinafter the “Board” or "District” hereby
recognizes the Struthers Education Association, affiliated with the Ohio Education
Association and the National Education Association, hereinafter the "Association",
as the sole and exclusive bargaining representative for all the certified/licensed
staff employed or to be employed under regular teaching contract or under the
provisions of 6.051, Long Term Substitutes (excluding full-time administrators) by
the Board for the purpose of negotiating on matters described in Article 1l, Section
2.01 (Scope of Negotiations).

Excluded from the bargaining unit are all casual, day-to-day substitutes, the Title |
Coordinator, Title and auxiliary tutors hired after the effective date of this
agreement and all other employees who have the authority to recommend hiring,
discharge, or the discipline of a member of the employee unit or the authority to
evaluate the professional performance of those employees during the school day,
or the authority to recommend resolutions to grievances.

Election Procedures

The Association shall remain the bargaining agent unless thirty percent (30%) of
the members of the bargaining unit desire an election to determine a change in
representatives. Election to determine any question of representation shall be in
accordance with rules prescribed by SERB as outlined in Section 4117.07 O.R.C.

ARTICLE Il NEGOTIATIONS PROCEDURE

2.01

2.02

Scope of Negotiations

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

Procedures for Neqgotiations

A. One hundred twenty (120) calendar days before the expiration of the
collective bargaining agreement, negotiations shall be opened. The
Association and the Board shall begin negotiating a successor agreement in
accordance with the procedures set forth herein.

B. Unless otherwise agreed upon by the parties, the Board and the Association
shall be represented at all negotiations meetings by a team not to exceed five
members each. Each party shall be entitled to one observer who may not
address negotiations. Each party may call upon consultants or resource
persons who may be called upon to address negotiations. Neither party shall



2.03

2.04

have any control over the selection of the negotiating representatives of the
other party.

The parties mutually pledge that their representatives will be clothed with all
necessary power and authority to make proposals, and make
counterproposals in the course of negotiations.

Each team shall present to the other at the first session its written proposals
for consideration. No further items may be added without the consent of the
other party. Additional rules for conducting negotiations meetings shall be
agreed upon by the parties at the first session.

Tentative agreement on any proposal shall be initialed by both parties prior to
adjournment. Before adjournment of each session, the agenda, time, and
place of the next session shall be agreed to by the chief negotiators.

The parties agree to furnish each other, upon written request and in
reasonable time both prior to and during negotiations, all available information
concerning financial resources of the District and such other readily available
information as will assist the parties in their negotiations.

Negotiations shall be conducted in executive session. While it is expected that
each Party will keep its constituents informed of progress, there will be no
release of information to the public without the consent of both Parties.

When final agreement is reached, it shall be submitted to the Association for
ratification before adoption by the School Board within fourteen (14) days
and/or as listed in 4117.10 (c).

Impasse Procedure

A.

If resolution is not accomplished by the forty-fifth (45th) day prior to the
expiration date of the agreement, the Parties will request the services of a
mediator from the Federal Mediation and Conciliation Service to assist the
Parties in resolving the remaining issues. Any cost incurred will be divided
equally between the Association and the Board.

Mediation, as set forth above, constitutes the parties’ mutually agreed upon,
final, and exclusive dispute settlement procedure and shall operate in lieu of
any and all of the settlement procedures set forth in O.R.C. 4117.14.

If there has been no settlement by the expiration date of the collective
bargaining agreement, the employees shall have the right to strike as outlined
in O.R.C. 4117.14 (D) (2).

Superseding State Law

The negotiations procedure set forth in this Article supersedes and takes
precedence over any inconsistent time limits or procedures set forth in O.R.C.
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4117.14, which statutory time limits and procedures are hereby mutually waived,
except O.R.C. 4117.14 (D)(2) as stated in 2.03 C.

ARTICLE Il GRIEVANCE PROCEDURE

3.01 Definition

A grievance is defined as a claim by a bargaining unit member(s) or the
Association that there has been a misapplication, violation, or misinterpretation of a
provision of this agreement.

3.02 Purpose

A.

The purpose of this procedure is to secure equitable solutions to problems
which may arise at the lowest possible administrative level.

Any member of the bargaining unit has the right to present grievances without
the intervention of the Association as long as adjustment is consistent with the
terms of the collective bargaining agreement and as long as the Association
has the opportunity to be present at the adjustment.

The employee or the Association (as appropriate) must utilize the appropriate
form and cite the section(s) of the agreement which have allegedly been
violated.

3.03 Time Limits

All time limits or days used in this procedure mean school days, or after June 1,
days in which the Board Office is open for business. These time limits are
maximums; however, they may be extended by mutual agreement.

3.04 Level One

A.

An employee who feels s/he has a grievance shall discuss it with their
immediate supervisor and shall clearly state that it is a Level One grievance
meeting, or

The employee shall present the grievance in writing on the appropriate form
to his/her supervisor, who shall arrange a meeting within three (3) days. The
employee, Association representative, and the supervisor shall attend the
meeting.

The supervisor shall provide the Board and the Association with a written
answer to the grievance within five (5) days of either meeting.

If such grievance is not lodged by the filing of the appropriate form at either
Level One or Level Two within ten (10) working days of the date the grievant



knew or should have reasonably known of the act or condition which is the
basis for the grievance, said grievance shall no longer exist.



3.05 Level Two

A.

In the event that the grievance is not resolved at level one, the Association will
notify the Superintendent on the appropriate form within five (5) days of the
receipt of the response at level one that it intends to process the grievance
further.

The Superintendent, or designee, shall arrange a meeting within five (5) days.
The employee, the Association representative, and the supervisor shall be
present. Each party shall have the right to present witnesses and
documentation to develop pertinent facts.

The Superintendent shall provide the employee and the Association with a
written decision within five (5) days of the meeting.

3.06 Level Three

A.

C.

If the grievance is not resolved at level two, it may be appealed to the
Struthers Board of Education by giving written notice to the Treasurer and the
President of the Board within five (5) days of receipt of the level two response.

The Board will meet with the employee, the Association representative, and
the supervisor at the Board’'s next regularly scheduled meeting, provided
there is at least five (5) days advance notice; or the Board will consider the
matter within twenty (20) days of receiving the notice, whichever date occurs
first. Each party may present witnesses and documentation to develop
pertinent facts.

The Board shall respond in writing within five (5) days of the hearing.

3.07 Level Four

A.

If the grievance is not resolved at level three, the Association may notify the
Superintendent within five (5) days that the grievance is to be submitted for
arbitration.

The American Arbitration Association shall be contacted for a list of arbitrators
within five (5) days from the Superintendent's receipt of Association's notice of
appeal to arbitration. The parties will be bound by the rules and procedures
of the American Arbitration Association in the selection of an arbitrator.

The arbitrator so selected will hold hearings promptly. The arbitrator shall
issue a decision as soon as possible from the date of the hearing. The
decision of the arbitrator shall be final and binding upon the parties.

The costs for the services of the arbitrator, including per diem expenses, if
any, and actual and necessary travel and subsistence expenses, will be
shared equally by the Association and the Board.



3.08

3.09

E.

The Arbitrator shall have no power to alter, add to, or subtract from the terms
of the Contract.

Record Keeping

All documents, communications, and records dealing with the processing of a
grievance shall be filed separately from the personnel file of the employee involved.

Representation

A. Both parties shall have the right to legal counsel at all levels of the procedure.
The grievant shall have the right to an Association representative at all levels.

B. The Professional Rights and Responsibilities Committee shall determine
when a grievance should be processed to Level Four.

C. Release time shall be granted to the following bargaining unit members for

the processing of grievances at an arbitration proceeding in accordance with
Article 3, Section 3.07 and Article 4, Section 4.013 (up to five [5] days), of this
Contract.

1. President of the Association
2. Building Representative who has processed the grievance
3. a. Grievant (if individual)

b. Grievance Chairperson (if class action)

4. All witnesses required by the Association for the time necessary to
provide testimony at such arbitration.

Whenever possible, partial days of absence shall be used for all participants.
The Association will make every attempt to keep the number of withesses to a
minimum. The parties further agree to take efforts to minimize the loss of
teacher instruction time during arbitration hearings through mutual
cooperation on the selection of a convenient local site and upon the timing
and release of teachers necessary for such hearings.



ARTICLE IV RIGHTS

4.01 Association Rights

4.011

4.012

Representation

When it is necessary for official representatives of the Association to
engage in Association activities directly relating to Association duties as
representative of the teachers, during the school day, they may be given
such free time, without loss of pay, as is necessary to perform such
activities provided such activities and free time have been approved by the
Superintendent or designated representative in accordance with
established administrative regulations. The Association and its officers
recognize and agree that this privilege should not be abused.

Agency Shop (Fair Share) Fee

The Association shall have the right to assess a representation (fair share)
fee of any employee in the bargaining unit who is not a member in good
standing of the Association in recognition of the Association's services to
the bargaining unit.

A. All bargaining unit employees who are members in good standing on
the effective date of this agreement shall remain members in good
standing.

B. All bargaining unit employees who are not members in good standing
on the effective date of this agreement shall, not later than sixty (60)
days after the effective date, become and remain members in good
standing or pay an annual representation fee equivalent to, but not to
exceed, the total affiliated dues of the Association.

C. Any employee who is hired into a bargaining unit position on or after
the effective date of this agreement shall, not later than thirty (30)
days following such employment, become and remain a member in
good standing of the Association or pay an annual representation fee
equivalent to, but not to exceed, the total affiliated dues of the
Association.

D. Payment of Association dues/representation fees shall be
accomplished in the following manner:

1. Each member of the bargaining unit shall sign and deliver to the
Association and the Board’s Treasurer a copy of the authorization for
payroll deduction of membership dues. This authorization shall
continue in effect until revoked.

2. If a member of the bargaining unit elects not to become a
member of the Association, or not to remain a member of the
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4.013

4.014

4.015

Association, the Board’'s Treasurer shall begin deduction of the
representation fee from the employee's pay in the manner described
in paragraph E of this provision.

3. Membership in the Association and/or payment of the
representation fee shall be a condition of employment.

E. The Board’s Treasurer shall deduct a representation fee from the pay
of every member of the bargaining unit who elects not to become an
Association member. The deductions shall begin at the second
payroll period in January except no fair share fee deductions shall be
made for newly employed bargaining unit members until after thirty
(30) days. The money deducted for dues and representation fees
shall be transmitted to the Association's Treasurer.

F. Such fair share fee payment shall be subject to an internal rebate
procedure provided by the Association meeting all requirements of
applicable state and federal law.

G. The Association agrees to defend, indemnify and hold harmless the
Board and its individual members in any claim, demand, action or
cause of action brought to contest collection or other elements of
administration of the service fee.

Association Leave

The Association shall have twenty (20) days of its choice for Association
use. The SEA President shall notify the immediate supervisor of the
member in question and the Superintendent seventy-two (72) hours in
advance, in writing, with a general description of the matter(s)
necessitating the teacher(s) absence, except in the case of emergency.
Expenses, including substitute costs, shall be paid by the Association.

Association President Release Time

Following a review of teaching schedules and an assessment of the needs
of students for the upcoming school year, the Superintendent and
Association may annually agree on additional release time for the SEA
President of up to one (1) period (or equivalent) per day, for the purpose
of conducting Association business.

Association Office

The Board shall provide a separate, private office space for the
Association’s use. This office space will be in the building in which the
Association President is assigned for the majority of the day.



4.02 Employee Rights

4.03

Certificated/licensed staff employed or to be employed have:

A.

The right to form, join, assist, or participate in, or refrain from forming, joining,
assisting, or participating in any employee organization of his/her own
choosing, except as otherwise provided;

The right to engage in other concerted activities for the purpose of collective
bargaining or other mutual aid and protection;

The right to representation by an employee organization;

The right to bargain collectively and to enter into collective bargaining
agreements with their public employers; and

The right to present grievances and have them adjusted, without the
intervention of the bargaining representative, as long as the adjustment is not
inconsistent with the terms of the collective bargaining agreement then in
effect and as long as the bargaining representatives have the opportunity to
be present at the adjustment.

While the personal life of a teacher is not normally within the appropriate
concern or attention of the Board of Education, conduct occurring off school
grounds and/or during non-school hours which constitutes gross immorality or
other good and just cause consistent with O.R.C. 3319.16 which prevents a
teacher from properly performing his/her assignment functions during the
work day may continue to be within the appropriate purview of the Board.
The Board shall not adopt or enforce any policy which would illegally or
unreasonably invade the privacy and dignity of the teacher.

Management Rights

The Board retains the sole right to manage the operation of the schools as
described in O.R.C. 4117.08(c) below except as limited by the terms and
conditions of this Agreement.

(1)

(@)
)

(4)

Determine matters of inherent managerial policy which include, but are not
limited to areas of discretion or policy such as the functions and programs of
the public employer, standards of services, its overall budget, utilization of
technology, and organizational structure;

Direct, supervise, evaluate, or hire employees;

Maintain and improve the efficiency and effectiveness of governmental
operations;

Determine the overall methods, process, means, or personnel by which
governmental operations are to be conducted,



4.04

(5) Suspend, discipline, demote, or discharge for just cause, or lay off, transfer,
assign, schedule, promote, or retain employees;

(6) Determine the adequacy of the work force;

(7) Determine the overall mission of the employer as a unit of government;

(8) Effectively manage the work force;

(9) Take actions to carry out the mission of the public employer as a
governmental unit.

Occupational Safety and Health

Employees shall not be required to work under unsafe or hazardous conditions (as
defined in Chapter 4167 of the Ohio Revised Code.)

4.041

4.042

4.043

The Board shall adopt and implement policies and procedures required by
O.R.C. Chapter 4167, by the Division of Occupational Safety & Health, by
the Public Employment Risk Reduction Advisory Commission, and/or any
rules or regulations adopted thereunder. The Board shall give a copy of
all policies and procedures adopted by the Board to the President of the
Association.

Duties of the Employer

A.

Each public employer shall:

1. Furnish to each public employee employment and a place of
employment free from recognized hazards that are causing or are
likely to cause death or serious physical harm to such public
employees;

2. Comply with Ohio employment risk reduction standards, rules,
and orders adopted or issued pursuant to this chapter.

Notwithstanding this section or any other provision in O.R.C. 4167 to
the contrary, no public employer is required to take any action under
this chapter that would cause an undue hardship upon that public
employer, unless the action is required to prevent imminent danger of
death or serious harm to the public employee.

Duties of the Employee

A.

Each public employee shall:

1. Comply with Ohio employment risk reduction standards, rules,
and orders adopted or issued pursuant to this chapter which are
applicable to the public employee's actions and conduct:
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2.

Comply with safety rules the public employer establishes for the

purpose of fulfilling compliance with Ohio employment risk reduction
standards, rules, or orders adopted or issued pursuant to this
chapter. All such rules the public employer adopts shall be
reasonable as determined in accordance with the purposes and
objectives of this chapter.

4.044 Report Internally First

4.0441

4.0442

4.0443

Before a complaint which falls under the scope of Chapter 4167
of the Revised Code is filed with the Division of Occupational
Safety and Health, said concern shall be addressed and
investigated by the safety committee. The safety committee
shall be composed of two (2) members appointed by the
Superintendent and three (3) members appointed by the
Association President.

Option of Employee

Absent resolution to the alleged violation via the safety
committee response, the employee may file a complaint with
OSHA.

Board's Right to Reassign

Before exercising her/his right to refuse work under Revised
Code Section 4167.06 because of a condition which the
bargaining unit member, acting in good faith, reasonably
believes presents an imminent danger of death or serious harm
to her/him, the bargaining unit member must immediately notify
her/his supervisor of the condition. The bargaining unit member
may be temporarily reassigned at no loss in pay or reduction in
hours while the condition is being investigated and/or
ameliorated.

ARTICLE V LEAVE POLICIES
5.01 Sick Leave
A.

All certified/licensed staff shall be granted 1 1/4 days sick leave per month to
a maximum of fifteen (15) days annually with full pay. Sick leave shall be
accrued without limit.

Sick leave payments will be made for any work day of the school year,
including the first day, if the absence is approved sick leave.

Certified/licensed staff may use sick leave for absence due to personal
illness, pregnancy, (pregnancy includes miscarriage, abortion, childbirth, and
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recovery therefrom), injury, or exposure to contagious disease which could be
communicated to others. It may also be utilized for absence due to illness,
injury or death in the certified/licensed staff member's immediate family.
(O.R.C. 3319.141) While sick leave may not be used for general custodial
care, a day or portion of a day may be taken as sick leave in emergency
situations in order to transport a member of the immediate family to or from a
hospital or to arrange for medical or nursing care for such a member.
Members are encouraged, whenever possible, to schedule routine doctor,
dental and/or other health service provider visits outside of the school day.
Members are urged to take the least possible amount of leave, in no less
than ¥ day increments, for routine visits.

No teacher shall forfeit accumulated sick leave during an authorized leave of
absence. Also, if a certified/licensed staff member is absent because of illness
due to a childhood communicable disease definitely traceable to contact
made in school, the absence will not be charged against them by the
reduction of accumulated sick leave days.

The following relatives are included under immediate family: father, mother,
sister, brother, son, daughter, husband, wife, significant other, step-parent,
step-children, immediate relative-in-law, grandparent, grandchild, or a blood
or marital relative living in the same household. Staff members attending the
funeral of a close friend or relative who was not a member of the immediate
family as described above, shall be allowed use of sick leave for the day of
the funeral or for the part of the day that is necessary.

Paid emergency leave in excess of the limitations herein contained may be
granted by the Superintendent of Schools.

An emergency leave request shall be completed by the certified/licensed staff
member and submitted with the reason to his or her principal immediately
upon return to work after the emergency leave. If emergency leave is denied,
the certified/licensed staff member shall be notified orally and in writing at the
time of the request.

In the event of absence of a certified/licensed staff member for illness, the
Superintendent may request an affidavit as defined in the Ohio Revised Code
3319.141 or a doctor's certificate. Certified/licensed staff members on sick
leave for a duration of ten (10) or more days must, upon request, provide the
Board with medical verification and information concerning the prospects of a
return to work and will consent to a release for such purpose upon request.

Advancement of Sick Leave. It shall be the policy of the Struthers City Board
of Education, in those instances where certified/licensed staff are newly hired,
and, in those cases where employees have exhausted their sick leave, to
allow an advancement of not less than five (5) days of sick leave annually.
Moreover, the advancement of this sick leave shall then be charged against
any subsequent accumulation by the certified/licensed staff member in
question. Finally, the Treasurer shall deduct from the certified/licensed staff
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member's pay an amount equal to the days the certified/licensed staff
member was unable to earn in a given pay period (due to resignation, job
change). An individual awaiting a state retirement disability will not be
advanced five (5) days' sick leave.

5.02 Assault Leave

A.

The Board hereby assures the certified/licensed staff that it will put its full
support behind the discipline procedures and policies hereinafter
recommended and adopted by the Board in matters of discipline.

The administration and the certified/licensed staff recognize a mutual
responsibility for the enforcement of such policies. It is also agreed that such
policies will be enforced fairly and consistently without favoritism due to race,
creed, color, or sex. It is recognized and agreed that there is a continuing
need to review discipline policies and procedures. Such issues will be
addressed by the Labor Management Committee set forth in Article 6.23.

All cases of assault suffered by a certified/licensed staff member, in
connection with his/her employment, shall be reported immediately to the
principal and the Superintendent. A written report shall be filed later with the
Superintendent on a form to be provided by the Superintendent's office.

The Board agrees to provide legal counsel to defend any action arising (1) out
of an assault on a certified/licensed staff member, (2) out of any disciplinary
action taken against a student by a certified/licensed staff member while the
employee is working within the scope of his/her employment at school or at a
school related function, or, (3) out of any claim, demand, suit or judgment by
reason of alleged negligence or other acts resulting in accidental injury to, or
death of any person, or in accidental damage to, or destruction of property,
within or outside the school building, providing such certified/licensed staff
member at the time of the accident resulting in such injury, damage or
destruction, was acting in the discharge of duties within the scope of
employment or under the direction of the Board. The Board of Education
shall not be liable for any acts of vandalism.

If criminal or civil proceedings are brought against a certified/licensed staff
member alleging that he or she committed an assault in connection with his or
her employment, such certified/licensed staff member may request the Board
of Education to furnish legal counsel to defend him or her in such
proceedings. If the Board does not provide such counsel and the
certified/licensed staff member prevails in the proceedings, then the Board
shall reimburse the certified/licensed staff member for reasonable legal fees
incurred by him or her in defending the proceedings. If the certified/licensed
staff member is found guilty in a criminal proceeding, there will be no
reimbursement and such findings of guilt may constitute cause for dismissal
depending on the nature of the crime. If the conviction is reversed, the
certified/licensed staff member will be made whole and placed in the first
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available teaching position for which the certified/ licensed staff member is
certified/licensed.

When a certified/licensed employee is absent from school as a result of a
physical or serious psychological injury caused by an assault (except among
employees), arising out of or in the course of the certified/licensed staff
member's employment while at school or at a school related function, the
Board of Education shall pay the certified/licensed employee's salary and
insurance coverage for the period of absence, up to ninety (90) work days.
After ninety (90) days, continuation on assault leave may be continued only
upon approval of the Sick Leave Bank Committee and then only for a period
of time up to an additional ninety (90) days. Such absence shall not be
charged against sick leave. The certified/licensed employee shall be required
to complete all accident forms showing the nature, participant, withesses, and
location of assault, furnish a signed statement on forms prescribed, to justify
the utilization of assault leave. If medical attention is required, a certificate
from a licensed physician stating the nature of the disability and the
approximate duration shall be required before assault leave can be approved
for payment. In addition, an employee receiving assault leave must agree to
provide written and/or verbal testimony to assist the Board and the
administration as necessary to insure appropriate disciplinary action is taken
against the attacker. In any case, the unit member acting in a personal
capacity has the right to take whatever legal action desired. Falsification of
either a signed statement or a physician's certificate is grounds for
suspension or termination of employment under Section 3319.16 of the Ohio
Revised Code.

5.03 Parental Leave

A.

Parental leave of absence shall be granted, upon request, to an employee
who becomes pregnant, or who becomes a parent by childbirth or adoption.
Said leave shall be an unpaid leave of absence and shall be granted for the
full school year or part of the school year in which it is requested. Parental
leave for pregnancy may begin at any point of the pregnancy and shall
continue through the disability connected with delivery. Upon request of the
employee, parental leave may be extended for a period up to one (1)
additional school year, provided the request is made in writing to the
Superintendent of Schools (who has the prerogative to accept or reject said
proposal) on or before March 1 immediately preceding the school year for
which the extension is requested.

Application for a parental leave shall be made in writing to the Superintendent
of Schools not later than thirty (30) working days prior to the effective date for
such leave and such request shall state the anticipated duration of the leave.
In the case of parental leave for pregnancy, the request shall be accompanied
by a statement from the attending physician giving the expected date of
delivery.
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An employee who desires to be reassigned to duty following the expiration of
such leave shall adhere to the following procedure:

1. An employee whose leave of absence shall expire prior to the beginning
of the Fall semester shall notify the office of the Superintendent not later than
March 1 if s/he intends to return to active duty at the beginning of the next
school year.

2.  An employee whose leave of absence shall expire prior to the beginning
of the Spring semester shall notify the office of the Superintendent not later
than November 1 if s/he intends to return to active duty at the beginning of the
Spring semester.

3. An employee whose leave of absence begins subsequent to March 1
and expires prior to the beginning of the Fall semester shall notify the office of
the Superintendent not later than July 10 if s/he intends to return to active
duty at the beginning of the next school year.

5.04 Professional Leave

A.

Certified/licensed staff members may be permitted up to two days each year
for attendance at recognized educational meetings or for visiting an
outstanding school system. The arrangements must be made in advance with
the principal and approved by the Superintendent.

The Board shall pay, within the limits of appropriation, the reasonable
expenses including fees, meals (up to $40 per day), and lodging for
conferences or other professional improvement sessions at the request
and/or with the advance approval of the principal and Superintendent for a
particular purpose of special benefit to the school system and/or the individual
participating.

With advance approval of the Superintendent, any certified/licensed staff
member holding office in a professional organization representing an
academic discipline or invited to participate in a program of the organization
may be excused from duty because of such obligations. Absences for other
professional obligations of a similar nature may also be approved. No loss of
pay or use of accumulated sick leave days shall be incurred by the
certified/licensed staff member.

5.05 Personal Leave

Certified/licensed staff will be granted three (3) unrestricted personal leave days
per year with pay. Personal leave is not accumulative and the following conditions

apply:

1.

A request shall be made to the Superintendent at least three (3) days prior to

the absence, except in emergencies. A verifiable reason must be given and
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notification provided at the time of the use of emergency personal leave (i.e. leave
which is not preceded with at least three days advance notice).

2. Personal leave cannot be used for a work stoppage.

3. Personal leave will not be granted to more than twelve (12) certified/licensed
staff members during any one day. Further, not more than four (4) high school, four
(4) middle school or four (4) elementary staff members may use personal leave on
any one day. Additionally, no more than forty (40) personal leave days system-
wide may be taken in the same month, except that during the months of May and
December, no more than thirty (30) personal leave days system-wide may be
taken. Such leave shall be on a first come, first serve basis. Additional days may
be granted at the discretion of the Superintendent.

4. Personal leave may not be used for sick leave nor vice versa except if a
certified/licensed staff member chooses to use personal leave for routine doctor,
dental, and/or other health care provider visits.

5. Personal leave may not be used the first, nor the last day of student
attendance except with a verifiable reason. The use of personal leave for the day
before or after a holiday, or any day after April 30 shall be limited to the first nine
(9) employee requests received by the Superintendent. Any request received after
these nine (9) will require the approval of the Superintendent. No more than five
(5) personal leave day requests for the day before or after a holiday, or any day
after April 30 will be approved in any one building.

6. A certified/licensed staff member has the option of the following: unused
personal days shall be rolled into accumulated sick leave, or the staff member shall
be compensated at the rate of one hundred dollars ($100) for each unused
personal day. A certified/licensed staff member who has used the sick leave bank
is not eligible for compensation for unused personal days in the school year in
which the bank was used. Unused personal days may, however, be rolled into
accumulated sick leave.

7. Personal leave must be taken in ¥ day increments.

8. A certified/licensed staff member may carry over up to two (2) of his/her
personal days from one year to be used in the following year for a planned special
personal event. Request for such carry over must be made in writing no later than
May 15th to the SEA President and the Superintendent, stating the dates and type
of event to occur in the following year. If the staff member does not use all of the
personal days in the following year, s/he may roll the unused personal days into
accumulated sick leave.

5.06 Unpaid Leave

A. A leave of absence without pay may be granted for up to one year for the
following reasons:
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For the purpose of further study.
For health reasons, upon advice or order of a physician.

For personal reasons, except that unpaid leave may not be used to
extend or create a vacation.

For any other reason of hardship, as per recommended by the SEA
President and agreed by the Superintendent.

A leave of absence for reason #2 may be renewed for a second year.

B. An application for a leave of absence without pay must be made in writing,
recommended by the Superintendent and approved by the Board of
Education. Application for further study should be presented to the
Superintendent on or before April 1. The Superintendent shall recommend
and the Board shall approve the initial request for a one-year leave of
absence for reason #2 when appropriate medical certification is submitted.

5.07 Sick Leave Bank

5.071 Establishment

A.

Each bargaining unit member may contribute one day of his/her
accumulated sick leave to the Sick Leave Bank during the enrollment
period. The enroliment period will be from August 20 through
September 15 of each school year. New teachers hired after the
school year has commenced will have four (4) weeks to enroll. The
donated day is not returnable.

During the year, additional days may be donated by bank members
upon the agreement of the Sick Leave Commiittee.

5.072 Operational Procedures

A.

Use of days from the Sick Leave Bank will be limited to those
individuals who have contributed to the bank.

Use of days from the Sick Leave Bank will be limited to catastrophic
personal injury or long-term iliness of the Bargaining Unit member or
the Bargaining Unit member's spouse, or the Bargaining Unit
member's dependent children. A doctor's statement is required with
the application in order to be considered. For disability associated
with the normal course of pregnancy and childbirth, use of the Sick
Leave Bank shall be limited to a maximum total of thirty (30)
workdays of recuperation time after childbirth. Sick Leave Bank
members must use accumulated sick leave first and then may use
days from the sick leave bank if needed to reach the total of thirty
days. Additional use of the Sick Leave Bank beyond the thirty (30)
workday maximum for disability associated with childbirth shall be
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permitted only if such absence would otherwise qualify under this
provision.

Use of days from the Sick Leave Bank will be considered only after
the individual has used all of his/her accumulated sick leave days
and has used possible advances of sick leave days.

The maximum number of days that a person may use is 20% of the
total days in the Bank at the end of the enroliment period, or ninety
(90) days, whichever amount is less. The Sick Leave Bank
Committee will meet to review a recipient’s continuing eligibility after
forty-five (45) days of Sick Leave Bank use. Additional days may be
granted at the discretion of the Sick Leave Bank Committee.

No bargaining unit member shall be actively employed with any other
employer, private or public, during the period of time that s/he is
receiving benefits from the Sick Leave Bank.

5.073 Sick Leave Bank Committee

A.

The Bank will be operated on a voluntary basis. A committee shall be
formed to administer the Bank and to provide the information
whereby the business office of the Struthers City School District will
keep the records. This committee shall be empowered to adopt rules
and regulations and to make decisions required to administer the
Sick Leave Bank, so long as those rules, regulations, and decisions
do not modify the agreement contained herein. This committee will
be titled the "Sick Leave Bank Committee" (hereafter referred to as
the SBC). The SBC shall be composed of the following five (5)
persons:

1. Superintendent of Schools of the Struthers City School District
or his/her designee.

2. The Struthers Education Association President or his/her
designee.

3. One Struthers City School District business office or building
level administrator. This member is to be appointed by the
Superintendent of Schools of the Struthers City School District.

4. Two bargaining unit members. These members are to be
appointed by the Struthers Education Association President. Effort
should be made with these appointments to provide bargaining unit
representation from the elementary, middle school, and high school
levels.

Should a vacancy occur on the SBC, a replacement for the vacant
position shall be appointed by the authority making the original
appointment.
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C. One of the three bargaining unit SBC representatives will be selected
to act as chairperson of the SBC. The Struthers Education
Association President will designate the chairperson prior to the first
meeting of the SBC.

D. The SBC will be responsible for developing the forms needed to
operate the Bank except for the Application to Use Days form.

E. Guidelines will be reviewed annually by the Sick Leave Bank
Committee.

5.08 Exchange Leave

A.

Upon recommendation of the Superintendent of Schools, leave for exchange
certified/licensed staff positions under either national or international
programs may be granted by the Board to certified/licensed staff who have
successfully completed their required three-year probationary period in the
Struthers City School District, and who have completed at least an additional
two years of competent service.

The Board shall compensate any certified/licensed staff member granted
exchange leave on the basis of equivalent arrangements made through the
Office of the Superintendent. Any period served as an exchange shall be
applied to the salary schedule as if such period has been served by the
certified/licensed staff member in the Struthers City School District.

5.09 Return Following Unpaid Leave of Absence

A.

A certified/licensed staff member who has been granted any unpaid leave of
absence (i.e., parental, exchange leave, personal leave without pay, or other
long-term unpaid leave) who desires to be reassigned to duty following the
expiration of such leave shall adhere to the following procedure:

1. An employee whose leave of absence shall expire prior to the beginning
of the Fall semester shall notify the office of the Superintendent not later than
March 1 if s/he intends to return to active duty at the beginning of the next
school year.

2. An employee whose leave of absence shall expire prior to the beginning
of the Spring semester shall notify the office of the Superintendent not later
than November 1 if s/he intends to return to active duty at the beginning of the
Spring semester.

3. An employee whose leave of absence begins subsequent to March 1
and expires prior to the beginning of the Fall semester shall notify the office of
the Superintendent not later than July 10 if s/he intends to return to active
duty at the beginning of the next school year.
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C.

Reinstatement of the employee to duty following a leave of absence shall be
made after the proper notification has been submitted. If the notice of the
teacher’s intention is not received by the appropriate dates set forth above,
the Superintendent will mail an inquiry to the last known address by certified
mail with a copy to the SEA President. If no response is received within ten
(10) days of the date of mailing such notice, the Superintendent and SEA
President shall confer and following this conference, if neither can secure an
immediate response from the teacher, the teacher's employment may be
considered terminated by the Board.

An employee returning from leave of absence shall be reinstated to a position
commensurate with certification/licensure.

5.10 Family and Medical Leave

A.

Teachers are entitled to leave as provided in the Family and Medical Leave
Act (FMLA) and its associated regulations. For purposes of this section, “12-
month period” is defined as “the 12-month period measured forward from the
date the employee’s first FMLA leave begins” (i.e., the leave year is specific to
each employee). The teacher is entitled to 12 weeks of leave during the 12-
month period beginning on the first date FMLA leave is taken. The next 12-
month period commences the first time FMLA leave is taken after the
completion of any previous 12-month period.

1. Purpose: Eligible employee may take up to twelve (12) weeks of FMLA
leave in any 12-month period as defined above for the following reasons:

a. The birth of the employee’s child and to care for the child within one
(1) year of the child’s birth;

b. The placement of a child with the employee for adoption or foster
care, and to care for the adopted child or foster child within one (1)
year of the child’s arrival,

c. The employee is needed to care for the spouse, child or parent of
the employee when that family member has a serious health
condition;

d. The employee’s own serious health condition prevents him/her
from performing the functions of his/her job.

2. Usage

a. The employee shall give the Board thirty (30) days notice when the
need for leave is foreseeable; otherwise, the notice shall be given
as soon as practicable. Employees requesting FMLA leave shall
utiize forms provided in the Appendix and the office of the
Treasurer.

b. FMLA leave may be taken intermittently in accordance with law.
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5.11

5.12

c. An employee shall not be required to substitute unpaid FMLA leave
for any paid leave provided by this Agreement.

B. Insurance Continuation: The Board will maintain the employee’s coverage
under its “Group Health Plan” for the duration of the leave at the level and
under the conditions coverage would have been provided if the employee had
continued in employment continuously for the period of the leave.

C. For the purposes of processing FMLA requests and related leave, the Board
shall utilize applicable forms provided by the Department of Labor.

Bereavement Leave

Four (4) days bereavement leave shall be granted to teachers due to a death in the
immediate family as defined in 5.01 F. The bereavement leave may be used for the
actual funeral, for grieving or for business related to the death as needed.
Additional bereavement days may be taken from sick leave.

If the death in the immediate family occurs more than 200 miles from Struthers (by
AAA estimate), one additional day shall be approved by the Superintendent (with
pay) upon proof of need.

Funeral time will be allowed only if the certified/licensed staff member attends the
funeral.

One (1) day, or a portion of a day, of bereavement leave shall be granted to
teachers due to a death of a Struthers staff member, to be used for the day of the
funeral. Funeral time will be allowed only if the certified/licensed staff member
attends the funeral. Teachers may agree to cover for one another, at no cost to
the Board, to allow for funeral attendance.

Jury Duty

A bargaining unit member shall be entitled to leave for any time the member is
summoned to jury duty. The Board shall pay the bargaining unit member's regular
rate of pay during his/her service upon being summoned for jury duty. The
member is entitled to keep the full amount received for jury duty.

A bargaining unit member shall be entitled to leave for any time the member is
under a court subpoena for a school-related issue. The Board shall pay the
bargaining unit member’s regular rate of pay during such time.

A bargaining unit member who has exhausted his/her personal leave shall be
granted additional personal leave if subpoenaed for a criminal proceeding.
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5.13 Military Deployment Leave

Three (3) days military deployment leave shall be granted to a bargaining unit
member when an immediate family member, as defined in 5.01 F, on active duty in
the military is deployed.

Employees shall be granted military leave consistent with state and federal law.

ARTICLE VI  WORKING CONDITIONS

6.01 Professional Personnel Records

An official personnel file shall be maintained for all members of the bargaining unit
in accordance with Section 1347 O.R.C. The file shall be limited to work
performance, discipline and routine personnel data. No anonymous documents
will be placed in the official personnel file.

A.

Each item in the file shall indicate its date of origin and the date it was entered
into the file.

Letters which are complaints or warnings from the administration to said
employee to improve or to desist from continuing present practices will be
placed into employees' files with a copy being forwarded to the employee for
his or her signature and date. Said letter is to be personally given to the
employee by his or her principal. If a copy with the employee's signature and
date is not returned within 10 working days to signify acknowledgement of
letter or else to write a rebuttal, said letter will remain in the file so annotated
by the Superintendent. A copy of any such letters will be given to the
Association at the time of insertion into the personnel file. Written complaints
or other negative material authored by anyone other than administrative
personnel are not to be included in the official personnel file.

An employee shall have the right to write a rebuttal to any document in the file
and to have the rebuttal placed in the file, provided the rebuttal is submitted
within 10 working days of the employee receiving the document.

Unfavorable material, other than evaluation documentation, will not be
considered by the Board for more than five (5) years after its insertion for any
disciplinary action, up to and including nonrenewal and termination under the
terms of this Agreement.

An employee may examine his/her file, including building files, by utilizing the
provisions of O.R.C. 149.43 in effect as of October 17, 2013 and specific
Board Policy 8310 in effect as of November 16, 2010. Both the employee and
the administration have the option of having an additional party present at the
review.
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6.02

6.03

6.04

6.05

Just Cause

No employee shall be adversely evaluated, disciplined, non-renewed, or reduced in
rank or compensation without just cause.

6.021 Option of the Bargaining Unit Member

A. Continuing Contract Employees

Any bargaining unit member confronted with the termination of
his/her employment contract by the Board shall have the option of
challenge to said action by utilizing the provisions of O.R.C. 3319.16
and 3319.161 in effect as of October 6, 2009, or by utilizing the
provisions of this Contract.

Teacher Non-Renewal

The procedures set forth in O.R.C. Section 3319.11, in effect as of March 22, 2013,
shall be followed for nonrenewal of limited contract teachers.

Changes in Teaching Conditions/Terms of Employment

Changes affecting teaching conditions within a building or terms of employment
shall only be implemented after notification to the President of the Association and,
if requested, following negotiation between the Association and the administration.

Substitute Teachers

A. The Superintendent's office shall maintain a list of qualified substitute
certified/licensed staff members.

B. When a certified/licensed staff member is absent, a qualified substitute will be
provided when possible. All substitutes must have their certificates/licenses
and payroll forms on file at the Board Office.

6.051 Long Term Substitutes

A. Long-term substitutes are defined as substitute teachers placed in
the same assignment for more than sixty (60) work days. All long-
term substitutes shall receive a written contract of employment.

B. The employment of long-term substitutes shall be for the period
specified in their contract of employment, and shall automatically
expire at the end of that term without action by the Board or further
notice to the teacher. Neither the provisions of Article 6.03 Teacher
Non-Renewal nor the provisions of Section 3319.11, Ohio Revised
Code shall apply to long-term substitutes and the same are
specifically superseded.
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C. Along-term substitute shall be granted a year of service credit only if
employed for a minimum of one hundred twenty (120) days (at least
three and one-half [3%2] hours per day) in any one school year.

D. Neither the provisions of Article 6.06 Reduction in Force, nor the
provisions of Section 3319.17, Ohio Revised Code shall apply to
long-term substitutes and the same are specifically superseded.

E. Neither the provisions of Article 6.19 Evaluation nor the provisions of
Section 3319.111, Ohio Revised Code shall apply to long-term
substitutes and the same are specifically superseded. However, at
least one (1) written evaluation using the current contractual
evaluation instrument will be provided for a long-term substitute
whose employment extends beyond sixty (60) days. The evaluation
will be based on at least one thirty (30) minute observation.

F. Beginning with the 61°% day of employment in the same assignment,
a long-term substitute shall receive all contractual rights except those
specified in B. and D. above and shall be placed on the Bachelors
step 1 of the salary schedule with full benefits. Prior to that time,
long-term substitutes shall be compensated at the substitute rate.

6.06 Reduction in Force

When, by reason of decreased enrollment of pupils, return to duty of regular
teachers after leaves of absence, or by reason of suspension of schools or
territorial changes affecting the district, and for financial reasons, the Board of
Education decides that it will be necessary to reduce the number of teachers, it
may make a reasonable reduction. In making such reduction, the Board shall
proceed to suspend contracts in accordance with the recommendation of the
Superintendent of Schools who shall, within each teaching field affected, give
preference to teachers on continuing contracts, except for teachers who are rated
“Ineffective” (see 6.06 C.1.), and to teachers who have greater seniority when
teachers possess comparable evaluations. Teachers who are rated “Ineffective”
shall be suspended first, regardless of contract status (See 6.06.C.1.). So long as
they possess comparable evaluations, teachers whose contracts have been
suspended shall have the right of restoration in the order of seniority of service in
the district if and when teaching positions become vacant or are created for which
any of such teachers are or become qualified. Seniority rights shall be determined
according to the procedure established in Section 6.06 (B).

A.  Attrition

Subject only to the exception contained herein, the number of persons
affected by a reduction in force will be kept to a minimum by not employing
replacements for certified/licensed staff members who retire or resign, or
whose contracts are non-renewed. The employment of replacements for
some positions may be necessary; however, only in the event that
certificated/licensed staff members in the system do not possess the
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necessary certification/licensure for the teaching position and cannot obtain
this necessary certification/licensure. Attrition may not be sufficient to
accomplish a reduction in force in full.

Attrition will, however, be utilized to the greatest extent.

B. Seniority Rights/Seniority Lists

1. All members of the certified/licensed staff will be placed on a
continuously updated seniority list for each teaching field for which they
are properly certificated/licensed. Teachers serving on continuing
contracts will be placed at the top of the list, in descending order of
seniority. Teachers serving on limited contracts will be placed on the list
under continuing contract teachers, also in descending order of seniority.

2. Seniority shall be determined by the length of continuous service in the
Struthers City Schools District.

Each teacher, full or part time, shall receive a full year of seniority for
every year taught as long as s/he works at least one hundred twenty
(120) days in the school year.

a. Board-approved leaves of absence will not interrupt seniority, but
time spent on such leave shall not count toward seniority.

b. If two or more teachers have the same length of continuous
service, seniority will be determined by:

(1) The date of the Board meeting at which the teacher was hired,
and then by

(2) The date the teacher signed his/her initial employment
contract in the District.

(3) Any remaining ties will be broken by the last four (4) digits of
each individual's Social Security Number. The four (4) digits
with the lowest number will receive the higher placement.

c. ltis the teacher's responsibility to prove his/her seniority if different
from the Board's calculation.

C. Suspension

1. To achieve such a reduction in force, the Board may proceed to
suspend contracts in accordance with the recommendation of the
Superintendent. In making the recommendations, the Superintendent
must reduce first bargaining unit members on limited or continuing
contracts who have received a final summative rating of “Ineffective”
within areas of certification/licensure who are currently assigned to a
position in that teaching field. If there are multiple teachers in this
group, seniority amongst these Ilimited and continuing contract
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teachers rated “Ineffective” shall determine the order of reduction
within this first group.

Should the necessary reduction of teaching positions exceed the
number of limited and continuing contract teachers rated “Ineffective” in
the affected teaching field, limited contract teachers shall be reduced
utilizing the following order:

Limited contract teachers shall be reduced first utilizing the following

order:

Certification/Licensure within the currently assigned and
affected teaching field.

Comparable evaluations as defined in this agreement (i.e.,
lower rated employees being subject to reduction prior to
those with higher ratings).

When evaluations are comparable, seniority in the District
shall prevail, with the contract of the least senior limited
contract teacher in the affected teaching field being the first to
be suspended.

a. Should the necessary reduction of teaching positions exceed the
number of limited contract teachers in the affected teaching field,
continuing contract teachers shall be reduced utilizing the following
order:

Certification/Licensure within the currently-assigned and
affected teaching field.

Comparable evaluations as defined in this agreement (i.e.,
lower rated employees being subject to reduction prior to
those with higher ratings).

When evaluations are comparable, seniority in the District
shall prevail, with the contract of the least senior continuing
contract teacher in the affected teaching field being the first to
be suspended.

b. Comparable Evaluations

Comparable evaluations shall be based on the average of three (3)
years of summative evaluations. Until three (3) years of applicable
data is available, all teachers are considered comparable, except
for any teachers who receive a summative evaluation rating of
ineffective. (See 6.06.C.1.)

The evaluation ratings specified in this section refer to the final
summative evaluation ratings assigned to a teacher. |If, for
whatever reason, the employee does not possess a final
summative rating for the year in which the reduction in force
will occur, the employee’s last rating will be utilized for the
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D.

purposes of considering whether employees are “comparable”
or “Ineffective.” In the event the teacher does not have any
prior rating, seniority in the District shall prevail.

For the purposes of this article, SEA members who are not evaluated
under OTES shall not be considered in the pool of determining
“‘comparable” and shall be compared only to other non-OTES-
evaluated SEA members within their certification/licensure.

A teacher affected by reduction in force may elect to displace a teacher
who possesses a comparable or lesser evaluation rating and who holds
a lower position on the seniority list for another area of
certification/licensure for which the affected teacher is currently
certificated/licensed or will become certificated/licensed on or before the
first (1st) day of school.

Any certified/licensed staff member suspended because of a reduction in
force shall have the right to apply through the group insurance/guidelines
outlined in this Agreement consistent with COBRA except when other
employment provides hospitalization coverage.

Recall

The names of teachers whose limited contracts are suspended in a reduction
in force will be placed on a recall list for 24 months from the time of the
suspension of contract, except continuing contract teachers who will remain
on the recall list for a continuing period of time, provided they have not
accepted employment in a certificated/licensed position in another school
district. Teachers on the recall list will have the following rights:

1.

No new teachers will be employed by the Board while there are teachers
on the recall list who are certificated/licensed for the vacancy.

Teachers on the recall list will be recalled by seniority as long as the
individual possesses a comparable or higher rating than the other
teachers on the recall for vacancies in areas for which they are
certificated/licensed. If applicable, continuing contract teachers with the
requisite certification/licensure shall be recalled prior to limited contract
teachers with the requisite certification/licensure.

If a vacancy occurs, the Board will send a certified announcement to the
last known address of all teachers on the recall list. It is the teacher's
responsibility to keep the Board informed of his/her current address. All
teachers are required to respond in writing to the Board office within ten
(10) calendar days from the date on the certified announcement. So long
as the eligible teachers on recall possess comparable evaluations, the
most senior of those responding will be given the vacant position. Any
teacher who fails to respond within ten (10) calendar days, or who
declines to accept the position, will forfeit all recall rights.
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6.07

6.08

4. A teacher on the recall list will, upon acceptance of the notification to
resume active employment status, return to active employment status
with the same seniority, accumulation of sick leave, and appropriate
salary schedule placement as s/he enjoyed at the time of layoff. A
teacher who is recalled shall be restored to such employment status (i.e.
continuing or limited contract) that s/he held at the time of the reduction
in force.

E. Supersede State Law

The reduction in force provisions set forth herein shall supersede those set
forth in Revised Code Section 3319.17.

School Year

The school year shall consist of a maximum of one hundred eighty three (183)
days (or, due to the shift in school calendar calculations, this is the equivalent of
1342 hours). One hundred eighty (180) days (or the equivalent 1320 hours) shall
be instruction days. Two (2) days are professional in-service days. Two (2) one-
half (%2) days will be flexible teacher report days. A joint committee comprised of
three (3) Association members, including the SEA President, and three (3)
administration members shall be created and shall have authority to determine
the flexible time option to be used for the two(2) one-half (*2) flexible teacher
report days. -NEOEA day will be a non-work day but may be used as flex time.
The parties will comply with state law that sets forth a minimum number of
student instructional hours per year.

Release time will be provided at the end of each semester and may be provided at
the end of each nine-week grading period to facilitate record-keeping
responsibilities. Special education teachers responsible for drafting IEPs will
receive necessary release time to accomplish that purpose.

School Day

A. The normal school day shall not exceed seven (7) hours and twenty (20)
minutes. This provision excludes days on which teachers' meetings, parent
conferences, and open house are scheduled. For each building in the
District, the regular school day will end no later than 2:00 p.m. on the day on
which an open house is being held in that building. On days of parent
conferences, student dismissal at all buildings will be according to the
building’'s early dismissal schedule; but no later than 12:45 p.m. All
employees shall attend one (1) open house per school year, if one is
scheduled by Administration.

B. Teachers shall not be assigned duties outside of the seven hour and twenty
minute time period unless compensatory time off is provided. Compensatory
time shall be during the same pay period and must be at the beginning or end
of the scheduled day.
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Duty assignments outside of the normal day must be agreed to by the teacher
involved.

Teachers attending meetings outside of the normal school day as requested
by the administration shall be compensated at an hourly rate in accordance
with Article VII, Section 7.09 Hourly Wage. Teachers attending meetings
outside of the normal school day as required by some other entity, including
but not limited to, Youngstown State University for dual credit courses and
The College Board for AP courses, shall be compensated at an hourly rate
in accordance with Article VII, Section 7.09 Hourly Wage. Summer
enrichment as required by some other entity, including but not limited to,
Youngstown State University for dual credit courses and The College Board
for AP courses, shall be compensated at a daily rate of $50 if agreed to by
the SEA President and the Superintendent. Teachers attending meetings on
their own initiative for personal or professional development are not entitled
to compensation for that attendance. Department heads may be required to
attend a maximum of two (2) after school county meetings without additional
compensation beyond the supplemental contract.

6.09 After School Meetings

6.10

Teachers may be required to remain after school to attend the following staff
meetings:

1.

Superintendent of Schools' general staff meeting or other meetings called by
the Superintendent of Schools. The Association shall be permitted to have a
general meeting at the conclusion of any general staff meeting.

General faculty or other meetings called by the school principal.

Subject Field Groups, Grade Level Groups, or Special Groups as authorized
by the Superintendent of Schools, or principal concerned.

Such meetings should not last longer than 4:00 P.M. unless agreed upon by
the personnel concerned.

The total of such educationally-oriented meetings shall not exceed eighteen
(18) meetings per year and no more than two (2) meetings per month.
Attendance exceptions shall be determined by the building principal.

Certified/licensed staff membership and participation in PTA-sponsored
activities before school hours and after school hours shall be voluntary. PTA
meetings during school hours are to be attended as per instruction of the
building principal.

Lunch Period

All certified/licensed staff shall have an uninterrupted daily duty-free lunch period in
accordance with State law. Other than sign in and sign out, certified/licensed staff
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shall have no restrictions concerning leaving the building during their respective
authorized lunch period. Elementary teachers will be provided the opportunity for a
scheduled one hour lunch two (2) times a week based on a normal five (5) day
week as determined by the building administrator.

6.11 Preparation and Planning Periods

A.

All teachers shall have, in addition to their thirty (30) minute lunch period,
planning time equal to a minimum of five (5) planning/conference periods per
week. Equal time shall not be in blocks of less than fifteen (15) minutes each.
Kindergarten teachers shall have a thirty (30) minute uninterrupted
planning/conference  period within the work day. Additional
planning/conference time for consultation and collaboration may be provided
for regular classroom teachers who have students with IEPs or 504
accommodation plans.

During lunch and planning/conference periods, teachers may leave their
buildings. In case of a personal emergency arising at other times during the
school day, the building principal or his/her designee may grant authorization
for the teacher to leave the building. In those circumstances, the appropriate
leave mechanism may be required as determined by the building principal or
his/her designee. Periodically teachers may leave the building after student
dismissal at the end of the day, after obtaining authorization from the building
principal or his/her designee, without activating any leave mechanism. Any
time during the workday when a teacher leaves the building, s/lhe must sign
out and sign in.

Consistent with Article 4.011, the Association President and/or his/her
designee shall be authorized to leave the building on official Association
business during planning/conference times after notification to the building
principal or his/her designee of the location and expected duration of the
absence from the building.

Secondary certified/licensed staff should not be assigned classes requiring an
unreasonable number of different teaching preparations in any one semester.

If a staff member is asked to use his/her planning period time to substitute for
an absent bargaining unit member, s/he will be paid twenty-five dollars
($25.00) per instructional period. This provision also applies to a staff member
who is asked to take extra classes into his/her scheduled classroom. Study
hall teachers are eligible for payment only if more than one additional class is
added to the study hall. Payment shall be made the first pay period following
the pay period in which the work was performed.

(This provision does not include staff members who agree to cover for each
other.)

Special certified/licensed staff (i.e., art, music, physical education, etc.) shall
possess the same benefits and working conditions as the rest of the staff.
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The special certified/licensed staff shall have time to set up special equipment
for subsequent classes, time for commuting, daily planning time, etc.

The Association recognizes that some benefits and physical conditions may
vary from building to building.

6.12 Participation - Extracurricular Activities and Other After-School Functions

A.

The Board and the Association recognize the importance of teacher
participation in extracurricular activities and other after-school functions.
Therefore, they agree that teachers should attend some school activities
which are held after school or in the evening.

Certified/licensed staff's participation in extracurricular activities or other
school functions after the regular school day for which no additional
compensation is paid shall be voluntary. Non-participation in such activities
shall not be valid items for the certified/licensed staff's evaluation.

School sponsored programs such as tutoring during planning periods, before
or after school for remediation, proficiency tests or for standardized college
entrance exams such as the ACT, SAT or PSAT, shall be reimbursed at a
rate of twenty-five dollars ($25.00) per hour.

6.13 Supplemental Contracts

A.

Nothing contained within this article shall be construed to prohibit the Board
from offering a supplemental contract to any individual classroom teacher,
provided that no individual certified/licensed staff member shall be required to
accept a supplemental contract.

Consistent with state law and regulations, all supplemental contracts shall be
offered first to qualified certificated/licensed bargaining unit members and
then to other individuals when no qualified certificated/licensed bargaining unit
member has applied for the position.

Head coaches will be selected first. Thereafter, interested applicants for
particular sports will apply for the position of assistant coach in that sport.
Successful applicants for these coaching positions will then be identified
(i.e., “JV football,” “8™ grade boys basketball,” “varsity assistant football
coach,” etc.) and assigned to a position by the Director of Athletics in
collaboration with the head coach for that sport.

Nothing herein shall permit the Board to employ the services of individuals
who do not meet the appropriate qualifications as established by state law
and/or regulations established by the state to coach an athletic team.

The performance of all athletic coaches will be evaluated in writing by the
building administrator in consultation with the Director of Athletics with input,
where appropriate, from head coaches.
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F.

A unit member who fails to fulfill or substantially complete his/her duties under
a supplemental contract by reason of resignation, thereby necessitating the
Board to hire a replacement, shall be paid on a prorated basis for that part of
the season or activity during which she/he fulfilled the duties. A bargaining
unit member who fails to fulfill or substantially complete his/her duties under a
supplemental contract by reason of long term illness or injury will retain the
supplemental contract with full compensation if replaced by a volunteer(s)
until such time as s/he is ready to resume his/her duties. If no volunteer is
available, thereby necessitating the Board to hire a replacement, the
bargaining unit member shall be paid on a prorated basis. The prorated
amount will be determined based upon the number of days required for the
particular activity (i.e., for athletic activities, the schedule set by the OHSAA;
for “club” activities, the school calendar year, etc.).

In order to receive payment for completed duties under a supplemental
contract, a unit member shall substantially complete the duties of the position
and process all required paperwork.

Postings shall be in accordance with 6.222 A.

6.14 Medical Examination

The cost of medical examination, when required by the Board, shall be at the
Board’s expense if the examination is performed by the Board’s physician.

Nothing in this section shall be construed to mean that certified/licensed staff
members may not be given a physical examination by a private physician (either a
doctor of medicine or a doctor of osteopathy) at their own expense. The Board,
however, reserves the right to have the certified/licensed staff member examined
by its physician, or one mutually agreed upon, at the Board’s expense.

6.15 Class Size

A.

The Board and the Association recognize that the pupil-teacher ratio is an
important aspect of an effective educational program. Therefore, they agree
that the class sizes set forth below are desirable standards.

1. Elementary (K-4) - not to exceed 25.
2.  Middle (5-8) - not to exceed 28.

3. High School (9-12) - not to exceed 125 in English and not to exceed 25
per class in any academic subject area.

4.  High School Counselors — 1-350 ratio.

5.  Special Education Resource Rooms — not to exceed more than 3 grade
levels in one class
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Unless established for the purpose of implementing a specific, deliberately
planned education program, no split-grade classes should be maintained in
the elementary schools.

Classroom aides in grades K-6 shall be assigned using the following formula:

1. Academic classrooms with 28-30 students at any time during the school
day = one (1) hour per day.

2.  Academic classrooms with 31-32 students at any time during the school
day = two (2) hours per day.

3. Academic classrooms with 33-36 students at any time during the school
day = three (3) hours per day.

When class size at the elementary level exceeds 36 pupils for any regular
academic classroom teacher, the class will be divided; however, if there is a
lack of immediately available physical facilities, provisions should be made for
such certified/licensed staff member to have an aide assigned to the
classroom for the entire school day. Every effort will be made to maintain
reasonably balanced classes

The certified/licensed staff member and/or the Association shall have the
privilege of meeting with the Superintendent upon request to discuss
exceptions to the foregoing standards.

6.16 Facilities

6.17

A.

The Board and the Association agree that it is desirable that each building
has the following facilities:

1. Space in each classroom in which certified/licensed staff members may
safely store instructional materials and supplies.

2. A certified/licensed staff member's work area containing adequate
equipment and supplies to aid in the preparation of instructional materials.

3. An appropriately furnished room, which shall include a telephone, to be
used as a faculty lounge.

4.  Well-lighted, ventilated, clean staff restrooms with hot and cold running
water and appropriate facilities for men and women.

5. Copying equipment which is of adequate capacity for the building.
6. Adequate parking space for all certified/licensed staff.

7. An adequate professional library in each building. Materials generally
shall be selected by certified/licensed staff committees.

Instructional Materials
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The Board agrees to provide sufficient instructional materials to insure that
each pupil in a classroom has copies for his/her own use. This also means to
include supplemental materials, at parallel or other levels, to insure each pupil
a broad base or depth in learning.

Instructional materials to be used in the schools, shall continue to be
cooperatively selected through joint consultation among the certified/licensed
staff and administrators, subject to final approval by the Superintendent.
Instructional materials must be adaptable to the Ohio content standards.

The certified/licensed staff will give as much time as necessary to help select
the best textbooks, equipment and materials for their classrooms.

6.18 Summer School Program

A.

Positions in the Struthers Summer School shall, to the extent possible, be
filled first by certified/licensed staff regularly employed in the Struthers City
School District.

In filling such positions, consideration must be given to a certified/licensed
staff member's area of competence, experience, major and/or minor field of
study, quality of teaching performance, attendance record, and length of
service in the District.

All openings for summer school positions must be posted as described in
Section 6.222 A and B of this Agreement.

6.19 Evaluation

PURPOSE: The Board, the Administration, and the Association agree that any
certified/licensed staff evaluation program is intended to provide ongoing
assessment and meaningful feedback to advance the professional development of
teachers and to support student growth. The goal of both the evaluator and the
certified/licensed staff member must be a sincere attempt to assist in identifying
and/or developing best educational practices in order to provide the greatest
opportunity for student learning and achievement.
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Part I. For OTES (Ohio Teacher Evaluation System) Members of the

Bargaining Unit

APPLICATION: An OTES member of the bargaining unit is a
certified/licensed instructor who spends at least 50% of his/her time providing
content-related instruction and who is working under one of the following:

1. A license issued under ORC Sections 3319.26, 3319.222 or 3319.226;
or

2. A permanent certificate issued under ORC Section 3319.222 as it
existed prior to September, 2003; or

3. A permanent certificate issued under ORC Section 3319.22 as it existed
prior to September, 2006; or

4. A permitissued under ORC Section 3319.301.

Teachers not meeting this definition will be referred to as non-OTES members of
the bargaining unit, and will be evaluated as set forth in Part Il below.

B.

PROFESSIONAL DEVELOPMENT: The Board shall provide training for
administrators and teachers that ensures an understanding of all processes,
forms, rubrics and tools used in OTES. Teachers for whom student growth
measures (SGMs) are applicable shall receive ongoing support and training to
ensure they are capable in the development, utilization and scoring of SGMs.

FORMAT: The Board, the Administration, and the Association agree that the
standards-based certified/licensed staff evaluation program will conform to the
framework for evaluation of teachers developed under ORC Section
3319.112, and will include the following:

1.  Auniform instrument for rating members of the certified/licensed staff.

2. The Struthers City Schools will use the OTES evaluation system as
developed by the OTES Committee during the 2013-14 school year, as listed
in Appendix G.

EVALUATORS: Evaluations will be conducted by a credentialed (as
established by the ODE for teacher evaluation) principal (employed by
Struthers City Schools) or a credentialed associate/assistant principal
(employed by Struthers City Schools) within a building in which the staff
member is assigned for a majority of the day, or by the credentialed Director
of Special Services (employed by Struthers City Schools) if the staff member
is a part of the Special Services department. Strictly prohibited are the use of
peer evaluators and the use of any outside agency as evaluators.

Exceptions to the above are:

1. Teachers whose students evidence above expected levels of student
growth may choose their credentialed evaluators for the evaluation cycle.
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2. Teachers whose students evidence expected levels of student growth
shall have input on the selection of their credentialed evaluators for the
evaluation cycle.

TEACHER PERFORMANCE ASSESSMENT STRUCTURE  AND
PROCEDURES:

1. A teacher’s performance shall be assessed based on the Ohio Educator
Standards and rubrics for teaching and the criteria set forth in the evaluation
instrument, Appendix G to this Agreement.

2. Teacher performance assessments shall be based solely on the
evidence provided by the teacher, on the formal observations of the teacher
by the teacher’s assigned evaluator, and the walkthroughs that are set forth in
this Agreement. No misleading, inaccurate, untimely or undocumented
information may become part of a teacher's performance assessment. All
results and conclusions of performance assessments shall be documented
and supported by evidence.

3. All monitoring or observation of the work performance of a teacher shall
be conducted openly and with full knowledge of the teacher. The district shall
conduct all assessments so as to observe the legal and constitutional rights of
teachers; and no teacher performance information shall be collected by video
or audio devices, unless approved in advance by the teacher being assessed.

4. All OTES members of the bargaining unit will be evaluated once
annually, except:

a. A teacher who receives a rating of “Accomplished” on his/her most
recent evaluation shall be evaluated every other school year.

b. A teacher who receives a rating of “Accomplished” on his/her most
recent evaluation may choose to complete a project in lieu of one
formal observation.

5.  All evaluations will be completed by May 1% and each teacher will be
provided a copy of his/her evaluation results through the eTPES system,
including the assigned evaluation rating, by May 10th. This copy of
evaluation results (the evaluation report) shall be electronically signed by the
evaluator and then be electronically signed (with the teacher’s pin) by the
teacher to verify notification to the teacher that the evaluation report will be
placed on file. The teacher’s signature should not be construed as evidence
that the teacher agrees with the contents of the evaluation report. If a teacher
refuses to sign, the evaluation report shall be placed in the teacher’s file
without his/her signature.

6. Written notice of nonrenewal will be provided by June 1%

FORMAL OBSERVATIONS
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1. A minimum of two (2) formal observations shall be conducted to support
each performance assessment. A formal observation shall last a minimum of
thirty (30) continuous minutes. There shall be a least three (3) weeks
between formal observations. The first formal observation shall be completed
by December 31%. The second formal observation shall be completed by
April 30™. If after the second formal observation a teacher's performance is
found deficient to the extent that adverse personnel action may result, a
minimum of one additional observation shall be conducted prior to April 30"

2. Formal observations shall be preceded by a conference (pre-
conference) between the evaluator and the teacher in order for the teacher to
explain plans and objectives for the work situation to be observed. The pre-
conference shall take place within two (2) days of the scheduled observation.
See Pre-Conference Form Appendix G-3.

3. A conference (post-conference) shall be held after each formal
observation and shall be used to inform the teacher if observed instructional
practices are aligned with the expectations that are identified in the teacher’s
professional growth or improvement plan. The post-conference shall take
place within five (5) days of the scheduled observation. See Post-Conference
Form Appendix G-4.

4. The timelines above may be extended upon mutual agreement of the
certified/licensed staff member and the administration.

INFORMAL OBSERVATIONS (WALKTHROUGHS)

1. Aninformal observation (walkthrough) is a formative written assessment
process that focuses on one or more of the components listed on the Informal
Observation (Walkthrough) Form (see Appendix G-2).

2. The walkthrough shall consist of at least 5 continuous minutes, but be
not more than 8 continuous minutes.

3. The teacher shall be provided a copy of the walkthrough form no later
than two (2) work days following the walkthrough.

4. No less than 3 walkthroughs, but no more than 6 walkthroughs, shall be
conducted in each formal observation cycle.

5. It is desirable that the walkthroughs take place during different times of
day and/or during different class periods.

6. The timelines and/or restrictions above may be changed upon mutual
agreement of the certified/licensed staff member and the administration.
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STUDENT GROWTH MEASURES (SGM)

1. When utilizing vendor assessments to construct SGMs, all related
materials shall be purchased, and all affected staff shall be trained on
utilization and other considerations by September 30th.

2. When utilizing SLOs to construct SGMs, the teacher shall submit the
completed SLO template for approval of the SLO no later than September
30th.

a. The SGM committee shall review and approve all submitted SLOs
by October 31st.

b. Any SLO that is rejected by the SGM committee shall be returned
to the teacher/group with specific designation of deficiencies by
October 31st with a timeline of 10 days for the resubmittal of the
corrected SLO.

3. Teachers shall administer the final assessment to determine student
growth as defined in the approved SGMs.

4.  Prior to submitting the SGM results to the designated evaluator, the
teacher may request that the SGM Committee review the results for the sole
purpose of verifying accuracy.

5. Teachers shall submit all SGM results to his/her evaluator by April
15th.

6. Evaluators shall conduct a final meeting with individual teachers to
discuss SGM scores by April 30th.

7. The SGM portion of the evaluation shall be derived from the following:
a. value added (VA) data,
b. ODE approved student assessments (vendor assessments), and
c. menu of options determined locally such as SLOs.

8. For employment decisions of a staff member who is involuntarily
transferred, the consideration of the student growth portion of the teacher
evaluation must consist of a minimum of three consecutive years of SGM
data from the same grade level, subject matter, and/or age level.

9. The VA progress dimension established under section 3302.021 of the
Ohio Revised Code, or an alternative student academic progress measure,
if adopted by the State Board of Education, shall be used in the SGM
portion of an evaluation in proportion to the part of the teacher’s schedule of
courses or subjects for which the VA progress dimension is applicable.
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10. All SGMs shall be derived through a pre- and post-assessment
process. It is recommended that the period of time between the pre- and
post-assessments in at least one SLO for determining student growth be a
minimum of 20 weeks for a full year course; 10 weeks for a semester
course; 5 weeks for a 9 weeks course.

11. The scoring of SLOs shall be based on a standard scoring matrix
established by the SGM committee, see Appendix G-12.

12. Factors in determining SGMs for purposes of teacher job action must
include, but are not limited to:

a. Student attendance - A teacher may elect to exclude the SGMs
attributed to any student evidencing forty-five (45) or more days of
excused and/or unexcused absences from the school system.

b. Changes in specific federal/state mandates - A teacher who has
voluntarily transferred or who is involuntarily transferred for any
purpose to meet the mandated Third Grade Reading Guarantee or
another State or ESEA mandate, shall have accumulated a minimum
of three consecutive years of SGM data before any job action may be
taken on the basis of the SGM data; except in the case where a
teacher has already received an overall summative rating of ineffective
for the past two (2) years.

c. Common Core Standards - If state and/or federal mandates
require a change in the existing mandated value-added and/or other
mandated tests/scoring which become a portion of teacher(s) SGM
scores, a minimum of three consecutive years of SGM data shall be
collected under the revised mandate before any job action may be
taken on the basis of the SGM data; except in the case where a
teacher has already received an overall summative rating of ineffective
for the past two (2) years.

d. Shared attribution scores — If the district decides to use shared
attribution SGM scores, they shall be used only for those teachers who
consistently meet to collaboratively plan and provide instruction and/or
intervention for a student or defined group of students on specific
topic/subject and/or grade level provided that the teachers voluntarily
agreed to the collaborative practice.

e. Teacher on approved leave; absence of teacher/evaluator — A
teacher who, due to an approved leave, has not had a complete
evaluation and/or cannot complete an SLO in a given school year will
be excluded from eTPES for that school year.

In the case of a short-term absence (fifteen [15] school days or fewer)
of the evaluator or teacher, any appraisal process timelines shall be
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extended by the number of school days equal to the days of absence
other than the May 10 deadline.

In the case of a teacher’s long-term absence (more than fifteen [15]
school days) which ends on or before March 15, the appraisal process
and timelines will be extended by mutual agreement of the evaluator
and teacher other than the May 10 deadline. If no mutual agreement
is reached, the Association President and the Superintendent or
designee shall mutually establish new appraisal timelines. If the long
term absence extends beyond March 15 and the evaluation process is
not complete, the teacher will be excluded from eTPES for that school
year.

f.  Co-teaching arrangement (e.g. Inclusion) — Teachers who have
an approved co-teaching arrangement shall have a percentage of the
SGM score for the individual teachers in the co-teaching arrangement
based on the time each has spent with the student(s).

PROFESSIONAL DEVELOPMENT PLANS

1. Professional growth and SGM-driven improvement plans shall be
developed as follows:

a. Teachers whose students evidence above expected levels of
student growth shall develop a plan for continuing professional
growth.

b. Teachers whose students evidence expected levels of student
growth shall develop a professional growth plan collaboratively
with the credentialed evaluators.

c. Teachers whose students evidence below expected levels of
student growth shall develop an SGM-driven improvement plan
with their credentialed evaluators.

2. Professional growth and SGM-driven improvement plans for a school
year shall be developed not later than September 30th.

3. Professional growth and SGM-driven improvement plans shall describe
the specific performance expectations, resources, and assistance to be
provided.

4. The Board shall provide for professional development, and for the
allocation of financial resources to accelerate and continue teacher growth
and improvement; and to provide support to poorly performing teachers, in
accordance with ORC 3319.112. A poorly performing teacher is defined to
be a teacher who continues to receive an overall summative rating of
ineffective after receiving an ineffective rating for a period of no less than
two out of the last three years, and who takes the written examinations
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required pursuant to section 3319.58 of the Ohio Revised Code, and who
completes a remediation and/or improvement plan during the subsequent
school year.

5.  An SGM-driven improvement plan is a clearly articulated assistance
program for a teacher whose student growth measure rating falls below the
expected level of student growth. SGM driven improvement plans shall be
based on the overall student growth measure level, and not for individual
subjects or classes taught.

6. The SGM-driven improvement plan shall include:

a. Specific performance expectations, resources, and assistance to
be provided;

b. timelines for the completion of the plan; and

c. monetary, time, material, and human resources sufficient to realize
the expectations set forth in the plan.

7. The district shall provide teachers under an improvement plan with a
mutually agreed upon mentor teacher (coach) who is not the credentialed
evaluator. The mentor teacher (coach) position will be filled as defined in
Section 6.22 Vacancies of this Agreement. The mentor teacher (coach) shall
be chosen according to the same selection criteria (with the exception of
mentor training), and will have the same responsibilities, restrictions,
protections and compensation as outlined in Article VI, Sections 6.282,
6.283, 6.284, 6.285 and 6.286.

FINAL SUMMATIVE RATING

1. The district will submit only the minimum requirements necessary to
arrive at a final summative rating to the Ohio Department of Education, no
later than May 30th.

2. Until May 10, 2017, a final summative rating of “ineffective”, or a student
growth measure of “below expected growth” will not be a factor in decisions
regarding teacher job action, including but not limited to assignment, transfer
and/or non-renewal. Best practices indicate that three (3) years of value-
added data and three (3) evaluation cycles are recommended to be used for
these decisions.

DUE PROCESS

1. Teachers who disagree with the rating of performance and/or the
summative evaluation rating shall be allowed to request a review by the
secondary evaluator; and such request shall be honored by the district.
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2. A teacher shall be enttled to Association representation at any
conference held during this procedure in which the teacher will be advised of
an impending adverse personnel action.

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

4. Any violation of either procedural or substantive due process shall
automatically require re-employment of the teacher under a continuing
contract, if eligible, or an appropriate limited contract if the teacher is not
eligible for a continuing contract.

5. If an employee believes the evaluator has violated the procedure
established in Article 6.19, the employee may file a grievance within 10
working days, as defined in Article Ill, of the employee’s receipt of the signed
and final version of a written evaluation for the particular school year or
portion of a school year.

Standing Joint OTES Evaluation Committee

The Association and the Board agree to establish a standing joint evaluation
committee for the purpose of establishing the procedures and processes,
including the evaluation instrument, for the evaluation of OTES teachers in
the district and to regularly review the effectiveness of said factors for the
evaluation of teachers in the district.

1. Committee Composition

a. The committee shall be comprised of 6 Association members
appointed by the Association president and 6 members appointed by the
Board or its designee

b. To the extent possible, committee members shall be representative
of elementary, middle school, secondary, and specialty areas (e.g.,
music, art, special education) within the district.

2. Committee Operation

a. The committee shall be chaired jointly by a committee member
appointed by the Association and a committee member appointed by the
Board.

b. Members of the committee shall receive training in all aspects of
OTES, the state adopted evaluation framework, the standards for the
teaching profession, teacher of record, shared attribution, and teacher-
student data linkage.
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c. The committee shall establish by mutual agreement a meeting
calendar, tasks for the committee to complete, and timelines for the
completion of specific tasks.

d. Committee agendas shall be developed jointly by the co-
chairpersons of the committee.

e. All decisions of the committee shall be achieved by consensus.

f. At the initial committee meeting, the committee will develop the
ground rules by which the committee will operate. These ground rules
will be read aloud at the commencement of every meeting and will be
reviewed annually.

g. At each meeting, the committee shall select an individual to act as
the official reporter for that meeting.

h. Members of the committee shall receive release time for committee
work and training.

i. Minutes of meetings shall be distributed to committee members,
Association President, and district Superintendent within 5 days
following meetings of the committee.

J.  The committee may establish sub-committees to assist with their
work.

k. Sub-committees shall be jointly appointed by the
Superintendent/designee and the Association President/designee.

l. The committee shall be authorized to utilize a consultant(s)
(examples include, but are not limited to, educational consultants,
software consultants, credentialing trainers, etc.) as it deems
appropriate. The cost, if any, shall be borne by the Board.

Compensation

Any committee work performed outside of the contractual work day shall
be paid at an hourly rate in accordance with Article 7.09.

Secretarial Support

The district shall provide secretarial support and assistance to the
committee as needed. Responsibilities may include note taking,
copying, committee notification, communications, distribution of
materials, and other duties as needed.

Committee Authority
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a. The committee shall be responsible for jointly developing,
reviewing, and recommending the procedures and processes, including
the evaluation instrument, for teacher evaluation.

b. The committee shall not have the authority to negotiate wages,
hours, or terms and conditions of employment.

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

d. Inthe event of legislative action by the Ohio General Assembly that
impacts in any way on this topic, the parties to this agreement shall
discuss this topic to determine whether adjustments are appropriate
during the term of this Agreement. The implications of changes made
to the Ohio Revised Code regarding evaluation shall be bargained
without opening the entire negotiated Agreement.

M. STUDENT GROWTH MEASURES (SGMs) COMMITTEE

The Association and the Board agree to establish a standing joint committee for
the sole purpose of assessing, reviewing, and approving the many facets of
SGMs and providing professional development on SGMs.

1.

Committee Composition

a. The committee shall be comprised of 6 Association members
appointed by the Association president and 6 members appointed by the
Board or its designee.

b. To the extent possible, committee members shall be representative
of elementary, middle school, secondary, and specialty areas (e.g.,
music, art, special education) within the district.

Committee Operation

a. The committee shall be chaired jointly by a committee member
appointed by the Association and a committee member appointed by the
Board.

b. Members of the committee will receive training on the writing of
student learning objectives (SLOs), value-added (including, but not
limited to, ODE SGM trainings, teacher of record, shared attribution
and teacher-student data linkage) prior to beginning their work, and
any other training that may become necessary for the committee
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c. The committee shall establish by mutual agreement a meeting
calendar, tasks for the committee to complete, and timelines for the
completion of specific tasks.

I. One task of the committee shall be to determine those
conditions that likely would impact SGMs, other than those
attributed to teacher performance responsibility, such as a
threshold number of authorized teacher absences, the acceptance
and mentoring of student teachers, changes in teacher
assignments, implementation of the new standards and/or
curriculum, etc.

ii.  The committee shall perform its responsibilities over the term
of this agreement and shall make recommendations to inform
future contract negotiations.

d. Committee agendas will be developed jointly by the co-chairs of the
committee.

e. At the initial meeting, the committee shall develop the ground rules
by which the committee shall operate, review them at each meeting, and
update them thereafter as needed.

f. At each meeting, the committee shall select an individual to act as
the official reporter for that meeting.

g. Minutes of meetings shall be distributed to committee members,
Association President, and district Superintendent within 5 days
following meetings of the committee.

h. Members of the committee shall receive release time or
compensation for work outside the contractual work day for committee
work and training.

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

j.  All decisions of the committee shall be evidence-based and
achieved by consensus.

Compensation

Any committee work required outside the contractual work day shall be
paid at an hourly rate in accordance with Article 7.09.

Secretarial Support
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Part Il.

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

Committee Authority

a. The SGM committee shall recommend the policies and procedures
for the student growth portion of the evaluation procedures to the
Association and the Board.

b. The SGM committee shall not have the authority to negotiate
wages, hours, or terms and conditions of employment.

c. If either party wishes to consider any change or revision to the
student growth portion of the evaluation procedure during the term of
this agreement, it shall discuss the matter with the committee. If the
discussion results in a recommendation by the committee to change or
revise the student growth portion of the evaluation procedure during the
term of the agreement, then said recommendation shall be subject to
ratification by the Board and the Association by means of a
Memorandum of Understanding.

d. Inthe event of legislative action by the Ohio General Assembly that
impacts in any way on this topic, the parties to this agreement shall
discuss this topic to determine whether adjustments are appropriate
during the term of this agreement. The implications of changes made
to the Ohio Revised Code regarding the student growth portion of the
evaluation procedure shall be bargained without opening the entire
negotiated Agreement.

e. This evaluation process shall be the sole procedure used in the
Struthers City Schools for the evaluation of OTES teaching personnel
and shall supersede 83319.111 O.R.C.

For Non-OTES Members of the Bargaining Unit

A. FEORMAT: The Board, the Administration, and the Association agree that the
certified/licensed staff evaluation program will include the following:

1.
2.

A uniform instrument for rating members of the certified/licensed staff.

The Struthers City Schools will use the present evaluation system as

developed by the faculty and administration in September 1980 as listed in
the Appendix G-13.

3.

The parties agree as to the need for a comprehensive review of the

teacher evaluation system including the development of a new evaluation
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instrument(s) and protocol. To that end, faculty members affected by the
non-OTES evaluation and appointed by the Association and administrators
appointed by the Superintendent will review the current evaluation system.
Recommendations for any needed modifications to the evaluation process
including the corresponding evaluation instruments will be made within the life
of this Agreement. Such recommendations and/or changes in the evaluation
process shall be subject to approval by the Board and the Association.

EVALUATORS: Evaluations will be conducted by a principal (employed by
Struthers City Schools) or assistant principal (employed by Struthers City
Schools) within a building in which the staff member is assigned for a majority
of the day, or by the Director of Special Services (employed by Struthers City
Schools) if the staff member is in the Special Services department.  Strictly
prohibited are the use of peer evaluators and the use of any outside agency
as evaluators.

The Superintendent of Struthers City Schools shall evaluate when requested
by the certified/licensed staff member or principal, or when the
Superintendent desires to do so, in accordance with the timelines set forth in
Paragraph C. The Association and the Board may agree to waive timelines in
extenuating circumstances.

TEACHER  PERFORMANCE  EVALUATION  STRUCTURE  AND
PROCEDURES:

The work performance of all certified/licensed staff shall be evaluated in
writing. All limited contract teachers will be evaluated at least twice but no
more than four (4) times in each year. The first of these evaluations shall be
conducted between September 15 and December 1 and at least one
additional evaluation shall be conducted between January 15 and March 31.

All continuing contract certified/licensed staff shall be evaluated at least once
every three (3) years. These evaluations shall be conducted by April 30.

OBSERVATIONS: Each evaluation shall require two (2) observations of not
less than thirty (30) minutes each. Each observation shall be made in person.
There shall be at least a two (2) week period of time between observations
unless a shorter time span is mutually agreed to by the certified/licensed staff
member and the evaluator.

All monitoring or observation of the work of a certified/licensed staff member
shall be conducted openly and with the full knowledge of the certified/licensed
staff member. The use of eavesdropping, public address or audio systems
and similar surveillance devices shall be strictly prohibited.

POST-CONFERENCE: The evaluation conference shall be conducted
between the evaluator and the certified/licensed staff member within ten (10)
calendar days of the second observation in each evaluation cycle. A copy of
the written evaluation shall be submitted to the certified/licensed staff member
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at the time of such evaluation conference. The certified/licensed staff
member shall have the opportunity to review the evaluation report with the
evaluator. All evaluations shall be based upon valid criteria for evaluating
professional growth. No teacher evaluation will include reference to
standardized and/or state mandated testing results.

F. IMPROVEMENT PLAN: In the event that a teacher is found to have
professional difficulties, the written evaluation must include specific
recommendations regarding needed improvements and the means by which
the teacher may obtain assistance in making such improvements.

G. This evaluation process shall be the sole procedure used in the Struthers City
Schools for the evaluation of non-OTES teaching personnel and shall
supersede 83319.111 O.R.C.

6.20 Building Communications Committees

A Building Communications Committee shall be established in each building. The
role of the Building Communications Committee is to review building level issues of
concern and reach consensus on possible action(s).

Membership in the Building Communications Committee shall minimally include the
building administration and the SEA building representative, and the LMC
representative, in addition to the following number of SEA members:

Elementary Grades K-4 four (4) members
Middle School Grades 5-8 three (3) members
High School Grades 9-12 three (3) members

The faculty of each building will elect the representatives to the Building
Communications Committee by secret ballot prior to September 15" and the
Committee shall meet monthly thereafter. At its first meeting in October, the
Building Communications Committee will elect a chairperson for the year by secret
ballot. Neither the building principal, SEA building representative, or LMC
representative may serve as chairperson.

The chairperson, in cooperation with the building principal, will schedule one (1)
committee meeting per month. The agenda for meetings shall be developed by
the chairperson and building principal, who will distribute the agenda to the other
committee members at least twenty-four (24) hours prior to the meeting.

Additional meetings of the committee may be called if jointly approved by the
chairperson and the building principal.

The chairperson shall designate a member of the team to serve as secretary at
each session. This person shall be responsible for providing minutes of the
meeting for general staff distribution, which will be within five (5) days of the
committee meeting.
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6.21

6.22

Unresolved Building Communications Committee issues may be referred to the
Labor Management Committee for further discussion and possible resolutions.

Meetings of the Building Communications Committee shall not deal directly with
the implementation or administration of the negotiated agreement.

The Building Communications Committee, their meetings, discussions that take
place, and resolutions reached shall in no way be construed as collective
bargaining agreement negotiations, or in any way replace or circumvent the
grievance procedure.

Non-Teaching Duties

A. The Board and the Association agree that a certified/licensed staff member's
primary responsibility is to teach students and that his/her energy should be
utiized to this end. The Board and the Association recognize that
certified/licensed aides and part-time clerical and non-certified staff
employees are useful and necessary in order to implement this principle.
Therefore, such personnel will be utilized as much as possible for items such
as the following:

1. To supervise study halls, playgrounds, cafeterias, corridors, bus
students, or detention.

2. To assist the certified/licensed staff with typing, duplicating, collecting
money, attendance, visual aides, correcting papers and themes, distributing
milk, plus many miscellaneous details.

3. To assist the principal by answering the phone, taking care of supplies,
typing, duplicating visual aides, inventory of books, dispensing library books,
keeping records up to date, and other miscellaneous details.

B. Certified/licensed staff shall not be required, nor requested, to drive pupils to
activities which take place away from school buildings. The certified/licensed
staff are to provide leadership in the coordination of the transportation of the
students.

C. The schedules for custodians and janitorial technicians should be arranged to
accommodate certified/licensed staff's work schedules.

Vacancies

6.221 Vacancy Defined

A. A vacancy shall be defined as any open or newly created position
(administrative and/or instructional) which the Board determines to fill
for which a member of the bargaining unit may be eligible.

B. The Superintendent shall determine whether or not to recommend
filling the vacancy to the Board within sixty (60) days following any
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action that causes a previously-held position to be vacated.
Notwithstanding the above, positions vacated after the beginning of
the school year may be filled by the employment of long-term
substitutes.

Positions vacated for a full school year by reason of a leave of
absence of a bargaining unit member may be filled by the
employment of long-term substitutes. No more than three (3) such
long-term substitutes may be utilized in any school year without the
approval of the Association.

At the primary and intermediate (K-8) levels, postings shall begin no
later than April 30 when class sizes dictate that a new grade level
position is necessary due to fluctuations in class size as students
progress through the system.

6.222 Posting of Vacancies

A.

When it has been determined by the Superintendent that a vacated
position shall become a vacancy or that a new position shall be
created, the Superintendent or his/her designee shall post notice of
such vacancy within three (3) days of said determination on the
faculty bulletin board in each school building. The Association
President shall be given a copy of each notice of vacancy on or
before the date of its posting, and, upon request, a list of all
applicants at the closing of each posting. During the summer recess,
such notice shall be electronically transmitted via staff and personal
E-mail accounts.

Each notice of vacancy shall include the building(s) in which the
vacancy exists, the grade level of the students to be supervised, and
the qualifications required of each applicant. The qualifications
required of any employee bidding on a vacant position shall be
determined by the Superintendent and shall be consistent with the
duties and responsibilities of the vacant position. In the case of a
newly-created position(s) or a position(s) outside of the Bargaining
Unit, said notice shall also stipulate the compensation for the
position.

6.223 Filling of Vacancies

A.

Employees shall have five (5) work days to bid on the initial posting
of a vacancy. Employees may submit their bids via email and the
Board will also post vacancies through hard-copy paper postings.
Day shall be defined as a day that the Board office is open.

When the qualifications of two or more employees who have made a
timely bid on a vacancy are deemed equal, preference shall be given
to the one with the greatest seniority.
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6.23 Transfer
6.231

6.232

A bargaining unit member shall not apply for a transfer for the
remainder of the school year once s/he has filled a vacancy.

Definition

A transfer shall be defined as the movement of an employee from a
teaching assignment:

A. In one building to another building.

B. In

one area of certification/licensure to another area of

certification/licensure

C. Inone grade level to another grade level.

Types of Transfer

Transfers shall be of two (2) types: voluntary and involuntary.

1. Voluntary Transfer

a.

A voluntary transfer is a transfer that is initiated by the
employee.

Voluntary transfers shall be based on the posted qualifications.
If all advertised qualifications are equal, then seniority shall be
the determining factor with the most senior employee being
awarded the transfer. All voluntary transfers shall be awarded
in accordance with the provisions of Section 6.223.

All unsuccessful applicants seeking a voluntary transfer to a
vacant position shall receive written notice of the name of the
successful applicant within two (2) school days after Board
action to fill the position.

2. Involuntary Transfer

a.

An involuntary transfer is a transfer that is initiated by the
administration.

Transfer shall never be used as a means of discipline.

When it becomes necessary to implement an involuntary
transfer, said transfers shall be based on the posted
qualifications and, if all advertised qualifications are equal, then
seniority shall be the determining factor with the least senior
employee subject to transfer.
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Prior to the implementation of an involuntary transfer, the
employee's immediate supervisor shall confer with the
employee explaining the reason(s) for the transfer and lending
assistance to the employee in making a smooth transition to the
new assignment.
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6.24

6.25

6.233

Assignment and transfer of certified/licensed staff within the school system
is the responsibility of the Superintendent of Schools.

Labor Management Committee

6.241

6.242

6.243

6.251

A Labor Management Committee ("LMC") shall be maintained for the
purposes of enhancing communication between the Association and the
Board. The Superintendent and the Association President and Vice-
President shall each be members of the LMC in addition to one (1)
teacher member from each building appointed by the Association
President, who shall also serve on their respective Building
Communications Committee, and one (1) administrator from each
building. The LMC shall meet at least four (4) times per school year.

The Federal Mediation and Conciliation Service (FMCS) or other agreed
upon consultants shall provide consultation and training for all LMC
members as needed.

Released time shall be provided during the workday for training and four
(4) meetings of the LMC.

Inclusion

Definitions
A. Inclusion

Inclusion, or inclusive education, is the provision of education and
supplemental services to all special education students in the regular
classroom setting for all or a substantial part of the school day.

B. IEP

An |EP is an "Individualized Education Program.” It is a written
document which establishes an individual plan for a specific student
who is identified as having needs which qualify the student as a
person entitled to special assistance under the Individuals with
Disabilities Education Act. An IEP is put together by a committee of
specialists familiar with the student, which may include a school
psychologist, counselor, teacher, nurse, physician, or administrator.
Parents have the right to participate and to attend meetings held to
develop the IEP. The IEP drives the services to be provided and the
placement of the child in regular and/or special education programs.
The IEP is reported on an IEP form and includes a statement of the
educational level of the child, the annual goals (including short-term
instructional objectives), a statement of the specific education and all
supplemental services to be provided to the child, the personnel who
should provide those services, and the extent to which the child will
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6.252

6.253

6.254

6.255

be able to participate in regular education programs, date of initiation
of services and expected duration, and evaluation procedures.

C. Least Restrictive Environment

Least Restrictive Environment means that, to the maximum extent
appropriate, children with a disability, including children in public or
private institutions or other care facilities, are educated with children
who do not have a disability, and that special classes, separate
schooling, or other removal of children with a disability from the
regular educational environment occurs only when the nature or
severity of the disability is such that education in regular classes with
the use of supplementary aids and services cannot be achieved
satisfactorily. Mainstreaming is the practice of including students
assigned to a special education program in some regular classroom
activities. Inclusion is a method of achieving the least restrictive
environment, and may include mainstreaming in some models.

Classroom teachers who have assigned to their class a student who has
been identified as disabled under the Individuals with Disabilities Act
(IDEA) for that specific subject area may be part of the student's team
which develops the student's Individualized Educational Plan (IEP) and
will have direct input into the development of the student's IEP. This
provision shall not be applicable for students with an IEP solely for
speech. Regular education teachers shall receive a copy of the IEP.

Teachers who feel that a student has been misplaced may request a
meeting of the IEP Team to review the student's placement after first
consulting with the Special Education staff involved and the Supervisor
of Special Education.

Staff Training

The Board will cooperate with the teachers in accessing training, inservice
programs, materials, and professional assistance to enable the teacher to
implement the student's IEP.

If said training takes place during the regular workday, the teachers
involved will be released from their regular duties without loss of pay. If
said training takes place outside the regular workday, the teachers
involved will be compensated in accordance with Article VIi
(Compensation) of the Collective Bargaining Agreement.

To the extent required by law, the Board will make every effort to meet the
students' special needs as defined in the IEP.

If more than five (5) students with an IEP are included in any regular
classroom, that classroom shall be comprised of one (1) certified/licensed
regular education teacher and the services of either one (1)
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6.26

6.27

6.256

6.257

certified/licensed special education teacher or a qualified licensed
paraprofessional to the extent necessary and as determined by the
administration in consultation with the regular education teacher. The
numeric limitations of this provision shall not be applicable for students
with an IEP who are identified solely for speech, orthopedically
handicapped, or occupational therapy/physical therapy. The
Administration and the Association will work together to provide and
maintain heterogeneous classrooms within buildings and throughout the
District, allowing for an equitable placement of students with disabilities in
the regular education classroom. This provision shall not apply to physical
education, music, or art classes unless specified on the IEP. Nothing
herein shall preclude any other teachers with classrooms containing
students with an IEP who do not otherwise qualify for this provision from
receiving services as determined by the IEP team. A maximum of ten (10)
students with IEPs for other than speech, orthopedically handicapped, or
occupational therapy/physical therapy, will be included in any regular
classroom unless otherwise approved by the teacher.

Where two (2) professionals are assigned to instruct in an inclusion
classroom, they shall collaborate on instructional planning and reports.

The Board shall make every effort to provide additional collaborative
planning time during the instructional day. Such planning time shall not
replace individual planning time.

Teachers shall not be required to perform any medical procedures with the
exception of first aid or be required to perform custodial care (i.e.
diapering, toileting, lifting).

Consistent with the provisions of law, the assignment of identified students
to classrooms will be made on an appropriate basis.

Non-Resident Student Attendance

Members of the bargaining unit represented by the Struthers Education
Association who are non-residents of the Struthers City School District shall be
permitted to have their children attend school in the District tuition-free.

Local Professional Development Committee

6.271

A. Composition

The Struthers Local Professional Development Committee shall
consist of seven (7) members. A majority of the members shall be
teachers who shall be selected by the Association. The remaining
members may be a combination of administrators from the Board
office and/or from the building level who shall be selected or
appointed by the administration. The committee would be
empowered to provide necessary training for the committee
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6.272

6.273

members. The training shall include, but not be limited to,
information about Senate Bill 230 requirements, by-laws review,
Individual Professional Development Plan (IPDP) guidelines, team
building, decision making and role and responsibilities, including
committee operation evaluation responsibilities.

B. Terms
1. Teacher LPDC members shall serve rotating terms of 3 years.
2. Aterm will run from August 1 to July 31.
C. General
1. The Chair of the LPDC shall be an administrator, designated by
the Superintendent. The recorder, and all other LPDC
decisions shall be determined by a majority vote of the LPDC
members present and voting.
2. A quorum shall be necessary to conduct business, and shall
consist of 3 teachers and 2 administrators.
Purpose

The purpose of the LPDC is to review professional development plans,
approve continuing education units, approve certificate/license renewals,
and develop/suggest/approve professional development activities and in-
services.

A.

The LPDC will annually review and revise a plan of operation. The
plan will describe the purpose, guiding principles, criteria and
processes through which the LPDC carries out its function of
determining whether the course work and/or equivalent professional
development activities proposed by educators seeking the renewal of
a certificate or license, meet the requirements of Ohio's Teacher
Education and Licensure Standards.

B. The LPDC will review and revise procedures and forms necessary to
the functioning of the LPDC.

Meetings/Compensation

A. The committee will meet a minimum of eight (8) times a year.
Additional meetings may be called by the LPDC chair with the
approval of the superintendent. Each Association member of the
LPDC shall be paid $100.00 per meeting.

B. Released time may be provided as needed for training and planning

of professional development activities and inservices.
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6.274

6.275

6.276

Expenses

Secretarial services, certificate/license tracking services, and secure
storage of information and files for the LPDC shall be provided for and/or
paid by the Board.

Appeals Process

There shall be a two step appeals process which shall be:

A.

Reconsideration - the disputee shall meet with LPDC to try to resolve
any areas of disagreement. If the disputee and the LPDC cannot
resolve areas of difference, the disputee may appeal to a triparte
panel. The request for such appeal shall be made in writing to the
LPDC chairperson within ten (10) working days of the
reconsideration meeting.

The triparte panel shall be composed of:

1. One certified/licensed person from Struthers City School District
selected by the disputee.

2. One certified/licensed person from Struthers City School District
who is not a committee member selected by the LPDC.

3.  One certified/licensed person from Struthers City School District
mutually agreed upon by the panel members selected in 1. and 2. If
no mutual agreement is reached, the third member will be a
certified/licensed person from Struthers City School District chosen
by a majority vote of the LPDC.

The panel shall hear the dispute within twenty (20) working days of
receipt by the LPDC chairperson of the appeal from the disputee.

The panel shall issue a decision in writing within five (5) days of the
conclusion of the triparte panel hearing.

The panel decision shall be binding.

Release time may be provided for meetings of the appeals
committee.

Forms

The parties agree that LPDC-related activities and forms may be
available online or through electronic means and electronic signatures
will suffice to bind the signatory.
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6.28 Mentor Teacher Program

6.281

6.282

6.283

Definitions

A. Mentor Teacher - a teacher who will provide formative assistance to
a Resident Educator.

B. Cohort Leader — A trained Mentor who will lead a cohort of Resident
Educators in years two to four

C. Resident Educator - a teacher with a 4-year Resident Educator
License who will be provided formative assistance by a Mentor
Teacher.

D. Formative Assistance - is diagnostic and designed to vyield
information that will help teachers identify specific areas for skKill
enhancement. Formative assistance consists of collaboration among
professionals to provide adequate diagnosis and assistance to
support individual professional achievement.

Minimal Selection Criteria for Mentor Teachers/Cohort Leaders

A. The applicant must have a minimum of five (5) consecutive years of
teaching experience in the District. First consideration will be given
to interested teachers with continuing contracts.

B. The applicant shall have successfully completed the state-required
mentor training program.

C. The applicant must hold a valid teaching certificate/license. First
consideration will be given to interested teachers in the same general
area of certification as the Resident Educator.

Responsibilities

The Mentor Teacher, in concert with the Resident Educator, shall develop
a formative assistance plan for the assigned Resident Educator.

If necessary, (and per agreement of Principal(s) and Lead Mentor), a plan
for release time shall be provided by the Mentor Teacher for approval by
the Principal so that substitutes may be scheduled. This plan shall total
thirty-five (35) documented hours during the school year of which there will
be the equivalent of five (5) full-day release days for the Mentor Teacher
and three (3) full-day release days for the Resident Educator. The
remaining fourteen (14) hours will be mutually scheduled during non-
classroom time.

If necessary, (and per agreement of Principal(s) and Lead Mentor), a plan
for release time shall be provided by the Cohort Leader for approval by the
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6.284

6.285

6.286

Principal so that substitutes may be scheduled. This plan shall total
twelve (12) documented hours during the school year.

The documentation shall be submitted to the appropriate building
administrator and the Superintendent.

Restrictions

A.

The jointly developed formative assistance plan shall not be
developed or utilized as a remediation program.

No Mentor Teacher or Cohort Leader shall participate in any informal
or formal evaluation of a Resident Educator, nor make, nor be
requested or directed to make any recommendation regarding the
continued employment of a Resident Educator.

All interaction, written or oral, between the Mentor Teacher/Cohort
Leader and the Resident Educators shall be regarded as confidential.
Any violation of this tenet by the Mentor Teacher/Cohort Leader shall
constitute grounds for immediate removal from his/her role as Mentor
Teacher/Cohort Leader.

Protections

A.

Other than a notation to the effect that a teacher served as a Mentor
Teacher/Cohort Leader, the teacher's activites as a Mentor
Teacher/Cohort Leader shall not be part of that staff member's
evaluation.

A Resident Educator shall be held harmless in the event that the
employer fails or refuses to certify the completion of the program.

A Mentor Teacher/Cohort Leader/Lead Mentor shall be held
harmless in the event that a Resident Educator fails or does not
complete the Resident Educator Program.

Compensation

A.

Provisions shall be made for the release of each Mentor Teacher and
Cohort Leader for not less than 2100 minutes per year per Resident
Educator and such yearly number of minutes shall translate into the
equivalent of five (5) full-day release days per Resident Educator.
Though it is recommended that no Mentor Teacher shall work with
more than one Resident Educator, the maximum number of Resident
Educators a Mentor Teacher may have is two (2) per year. The
maximum number of Resident Educators in a Cohort shall be five (5).
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6.29

6.30

6.31

6.32

B. Coverage needs brought on by exceptional circumstances will be
provided by alternate methods to be determined jointly by the
building Principal and Mentor Teacher/Cohort Leader.

C. In addition to the released time, each Mentor Teacher shall receive
a supplemental contract for six hundred dollars ($600) for each
Resident Educator, and each Cohort Leader shall receive a
supplemental contract for seven hundred fifty dollars ($750), plus
an additional stipend amount should funds remain available to the
Board for that purpose by grants through the County Educational
Service Center.

6.287 Program Review/Revisions

Mentor Teachers/Cohort Leaders shall meet on a periodic basis for
coordination purposes. Recommendations for program improvement shall
be transmitted to the Superintendent through the Labor Management
Committee.

Student Teacher

Student teachers shall first be assigned to continuing contract teachers who agree
to accept such an assignment and meet the qualifications and standards of the
cooperating university before being assigned to limited contract teachers who
agree to accept such an assignment and meet the qualifications and standards of
the cooperating university. No teacher will be required to accept the assignment of
a student teacher.

School Calendar

No winter break shall begin later than December 23, nor end sooner than January
3. Good Friday and the following Monday will be non-work days, whether during
Spring break or otherwise. On the last day of classes before winter break and on
the Thursday before Easter, student dismissal at all buildings will be according to
the building's early dismissal schedule; but no later than 12:45 p.m. and teachers
shall be permitted to leave immediately thereafter. The Association will be
consulted with regard to the selection of the dates for Spring and Winter breaks.

Teacher on Special Assignment

A teacher appointed as a “teacher on special assignment” cannot serve more than
two years in this capacity, without the agreement of the Association.

Credit Flexibility

For any student who elects to participate in a credit flexibility program, the “teacher
of record” will receive the hourly rate as stated in Article VII, Section 7.09. for any
time spent beyond the regular school day. The number of hours the teacher is
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expected to perform in this capacity shall be determined by the Credit
Flexibility Committee prior to the approved implementation of the plan. The
number of hours may be increased through Committee approval if the
circumstances deem it necessary.

B. Any bargaining unit member who serves on a credit flexibility review committee
shall receive release time for all meetings of the committee, or if release time is
not provided, said bargaining unit member shall receive compensation for all
meetings. Compensation will be at the hourly wage as stated in Article VII,
Section 7.09.

ARTICLE VII

COMPENSATION

7.01 General Conditions Affecting Salary

A.

Placement on Salary Schedules

All teachers performing professional duties shall be paid according to the
salary schedule(s) contained in this Agreement.

1.

“Vertical” Years of Service

Years of service credit awarded to teachers new to Struthers City
Schools shall be consistent with state law. A year of service credit for
prior substitute teaching or tutoring experience shall be granted only if
the teacher has taught or tutored one hundred twenty (120) days or
more in any one (1) school district, with each day consisting of a
minimum of four (4) hours.

The district shall give credit on the salary schedule for a maximum of five
(5) years' experience in the armed service and/or another school district.

“Horizontal” Placement for New Hires

Teachers new to the District should be compensated horizontally on
the salary schedule for educational credits which were designed and
obtained to enhance their role as an educator, i.e. that which
contributes to a teacher’s level of expertise in subject area knowledge
or teaching strategies, and/or leads to additional education
certification. Only course work/hours/degrees which are obtained after
certification which are consistent with the above will be considered for
credit. As such, it is anticipated by the parties that credit will not be
recognized for courses or degrees from professional schools such as
medicine, law, etc., or courses which are necessary to qualify for a
different profession or vocation, such as real estate sales, unless such
courses or degrees otherwise meet the aforementioned criteria. Initial
salary determinations are within the discretion of the Superintendent or
his/her designee and such placements will be deemed final upon
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C.

acceptance of employment and not subject to further challenge by
grievance or otherwise.

Salary will be divided into twenty-four (24) equal units, on the fifteenth
(15™) and thirtieth (30™) of each month and the twenty-eighth (28™) of
February. Supplemental contracts which are compensated at a rate
equal to or less than six percent (6%) of the base will be paid in one
lump sum. For seasonal supplemental contracts which are
compensated at a rate greater than the six percent (6%) of the base,
the bargaining unit member will have the option of payment in either
one lump sum or twenty-four (24) installments.

Members performing full-year supplemental contracts which are
compensated at a rate greater than six (6%) of the base will have the option
of payment in either one lump sum (payable on June 15), two equal
payments following each semester (payable January 30 and June 15) or
twenty-four (24) installments.

Full Year Supplemental Contracts Covered Under The Above-

Provision:
Athletic Director 23%
Band Director 22%

Choral Director 14%
Hopewell Advisor 10%

Junior Class 8%
Senior Class 10%
Ticket Manager 15.5%
Drama Club 8%

All members will participate in mandatory direct deposit of paychecks in
up to two (2) financial institutions of their choice. Notification of direct
deposit and electronic pay stub will be sent to up to two (2) e-mail
accounts.

If a staff member has been overpaid or underpaid, the Treasurer will make
necessary adjustments to correct the error. Reasonable arrangements will be
made for an installment plan to repay overpayments.

7.02 Advancement on Salary Schedule for Academic Training

A.

To be accepted for increased salary credit and horizontal movement on the
salary schedule beyond initial placement, all graduate hours for current
employees must be:

1. From an accredited college or university; and
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2. Within the teacher’s teaching field and/or area of certification/licensure
and are designed to enhance the applicant’s present position with the
District; or

3. Part of a university-approved program of graduate study toward an
advanced degree in the field of education; or

4. Part of a state approved program directed toward the maintenance of
or the gaining of additional certification/licensure in the field of
education.

5. As such, it is anticipated by the parties that credit will not be recognized
for courses or degrees from professional schools such as medicine, law,
etc., or courses which are necessary to qualify for a different profession
or vocation, such as real estate sales, unless such courses or degrees
otherwise meet the aforementioned criteria.

B. All hours referred to in salary columns are semester hours. Hours
completed prior to the effective date of this Agreement are grandfathered.

C. Effective Dates

The teacher shall be advanced to higher academic training level columns
twice each year following completion of the requirements for the appropriate
column. Salary adjustments shall begin with the first pay in September.
Transcripts affecting such salary changes must be filed with the designated
Central Office administrator by September 1. The second date for
submission will be January 15". Salary adjustments will begin with the last
pay in January. Written verification may be submitted to temporarily act as
a transcript but must be replaced by an official transcript as soon as
possible.

7.03 Salary Schedules

1.95% 2014-2015
1.95% 2015-2016
1.95% 2016-2017

A longevity salary increase of $1903 will be paid over 24 installments during the
2014-15 school year to all teachers who will reach three (3) or more years past
the 27" step at the beginning of the 2014-15 school year.

A longevity salary increase of $1941 will be paid over 24 installments during the

2015-16 school year to all teachers who will reach four (4) or more years past the
27" step at the beginning of the 2015-16 school year.
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A longevity salary increase of $1978 will be paid over 24 installments during the
2016-17 school year to all teachers who will reach four (4) or more years past the
27" step at the beginning of the 2016-17 school year.
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7.04A Salary Schedule Effective July 1, 2014
1.95% base salary increase.
Annual Increments 5.0%, and 6.0% of Base Salary with
Training Differentials of -12%, +5%, +10%, +15%, +20%

Bachelors Degree Masters Masters Masters
Step Pre-Degree Deqgree +18 Deqgree +15 +30
1 $27,917 $31,724 $33,310 $34,896 $36,483 $38,069
2 29,503 33,627 35,214 36,800 38,386 39,972
3 31,090 35,531 37,117 38,703 40,289 41,876
4 32,676 37,434 39,021 40,607 42,193 43,779
5 34,262 39,338 40,924 42,510 44,096 45,683
6 35,848 41,241 42,827 44,414 46,000 47,586
7 37,434 43,145 44,731 46,317 47,903 49,489
8 39,021 45,048 46,634 48,220 49,807 51,393
9 40,607 46,952 48,538 50,124 51,710 53,296
10 42,193 48,855 50,441 52,027 53,614 55,200
11 43,779 50,758 52,345 53,931 55,517 57,103
12 45,365 52,662 54,248 55,834 57,420 59,007
13 46,952 54,565 56,151 57,738 59,324 60,910
14 48,538 56,469 58,055 59,641 61,227 62,814
15 50,124 58,372 59,958 61,545 63,131 64,717
16 61,862 63,448 65,034 66,620
17 65,351 66,938 68,524
*23 51,710 60,276 63,765 67,255 68,841 70,427
*27 53,296 62,179 65,669 69,158 70,745 72,331

*23 steps = 22 years for longevity
*27 steps = 26 years for longevity
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7.04B Salary Schedule Effective July 1, 2015
1.95% base salary increase.
Annual Increments 5.0%, and 6.0% of Base Salary with
Training Differentials of -12%, +5%, +10%, +15%, +20%

Bachelors Degree Masters Masters Masters
Step Pre-Degree Deqgree +18 Deqgree +15 +30
1 $28,462 $32,343 $33,960 $35,577 $37,194 $38,812
2 30,079 34,284 35,901 37,518 39,135 40,752
3 31,696 36,224 37,841 39,458 41,076 42,693
4 33,313 38,165 39,782 41,399 43,016 44,633
5 34,930 40,105 41,722 43,340 44,957 46,574
6 36,548 42,046 43,663 45,280 46,897 48,515
7 38,165 43,986 45,604 47,221 48,838 50,455
8 39,782 45,927 47,544 49,161 50,779 52,396
9 41,399 47,868 49,485 51,102 52,719 54,336
10 43,016 49,808 51,425 53,043 54,660 56,277
11 44,633 51,749 53,366 54,983 56,600 58,217
12 46,250 53,689 55,307 56,924 58,541 60,158
13 47,868 55,630 57,247 58,864 60,481 62,099
14 49,485 57,571 59,188 60,805 62,422 64,039
15 51,102 59,511 61,128 62,745 64,363 65,980
16 63,069 64,686 66,303 67,920
17 66,627 68,244 69,861
*23 52,719 61,452 65,009 68,567 70,184 71,801
*27 54,336 63,392 66,950 70,508 72,125 73,742

*23 steps = 22 years for longevity
*27 steps = 26 years for longevity
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7.04C Salary Schedule Effective July 1, 2016
1.95% base salary increase.
Annual Increments 5.0%, and 6.0% of Base Salary with
Training Differentials of -12%, +5%, +10%, +15%, +20%

Bachelors Degree Masters Masters Masters

Step Pre-Degree Deqgree +18 Deqgree +15 +30
1 $29,017 $32,974 $34,623 $36,271 $37,920 $39,569
2 30,666 34,952 36,601 38,250 39,899 41,547
3 32,315 36,931 38,580 40,228 41,877 43,526
4 33,963 38,909 40,558 42,207 43,855 45,504
5 35,612 40,888 42,536 44,185 45,834 47,483
6 37,261 42,866 44,515 46,164 47,812 49,461
7 38,909 44,845 46,493 48,142 49,791 51,439
8 40,558 46,823 48,472 50,120 51,769 53,418
9 42,207 48,802 50,450 52,099 53,748 55,396
10 43,855 50,780 52,429 54,077 55,726 57,375
11 45,504 52,758 54,407 56,056 57,705 59,353
12 47,153 54,737 56,386 58,034 59,683 61,332
13 48,802 56,715 58,364 60,013 61,661 63,310
14 50,450 58,694 60,342 61,991 63,640 65,289
15 52,099 60,672 62,321 63,970 65,618 67,267
16 64,299 65,948 67,597 69,245
17 67,926 69,575 71,224
*23 53,748 62,651 66,278 69,905 71,554 73,202
*27 55,396 64,629 68,256 71,883 73,532 75,181

*23 steps = 22 years for longevity
*27 steps = 26 years for longevity
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7.05 Supplementary Pay

Indexed Positions Percentage of Base
Athletic Director 23%
Assistant Athletic Director 6%
Band Director 22%
Assistant Band Director 9%
Baseball — Head Coach 12%
Assistant Baseball (2) 6%
Basketball (Boys) — Head Coach 22%
Assistant (2) 14%
Assistant - Freshman 11%
Assistant (2) - Middle School 10%
Basketball (Girls)— Head Coach 22%
Assistant (2) 14%
Assistant - Freshman 11%
Assistant (2) — Middle School 10%
Basketball Intramural Youth Coordinator (2) 4%
Bowling (Boys) — Head Coach 12%
Bowling (Girls) — Head Coach 12%
Cheerleader — Head Coach 12%
Assistant Cheerleader Coach 6%
Middle School Cheerleader Coach 6%
Choral Director 14%
Cross Country Coach 12%
Assistant Middle School 6%
Fitness Training Coordinator 6%
Football — Head Coach 22%
Assistant Varsity Football, Weightroom Coordinator 18%
Assistant Varsity Football (4) 14%
Assistant Varsity Football (3) 12%
Middle School Football (2) 12%
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Positions

Golf — Head Coach (Boys’)
Golf — Head Coach (Girls’)

Hopewell Advisor
Junior Class (2)
Senior Class (2)

Soccer — Head Coach (Girls")
Assistant Soccer

Softball — Head Coach
Assistant Softball (2)

Tennis Coach (Boys’)
Tennis Coach (Girls’)

Ticket Manager

Track — (Co-ed Program) Head Coach

Assistant (4)
Assistant Middle School (2)

Volleyball (High School)
Assistant
Assistant Middle School (2)

Art Club

Audio-Visual Director

Choral Assistant

Danceline

Drama Club Advisor (TWO SHOWS)
Assistant (TWO SHOWS)

French Club

Future Teachers Organization

Interact Club

Lead Mentor

Mock Trial

Medical Careers Club

National Honor Society

Pep Club

Spanish Club

Student Council Advisor

Student Prints Advisor
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12%

10%
8%
10%

12%
6%

12%
6%

12%
12%

15.5%

15%
6%
6%

12%
6%
10%

2%
3%
5%
5%
8%
3.5%
2%
2%
2%
6%
2%
2%
3.5%
2%
2%
2%
3%



Positions
Department Heads

English — HS & MS 5%
Global Language Arts 3.5%
Math — HS&MS 5%
Reading — Elem & MS 5%
Science — HS & MS 5%
Social Studies — HS & MS 5%
Specialists — HS & MS 5%
Special Education — HS & MS 3.5%
Middle School Supplement Positions

SMS Yearbook 3%
SMS Newspaper 3%
SMS Student Council 3%
SMS PANDA Advisor 3%
SMS Pep Club 3%
TAPS Advisor 1.5%
Math Counts Advisor 2%
SMS English Festival 2%
Talent Show Coordinator 2%
Band After School Ensemble (one show) 2%

7.06 Extended Service Positions

7.061

7.062

7.063

7.064

Guidance Counselor

Guidance Counselors. (High School 15 days, Middle School 10 days, and
Elementary School 10 days). (Daily rate calculated by dividing the regular
salary by 183).

School Psychologists

School term plus ten (10) days at daily rate (calculated by dividing regular
salary by 183).

Speech Pathologists

School term plus three and one half (3.5) days at daily rate (calculated by
dividing regular salary by 183).

OWE/CBE

(1) OWE Personnel up to 15 days, upon request - 1/183 (Daily rate)
(payment made upon verification of work).
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(1) Library & Media up to 15 days, upon request - 1/183 (Daily rate)

7.065 Director of Athletics

School term plus ten (10) half (1/2) days at daily rate (calculated by
dividing regular salary by 183).

7.07 Payroll Deductions

A.

D.

The Board agrees to deduct, from the salaries of its certified/licensed staff,
dues for professional organization memberships in accordance with
procedures established in cooperation with the Treasurer of the Board.

The Treasurer will receive, not later than October 1 of each school year,
signed authorization forms for members of the professional organization
who desire payroll deductions for dues. Failure to comply with the deadline
shall eliminate dues collection for that person for a period of one year.
Once such authorization has been submitted, it shall continue in effect from
year to year unless revoked by the member. The revocation shall be made
in writing to the Treasurer no later than October 1 of each school year, and
a copy of the revocation shall be provided to the Treasurer of the SEA.
Failure to comply with the deadline shall make the revocation void.

Payroll Deductions

The Board shall provide for the following payroll deductions for Employees:

Federal Income Tax

Ohio State Income Tax

Struthers City Income Tax

State Teachers Retirement System
Association Dues/Representation Fees
Group Income Protection Insurance
Cancer Insurance

Tax Sheltered Annuities

. Struthers Federal Credit Union

10. Voluntary Political Contributions

11. Purchase of STRS Service Credit

12.  Ohio Tuition Trust Authority

13. U.S. Savings Bonds

14. Medicare, where required

15. United Way

16. Local Financial Institutions (direct deposit)

©CoOoNOoOkwWNE

Other payroll deductions may be provided for as approved by the Board upon
the recommendation of the Treasurer.

71



7.08

7.09

7.10

7.11

Car Allowance

A certified/licensed staff member who is not provided with a car, and who is
authorized to use his/her own automobile in pursuance of assigned school duties,
shall be reimbursed at the IRS rate in effect at the time of the travel per mile. All
claims for reimbursement shall be made upon forms provided by the Board. No
reimbursement for car use shall be made except upon prior written authorization
given by the Superintendent, upon said forms with actual trip mileage logged and
as reconciled by the Treasurer. The Superintendent must give signed approval for
payment.

Hourly Wage

When members of the bargaining unit perform work which is paid an hourly wage,
the rate of pay for said hourly work shall be twenty-five dollars ($25.00) per hour.

Tuition Reimbursement

The Board will provide a tuition reimbursement program to any member of the
bargaining unit who elects to enroll. The program will be funded to a maximum of
25,000. A teacher will be reimbursed for course work meeting the requirements of
Article 7.02A for tuition costs with a passing grade to a total annual individual
reimbursement equal to the total amount of the fund divided by the number of
bargaining unit members who elect to enroll. Passing grade shall mean an “A” of a
“B” or “Passing” on a Pass/Fail grading scale.

A. Teachers are eligible to seek reimbursement for up to $2000 in tuition in any
year.

B. Applications for reimbursement for the preceding school year shall be
submitted by October 1 to the Treasurer’s office and shall include evidence of
the expense and satisfactory completion of the course.

C. In the event applications exceed $25,000 in any year, the total of $25,000
shall be allocated on an equal per capita basis among teachers who submit
timely and complete applications.

D. Reimbursement will be made to eligible teachers by November 15.

STRS Pickup

A. The total annual salary and salary per pay period for each member shall be
the salary otherwise payable under this Agreement as amended. The total
annual salary and salary per pay period of each member shall be payable by
the Board in two parts: (1) deferred salary and (2) cash salary. A member's
deferred salary shall be equal to that percentage of said member's total
annual salary or salary per pay period which is required from time to time by
the State Teachers Retirement System ("STRS") to be paid as an employee
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contribution by said member. This amount shall be paid by the Board to
STRS on behalf of said member as a "pickup” of the STRS employee
contribution otherwise payable by said member. A member's cash salary
shall be equal to said member's total annual salary or salary per pay period
less the amount of the pickup for said member and shall be payable, subject
to applicable payroll deductions, to said member. The Board's total combined
expenditures for members' total annual salaries otherwise payable under this
Contract as amended (including pickup amounts) and its employer
contributions to STRS shall not be greater than the amounts it would have
paid for those items had this provision not been in effect.

The Board shall compute and remit its employer contributions to STRS based
upon total annual salary, including the "pickup”. The Board shall report for
federal and Ohio income tax purposes as a member's gross income said
member's total annual salary less the amount of the "pickup”. The Board
shall report for municipal income tax purposes as a member's gross income
said member's total annual salary, including the amount of the pickup. The
Board shall compute income tax withholding based upon gross income as
reported to the respective taxing authorities.

The pickup shall be included in the member's total annual salary 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.

ARTICLE VIII _FRINGE BENEFITS

8.01 |Insurance

A.

The Board of Education will fully meet its obligations to provide health care
benefits and services under this collective bargaining agreement by
participating in the health benefits program of the Mahoning County Schools
School Employees Insurance Consortium. The Board shall provide health,
prescription, dental and vision coverage through MCSEIC. The coverage
shall be standardized MCSEIC specifications in effect on July 1, 2010.

The medical and prescription benefit plan offered to employees shall be the
Core Plan as defined by the Mahoning County School Employees Insurance
Consortium effective July 1, 2010. Additionally, eligible employees may
participate in the dental and vision plans effective July 1, 2011 offered by the
MCSEIC. The Board shall pay the following percentages of the premium for
all full-time employees, eligible spouses and eligible dependents per
applicable state and/or federal law.

90% 2014-2017

Premium Holiday: When the Board receives a premium holiday from their
insurance carrier or provider, all employees required to pay a premium
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percentage (%) will not have to make such payment at that time. The monies
saved due to any medical and/or prescription premium holiday will be placed
in a Health Care Fund. If an assessment is required by the Mahoning County
Insurance Consortium at the conclusion of their 18 month review, that
assessment will be paid from this fund. The fund will be reviewed no later
than May 15" of each year of this Agreement, and the balance in the fund will
be divided into equal portions determined by the number of premium holiday
months that occurred during that school year. (For example, if three months
of premium holidays occur during the 2014-15 school year, the balance of the
fund after any assessments will be divided into three equal portions.) Seventy
percent (70%) of the first equal portion of the remaining balance in the fund
will be divided proportionally among all SEA members (according to their
placement on the salary schedule and their status as full or part time
employees), and paid as a lump sum salary increase no later than the second
pay of June in each year of this Agreement. Fifty percent (50%)of the second
equal portion will be divided proportionally among all SEA members
(according to their placement on the salary schedule and their status as full or
part time employees), and paid as a lump sum stipend no later than the
second pay of June in each year of this Agreement. Monies from this fund
will be used for no other purpose until after the annual disbursement to SEA
members, at which time the remaining 30% of the first equal portion, the
remaining 50% of the second equal portion, and all of any third or more equal
portion may be used at the discretion of the Board. The Board will provide the
Association with all documentation concerning premium holidays and
assessments within three (3) working days of their occurrence.

Prescriptions are mandatory mail starting with the third refill and mandatory generic
under both retail and mail order drugs.

B.

1. An employee’s spouse who is enrolled for coverage with the district
who has retired and has access to continuous group health care coverage
pursuant to his/her retirement, must enroll in the retirement health insurance
plan for at least single coverage.

2.  An employee’s spouse who is enrolled for coverage in the district and
who is employed for a minimum of twenty (20) hours per week by a school
district covered by the Mahoning County Insurance Consortium must enroll
in his/her employer’s health insurance for at least single coverage.

3. If an employee’s spouse is eligible to receive benefits where he/she
works that cost $300 per month or less for single coverage, he/she must
take that coverage. If the spouse is eligible for benefits that cost more than
$300 per month for single coverage, the spouse can be covered under the
employee’s benefit package. If the spouse is unemployed or self-employed
with no benefits, he/she is eligible under the employee’s benefit package as
a dependent.
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An employee’s spouse is deemed to have “access to continuous group
health insurance” coverage when:

1. The spouse can enroll in his/her employer’s health insurance plan, or;

2. The spouse elects not to enroll in his/her employer’s plan but receives
a stipend or higher salary, or the spouse could have taken the health plan
and not taken the stipend; or

3. The spouse receives a “cafeteria” or similar plan benefit from the
spouse’s employer that allows the spouse the choice of health insurance,
life insurance, annuity premium, or other benefits, or;

4. The spouse is the owner, partner, or has a form of proprietary interest
in an enterprise that provides no cost health benefits to its employees.

The Board shall contribute $2400 annually ($200 monthly) to every
employee’s Section 125 Plan for each year the employee’s spouse cannot
enroll for coverage with the district, and spousal secondary coverage is not
elected by the employee. This contribution shall cease in August 2014.
Beginning with the 2014-15 school year, employees whose spouses cannot
enroll for coverage with the district and who do not elect spousal secondary
coverage shall be reimbursed $1700 annually. Such reimbursement shall
be paid as a lump sum no later than the second pay in October of each
year.

Employees who choose spousal secondary coverage do not qualify for this
contribution/reimbursement.

An annual enrollment period for this provision will be set by the Treasurer.

Any employee whose spouse becomes eligible under the employee’s
benefit package as a dependent will be permitted to enroll his/her spouse
for coverage with the district. In such a case, the $1700 annual
reimbursement will be pro-rated to reflect the number of months the
employee’s spouse was not enrolled for coverage (either primary or
secondary coverage). Such reimbursement shall be paid as a lump sum no
later than the second pay in October of each year.

Dental insurance shall cover the employee and dependent spouse and
children.

Optical insurance shall cover the employee and dependent spouse and
children.

Life insurance is provided in the amount from a minimum of $20,000 to a
maximum of $50,000 or an amount equal to the member’s salary rounded
to the nearest $1,000, whichever is the lesser. Life insurance benefits
reduced to 65% of the amount of annual salary on the first day of the policy
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month which coincides with or follows the day of the member’s sixty-fifth
(65™) birthday and further reduces to fifty (50%) of the amount shown as
annual salary on the first day of the policy month which coincides with or
follows the member’s seventieth (70”‘) birthday. The same provision applies
if the member is 65 years or older prior to the date of becoming insured.

The Board will purchase a $5,000 paid-up life insurance policy for each
retiree. The employee will have the option to purchase additional amounts
at the same rate.

Employees on an approved leave of absence or on a RIF recall list will be
continued on insurance coverage under the following conditions:

1. Personnel on approved leave of absences may continue coverage if
arrangements are made with the Treasurer at the time the leave of absence
is approved by the Board or two (2) months before the leave of absence
begins.

2. Hospitalization coverage can be continued with the carrier with whom
the Board is under contract, consistent with COBRA, if the prevailing current
premiums are paid.

3. Life insurance, prescriptive drugs and dental coverage can be continued
for only two (2) months starting with the first day of the leave of absence.

4. Individuals must pay two (2) months' premiums on all insurance
coverage to the Treasurer before the first month in which the leave of
absence begins. Thereafter, individuals will maintain payments one (1) month
in advance of premium due dates.

(@) Failure to pay premiums on time will result in the individual being
dropped from group coverage and converted to direct pay for
hospitalization.

(b) Because there is no system for an individual to revert to a direct
pay system for life insurance, optical, prescriptive drugs and dental,
it will be the individual's sole responsibility for making arrangements
for said coverage.

5. No refund of premiums will be made if the subscriber cancels coverage
within the first two months.

Section 125 Plan

Part | - Insurance Opt-Out Program

Bargaining unit members who will be eligible for the opt-out program will be:
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1. Members who are enrolled in the insurance program as of September
30, 1996 and continue to be eligible for medical insurance.

2.  All new employees who are eligible for the insurance program and are
employed October 1, 1996.

3.  Where two bargaining unit members are married to each other, neither
bargaining unit member is eligible for the opt-out program.

Each member must notify the Board Treasurer in writing of his/her intent to
opt out of the insurance program.

Each member opting out of the program must remain out of the program for
the entire period of time from October 1 to September 30 of the following year
and must be actively employed through the last day of the school year to be
eligible for reimbursement.

Persons who are eligible for this program and who are enrolled in the
employee and spouse, employee and children or family coverage or new
employees eligible for employee and spouse, employee and children or family
coverage opting out shall be reimbursed $2000 annually.

Persons who are eligible for this program and who are enrolled or eligible for
single coverage or new employees eligible for single coverage opting out
shall be reimbursed $1000 annually.

Each eligible member opting out of the Board approved insurance program
shall be reimbursed the second pay in August of the opt out year.

Any bargaining unit member who elected to opt-out of the Board-approved
insurance program and who involuntarily loses other insurance coverage will
be permitted to re-enroll in the Board-approved insurance program subject to
the provisions of the contract with the carrier. Notice of intent to enroll will be
provided the Treasurer as soon as possible after the involuntary loss of
coverage and will become effective subject to the provisions of the contract
with the carrier. A bargaining unit member returning to the insurance program
will be paid the prorated amount earned prior to opting back in minus the cost
of COBRA coverage (if any). Additional COBRA costs (if any) will be paid by
the Board.

Any bargaining unit member who elected to opt-out of the Board approved
insurance program may enroll in the program beginning with September of
each year. For enroliment in September, a request for enrollment must be
made in a timely fashion subject to the provisions of the contract with the
carrier.

A bargaining unit member who opted-out of the insurance program and
wishes to re-enroll due to the involuntary loss of insurance coverage shall
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only receive the insurance incentive monies on a prorated basis for the period
of time that s/he had opted-out for that opted-out year on a pro-rata basis.
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Part Il - Tax Sheltering of Employee Deducted Insurance Premium

The Board shall maintain a Section 125 Plan to enable employees to pay for
their Premium contributions with pre-tax dollars.

The administrative fee for the Section 125 Plan will be paid by the Board.

Part 11l - Medical and Dependent Care Reimbursement Programs

The Board shall maintain medical and dependent care reimbursement
programs. Participation in such programs shall be at the option of each
employee. Each program shall be funded through pre-tax monies contributed
by the employee through payroll deduction.

Each participating employee may contribute up to the maximum allowable by
law per program per calendar year through payroll deduction.

In those cases where both spouses are employed by the district, the Board
shall contribute $1000 to the reimbursement program.

Unused funds shall be annually contributed to The Struthers Foundation for
Education Excellence.

Management reserves the right to select the carrier for these programs
subject to consultation with the Struthers Education Association.

The Association President or his/her designee will be provided release time to
attend Mahoning County Consortium assembly meetings in December and
June.

8.02 Severance Pay

The Board agrees to pay employees for unused sick leave as severance pay upon
retirement under the following rules:

A.

Employees will be paid their daily rate according to the following formula
based on unused sick-leave accumulation:

25% X 290 days (or less) (up to 72.5)

30% X 290.25- 325 days (87-97.5)

33% X 325.25 — 355 (107.5-117)

35% X 355.25+ days (min 125)

Daily rate is to be determined by dividing the employee's final salary by 183.

For employees who shall be age 55 or older during the calendar year of
retirement, payment shall be made in two installments, one in the second pay
of January in the year after the employee retires and one in the second pay of
January in the following year. An employee demonstrates that s/he is retired
by cashing his/her first retirement check from STRS. Employees who are age
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8.03

8.04

55 and older during the calendar year of retirement shall have their severance
pay deposited into a 403(b) special pay plan as set forth in the attached
document 1.

Employees who shall not reach age 55 during the calendar year of retirement
shall receive severance pay in a lump sum cash payment by a date selected
by the treasurer that is not later than seventy (70) days after the last day of
employment. An employee demonstrates that s/he is retired by cashing
his/her first retirement check from STRS. Such employees shall have options
for the payment of their severance pay in cash or into a voluntary 403(b) plan
or a 457(b) qualified deferred compensation plan as set forth in the attached
document 1.

D. If an eligible employee should die while actively employed by the Board, the
severance pay shall be paid as a death benefit to his/her beneficiary (as
designated for the group life insurance policy).

E. To be eligible for severance pay, an employee must meet STRS criteria for
retirement and have ten (10) years of service to the Struthers City Schools.

F. If an employee participates in the “Limited Retirement Bonus” set forth in
Article 8.05, below, payment of the limited retirement bonus shall be in
accordance with that provision.

G. In order to qualify for severance pay, employees will initiate retirement
proceedings no later than three (3) months after separation from the school
district.

Faculty Pass

The Board shall provide each member of the bargaining unit with a faculty pass
which shall entitle the bargaining unit member to free admission to any regular
home athletic competition or school-related activity and reduced prices (50% off)
for tickets to special school-related events.

Insurance Study Committee

The Parties agree that providing appropriate health care coverage while containing
and controlling health care costs is in the long-term best interest of the Board and
the Association. Therefore, there will be established an Insurance Study
Committee which shall be comprised of three (3) members of the SEA and three
members of the administration and/or Board. This Committee will review the
District’s present insurance coverages in addition to obtaining available information
regarding alternative insurance concepts, products, plans, carriers, etc.

This Insurance Study Committee may elect to combine its efforts with other similar
committees, including the LMC, and to involve classified employees. The
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8.05

Committee will report findings to the Board and the SEA as requested by either
party.

Limited Retirement Bonus

Each eligible full-time certificated bargaining unit member who retires (other than
disability retirement) may elect to receive a limited retirement bonus as set forth
below.

8.051 Qualifications and Eligibility

Eligibility for the bonus shall be limited to bargaining unit members who
have been in the employment of the Board for a minimum of ten (10)
consecutive years. Eligibility will occur at the earliest of the STRS criteria
for full service retirement in effect during the school year of the retirement.

Members wishing to participate must agree to retire on or before June 30"
of the school year in which they attain their first service retirement date
defined above to obtain the maximum amount of $12,000. Members who
were otherwise eligible but who do not agree to retire in the first year of
eligibility as set forth above, may participate for the lesser amount of
$9,000 if they retire on or before the next succeeding June 30. Members
who were otherwise eligible but who do not agree to retire in their second
year of eligibility may participate for a lesser amount of $6,000 if they retire
on or before the following June 30 of their third year of eligibility (as set
forth below in 8.052).

Bargaining unit members who were eligible for service retirement before
the effective date of this Agreement who did not choose to participate in
prior limited retirement bonus opportunities in their third year of eligibility
may participate on a limited basis, in the amount of $6,000 if they agree to
retire on or before June 30, 2015 (as set forth below in 8.052). Members
who are eligible under the conditions of this paragraph, and who do not
choose to participate in this limited retirement bonus opportunity will not
be offered another opportunity.

8.052 Conditions for Participation

The bargaining unit member shall submit, on or before March 31% of the
year of retirement, a written statement to the superintendent announcing
his/her intent to retire, which shall include the effective date of retirement
on or before June 30", or the first month of retirement eligibility of the
applicable year, whichever is later. This statement shall constitute the
member’s resignation effective on the indicated date of retirement and
once approved by the Board, this resignation shall be irrevocable.
Hardship exceptions may be made at the discretion of the Board.

A member is eligible only as set forth above.
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8.053 Payment of Limited Retirement Bonus

The limited retirement bonus will be paid in two installments: one half (v2)
in the second pay of July of the year of retirement and the remaining one
half (*2) in the second pay of January of the following year. Bargaining
unit members who shall be age 55 during the calendar year of retirement
shall have their limited retirement bonus deposited into a 403(b) special
pay plan as set forth in the attached document 1.

Bargaining unit members who shall not reach age 55 during the calendar
year of retirement shall have options for the payment of their limited
retirement bonus in cash or into a voluntary 403(b) plan or a 457(b)
qualified deferred compensation plan as set forth in the attached
document 1.

ARTICLE IX EFFECTS OF THE AGREEMENT

9.01

9.02

9.03

9.04

Amendments

This Contract represents the full understanding and commitment between the
parties and replaces all previous agreements, both written and/or implied. This
Contract may be added to, deleted from, or otherwise changed only by an
amendment properly signed by the Board of Education and the Association.

Implementation

The Board shall change its personnel policies and practices as necessary in order
to give full effect and force to this Contract.

No Reprisals

The Board and the Administration agree that there will be no reprisals of any kind
taken against the members of the bargaining unit for actions taken relative to
negotiations, and/or membership representation, and/or holding office in the
Association, and/or for the formal filing of a grievance.

The Association agrees that no reprisals will be taken against Board members,
Administrators, Superintendent, or Treasurers.

Maintenance of Standards

The Board shall maintain all terms, conditions, and benefits of employment
provided for in this Contract, at not less than the level in effect as of the effective
date of this Contract.
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9.05

9.06

Agreement in Writing

Upon completion of this Contract, it shall be printed at the joint expense of the
Association and the Board. Representatives of the Board and the Association shall
proof the final copy to be submitted to the printer. Copies shall be distributed by
the Association to the members, and by the Superintendent to the Board and the
Administration. Members of the Board shall be entitled to five (5) copies each, and
the Superintendent shall be entitled to twenty (20) copies. The Association shall be
entitled to at least twenty-five (25) additional copies.

Duration of Contract

This Contract shall be effective at 12:01 A.M. on July 1, 2014, and shall continue in
full force and effect until Midnight June 30, 2017.
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Document 1

403(b) SPECIAL PAY PLAN
and 457(b) PLAN
referenced in Articles 8.02 and 8.05

A. The terms of the 403(b) Special Pay Plan shall include the following:

B.

1.

Participation in the 403(b) Special Pay Plan shall be mandatory for any member who
meets both of the following requirements:

a. The member is 55 years of age or older in the calendar year in which he/she
retires.

b.  The member is entitled to $1,000 or more severance pay.

If a retiing member is a participant in the 403(b) Special Pay Plan, an employer
contribution shall be made on his or her behalf under the 403(b) Special Pay 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 403(b)
Special Pay Plan.

To the extent that an employee’s severance pay exceeds the maximum amount
allowable under the 403(b) Plan in the calendar year of payment, the excess
amount shall be payable to the 403(b) Special Pay Plan in January of the
following calendar year; and if the amount to be paid to the 403(b) Special Pay
Plan in January of the following year exceeds the maximum amount that is
permitted under the 403(b) Special Pay Plan for such calendar year, the excess
shall be paid to the member in cash.

The TSA that shall be used for the 403(b) Special Pay Plan shall be the group annuity
contract of AIG VALIC. An employee who is a patrticipant in the 403(b) Special Pay
Plan shall complete the AIG VALIC enrollment package prior to retirement; and unless
and until an employee does so, no contribution of severance pay shall be made to the
403(b) Special Pay Plan on behalf of the member.

If an employee is entitled to have a contribution paid to the 403(b) Special Pay Plan
and dies prior to such contribution being paid to the 403(b) Special Pay Plan, the
contribution shall nevertheless be paid to the AIG VALIC TSA and shall be paid to a
Beneficiary of the member in accordance with the terms of that TSA.

If an employee shall not reach age 55 during the calendar year of retirement, the

employee’s severance pay shall be payable to the employee in a lump sum cash payment

by a date selected by the Treasurer that is not later than seventy (70) days after the last

day of the employee’'s employment. However, in accordance with the requirements of
applicable federal income tax law, an employee may elect to have all or a portion of the

member’s severance pay deferred into a TSA or into a trust, custodial account or annuity
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that is intended to be part of a deferred compensation plan that is tax-qualified under IRC
Section 457(b) (a “Section 457 Plan”).

Now, therefore, subject to the applicable federal income tax law, the SEA and the Board
further mutually agree that any such election may be made only if the following requirements
are met:

1. The member’s election is made prior to:
a. Inregard to deferrals to a TSA, the date of payment, or

b. Inregard to deferrals to a Section 457 Plan, the first day of the calendar month in
which the payment will be made to the employee.

2. The amount to be deferred to a TSA for any calendar year shall not exceed the
contribution limitations that apply under IRC Sections 402(g) and 415, or other
applicable federal tax law. The amount to be deferred under a Section 457 Plan for
any calendar year shall not exceed the contribution limitations that apply under IRC
Section 457(b), 415, or other applicable federal tax law.

3. The Treasurer shall have authority to establish rules relating to the elective deferral of
severance pay as shall be necessary to assure compliance with the applicable federal
income tax law.

4. If an employee is entitled to a cash payment of severance pay, has elected to defer
some or all of it to a TSA or a Section 457 Plan, and dies prior to the date such amount
is paid to a TSA or Section 457 Plan, the amount that the employee had elected to be
paid to a TSA or Section 457 Plan shall nevertheless be paid to the TSA or Section
457 Plan. If the member had not designated a specific TSA or Section 457 Plan, it
shall be paid to the last TSA or Section 457 Plan which had received contributions on
behalf of the deceased member; provided, however, that if the member had no TSA or
Section 457 Plan, the deferred amount shall instead be paid to the deceased
member’s estate.

If an employee is entitled to a cash payment of severance pay, to the extent that the
member has not elected to defer such amount to a TSA or Section 457 Plan and dies
prior to the date of such payment, the amount payable in cash shall be paid to the
estate of the member.

C. All contributions to the 403(b) Special Pay Plan, all deferrals to a TSA or a
Section 457 Plan, and all cash payments to members, shall be subject to
reduction for any tax withholding or other withholding required by law. Neither
the Board, nor the Association, guarantee any tax results associated with the
403(b) Special Pay Plan, deferrals to a TSA or Section 457 Plan, or cash
payments made to members.
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APPENDIX A
GRIEVANCE REPORT FORM
Struthers City School District

Grievance No. Distribution: 1. Grievant
2. Immediate Supervisor
3. SEA
LEVEL |
Building Assignment Name of Grievant(s) Date Filed
A. Date Cause of Grievance Occurred
B. An Informal Grievance was presented to or

and was not resolved.

C. 1. Statement of Grievance:

2. Section or Sections of Agreement claimed to be involved:

3. Relief Sought:

Signature of Grievant Date

D. Disposition by Supervisor: (to be completed and returned to grievant and Superintendent within
five (5) days after meeting.)

Signature of Supervisor  Date

The space limitations indicated above should, wherever needed, be supplemented by additional paper to be
attached to this form.
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APPENDIX B
GRIEVANCE REPORT FORM
Struthers City School District

Grievance No.

LEVEL I

(To be sent to Superintendent or designee within five days of receipt of disposition by
Supervisor.)

Building Assignment Name of Grievant(s) Date Filed

A. Date Cause of Grievance Occurred:

B. 1. Reason(s) why grievance is now at Level II:

2. Restatement of Grievance:

3. Relief Sought:

Signature of Grievant Date
C. Superintendent or designee:

Signature Date Received
D. Disposition by Superintendent or designee (to be completed within five days after meeting and

sent to Grievant, Superintendent, and the Association.)

Signature of Superintendent Date
or Designee

The space limitations indicated above should, wherever needed, be supplemented by additional paper to be
attached to this form.
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APPENDIX C

GRIEVANCE REPORT FORM
Struthers City School District

Grievance No.

LEVEL Il

(Request for hearing before Board to be made within five days following receipt of disposition
of grievance in Level 11.)

Building Assignment Name of Grievant(s) Date Filed

A. Date submitted to Superintendent:

B. 1. Reason(s) why grievance is now at Level Il

2. Restatement of Grievance:

3. Relief Sought:

Signature of SEA President Date

C. Received by Treasurer of Board of Education:

Signature Date Received

D. Disposition by Board:

Signature of Board President Date

The space limitations indicated above should, wherever needed, be supplemented by additional paper to be
attached to this form.
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APPENDIX D

GRIEVANCE REPORT FORM
Struthers City School District

Grievance No.

LEVEL IV

TO BE SENT BY CERTIFIED MAIL
TO THE PRESIDENT OF THE BOARD OF EDUCATION

RETURN RECEIPT REQUESTED

Request is hereby made for a hearing before an arbitrator as provided in Level IV of

the Grievance Procedure. Attached is a complete set of forms heretofore filed in this

grievance.
Building Assignment Name of Grievant(s) Date Grievance
Originally Filed
Signature of Grievant(s) Date
Signature of SEA President Date

The space limitations indicated above should, wherever needed, be supplemented by additional paper to be
attached to this form.
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APPENDIX E
APPLICATION TO USE DAYS FROM SICK LEAVE BANK

Struthers City School District
CONFIDENTIAL

NAME:

BUILDING:

NUMBER OF DAYS REQUESTED:

REASON:

NAME OF PHYSICIAN:

ADDRESS:

TELEPHONE:

I have or will have used by all of my own sick
leave and exhausted the advances to which | am entitled.

Date Signature

Return to Superintendent

Approved:
Superintendent Treasurer SEA President
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APPENDIX F-1
Page 1 of 4
FMLA — Employee’s Serious Health Condition
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APPENDIX F-2
Page 1 of 4
FMLA — Family Member’s Serious Health Condition
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APPENDIX F-2
Page 2 of 4

SECTION III: For Completion by the HEALTH CARE PROVIDER

INSTRUCTIONS to the HEATL. TH CARE PROVIDER: The employee listed above has requested leave under
the FMLA to care for your patient. Answer, fully and completely. all applicable parts below. Several questions
seek a response as to the frequency or duration of a condition, treatment, etc. Your answer should be your best
estimate based upon your medical knowledge. experience, and examination of the patient. Be as specific as you
can; terms such as “lifetime,” “unknown.” or “indeterminate™ may not be sufficient to determine FMLA coverage.
Limit your responses to the condition for which the patient needs leave. Page 3 provides space for additional
information, should you need it. Please be sure to sign the form on the last page.

Provider’s name and business address:

Type of practice / Medical specialty:

Telephone: ( ) Fax:( )

PART A: MEDICAL FACTS

1. Approximate date condition commenced:

Probable duration of condition:

Was the patient admitted for an overnight stay in a hospital, hospice. or residential medical care facility?
No Yes. If so. dates of admission:

Date(s) you treated the patient for condition:

Was medication, other than over-the-counter medication. prescribed? No Yes.

Will the patient need to have freatment visits at least twice per year due to the condition? No Yes

Was the patient referred to other health care provider(s) for evaluation or treatment (e.g.. physical therapist)?
No Yes. If so. state the nature of such treatments and expected duration of treatment:

2. Is the medical condition pregnancy? No Yes. If so, expected delivery date:

3. Describe other relevant medical facts. if any, related to the condition for which the patient needs care (such
medical facts may include symptoms. diagnosis, or any regimen of continuing freatment such as the use of
specialized equipment):

Page 2 CONTINUED ON NEXT PAGE Form WH-380-F Revised January 2009
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Page 4 of 4

7. Will the condition cause episodic flare-ups periodically preventing the patient from participating in normal daily
activities? No Yes.

Based upon the patient’s medical history and your knowledge of the medical condition, estimate the frequency of
flare-ups and the duration of related incapacity that the patient may have over the next 6 months (e.g.. 1 episode
every 3 months lasting 1-2 days):

Frequency: times per week(s) month(s)
Duration: hours or day(s) per episode
Does the patient need care during these flare-ups? No Yes.

Explain the care needed by the patient. and why such care is medically necessary:

ADDITIONAL INFORMATION: IDENTIFY QUESTION NUMBER WITH YOUR ADDITIONAL ANSWER.

Signature of Health Care Provider Date

PAPERWORK REDUCTION ACT NOTICE AND PUBLIC BURDEN STATEMENT

If submitted, it is mandatory for employers to retain a copy of this disclosure in their records for three years. 29 U.S.C. § 2616;
29 C.F.R. § 825.500. Persons are not required to respond to this collection of information unless it displays a currently valid OMB
control number. The Department of Labor estimates that it will take an average of 20 minutes for respondents to complete this
collection of information, including the time for reviewing instructions, searching existing data sources, gathering and maintaining the
data needed, and completing and reviewing the collection of information. If you have any comments regarding this burden estimate
or any other aspect of this collection information, including suggestions for reducing this burden, send them to the Administrator,
‘Wage and Hour Drvision, U.S. Department of Labor, Room S-3502, 200 Constitution Ave., NW, Washington, DC 20210.

DO NOT SEND COMPLETED FORM TO THE DEPARTMENT OF LABOR; RETURN TO THE PATIENT.

Page 4 Form WH-380-F Revised January 2009
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APPENDIX F-3
Page 1 of 2
FMLA — Notice of Eligibility and Rights & Responsibilities
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APPENDIX F-3
Page 2 of 2

If vour leave does qualify as FMLA leave you will have the following responsibilities while on FMLA leave (only checked blanks apply):

Contact at to make arrangements to continue to make your share
of the premium payments on your health insurance to maintain health benefits while you are on leave. You have a minimum 30-day (or, indicate
longer period. if applicable) grace period in which to make premium payments. If payment s not made timely. your group health msurance may be
cancelled, provided we notify you in writing at least 15 days before the date that your health coverage will lapse, or, at our option. we may pay your
share of the premiums during FMLA leave. and recover these payments from you upon your return to work.

You will be required to use your available paid sick, __ vacation. and/or other leave during your FMLA absence. This
means that you will receive your paid leave and the leave will also be considered protected FMLA leave and counted agamst your FMLA leave
entitlement.

Due to your status within the company. you are considered a “key employee™ as defined in the FMLA. As a “key employee,” restoration to
employment mav be denied following FMLA leave on the grounds that such restoration will cause substantial and grievous economic mjury to us.
We __ have/__ have not determined that restoring you to employment at the conclusion of FMLA leave will cause substantial and grievous
economic harm to us.

While on leave you will be required to furnish us with periodic reports of your status and intent to retum to work every
(Indicate interval of peniodic reports. as appropriate for the particular leave situation).

If the circumstances of your leave change, and you are able to return to work earlier than the date indicated on the this form., you will be required
to notify us at least two workdays prior to the date vou intend to report for work.

If vour leave does qualify as FMLA leave you will have the following rights while on FMLA leave:

*  Youhave a night under the FMLA for up to 12 weeks of unpaid leave in a 12-month period calculated as:
the calendar vear (January — December).

a fixed leave year based on

the 12-month period measured forward from the date of your first FMLA leave usage.

a “rolling™ 12-month period measured backward from the date of any FMLA leave usage.

*  Youhave a right under the FMLA for up to 26 weeks of unpaid leave in a single 12-month period to care for a covered servicemember with a serious

injury or illness. This single 12-month period commenced on

*  Your health benefits must be maintained during any period of unpaid leave under the same conditions as if you continued to work.

s Youmust be reinstated to the same or an equivalent job with the same pay. benefits. and terms and conditions of employment on your return from
FMLA-protected leave. (If your leave extends beyond the end of your FMLA entitlement, you do not have return rights under FMLA)

+  If you do not return to work following FMLA leave for a reason other than: 1) the continuation. recurrence, or onset of a serious health condition which
would entitle you to FMLA leave; 2) the continuation. recurrence, or onset of a covered servicemember’s serious injury or illness which would entitle
vou to FMLA leave; or 3) other circumstances beyond vour control, you may be required to retmburse us for our share of health msurance premmums
paid on your behalf during your FMLA leave.

e If we have not informed you above that you must use accrued paid leave while taking your unpaid FMLA leave entitlement, you have the night to have

sick. __ vacation, and/or ___ other leave mun concurrently with your unpaid leave entitlement, provided you meet any applicable requirements

of the leave policy. Applicable conditions related to the substitution of paid leave are referenced or set forth below. If you do not meet the requirements
for taking paid leave, you remain entitled to take unpaid FMLA leave.

For a copy of conditions applicable to sick/vacation/other leave usage please refer to available at:

Applicable conditions for use of paid leave:

Omnce we obtain the information from you as specified above. we will inform you, within 5 business days, whether your leave will be designated as
FMLA leave and count towards vour FMLA leave entitlement. If vou have any questions, please do not hesitate to contact:

at

PAPERWORK REDUCTION ACT NOTICE AND PUBLIC BURDEN STATEMENT
It is mandatory for employers to provide employees with notice of their eligibility for FMLA protection and their rights and responsibilities. 20 US.C. § 2617; 20
CFR. §825300(b). (c). It is mandatory for employers to retain a copy of this disclosure in their records for three years. 20 US.C. § 2616; 29 CFR. § 825.500.
Persons are not required to respond to this collection of information unless it displays a currently valid OMB control number. The Department of Labor estimates that it
will take an average of 10 minutes for respondents to complete this collection of information. including the time for reviewing instructions. searching existing data
sources. gathering and maintaining the data needed. and completing and reviewing the collection of information If you have any comments regarding this burden
estimate or any other aspect of this collection information, including suggestions for reducing this burden, send them to the Administrator, Wage and Hour Division,
U.S. Department of Labor. Room $-3502. 200 Constitution Ave.. NW, Washington, DC 20210. DO NOT SEND THE COMPLETED FORM TO THE WAGE
AND HOUR DIVISION.

Page 2 Form WH-381 Revised February 2013
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APPENDIX F-4
Page 1 of 1
FMLA — Designation Notice

Designation Notice U.S. Department of Labor mn'
(Family and Medical Leave Act) Wage and Hour Division

LLS, Wage and Hour Division
OMB Control Number: 1235-0003
Expires: 2/28/2015
Leave covered under the Family and Medical Leave Act (FMLA) must be designated as FMLA-protected and the employer must inform the employee of the
amount of leave that will be counted against the employvee’s FMLA leave entitlement. In order to determine whether leave is covered under the FMLA, the
employer may request that the leave be supported by a certification. If the certification is incomplete or insufficient, the employer must state in writing what
additional information is necessary to make the certification complete and sufficient. While use of this form by employers is optional, a fully completed Form
WH-382 provides an easy method of providing employees with the written information required by 29 C.F.R. §§ 825.300(c). 825.301. and 825.305(c).

To:

Date:

We have reviewed your request for leave under the FMLA and any supporting documentation that you have provided.
We received your most recent information on and decided:

Your FMLA leave request is approved. All leave taken for this reason will be designated as FNMLA leave.

The FMLA requires that you notify us as soon as practicable if dates of scheduled leave change or are extended, or were
initially unknown. Based on the information you have provided to date, we are providing the following information about the
amount of time that will be counted against your leave entitlement:

Provided there is no deviation from your anticipated leave schedule, the following number of hours, days, or weeks will be
counted against your leave entitlement:

Because the leave you will need will be unscheduled, it is not possible to provide the hours, days, or weeks that will be counted
against your FMLA entitlement at this time. You have the right to request this information once in a 30-day period (if leave
was taken in the 30-day period).

Please be advised (check if applicable):
You have requested to use paid leave during your FMLA leave. Any paid leave taken for this reason will count against your
FMLA leave entitlement.

We are requiring you to substitute or use paid leave during your FMLA leave.
You will be required to present a fitness-for-duty certificate to be restored to employment. If such certification 1s not timely

received, your return to work may be delayed until certification is provided. A list of the essential functions of your position
is is not attached. If attached, the fitness-for-duty certification must address your ability to perform these functions.

Additional information is needed to determine if your FMLA leave request can be approved:

The certification you have provided is not complete and sufficient to determine whether the FMLA applies to your leave

request. You must provide the following information no later than . unless it is not
(Provide at least seven calendar days)

practicable under the particular circumstances despite your diligent good faith efforts. or your leave may be denied.

(Specify information needed to make the certification complete and sufficient)

We are exercising our right to have you obtain a second or third opinion medical certification at our expense, and we will
provide further details at a later time.

Your FMLA Leave request is Not Approved.
The FMLA does not apply to your leave request.
You have exhausted your FMLA leave entitlement in the applicable 12-month period.

PAPERWORK REDUCTION ACT NOTICE AND PUBLIC BURDEN STATEMENT
It is mandatory for emplovers to inform employees in writing whether leave requested under the FMLA has been determined to be covered under the FMLA. 20 US.C.
§ 2617. 29 CF.R. §§ 825.300(d). (e). It is mandatory for employers to retain a copy of this disclosure in their records for three years. 29 US.C. § 2616: 20 CFR. §
825.500. Persons are not required to respond to this collection of information unless 1t displays a currently valid OMB control number. The Department of Labor
estimates that it will take an average of 10 — 30 minutes for respondents to complete this collection of information. including the time for reviewing instructions,
searching existing data sources. gathering and maintaining the data needed. and completing and reviewing the collection of information. If you have any comments
regarding this burden estimate or any other aspect of this collection information, including suggestions for reducing this burden. send them to the Administrator, Wage
and Hour Division. U.S. Department of Labor, Room 5-3502, 200 Constitution Ave.. NW. Washington. DC 20210. DO NOT SEND THE COMPLETED FORM
TO THE WAGE AND HOUR DIVISION.

Form WH-382 January 2009

103



APPENDIX F-5
Page 1 of 3

FMLA — Certification of Qualifying Exigency for Military Family Leave
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For Mllltary Famlly Leave Wage and Hour Division

Certification of Qualifying Exigency U.S. Department of Labor m“
(Family and Medical Leave Act) S e Four i

OMB Control Number: 1235-0003
Expires: 2/ 28/2015

SECTIONI: For Completion by the EMPLOYER

INSTRUCTIONS to the EMPLOYER: The Family and Medical Leave Act (FMLA) provides that an employer may
require an employee seeking FMLA leave due to a qualifying exigency to submit a cerfification. Please complete Section I
before giving this form to your employee. Your response is voluntary. and while you are not required to use this form. you
may not ask the employee to provide more information than allowed under the FMLA regulations, 29 CFR 825.309.

Employer name:

Contact Information:

SECTIONII: For Completion by the EMPLOYEE

INSTRUCTIONS to the EMPLOYEE: Please complete Section II fully and completely. The FMLA permits an
employer to require that you submit a timely, complete. and sufficient certification to support a request for FMLA leave due
to a qualifying exigency. Several questions in this section seek a response as fo the frequency or duration of the qualifying
exigency. Be as specific as you can: terms such as “unknown.” or “indeterminate” may not be sufficient to determine
FMLA coverage. Your response is required fo obtain a benefit. 29 CFR 825.310. While you are not required to provide
this information. failure to do so may result in a denial of your request for FMLA leave. Your employer must give you at
least 15 calendar days to return this form to your employer.

Your Name:

First Middle Last

Name of military member on covered active duty or call to covered active duty status:

First Middle Last

Relationship of military member to you:

Period of military member’s covered active duty:

A complete and sufficient certification to support a request for FMLA leave due to a qualifying exigency includes written

documentation confirming a military member’s covered active duty or call to covered active duty status. Please check one
of the following and attach the indicated document fo support that the military member is on covered active duty or call to
covered active duty status.

A copy of the military member’s covered active duty orders is attached.

Other documentation from the military certifying that the military member is on covered active duty (or has been
notified of an impending call to covered active duty) is attached.

I have previously provided my employer with sufficient written documentation confirming the military member’s
covered active duty or call to covered active duty status.

Page 1 CONTINUED ON NEXT PAGE WH-384 R evised February 2013
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PART A: QUALIFYING REASON FOR LEAVE

!‘...l

Describe the reason you are requesting FMLA leave due to a qualifying exigency (including the specific reason you
are requesting leave):

A complete and sufficient certification to support a request for FMLA leave due to a qualifying exigency includes
any available written documentation which supports the need for leave: such documentation may include a copy of
a meeting announcement for informational briefings sponsored by the military: a document confirming the military
member’s Rest and Recuperation leave; a document confirming an appointment with a third party. such as a
counselor or school official. or staff at a care facility: or a copy of a bill for services for the handling of legal or
financial affairs. Available written documentation supporting this request for leave is attached.

Yes [ No [ None Available [J

PART B: AMOUNT OF LEAVE NEEDED

!‘...l

Approximate date exigency commenced:

Probable duration of exigency:

Will you need to be absent from work for a single continuous period of time due to the qualifying exigency?

Yes[] No[J

If so. estimate the beginning and ending dates for the period of absence:

Will you need to be absent from work periodically to address this qualifying exigency? Yes[d wo[J

Estimate schedule of leave. including the dates of any scheduled meetings or appointments:

Estimate the frequency and duration of each appointment, meeting. or leave event, including any travel time
(i.e.. 1 deployment-related meeting every month lasting 4 hours):

Frequency: times per week(s) month(s)
Duration: hours _ day(s) per event.
CONTINUED ON NEXT PAGE WH-384 R evised February 2013
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FMLA — Certification for Serious Injury or lliness of a Current Servicemember - Military Family
Leave
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SECTIONI: For Completion by the EMPLOYEE and/or the CURRENT SERVICEMEMBER for whom the
Employee Is Requesting Leave:

(This section must be completed first before any of the below sections can be completed by a health care provider.)
Part A: EMPLOYEE INFORMATION

Name and Address of Employer (this is the employer of the employee requesting leave to care for the current
servicemember):

Name of Employee Requesting Leave to Care for the Current Servicemember:

First Middle Last

Name of the Current Servicemember (for whom employee is requesting leave to care):

First Middle Last

Relationship of Employee to the Current Servicemember:

SpouseD Parent (1 Son [J Daughter O NextofKin [J

Part B: SERVICEMEMBER INFORMATION

(1) Is the Servicemember a Current Member of the Regular Armed Forces, the National Guard or Reserves?

ves[] Nol[

If yes. please provide the servicemember’s military branch, rank and unit currently assigned fo:

Is the servicemember assigned to a military medical treatment facility as an outpatient or to a unit established for
the purpose of providing command and control of members of the Armed Forces receiving medical care as
outpatients (such as a medical hold or warrior transition unit)?

ves[] No[

If yes. please provide the name of the medical treatment facility or unit:

(2) Is the Servicemember on the Temporary Disability Retired List (TDRL)?

ves[ No[J
Part C: CARE TO BE PROVIDED TO THE SERVICEMEMBER

Describe the Care to Be Provided to the Current Servicemember and an Estimate of the Leave Needed to Provide the
Care:

Page 2 CONTINUED ON NEXT PAGE Form WH-385 Revised February 2013
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SECTION II: For Completion by a United States Department of Defense (“DOD*) Health Care Provider or a
Health Care Provider who is either: (1) a United States Department of Veterans Affairs (*VA®) health care
provider; (2) a DOD TRICARE network authorized private health care provider; (3) a DOD non-network
TRICARE authorized private health care provider; or (4) a health care provider as defined in 29 CFR
825.125. If you are unable to make certain of the military-related determinations contained below in Part B, you
are permitted to rely upon determinations from an authorized DOD representative (such as a DOD recovery care
coordinator).

(Please ensure that Section I above has been completed before completing this section. Please be sure to sign the form on
the last page.)

Part A: HEALTH CARE PROVIDER INFORMATION

Health Care Provider’s Name and Business Address:

Type of Practice/Medical Specialty:

Please state whether you are either: (1) a DOD health care provider: (2) a VA health care provider: (3) a DOD TRICARE
network authorized private health care provider: (4) a DOD non-network TRICARE authorized private health care
provider, or (5) a health care provider as defined in 29 CFR 825.125:

Telephone: () Fax:({ ) Email:

PART B: MEDICAL STATUS

(1) The current Servicemember’s medical condition is classified as (Check One of the Appropriate Boxes):

O (VSI) Very Seriously Il/Injured — Illness/Injury is of such a severity that life is imminently endangered.
Family members are requested at bedside immediately. (Please note this is an internal DOD casualty assistance
designation used by DOD healthcare providers.)

O (SI) Seriously Il/Injured — Illness/injury is of such severity that there is cause for immediate concern, but
there is no imminent danger to life. Family members are requested at bedside. (Please note this is an infernal
DOD casualty assistance designation used by DOD healthcare providers.)

0 oTHER IlI/Injured — a serious injury or illness that may render the servicemember medically unfit to
perform the duties of the member’s office, grade. rank. or rating.

[0 NONE OF THE ABOVE (Note to Employee: If this box is checked. you may still be eligible to take leave to
care for a covered family member with a “serious health condition™ under § 825.113 of the FMLA. If such leave
is requested, you may be required to complete DOL FORM WH-380-F or an employer-provided form seeking the
same information.)

(2) Is the current Servicemember being treated for a condition which was incurred or aggravated by service in the line
of duty on active duty in the Armed Forces? Yes[] Nol[J

(3) Approximate date condition commenced:
(4) Probable duration of condition and/or need for care:
Page 3 CONTINUED ON NEXT PAGE Form WH-385 Revised February 2013
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(5) Is the servicemember undergoing medical treatment. recuperation, or therapy for this condition? ves[d No[d
If yes. please describe medical treatment. recuperation or therapy:
PART C: SERVICEMEMBER'S NEED FOR CARE BY FAMILY MEMBER
(1) Will the servicemember need care for a single continuous period of time. including any time for treatment and
recovery? ves[] Nol
If yes. estimate the beginning and ending dates for this period of time:
(2) Will the servicemember require periodic follow-up treatment appointments? Yes[] Nol[J
If yes, estimate the treatment schedule:
(3) Is there a medical necessity for the servicemember to have periodic care for these follow-up treatment
appointments? ves[d No[J
(4) Is there a medical necessity for the servicemember to have periodic care for other than scheduled follow-up
treatment appointments (e.g.. episodic flare-ups of medical condition)?
vYes[d No[J

If yes, please estimate the frequency and duration of the periodic care:

Signature of Health Care Provider: Date:

PAPERWORK REDUCTION ACT NOTICE AND PUBLIC BURDEN STATEMENT
If submirted. it 15 mandatory for employers to retain a copy of this disclosure in their records for three years. in accordance with 29 U.S.C. 2616: 29
CFR 825.500. Persons are not required to respond to this collection of information unless it displays a currently valid OMB control number. The
Department of Labor estimates that it will take an average of 20 minutes for respondents to complete this collection of nformation. including the
time for reviewing mstructions, searching existing data sources, gathenng and mamtaming the data needed, and completing and reviewing the
collection of information. If you have any comments regarding this burden estimate or any other aspect of this collection information. including
suggestions for reducing this burden, send them to the Administrator, Wage and Hour Division. U.S. Department of Labor, Room $-3502. 200
Constinttion AV, NW, Washington, DC 20210. DO NOT SEND THE COMPLETED FORM TO THE WAGE AND HOUR DIVISION;
RETURNIT TO THE PATIENT.

Page 4 Form WH-385 Revised February 2013
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STRUTHERS CITY SCHOOLS - INFORMAL OBSERVATION (WALKTHROUGH) FORM

Teacher:

Evaluator:

Grade/Subject Area:

Date:

Time:

This form serves as a record of an informal walkthrough by the teacher’s evaluator. The evaluator will likely not observe
all the teaching elements listed below in any one informal observation.

EVALUATOR OBSERVATIONS

O Instruction is developmentally appropriate
O Lessons are connected to real-life applications
0 Teacher explanations are clear & accurate

0 Varied instructional tools and strategies reflect
student needs and learning objectives

[J Routines support learning goals & activities
0O Content presented is accurate & grade appropriate

O Instruction and lesson activities are accessible and
and challenging for students

INSTRUCTIONAL PRACTICES

[ Discussion/Review/Teacher led Q & A
[ Lecture & Notetaking

O Presentation

O Testing/Quizzing

0 In-class work/homework practice opportunity

GROUPING FORMAT
O Whole group 0O Small group
(] Paired 0 Individualized—10on 1

O Independent

Evaluator Signature

EVALUATOR COMMENTS:

113

0 Lesson content is linked to previous & future learning
0 Learning environment is safe and conducive
[ Students interact within the classroom

0 Multiple methods of assessment, including formative
assessment, are utilized to guide instruction

0 Students are given timely & responsive feedback
O lInstructional time is used effectively

0 Learning targets & goals are clearly communicated
to students - i.e. visually, orally, written

INSTRUCTIONAL MATERIALS

0 Smartboard/whiteboard

0 Content-specific manipulative

[ Computers/laptops/tablets/Elmo

[ In-class activity/lab

0 Worksheets/workbooks/print material

LEVEL OF CLASS ENGAGEMENT

[0 Highly engaged — most students actively involved
O Well managed - students compliant & engaged

O Nonproductive —many students are non-engaged;
reject the assigned task; or substitute another activity
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PRE-OBSERVATION CONFERENCE

Teacher Date of Conference

Evaluator Intended Date of Observation

Class/Period of Observation

Focus for Learning (PRE-CONFRENCE)
APPROPRIATE LEARNING OBJECTIVES -

MEASURABLE GOALS -

ALIGNED WITH STANDARDS -

Assessment Data (PRE-CONFERENCE)
INCORPORATING ASSESSMENTS -

SUPPORT STUDENT LEARNING -

COLLECT EVIDENCE OF STUDENT KNOWLEDGE and SKILLS -

Prior Content: Knowledge/Sequence/Connections(PRE-CONFERENCE)
CONNECTS PRIOR KNOWLEDGE and FUTURE LEARNING -

SEQUENCES CURRICULUM APPROPRIATELY -

Knowledge of Students (PRE-CONFERENCE)
BACKGROUND KNOWLEDGE and EXPERIENCES -

READINESS FOR LEARNING and LEARNING STYLE -

Differentiation (PRE-CONFERENCE and CLASSROOM OBSERVATION;
VARIETY / PACING THAT MAKES LEARNING ACCESSIBLE and CHALLENGING -
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Resources (PRE-CONFERENCE and CLASSROOM OBSERVATION)
ALIGNED and APPROPRIATE-

MATCH LEARNING STYLES and ENGAGE STUDENTS -

POSITIVE RAPPORT -

ROUTINES / TRANSITIONS RUN SMOOTHLY -

TWO WAY COMMUNICATION W/FAMILY VOLUNTEER OPPORTUNITIES -

Classroom Environment ( PRE-CONFERENCE and CLASSROOM OBSERVATION)

Assessment for Student Learning (PRE-CONFERENCE and CLASSROOM O
TIDENTIFY STUDENT STRENGTHS and NEEDS -

CHECKS FOR UNDERSTANDING and CLARTFIES -

GATHERS DATA./ DEVELOPS APPROPRIATE STRATEGIES -

SPECIFIC / TIMELY FEEDBACK -

Professional Responsibilities
(PRE-CONFERENCE and PCST-CONFERENCE)
EFFECTIVE COMMUNICATION WITH ALL STAKEHOLDERS -

ETHICAL -

SETS AND WORKS TOWARD GOALS -
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POST-OBSERVATION CONFEREMCE

Teacher -
Evaluator -

Date of Conference -
Date of Observation -

Area of Reinforcement

Area of Refinement

3-6 questions for discussion can be selected.

N PLANMNING

ﬂl:I.I§ [5tandard 4: Instruction]
‘Wit was the focus for the lesson?
al ‘Wkat rontent did sudents knosundarstand ¥ Wiat shilk did

they demonairaba?

O Wihat fandards were add d in the pl d instruction?

o wihy s Ehils iearning importase?
T DATA (Standard 3: Assessment)

] What dala wis arted 1o inlarmm This lEEon
plannirg?

o What did pee-arsssment data inficats about spusent iarming
neds?

PRIOR CONTENT KNOWLEDGE/S

SEQUEMC

[standard 1: Students [ Standard 2: Content f Standard 4:
instruction)

=] What prker knowiedge aid students need?

] Wil were Thie oonnections I previous and future kaming®

o o did this lesson connect to studests” real-fe experences
andyor possible carcers?

o Fovw did i connect to other disciplines?

KNOWLEDGE OF STUDENTS (standard 1: Studants)

o ‘What shoeld the evaluator know abaut thie student populaton®
(S0 Dotn Meases rm-'nm'p_h- the mmmm

a How was this a dewelop ¥ approp B activity T
INFTRUCTION AND ASSESSMENT
LESSON DELIVERY (Standard 2: Content / Standard 4:
Instruction)
] Hmmbh:wahfwhﬂr-hgmmuint:dtumm?
0 'H‘hil e wnd matheds woere used 10 aNEARs
and idnpendis) kirning and prabilm
aphing?
n] What strabeghes were usesd to make sure all Sudents achiee
lekion poak?
o How were ific concepks, wrions, and shils
taught?

DIFFERENTIATION (Standard 1: Students / Standard 4:
Instruction)
D Hewdd the instructional strategies aodress all stusents’
learning needs?
O Hew did the lesson engage and challeags studants of all kveis?
O Howr wers divelopmestal paps sddresed?

Comments Dbsenations/Evidence
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RESQURCES (Standard 2: Content / Standard 4: instruction)
= What ressurces’matenals were used in insbruction?
o How was achnalogy integrated inte leson delivary ¥

CLASSROOM ENVIRONMENT
{5tandard 1: Students / Standard 5: Learning Environment)
O Hoowrcid shee fewis suppert all sidens?

o Hew weers OMEnent prouding Srategies used?
] o was salety in Ehe dazzroom enaured?
u] o was respect for all modeled 2 Laupha?

ENT DENT LEARMNIN
[Standard 3: Assesoment)
1] How did you check for enderstanding duwisg the essan?
o ‘What specific products or demonsbrations were used io assess
student learnmg f schevement of poals dor mstrection?
] Hare diid you enisuri [Bal sledenty waderilacd how ey wan
domp ansd seppert sludents’ el pesimeng?
[w] Hizw didl wo seee assessmant data b Inform yoer s feps?

FE i) 11

COLLABD UMICATION
[Standard B}

=]

liow dn you conperste with coleagues?

] How do you work with others when there s a problem?
O ‘What & your communacation Syl with stedents? With Families?
‘With colleagues?
o I 'what ways 0o you soek Thi perspectives of others? Gieo an
il
PROFESSIONAL RESPONSIBILITY AND GROWTH
[Standard 7}
o Hew dis e spply knovdedie gained from ather espefseneed

nbo your beachieg ¥
v Ditoess watt Yoi refla ot and anakas your teaching.
) ‘What are mome groactive ways you further yower osm
professional prowth?

Comments/Observations/Evidence

RECOMMENDATIONS FOR REFINEMENT:
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OTES - Teacher Evaluation Performance Rubric
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SLO Approval Status Form

Subject:
Grade:
SLO Focus Area:

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

1 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.

e The SLO covers the course content and identifies the students who truly need to
improve.

* The SLO logically relates to improved student learning.
e The SLO leads to more equality of educational opportunities for all students.

* The SLO does not lead to unintended consequences, such as the curriculum
becoming unacceptably narrowed.

] 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 Assessment(s)
Student Population Growth Target(s)
Interval of Instruction Rationale for Growth Target(s)

Standards and Content

Administrator’s Signature and Date:

Teacher’s Signature and Date:
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ISl'D FEEDBACK - Please revise the checked ltems, then resubmit your 500 to the committee.

Baseline and Trend Data

Student Population

Fecrt Erfowrmanion i heivg wsed fo dform she creation of the L0
memﬂf.:&:ﬁe armound o groveil it shoild ieke place withlne the
perd?

Wihich studers will be irclwded ie s SLOT Include oourse, grede
Fpwel cod the rumber of stadens.

O ldentshes sources of miomation showt sudents (29, test soones
from prigr years and results of preassessments)
o0 Draws on trend dota, if available.

O Suiimarizes the teachers analyss of the baseline data by
fidentifving stadent strengths and weaknessas.

{5L0.

0 Ddentifies the class or the sibgroup of stedents covered by the

o Deseribesthe student populstion asd considers amy contextual

faciors that may impact studest growth
3 I subgroups are excheded, it explams wiich students, why they are
excluded, and if they ane covered in another SLO.

Interval af Instruction

Standards and Content

(What is the durattont of the course that the SLO) will cover? Inchide
| Begirmiing and end datss

Wheet comiesit will the SLO target? T wht relsted sicrliirds is the
L aligned?

O Matches the length of the course (e g, quarter, semester, o
year)

O Specifies how the SLO will nddress applicable standards from
ihe highest ranking of the fellowing: { 1) the Common Core State
Standards, (2] the Ohic Academic Content Standards, or

(%) national standards pat forth by education organizations

[ Represenss the big ideas or dompins of the content tausght
during the imterval of instnuction.

O ldentifies core knowledge and skills that students are expocted
b0 attain o required by the applicable sandards (ifibe SLO iz

Assessment[s)

targeted),
Growth Taqeﬁs]

Fhun assessrmeniis) will be used fo measure studens groveh for this
SLO?

O Idemifies assessmems that have been reviewed by content
expirts to effectnely meadure course content and rebiably messure
stuclent learning as infended

O Selects messures with sufficient siretch so that all studesis may
deminsrate leaning or dentifles supplementsl assassments to
cover alf abiliny levels in the course

0 Provides a plan for combinmg assessmenis if muliiple
SENMELYE ASSEEEmEnts &Te used.

00 Follows the guidelines for appropriate assessments

wak ﬂ!{a‘l cq studens by wfﬂfm reach?

Consdering all available data and contert requirements, wha

O All smdents in the class hive & growih targed in ot beast one
SLO.

0 Ulses haseling or pretest data to determing appropriate growth
O Sets developenestally appropriste targets.

O Creates tiered targets when appropriate so that all sadents
may demonstrate growth

O Sets ambitious yet atiainable targets.

Rationale for Growth Target(s)

Fhar fs vour rationale fov sefmg the fargens) for siwdens gro withie the imterval of insiruction!

O Demonsirates teacher knowledge of studenis and content.

O Expluins why thix targed 18 approprate for the population
0 Addresses observed student needs

0 Uses data to idenfify siudent needs and determine approgriste
growih targets.
0 Explains how targets align with broader school and distret

grals
O Sets ngerous expectations fior studems and teaches{s)
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SLO Scoring Template
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PHILOSOPHY OF TEACHER EVALUATION
Struthers City Schools

We believe that a teacher's competence is related to performance in the teaching-learning
environment and that evaluation of performance should be serious, positive, and non-

threatening.

Purpose of Teacher Evaluation

The only real purpose of teacher evaluation is to improve performance.

Responsibilities of Teacher Evaluation

1. Board of Education Responsibility
A school system has the responsibility to create and foster a climate for the

professional growth of its employees.

2. Administrative Responsibility
Administrators will consider teacher evaluation one of their most important

functions and will guide and support teaching and learning.
3.  Teacher Responsibility

Each teacher has the responsibility to continually reassess his/her instructional

effectiveness.
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DEFINITION OF TERMS
FOR
TEACHER EVALUATION INSTRUMENT

DEFINITIONS
a. Supervision: The art of assisting in the improvement of the instructional program

and the delivery of said program. It provides direction to either the total
instructional effort or to a specific area of the curriculum.  Supervision
encompasses the diagnosis of strengths and weaknesses, and provides the
appropriate strategies for maximizing instructional objectives. The goal of
supervision is quality instruction and the optimal delivery of quality instruction.

Evaluation: The oral and written appraisal of the factors included in the
supervisory process based upon the Struthers City Schools' standards, goals, and
objectives.

Visitation: A method for gathering data to provide assistance for determining the
quality of the teacher's performance as it relates to the factors identified by the
system.

Feedback: An oral or written strategy that establishes rapport and communication
between the evaluator and evaluatee. Feedback should assist the evaluatee in
identifying and clarifying the relationship between his/her professional goals and
objectives - with those of the Struthers City Schools. A written summary of
feedback should enhance follow-up procedures recommended for the evaluator
and evaluatee.

TEACHING PERFORMANCE

1.

Goals should be consistent with grade and subject matter. Teacher should follow
the general plan of the curriculum guide or other approved plan.

Teachers' goals should allow for individual student's differences. Should provide a
flexible set of goals of sufficient range to accommodate student differences.

Goals should be established and defined by the teacher. Established goals should
be incorporated in the planning and communicated to students through a variety of
activities.

Teaching methods and techniques, along with content, should vary to suit
individual differences.

Teaching methods should vary to effectively present content.

The teacher should demonstrate knowledge and skill in the use of the four basic
teaching methods (lecture, demonstration, performance, and discussion).
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7.  The teacher should demonstrate skill in the use of various instructional aids.

8. In evaluation of the student, the teacher should show a clear connection between
the materials or behavior evaluated and the goals established by the teacher.

9. The teacher should provide adequate numbers and varieties of evaluation
methods to ascertain achievement of students and provide a basis for grades.

10. Communication with students should establish an attitude of mutual tolerance,
worth and respect.

11. Communication with students should involve techniques and vocabulary at a level
of complexity and technicality suitable for the maturity of the students and the
subject material being presented.

[ll. PROFESSIONAL QUALITIES

1.  Staff Relationship: Is accepted by other members of the staff, participates in staff
activities, works well with staff members, subjugates self interest to staff interest,
accepts rightful share of total staff responsibility.

2. Public Relationships: Is accepted by the public, does not antagonize parents, is not
critical of school and staff in public, attends parent-teacher functions.

3. Professional Growth: Reads professional journals, attends appropriate seminar
workshops, conventions, takes advanced college work in professional and
teaching areas.

4.  Activity Participation: Attends in-service meetings, shows interest in total school
program by involvement in extra-curricular activities, is a member and accepts
responsibility in professional organizations.

5.  Administration-Teacher Relationship: Follows administrative directives, recognizes

the function and duties of administration and of all school personnel, follows proper
line of authority and communication in seeking solutions to problems.

IV. CLASSROOM CONTROL AND MANAGEMENT

1.

Physical environment: Shows concern with maintaining the most suitable physical
environment possible for the learning task at hand with attention directed to
temperature, lighting, variety, cleanliness, displays, extra materials, etc.

Consistent and Fair: Treats all students the same in like situations. Follows
established rules.
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3. Handles own Discipline: Takes care of routine discipline, refers to office only
chronic offenders or those jeopardizing the safety or health of other students.

4.  Keeps Students Occupied: Has planned a variety of meaningful activities that will
keep the students occupied.

5. Contributes to overall School Discipline: Takes an active part in a controlled
atmosphere within the school and school grounds.

6. Uses Self Control: Maintains a controlled attitude in all classroom or school
situations.

PLANNING

1. Long range plans: Shows evidence of long range planning consistent with goals
and subjects.

2. Daily Planning: Shows evidence of adequate planning in order to present orderly
daily lessons.

3.  Sufficient Variety in Activities Planned: Shows evidence of a sufficient variety of
activities planned to compensate individual differences and subject content.

4. Choice of Materials and Techniques Adequately Planned: Shows evidence of
planning to use materials and techniques to most effectively carry out teaching
activities.

PERSONAL QUALITIES

1. Appearance: Clean and well groomed, clothing in style, clean, neat and
appropriate to the classroom situation.

2.  Dependability: Regularly on the job, performs required tasks promptly, turns in
reports on time, in class and supervising students as scheduled.

3. Communications: Pleasant voice, expresses self clearly and concisely, has no
distracting mannerisms.

4. Tolerance and Flexibility: Willing to accept the teaching situation as is without
complaint if the situation cannot be altered, willing to alter personal schedule for
benefit of a larger group goal, willing to try new methods or techniques of teaching.

5. Tact and Diplomacy: Able to deal with students, staff and the public without

arousing antagonisms and resentment.
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STRUTHERS CITY SCHOOLS

IMMEDIATE (SHORT-RANGE) TARGET AREA FOR INSTRUCTIONAL IMPROVEMENT
TEACHING TARGETS

1. Teachers exercising competency in all areas on the evaluation instrument can establish
creative or challenging targets to improve teaching effectiveness.

LONG-RANGE TARGET AREA FOR INSTRUCTIONAL IMPROVEMENT:
TEACHING TARGETS
2.  If ateacher should have an area marked needs improvement, a target shall be developed in

conference with the evaluator. This target shall be based upon the evaluator's specific
suggestions for improvement.

Teacher's Signature Principal's Signature

Date: Date:
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CERTIFICATED STAFF EVALUATION FORM (1)
All teachers and building principals must check either the Needs Improvement column or Meets or Exceeds column.
EVALUATEE:
Needs improvement to Meets or exceeds
EVALUATOR: meet desired criteria desired criteria
Self- Administrative Self- Administrative
DATE: Evaluation Evaluation Evaluation Evaluation What Were the Indicators?

. TEACHING PERFORMANCE

1. Teaching techniques.

2. Skill in presentation.

3. Knowledge of subject matter.

4. Judgment in use of materials.

5. Skill in use of instructional aids.

6. Pupil participation.

7. Stimulates good study and work habits.

8. Recognition of individual needs.

9. Judgment in use of materials.

10. Adequate lesson plans.

. PROFESSIONAL QUALITIES

1. Attitude toward school.

2. Attitude toward teaching.

3. Professional relationships with parents.
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CERTIFICATED STAFF EVALUATION FORM (2)

Needs improvement to Meets or exceeds desired

meet desired criteria criteria
Self- Administrative Self- Administrative
Evaluation Evaluation Evaluation Evaluation What Were the Indicators?

4. Professional relationships with students.

5. Supports school policies.

6. Willingness to assume extra assignments.

7. Recordkeeping and reporting.

8. Administrator/teacher cooperation.

9. Professional growth activities

10. Reaction to supervision/evaluation.

. CLASSROOM CONTROL & MANAGEMENT

1. Classroom discipline.

2. Consistent and fair.

3. Handles own discipline.

4. Contributes to overall school discipline
effort.

5. Exercises self-control.

6. Room environment.
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CERTIFICATED STAFF EVALUATION FORM (3)

Needs improvement to
meet desired criteria

Meets or exceeds
desired criteria

APPENDIX G-13

Self- Administrative Self- Administrative
Evaluation Evaluation Evaluation Evaluation What Were the Indicators?
IV. PLANNING
1. Long range plans.
2. Daily planning.
3. Sufficient variety in activities planned.
4. Choice of materials and techniques

adequately planned.

PERSONAL QUALITIES

1.

Punctuality.

2.

Health.

Accuracy and effectiveness of speech.

Self-control and poise.

Appearance.

Dependability.

Communications.

Tact and diplomacy.

Emotional stability.
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TEACHER OBSERVATION AND CONFERENCE RECORD

OF CLASSROOM TEACHERS

STRUTHERS CITY SCHOOLS
TEACHER GRADE OR SUBJECT
DATE OF OBSERVATION
EVALUATOR DATE OF SIGNATURE

PosITIVE NEEDS SUGGESTIONS OR
AREAS OF OBSERVATION FACTORS IMPROVEMENT COMMENTS

TEACHING PERFORMANCE

PROFESSIONALISM

CLASSROOM CONTROL
AND MANAGEMENT

PLANNING

PERSONAL QUALITIES

1. Was the teacher given an opportunity to see this evaluation form prior to evaluation?

yes no Signature of Teacher

2. | have read this evaluation and it has been interpreted and discussed with me by the evaluator?

Date of Signature

Teacher Comments: (please complete on other side)
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INSTRUCTIONS
FOR ALL EMPLOYEES CLAIMING
OUT-OF-DISTRICT TRAVEL REIMBURSEMENT

We are furnishing the enclosed statement of travel expenses.
, the Board approved reimbursement of expenses for your meeting.

Please adhere to the following instructions:

Payment of registration fee is initially paid by the district unless otherwise instructed by
administration. If you are unable to attend for an emergency meeting, you will not be held
responsible for any repayment of the fee.

After attendance of your meeting, you must complete the enclosed Travel Form, sign and
attach all receipts and return to the Treasurer for reimbursement. A receipt is required for
registration fees.

Hotel Bill: Be sure your hotel bill shows the amount charged per day for yourself. If your
spouse attends a meeting with you, a $6.00 per day amount will be deducted; or have the
hotel give you a bill just for your charges. Do not include meals charged on your hotel bill.
Get separate receipts for your meals.

Items which you WILL NOT be reimbursed for are:

a) Dues.
b) Personal telephone calls and video rentals.
c) Fines.

d) Lack of receipts or no receipts. (i.e. Parking Fees, Turnpike Fees, etc.)

Under NO circumstances can you submit amounts for reimbursement for someone other
than yourself on your reimbursement form! Each individual MUST submit THEIR OWN
reimbursement form for THEIR OWN charges!

Any questions regarding the above information, please call the treasurer's office.
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Struthers City School District
Board of Education

STATEMENT OF TRAVEL EXPENSES

Date 20

To whom owed

Address

Meeting or Conference

Held at On

Personnel Attending

Was transportation expense shared with others? __ Yes No
Mode of transportation (auto, train, airplane)
Number of miles traveled atthelIRSrate $

Hotel or Motel

Meals: Number

Registration Fees (Dues not chargeable)
Other Expenses

TOTAL AMOUNT DUE

© & A BB

Signed

Attach receipts for: All Lodging, Train, Airplane & Other.

Approved by the Board of Education on

TREASURER
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Struthers City School District
Board of Education

CAR ALLOWANCE

(within District)

Date 20
To whom owed
Address
Report Period: FROM TO
1st Car 2nd Car

Make of Car Used For School Purpose
Year of Car Used For School Purpose
Number of Miles Traveled at the IRS Rate =

(Carry miles from Trip Log Sheet;

also, attach Log Sheet)

SIGNED

APPENDIX |
Page 1 of 2

APPROVED BY SUPT. OF SCHOOLS
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Struthers Board of Education
Struthers, Ohio
TRIP LOG SHEET
OR
SAT./  Total Miles
MON. TUES. WED. THUR. FRI. SUN. for Week

DATE
Ending Miles

StartingMiles
Total

DATE
Ending Miles

StartingMiles
Total

DATE
Ending Miles

StartingMiles
Total

DATE
Ending Miles

StartingMiles

Total
TOTAL MILES FOR MONTH
(Carry to Page 1)
(Name)
(Department/Principal) Treasurer
(Date)
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