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A

ARTICLE | - ORGANIZATIONAL RIGHTS

SECTION 1 - RECOGNITION

The Milton-Union Board of Education, hereinafter referred to as the "Board" recognizes the

Milton-Union Education Association, affiliated with the Ohio Education Association and the
National Education Association, hereinafter referred to as the "Association”, as the sole and

exclusive representative of all bargaining unit members as defined in paragraph B below.

For purposes of recognition, the "Bargaining unit™ shall include all certificated/licensed
teachers, guidance counselors, speech and hearing therapists, librarians, nurses, and long-term
substitutes.

1. A "long-term substitute” is a certificated/licensed classroom teacher working a
minimum of 60 consecutive days for the Board. Long Term Substitutes become
bargaining unit members upon the completion of 60 consecutive days of work in the
same assignment.

2. Excluded from the unit are substitute teachers, athletic director, psychologist, and
administrators.
3. Teachers who teach one-half time or more shall be included in the bargaining unit.

Both parties agree that all members of the bargaining unit have the right to join, participate in and
assist the Association and the right to refrain from such without intimidation or coercion.

This recognition constitutes an agreement between the Board and the Association to attempt to
reach mutual understandings regarding matters related to terms and conditions of employment for
members of the bargaining unit.

SECTION 2 - ASSOCIATION

Association Rights

The Association shall be entitled to these exclusive rights:

1. Purchase for installation in the faculty lounges, bulletin boards for exclusive use of
Association business.

2. Announcements at the end of faculty meetings.

3. Use of public address systems for Association announcements according to building
procedure.

4. Distribution of Association bulletins to teachers according to normal building procedure.

5. The Association building representatives will have permission to use school equipment for

purposes of internal business of the Association only. Any cost of damage or breakage of
such equipment will be borne by the Association. Supplies will be furnished by the
Association.

6. The Association shall receive an advance copy of the Board meeting agenda, prior to
the Monday meeting. Such agenda shall be available to the Association on Friday
prior to the Monday meeting.

7. The names and addresses of the newly employed certified/licensed employees will



be requested and provided to the Association in June and prior to the beginning of
the ensuing school year.

8. The Association may participate in the initial orientation meeting for new

certified/licensed employees if such a meeting is held.

0. The Association shall be serviced by the Board's inter-school mail system including
pickup and delivery and use of individual school mailboxes, including the use of
employer provided technological tools.

10.  The Association shall distribute a copy of this contract to all certified/licensed

employees. The cost of producing and distributing this contract shall be shared
equally between the Board and the Association.

Nothing shall be written into this agreement to restrict or deny to any employee of the Board and/or
instructional staff individual rights provided by law.

1. Fair Practice Clause - The board shall not discriminate against any protected class
employee.
2. No reprisals of any kind shall be taken by or against any participant in any legal

Association activity with the administration or the Board by reason of such activity.

3. Individuals may present their views and recommendations to the Board at regularly
scheduled meetings of the Board or in conference with the Superintendent or his/her
designated representative.

B. Management Rights

Unless the Board agrees otherwise in a collective bargaining agreement, nothing in Chapter
4117.08 of the Revised Code impairs the right and responsibility of each public employer to:

1. 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;

2. Direct, supervise, evaluate, or hire employees;

3. Maintain and improve the efficiency and effectiveness of governmental operations.

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

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;

0. Take actions to carry out the mission of the public employer as a governmental unit.

The Board is not required to bargain on such subjects reserved to the management and direction of
the governmental unit except as affect wages, hours, terms and conditions of employment, and the
continuation, modification, or deletion of any existing provision of a collective bargaining
agreement. A public employee or exclusive representative may raise a legitimate complaint or file a



grievance based on the collective bargaining agreement.

SECTION 3 - The Professional Concerns Council

The Superintendent or his/her designee shall continue to make every endeavor to keep the
professional staff and/or the Association President advised as to issues he/she feels may tend
to significantly affect the professional staff.

The Superintendent and/or designee shall meet at least once a month with the representatives
of the Association, if requested by either party, at mutually convenient times to discuss
matters of mutual concern outside of the negotiated contract. This group of educators shall
be known as "The Professional Concerns Council™. The Professional Concerns council shall
consist of administrators appointed by the Superintendent and teachers appointed by the
Association which could include non-members. The maximum number of Professional
Concerns Council members shall be ten (10), and shall consist of an equal number of
administrators and teachers. The agenda shall be built through a mutual agreement by the
Superintendent and representative of the Association. In order to promote a free exchange
of views, the Professional Concerns Council (PCC) may make recommendations regarding
modifications to the collective bargaining agreement and the possible resolution of matters
related to grievances. Recommendations shall be in writing and submitted to the MUEA
President/Agent and the Superintendent/designee for consideration and potential ratification
by both parties. All matters discussed in such meetings shall be considered confidential by
all parties unless otherwise noted in the meetings.

SECTION 4 - PAYROLL DEDUCTIONS

Deductions shall be provided without cost to employees for the following purposes.

A

Dues

(MUEA, WOEA, OEA, NEA)

Deductions of Dues

Deductions of dues shall begin with the first paycheck in October and be equally divided
over a total of twenty (20) paychecks. The Association shall provide the Treasurer with a

list of those employees who will participate in payroll deductions not later than ten (10)
working days prior to the first pay in October.

Credit Union

1. Credit Union deductions are limited to “Greater Miami Community Federal Credit
Union.”

2. Credit Union withholdings will be forwarded at the close of each pay period.

Tax Sheltered Annuities and Other Insurance Programs

There will be payroll deductions of equal amounts throughout the year. After receipt of the
annuity billings, withholdings will be mailed to the annuity companies within five (5)



working days.

There shall be a minimum of five (5) employees for a particular insurance or annuity via
payroll deductions. If at any time, the number of enrollees for any one insurance or annuity
drop below five (5) employees, at the option of the Board, the payroll deduction for that
insurance or annuity may be deleted at the end of the fiscal year as a payroll deduction. A
minimum of five (5) enrollees is required for any new insurance or annuity to become
payroll deductible.

A written notification will be mailed to those remaining enrollees of any insurance or
annuity plan to be dropped from payroll deductions as a result of enrollment falling below
five (5) employees. The withdrawal of the insurance or annuity plan will take place thirty
(30) days after written notification.

Those unit members desiring annuity deductions or changes thereof, must contact the
Treasurer's office, in writing, prior to the pay preceding 1% pay of odd month. Such
deductions shall continue from year to year until said unit member gives written notice to
the Treasurer that such deductions be discontinued.
Fund for Children and Public Education

SECTION 5 - PAY PROCEDURE

Payment of salary shall be bi-weekly (26 or 27 pays) and regular salaries shall be in equal
installments. The salary of the employee shall begin at the time he/she reports for duty.

Annual salaries for teachers shall be adjusted to 26 or 27 equal installments, with salary paid
by direct deposit on Friday of scheduled payday. Notice of deposit may be received by
email.

ARTICLE Il - TEACHING CONDITIONS

SECTION 1 - FACULTY ADVISORY COMMITTEE

A Faculty Advisory Committee (FAC) shall be established in each school which shall meet
monthly to discuss and to make recommendations with respect to professional concerns.
The agenda shall be established by the members of the committee.

The members of the FAC shall be appointed by the Association with the Principal serving as
an ex-officio member. In no event shall the number of members exceed nine (9). Each
grade/department, special area, and title program shall have representation.

Membership or non-membership in the Association shall not be a prerequisite to voting or to
serving on the FAC. The chairperson of the FAC shall be elected from the members of the
committee.

SECTION 2 - INTERNAL SUBSTITUTION



Every reasonable effort shall be made to acquire or recruit substitutes for absent teachers. A
regularly employed teacher will not be required to cover for an absent teacher.

SECTION 3 - PERSONNEL FILES
Materials in the personnel files of a member of the bargaining unit must be job related.
Employee records that are considered Public Records per the Ohio Revised Code or Freedom of

Education Act will be provided to the public upon request. Employees will be notified should a
Public Record request be made of their file.

The unit member may request a copy of any and all materials in his/her personnel file. Costs
associated with duplication of material shall be borne by the employee.

When an administrator finds it necessary to make a notation in an employee's file, the employee
shall be notified and afforded an opportunity to read such notation prior to placement in the file.
The employee shall acknowledge that he/she has read such notation by affixing his/her signature on
the document filed. The employee also shall have the right to submit a written rebuttal to such
notation and his/her written rebuttal shall be attached to the file copy.

Any unit member who disputes the accuracy, relevance, completeness or timeliness of material
contained in his/her personnel file may request the Superintendent or his/her designee to conduct an
investigation which, if found to be inaccurate, or irrelevant, shall be removed from the employee's
file.

Any complaint by a parent or any member of the public concerning an employee shall not be placed
in the employee's file prior to following Board rules and regulations and this Agreement.

Any file kept by the administration and/or supervisor anecdotal or otherwise shall be governed by
the provisions of this Article.

Anonymous letters will not become part of the personnel file.
A teacher may submit letters of merit which will be placed in his/her personnel file.

SECTION 4 - SCHOOL CALENDAR
A representative team (Superintendent, MUEA President, 1 administrator and 1 teacher per
building) shall prepare the successive year's calendar by January 15 and submit to the Board of
Education for adoption.
Any adjustment to the school calendar shall be done so only after consultation with the Association.

The teacher's last work day ending on a Monday shall cause the Association President and
Superintendent to meet and, if desired, mutually agree on an alternative date for Monday.

SECTION 5 - CONTRACT YEAR/REGULAR WORK DAY



The standard contract year for teachers on full-time teaching contracts shall consist of not
more than 183 days.

The standard work day for full-time teachers shall be seven and one-half (7 1/2) hours
inclusive of a thirty (30) minute duty-free period.

The teachers' standard work day shall include one-half hour prior to or after the end of the
student school day. On days that students do not request help and professional meetings are
not called, teachers are free to leave after the departure of the buses. Building principals
shall develop in writing, and make available to the particular staff members, a policy to
provide supervision for students arriving earlier than the beginning of the teachers’ work day
and remaining after the end of the teachers' work day, so as not to be disruptive of teacher
planning time.

All full-time teachers at the secondary level shall be provided with at least one (1) period
daily for instructional planning and conferences. All full-time teachers at the elementary
level shall be provided with at least two hundred (200) minutes for each full week for
instructional planning and conferences.

All full-time teachers shall have at least thirty (30) minutes of uninterrupted, duty-free time
for lunch or other unspecified reason. Such thirty (30) minutes will not be part of planning
or preparation time, nor shall it cause an extension of the school day.

Teachers (Kindergarten and 1st grade) requested to report for work beyond the 183 days
shall be granted prorated compensatory time. Application for the use of this compensatory
leave must be submitted on the proper leave form.

Employees who have coaching or extracurricular activities following the end of the school
day, shall be in attendance at scheduled parent teacher conferences, unless there is a
scheduled competition at that time. If a competition is scheduled during this time,
coaches/employees will work with their building principal to reschedule conference time.
Conference time shall be rescheduled no later than seven (7) workdays after the originally
scheduled conference date.

SECTION 6 - STUDENT TEACHER

No employee shall be assigned a student teacher without his/her prior consultation and
acceptance.

Upon his/her request, the employee considering the acceptance of student teacher
supervision shall be given the opportunity to review the agreement between the
Superintendent and the student teacher's college/university. A copy of that agreement will
be provided to the teacher.

Student teacher stipends, paid to the district by the college/university, shall be passed
through to the supervising teacher in full, minus required deductions.



SECTION 7 - REPORTING PROCEDURE IN CASE OF ABSENCE
All calls for substitute teachers shall be made in accordance with procedures drawn up by the
building principal or supervisor. Principals or supervisors have the responsibility of informing
teachers under them of these procedures.

Teachers who have been absent shall attempt to inform their principals or supervisor one-half (1/2)
hour prior to the end of the school day if they do not intend to return to duty the following day.

SECTION 8 - ABSENCE FROM BUILDING DURING SCHOOL HOURS

An employee may leave the building, during such time that he/she does not have assigned duties,
after notifying the building principal's office.

SECTION 9 - COMPLAINTS AGAINST TEACHERS
A. Informal Procedure
Complaints against certified/licensed employee shall be handled as follows:

1. A complaint concerning any certified/licensed employee received by a school board
member shall be referred to the Superintendent.

2. The Superintendent or principal may inform the individual staff members in
conference or in writing of the complaint and the name of the complaining party.
3. If the Superintendent informs the building principal rather than the staff member(s)

the building principal will inform the staff member(s), of the complainant and the
complaint and offer opportunity to settle the complaint.

B. Formal Procedure

If the complaint cannot be settled informally, the complaint shall be reduced to writing by
the complainant, and the following procedure shall be used.

1. At the request of the complainant, staff member(s) or principal, a meeting of the staff
member(s), principal and complainant will be arranged at a mutually convenient time
to discuss the complaint.

2. If the complainant is not satisfied with the results of the meeting, the complainant
shall be directed to the Superintendent or his/her designee.
3. If the complainant is not satisfied with the results of the meeting with the

Superintendent or his/her designee, the complainant shall be granted the privilege of
a hearing before the Board or its designee. The staff member(s) shall have the
privilege of attending this meeting with representation.

C. Teacher Communication

Complaints against teachers that have not been communicated to the teacher shall not be
made a matter of record.



SECTION 10 - LESSON PLANS

Weekly required lesson plans prepared by each certified/licensed teacher will be kept in the
classroom, and such plans will be available for review by the appropriate administrator, on
the teacher's desk.

Lesson plans shall consist of:
1. Grade level or subject area
2. Existing State Standards, Benchmarks and/or Indicators. In courses where
State Standards, Benchmarks and/or Indicators do not exist, lesson plans
will include Course of study objectives.
3. Class activities
4. Assignment.

SEE ADDENDUM H - TEACHER EVALUATIOM PROGRAM for a sample lesson plan
template.

ARTICLE 11l - TEACHER CONTRACTS

SECTION 1 - TEACHER CONTRACTS
There are two types of Teacher Contracts- Limited Contracts and Continuing Contracts.
A Limited Contract is a contract for a specified term of years.

A Continuing Contract is a contract that remains in effect until the teacher resigns, elects to retire,
or until it is terminated or suspended.

SECTION 2 - PROBATIONARY PERIOD

A. Each newly hired teacher for the school year 2014-2015, and thereafter, shall serve a
probationary employment period with the Board for four consecutive full school years of
full time employment. During the probationary period, such teacher shall receive contracts
for no longer than one (1) school year.

Teachers who were employed for the 2013-2014 school year, and were serving a
probationary period described in the previous contract, shall complete a probationary period
of three consecutive full school years of full time employment.

B. The Board may declare its intention not to employ a teacher who is serving a probationary
period, by giving the teacher written notice of such intention on or before the first day of
June in the calendar year in which the teacher’s current contract expires. If the Board does
not give the teacher written notice on or before said first day of June of its intention not to
re-employ the teacher, the teacher is deemed re-employed either:

1. Under a Limited Contract for one year, or



2. Under a Continuing Contract, if such teacher meets the license requirements.
SECTION 3 - CONTINUING CONTRACT ELIGIBILITY
A. A teacher shall become eligible for a Continuing Contract after:

1. Serving a probationary period without having received a timely written notice of
non-renewal or non-reemployment (synonymous terms) as described in the above
Section 2 Paragraph B, and

2. Holding the license requirements for a Continuing Contract.

B. A teacher may also receive a Continuing Contract, without having served all or part of a
probationary period, if the teacher meets the license requirements and is recommended for a
Continuing Contract by the Superintendent.

SECTION 4 - EFFECT OF SERVING A PROBATIONARY PERIOD

Any teacher who serves a probationary period without having received a timely notice of non-
renewal or non-re-employment, shall not thereafter be subject to being non-renewed or non-re-
employed.

SECTION 5 - SUPPLEMENTAL CONTRACTS

The Board shall enter into a supplemental written contract with each teacher who is to perform
duties in addition to the teacher’s regular teaching assignment. Such supplemental contracts shall
be limited contracts but shall be considered terminated at the end of the contract.

Supplemental contracts shall set forth the Teacher’s duties and shall specify the salary to be paid for
this service.

When a supplemental contract position is declared vacant, such vacancy shall be posted for five (5)
school days prior to the position being filled. Exceptions to the time limit for posting can be made
if it is mutually agreed that an emergency exists. Consideration for filling supplemental contracts
shall be given in the following manner and order:

1. Qualified certified/licensed staff member in the District.

2. Qualified certified/licensed staff members outside the District.

3. Qualified non-certificated/non-licensed individuals.

SECTION 6 - VACANCIES, PROMOTIONS AND EMPLOYMENT
All appointments are made upon the recommendation of the Superintendent.
The Superintendent shall provide for the promotion of employees as described in the immediately

following paragraph by establishing procedures for identification, careful appraisal of performance
and for the development of leadership potential.



Current staff members shall be given first consideration in filling vacancies for the positions of
visiting teachers, supervisors, coordinators, directors, principals, or for any new position in which a
salary differential is included. Staff members interested in advancement or change should make
known to the Superintendent, in writing, their interests and qualifications for the desired positions.

All appointments will be made without discrimination in regard to protected classes or marital
status. Vacancies occurring in the school district shall be posted in each building according to the
following regulations:

1. All administrative positions shall be posted as they occur.

2. Vacancies of the certificated/licensed staff which are to be filled for the ensuing

academic year shall be posted as they occur.

Supplemental vacancies shall be posted as they occur.

4. Any member of the staff wishing to be notified by mail of any vacancy that occurs

during the summer shall submit to the designee of personnel a self-addressed,
stamped envelope for each posting requested.

5. During the school year, notice of all openings shall be posted in each building as
well as in the office of the Board. In the event that a vacancy occurs during the
summer vacation period, a copy of said notice will be transmitted to the Association
President or his/her designee. Posting of openings shall include notice of the
requirements of training and experience which are the basics of employment for any
vacancy.

w

SECTION 7 - EMPLOYMENT OF RETIRED TEACHERS

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

B. Upon re-employment the Board may grant up to ten (10) years of experience for service
credit to each rehired retired teacher and shall place them on the proper training column
according to their degree or educational status.

C. Teachers employed pursuant to this provision shall receive one-year limited contracts and
shall not be eligible to receive continuing contracts regardless of years of service or
certification/license held.

D. Each one (1) year contract shall automatically expire upon the completion of the year. The
employment relationship shall end upon the expiration of the contract in the same manner as
a supplemental contract.

E. Subject to these provisions, re-employed teachers are part of the bargaining unit and enjoy
all benefits of this agreement except rehired retirees shall not be eligible for severance under
Article VI, Section 3.

F. No sick leave shall be carried forward from pre-retirement status. Thereafter, sick leave
shall be governed according to this negotiated agreement.
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G. Pursuant to the authority provided by ORC 4117.10 and to the extent that issues addressed
in this provision are contrary to or in conflict with Ohio Law, the issues addressed in this
provision shall supersede the statutory law of Ohio pertaining to this issue.

SECTION 8 - JOB SHARE
A. Definition
This section shall establish the duties and responsibilities of one specific teaching assignment being
voluntarily shared equally by two (2) employees for a specific length of time. No more than two (2)

employees may share a single specific teaching assignment.

B. Criteria to be eligible for Job-Sharing request:

1. Teacher(s) must have completed no less than two (2) full time, standard contract
years of service in M-U schools. Job-sharing will not be considered for grades 1 and
2.
2. Child-care/Child-Rearing
a) Request must be no less than 1 full school year.
b) Request must occur by March 1 of the academic year.
3. Family member situation requiring care/monitoring
a) Request must be for no less than 1 full school year.

b) Request must occur by March 1 of the academic year.
There is no obligation on the part of the Superintendent to approve employees’ request.

C. Obligations to Job-Sharing teachers

1. Both teachers shall be jointly responsible for:

a) IEPs

b) Classroom preparation and closing

C) Field trip supervision

d) Lesson planning & coordination

e) Daily communication

f) Ordinary building-assigned duties
2. Both teachers shall attend:

a) Teacher work days

b) 1st and last student days

C) In-service days/Waiver days

d) Open house(s)

e) Regularly schedule Parent-Teacher Conferences

f) When job sharing teachers are required to attend full day sessions, they

shall each be compensated at their regular full time per diem rate.

3. At least one of the two teachers shall attend:

a) Staff meetings
b) Committee meetings (if assigned)

D. Restrictions:
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Job-sharing shall not be implemented for purposes of:
1. Avoiding the filling of a full-time position;
2. Covering work of employees on RIF; or
3. Achieving a reduction in benefits.

Salary:

Each Job-Sharing teacher shall receive a pro-rated salary, equal to one-half of their
placement on the salary schedule.

Unless otherwise provided by law, each two (2) years of job sharing by certificated/licensed
employees shall count as one (1) year toward salary placement experience.

Insurance:

Insurance payments will be as stated in the current negotiated contract.

Leaves:

Employees working in such positions shall receive a pro-rated amount of leave benefits.
Seniority:

Both staff members shall receive % year of seniority for each year worked.

Interim Teachers Contract:

Shall be handled via RIF provisions, if the Job-Sharing teachers return to a full time
position. Interim teachers will be notified of status.

Renewal of Job-Sharing arrangement:

Individuals presently in a job-sharing arrangement who wish to continue the following year
must notify the Superintendent by March 1 of the current academic year.

Expiration of Job-Sharing arrangement:

Any Job-Sharing arrangement shall be considered expired on the last teacher’s work day of
the current year unless mutually agreed upon to extend, with or without changes, into the
next year.

Return from Job-Sharing arrangement to full-time position:

The right to return to a full time job shall be covered by seniority.

Termination of this program

May occur if it is determined that Job-Sharing is not in the best interest of the students.

12



ARTICLE IV - TRANSFERS AND CHANGES IN ASSIGNMENT

SECTION 1 - TRANSFERS
A Voluntary Transfers

A request for transfer of a teacher from one building, subject, or a grade level, to another may be
made by the teacher and shall be submitted in writing to the designee in charge of personnel. Such
request initiated by a teacher shall be assured of consideration only when it is filed on or before
April 30, for the following year. Requests for transfer will be based on individual qualifications,
instructional requirements, and staff availability. Where the foregoing factors are substantially
equal, the preference in the transfer shall be given to the applicant with the greatest number of years
of service in the Milton-Union School System.

All requests will remain until withdrawn by the teacher or removed when an opportunity for a
reassignment has been refused by the teacher. Upon request a teacher not granted a transfer shall be
given the reasons in writing.

B. Involuntary Transfers

Transfers may also be made upon the initiation of the Superintendent or the appropriate member of
his/her staff for a reason(s) which, in their judgment, will serve the best interests of the schools.
However, transfers shall not be in an arbitrary or capricious manner and no teacher shall be
involuntarily transferred more than once in a two-year period. Prior to an involuntary transfer, a
consultation shall be made with the teacher, and, upon request, the reasons for the transfer will be
provided in writing.

SECTION 2 CHANGE IN ASSIGNMENT

All certificated/licensed staff members shall be given their tentative class and/or subject assignment
and building assignment for the next school year at least two weeks, if possible, prior to the
completion of the current school year. At the teacher's request, the administration shall be
responsible for moving material, equipment and supplies of the transferred teacher to his/her new
assignment.

Attempts will be made to notify and discuss with any teacher affected by departure from his

tentative assignment as soon as the need for such a departure becomes known. Upon request, such
teacher shall be given written reasons for the departure from his tentative assignment.

ARTICLE V - REDUCTION IN PROFESSIONAL STAFF WORK FORCE

When it becomes necessary to reduce the number of teacher positions, the following reasons for the
reduction shall apply.

e Decline in student enrollment.
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e Return to duty of regular teacher after leave of absence.
e Suspension of schools, or territorial changes affecting the district.
e Financial considerations

The following procedures shall apply:

A

To the extent possible, the number of teachers affected by a reduction in force will be
minimized by not employing replacements for employees who retire, resign, or whose
limited contracts are not renewed for reasons other than reduction in force.

Attrition alone may not be sufficient to accomplish necessary reductions.

Reductions needed beyond those available by attrition will be made by suspending
contracts. Those contracts to be suspended will be chosen as follows;

1. SENIORITY Defined as:

All teachers in the bargaining unit will be placed on seniority lists in each teaching
field for which they are certificated/licensed, giving first preference to teachers who
prior to July 1, 2014 were granted continuing contract status pursuant to RC 3319.11
and second preference to teachers who are granted continuing contracts pursuant to
Article I11 of this contract. Seniority is defined as the length of continuous service in
the District’s schools. Seniority will not be interrupted by authorized leaves of
absences.

2. Reductions in any area of certification/licensure will be made in accordance with the
recommendation of the superintendent of schools who shall, within each teaching
field affected, give preference to teachers on continuing contracts. The parties agree
that the proper interpretation of the phrase give preference to teachers on continuing
contracts means that teachers on a Limited Contract in a teacher field affected are
suspended before any teachers on a Continuing Contract, in the same teaching field,
are suspended. When making a decision between teachers who have comparable
evaluations, reductions shall be made first from the bottom of the seniority list for
that area of certification/licensure.

A teacher affected by RIF may elect to displace a less senior teacher with the last
three (3) years of comparable evaluations in another area of certification/licensure,
provided he/she has taught in the second area of certification/licensure, for at least
120 days in the five (5) calendar years immediately preceding the scheduled
reduction, or agrees to take a three (3) semester hour academic refresher course
during the ensuing summer or first semester of the ensuing academic year.

3. If two or more teachers have the same length of continuous service, seniority will be
determined by:
a) The date of the Board meeting at which the teacher was hired,and then by;
b) The date the teacher signed his initial limited contract in the district;
C) The date on which the teacher submitted the first completed job application
within the two year period preceding the effective date of the teacher's first
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teaching contract with the Board, if the date is available;
d) If any ties remain after (1), (2), and (3), they will be broken by lot.

Teachers with continuing contracts who are on the recall list will have the following rights:

1. The names of teachers, whose contracts are suspended due to a reduction in force,
will be placed/retained on a recall list for up to 24 months from the date of the
reduction.

2. No new teachers will be employed by the Board while there are teachers on the recall
list who are certified/licensed for the vacancy and have either (1) taught for at least
120 days in the area of certification/licensure, in which the vacancy exists during the
five (5) years preceding the reduction, or (2) have taken, or agree to take, a three (3)
semester hour academic refresher course in the area of certification/licensure, during
the period he/she was on the recall list, or during the ensuing summer, or during the
first semester of the ensuing academic year. The Superintendent may waive the
requirements in 3a.

3. Teachers on the recall list who have comparable evaluations will be recalled in order
of seniority for vacancies in areas for which they are certificated/licensed, provided
they have either (1) taught in that area of certification/licensure, for at least 120 days
during the five (5) years preceding the reduction, or (2) agree to take a three (3)
semester academic refresher course in the area of certification/licensure, during the
ensuing summer, or the first semester of the ensuing academic year.

4. If a vacancy occurs, the Board will phone, make personal contact or send a certified
announcement to the last known address of all teachers on the recall list who are
qualified according to these provisions. It is the teacher's responsibility to keep the
Board informed of his/her current address and telephone number. Teachers shall
respond to the District Office within ten (10) calendar days. Any teacher who fails
to respond within ten (10) calendar days, or who declines to accept the position, will
forfeit all recall rights.

5. 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 salary schedule placement as he enjoyed at the time
of layoff. Where group insurance policies permit, a teacher on the recall list who is
unemployed and does not otherwise have group coverage available may continue to
participate in those benefits which are provided to teachers in active employment
provided the teacher pay the group rates for such benefits.

6. Limited contract teachers shall not be placed on the recall list and do not have recall
rights.
7. For the purposes set forth above comparable shall be defined as a three year average

of the numerical scores assigned to the following final summative evaluation rating.
- Accomplished = 4
- Skilled = 3
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- Developing = 2
- Ineffective = 1

ARTICLE VI - SALARY AND FRINGE BENEFITS

SECTION 1 - SALARY

The 2014-15 salary schedule shall be modified as follows;

The base salary shall be increased by 1.5 % and shall be $34,973. Step 18 and step 30 shall
be added to the salary schedule. To accommodate the addition of these steps the index shall
be modified as set forth on the salary schedule.

All employees who were frozen during the 2011-14 contract and suffered at least a two (2)
year loss of step advancement shall be advanced two (2) steps on the salary schedule.

The 2015-16 salary schedule shall be modified as follows;
The base salary shall be increased by 1.5 % and shall be $35,498.

All employees who were frozen during the 2011-14 contract and suffered at least a two (2)
year loss of step advancement shall be advanced two (2) steps on the salary schedule.

The 2016-17 salary schedule shall be modified as follows;
The base salary shall be increased by 1.5 % and shall be $36,030.
All employees shall be advanced one (1) step on the salary schedule.

Advancement on the experience steps of the salary schedule shall be reinstated beginning in
the 2014-15 school year for all employees.

Restoration of lost steps suffered due to the step freezes during the 2011-14 contract, shall
be as follows; one (1) year shall be restored in 2014-15 for employees who suffered a loss
of at least two (2) years. One (1) year shall be restored in 2015-16 for employees who
suffered a loss of at least two (2) years.

Employees who began employment during or after the 2013-14 school year shall have
experience step advancement reinstated but shall not receive restoration credit for more
years than they have actually earned while employed by the Milton Union School District.

The salary schedule documents found in Addendum A shall be modified to exclude the
column labeled “Step Percent Increase”.

Compensation for "part-time" elementary teachers will be pro-rated on a percentage basis of
time required. Compensation for "part-time" secondary teachers will be pro-rated on a
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percentage basis according to the class periods required. All teachers on a .50 time basis or
greater shall be granted proportionate planning and counseling time.

Personnel on an index contract will have their salaries, including supplemental salaries,
adjusted with any change in the teachers' salary schedule.

Teachers who have earned additional college credit which would entitle them to a higher
salary classification must submit to the Superintendent or his/her designee an official
college/university transcript of the completion of additional credit. Notification of
additional training prior to September 15 and January 15 shall cause advancements on the
salary schedule for those teachers the following month.

Undergraduate credit must be approved by the LPDC. Denial shall not be for any
arbitrary or capricious reason(s).

Years of service means all years of full-time teaching in public schools, regardless of
training, and up to five (5) years of military service. A full year of credit will be given only
for 120 days or more of teaching under contract, and for eight (8) continuous months or
more of active military service.

Teachers newly employed in the district shall be granted up to and including ten (10) years
of public school teaching service elsewhere, including up to five (5) years of military
service.

All teachers will be placed on their proper training column according to their degree or
educational status.

The teacher work year is 183 days.

Certificated/licensed, employees holding supplemental contracts will be paid in the
approximate middle and upon completion of duties.

Those Duties Spanning an Academic Year — 1* pay of January and 1% pay of June.
Choir
Band Director
Assistant Band Director
All Special Education Contract Holders
All Club and other Activity Advisors

Summer Physical Fitness:  2nd August pay & 1st September pay

Summer Library Duties: In the payroll immediately following the submission of the
time sheet.
Summer School: 1st July pay and last day of Summer School

Dramatics - at completion of duties
Play Director
Assistant Play Director

Fall Sports (Coaches, Cheerleader Advisors, Flag Advisor):
1st October pay and 2nd November pay
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Winter Sports (Coaches, Cheerleader Advisors):
2nd January pay and 2nd March pay

Spring Sports  (Coaches):
2nd April pay and 1st June pay

Whenever an assistant/shared supplemental vacancy is not filled or either person does not
complete the position, the salary designated for the position will be paid to the person
fulfilling those responsibilities providing the need is approved by the building principal.

The administration shall determine whether to fill the supplemental positions set forth in
Addendum B to this Master Contract, taking into consideration the number of students who
wish to participate in the activity.

SECTION 2 - INSURANCE
Health Insurance Options

The Board will provide prescription drug insurance coverage and hospitalization — surgical
and major medical plan for each full-time member of the staff who desires it and is eligible.
The benefits of such plan are shown in Addendum C.

1. PPO

Employee contributions for both single plan and family PPO plan shall be 15% of the
premium in 2014-15 and 20% of the premium thereafter.

Part-time staff may acquire the same insurance protection by paying the prorated premium
represented by the portion of day not worked by them.

2. HEALTH SAVINGS ACCOUNT (HSA) (optional)

The board shall establish, through payroll deduction, an HSA account for each employee
who is enrolled in a High Deductible Plan (HDP). The board shall contribute $1,000
annually for single and $2,000 annually for family. District contributions shall be made
semi-annually in January and July. Employees may make additional contributions through
payroll deduction to the HSA. Employee contributions cannot exceed limitations established
by the IRS. See Addendum *“C” for coverage.

Employee contributions for both single plan and family plan shall be 15% of the premium
throughout the term of this contract.

The District shall fund the HSA in the amount of $1000.00 single/$2000.00 family
Dental Insurance
The Board of Education shall provide a major dental insurance policy under a group plan for

each full-time employee who desires and is eligible. The Board shall pay the total premium
cost of either the single or family plan.
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Part-time staff may acquire the same insurance protection by paying the prorated premium
represented by the portion of day not worked by them.

See Addendum D for coverage.
Life Insurance

The Board shall provide a fully paid group life insurance policy in the amount of $30,000 for
each full-time staff member.

See Addendum E for coverage.

Board payment of employee insurance benefits will cease at the end of the billing cycle in
which the employee terminates, resigns, or at the end of the billing cycle in which expiration
of employee's sick leave occurs. Board provided benefits will be paid through the end of the
contract year (as long as the employee is receiving a paycheck from the Board and is eligible
for benefits). Employee may elect to continue health and dental benefits after the expiration
of the billing cycle by paying for it themselves through COBRA.

125 Plan

The Board will maintain a 125 Plan for employees for health care contribution, health
benefits, and dependent care. The 125 Plan will be available to employees so long as it is
made available by the Internal Revenue Service in its present form or until such time as it is
negotiated to be removed from this agreement.

Insurance Opt-Out Incentive

The District shall provide a financial incentive to employees who opt-out of the District-
provided PPO or HDP. The incentive shall be $1000.00 single / $2000.00 family. To be
eligible for the opt-out incentive the employee must be enrolled in one of the programs and
drop coverage during open enrollment. The incentive will be distributed annually in
December and July. If, due to a qualifying event, an employee returns to one of the District-
provided programs mid-year, the incentive will be pro-rated (Twelve (12) month pro-ration
period is October 1st through September 30th).

Savings created from opt-out program described above will be split 50/50 between
bargaining unit and district. The bargaining unit’s share shall be distributed to only those
members enrolled in the insurance program on or after July 2014. Employees hired on or
after July 2014 will be eligible for the opt-out incentive if they have been enrolled for at
least one (1) year and drop their health insurance during open enrollment.

The opt-out incentive program shall be a two (2)-year pilot program. The parties will meet
June 2016 to review the insurance opt-out provision and the benefits of its continuation. The
program may be continued through mutual agreement.
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SECTION 3 - SEVERANCE PAY

Any employee retiring from the Milton-Union School District shall be eligible for severance pay,
effective the last date of employment, providing eligibility requirements are met as follows:

A.

B.

Be employed by the Milton-Union School District at the time of retirement.
Have five (5) continuous years or more of service in the state or local school district.
Have an application for retirement approved by the State Teachers' Retirement System.

Completed application for severance pay and have filed with the Treasurer of the Board no
later than ninety (90) calendar days after the last date of employment.

Upon receipt of a completed application for severance, payment shall be made within the
calendar year of retirement. Payment may be tax deferred at the employee’s option and
eligibility.

The formula for payment shall be thirty-three and one-third (33 1/3) percent times the
accrued sick leave days up to a maximum of fifty five days. Such payment shall be
calculated by multiplying the base daily rate, excluding supplemental pay, of the teacher's
pay at retirement by the total number of days, or fractional parts thereof, as determined by
the formula. Payment for sick leave on this basis shall be considered to eliminate all sick
leave credit accrued by the employee at that time.

For employees who are at step 25 or greater on the salary schedule, the maximum
accumulation of sick leave shall be two hundred seventy (270) days. These employees shall
earn additional days of severance beyond the maximum set forth in Article VI, Section 3
based on the following formula:

One (1) additional day of severance for each ten (10) days of sick leave accumulated beyond
two hundred twenty (220) days.

Calculation shall be based on the number of days accumulated at the time of retirement.
A teacher who dies while employed by the Board shall be treated as having met the above
requirements for severance pay. His/her beneficiaries shall be paid the amount of severance
pay due within thirty (30) days.

SECTION 4 - MILEAGE, LICENSE AND BACKGROUND CHECKS
Mileage
Employees who are approved to use their personal vehicles for employment related use will
be reimbursed at the prevailing IRS rate for all business miles.
License and Background Checks

Upon timely submission of a renewed educator license, as issued by the Ohio Department of
Education, the District shall reimburse the employee for fifty percent (50%) of the costs
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related to the license fee and the BCI and FBI background checks.

If the employee leaves the employment of the District for reasons other than retirement prior
to the expiration of the license, the employee shall return a pro-rated portion of the
reimbursed fees to the District. The amount of the pro-rated repayment and the process for
repayment shall be determined by the District Treasurer.

SECTION 5 - RETIREMENT CONTRIBUTIONS

The Board shall designate each employee's mandatory contributions to the State Teachers
Retirement System of Ohio as "pick-up” by the Board as contemplated by Internal Revenue Service
Revenue Rulings 77-464 and 81-36, although they shall continue to be designated as employee
contributions as permitted by Attorney General Opinion 82-097, in order that the amount of the
employee’s income reported by the Board as subject to federal and Ohio income tax shall be the
employee's total gross income reduced by the then-current percentage amount of the employee's
mandatory State Teachers Retirement System contribution which has been designated as "picked-
up" by the Board and shall be included in computing final average salary, provided that no
employee’s total salary is increased by such "pick-up™, nor is the Board's total contribution to the
State Teachers Retirement System increased thereby.

A

The pick-up percentage shall apply uniformly to all members of the bargaining unit as a
condition of employment. The pick-up shall apply to all compensation including
supplemental earnings thereafter.

The parties agree that, should the rules and regulations of the IRS or retirement system
change making this procedure unworkable, the parties agree to return, without penalty, to
the former method of employee/employer contributions.

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

Such salary reduction shall be considered when combined with actual salary to not result in
a salary which is less than the salary available under the State minimum salary ~ schedule.

It is understood that it is the responsibility of each individual teacher to make necessary
adjustment(s) in any other tax-sheltered annuities he/she has in order to be in compliance
with IRS laws and regulations.

The Board is not liable, nor will it be held responsible for, any related legal, IRS, STRS, or
any other agencies' penalties or decisions concerning this plan now or in the future.

The Association agrees to indemnify and save the Board harmless against any and all claims

that shall arise out of or by reason of any reasonable action taken by the Board in
compliance with provisions of the Article.
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ARTICLE VII - LEAVES

SECTION 1 - LEAVE OF ABSENCE WITH PAY

Under conditions hereinafter specified, teachers will be granted leaves of absence with pay. The
following amounts of days are hereby set aside for illness, personal and professional leaves of
absence with pay in accordance with the following categories:

A. Sick Leave

Members of the bargaining unit shall be entitled to fifteen (15) days of sick leave, with pay, for each
year he/she is under contract. Sick leave is credited at the rate of one and one-fourth (1-1/4) days
per month.

Unused sick leave may be accumulated up to a maximum of two hundred twenty (220) days.
Newly employed persons may transfer up to that number of accumulated and unused sick leave
days from another public employer in this state, if the date of termination of the other employment
was less than ten years prior to employment in this district.

For employees who are at step 25 or greater on the salary schedule, the maximum accumulation of
sick leave shall be two hundred seventy (270) days. These employees shall earn additional days of
severance beyond the maximum set forth in Article VI, Section 3 based on the following formula:

One (1) additional day of severance for each ten (10) days of sick leave
accumulated beyond two hundred twenty (220) days.

Calculation shall be based on the number of days accumulated at the time of
retirement.

Members of the bargaining unit who render part-time diem, or hourly service shall be credited with
sick leave for time actually worked at the same rate as full time employees.

A member of the bargaining unit who has no accumulated sick leave will be advanced five (5) days
of sick leave each school year if necessary. Any such advanced sick leave credit will be charged
against the subsequent accumulation of that employee.

Sick leave may be used for absences necessitated by:

1. Personal illness or injury, including any disabling condition caused by pregnancy;
2. Exposure to a communicable disease;
3. IlIness or injury in employee's immediate family (employee's brother, sister, parent,

spouse, child, grandchild, father-in-law, mother-in-law or any dependent living in the
employee's household);

Death of family relative or friend.

Birth of grandchild

Hospitalization of grandchild, son-in-law, daughter-in-law

Spousal Birth or Adoption

Any extenuating circumstances with Superintendent Approval

O NOo U N

After the employee’s spouse gives birth, the employee may use up to five (5) consecutive days of
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paid sick leave. Days must be used immediately following the birth.

For an adoption, an employee may take up to twenty (20) consecutive days. Days must be used
immediately before or after the adoption.

Absences for a portion of a day up to one-half (1/2) day shall result in a one-half (1/2) day
deduction. Absences for a portion of a day greater than one-half (1/2) day shall result in a one (1)
day deduction.

If medical attention was required, the employee shall state the name and address of the attending
physician. The administration may require, with reason, a signed statement from the physician
regarding the employee's use of sick leave.

Should the school be closed during the period of an employee's sick leave by an "emergency" day or
holiday, as called by the Superintendent, such employee will not be charged with a sick leave day.

Not later than the second work day after returning to work from sick leave, the employee shall
complete the electronic sick leave form on the Kiosk. No sick leave payment shall be made unless
the required form is submitted. Falsification of information on the form may constitute grounds for
disciplinary action which may include suspension or termination.

Sick Leave Bank: A collection of employee donated sick leave days will be deposited in a sick
leave bank. The bank will commence with first request for use. The Sick Leave Bank may be used
only for the results of catastrophic illness or injury.

Donation: Maximum bank days are 45 days.
Maximum employee donation is 3 days/year.

Application Criteria: 1) Sick leave days must be exhausted.

2) Personal leave days must be exhausted.
3) Maximum request is 15 days.
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4) Process these forms to Assistant Treasurer:
a) Department of Labor Certificate of Health
Care Provider
b) Request for Sick Leave Bank Application form
c) Waiver of HIPPA rights

Assistant treasurer will forward the above two forms to Sick Leave Bank Committee for decision
(Superintendent/Designee and MUEA President).

Any person using Sick Leave Bank is expected to donate days back to the Bank. The decision of the
committee is final and is not subject to the grievance procedure.

B. Personal Leave

All full-time certificated/licensed personnel may be granted three (3) days of paid personal leave.
Half-time certificated/licensed personnel may be granted three (3) half-days of personal leave.

Certificated/licensed personnel who complete the school year, and who do not use personal leave
days during the school year shall be reimbursed $75.00 for each personal leave day not used. Teachers
will have the option to roll over a maximum of one unused personal leave day to the following school
year for a total of four (4) days. Notice of intent to roll over shall be made in writing to the treasurer’s
office no later than the last teacher work day. Failure to notify treasurer’s office will result in
reimbursement. Reimbursement shall take place with the second payroll check in July.

Absences for a portion of a day up to one-half (1/2) day shall result in a one-half (1/2) day
deduction. Absences for a portion of a day greater than one-half (1/2) day shall result in a one (1)
day deduction.

Application for the use of personal leave shall be submitted electronically using the form on the
Kiosk. Except in case of emergencies, all applications for personal leave shall be submitted at least
three (3) working days prior to such leave. An E-mail notification will be returned to the applicant
indicating the approval or the rejection of the personal leave request prior to the day requested.

Emergency leave requests shall be handled in the same manner except that the request shall be
submitted the first day of your return to the job following absence for emergency reasons.

Action upon requests for personal leave shall be taken by the Superintendent or his/her designee,
through the Principal's office.

Personal leave may be granted for:

1. Observance of religious holidays where total abstinence from work is required.

2. Attendance of a high school or college graduation exercise for the employee, spouse,
or a child.

3. Private personal business that occurs on Monday through Friday that cannot be

handled at a time that does not conflict with the normal work day. However, for
such business that occurs the day before or the day after a recognized holiday(s),
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reasons shall be given. The stated reasons shall be judged on its merits by the
Superintendent or his/her designee. In the event such a request is refused, the
Superintendent or his/her designee shall forward, in writing, the reasons for refusing
the request.

4, Emergencies

C. Professional Leave

All duly elected delegates and alternates shall be granted paid leave to attend all sessions of the
OEA, OACT, and WOEA general assembly. All requests for such leave shall be submitted to the
immediate supervisor at least ten (10) days prior to the meeting.

Each teacher shall be granted at least one (1) day paid leave per school year to attend approved
educational conferences, workshops or visitation. All requests for such leave shall be submitted to
the immediate supervisor as soon as possible.

Expenses to approved educational conferences, workshops and visitations may be paid by the
Board, to the extent that funds are available.

SECTION 2 - LEAVES OF ABSENCE WITHOUT PAY

Requests for leaves of absence without pay shall be submitted in writing on forms which shall be
supplied by the Board. Failure to complete the terms for which a leave is requested will be grounds
for termination of the leave and/or other disciplinary action. A person returning from an authorized
leave of absence without pay shall be placed on the appropriate salary step. The intent being that a
person will not receive an experience increase for a leave of absence. All leaves of absence without
pay shall in no event end sooner than the period of time granted. The individual employment
contract of any employee on an unpaid leave of absence shall continue to run during the period of
such leave, and shall therefore be subject to renewal, non-renewal or suspension as otherwise
provided by law.

Benefits (health, dental, life) are not paid by the District during the "leave Without Pay" period. At
the employee's option, however, the employee may make timely payments to continue coverage.
Written notification must be given to the Treasurer prior to commencement of leave.

A. Il Health

A written application for leave of absence for ill health must be accompanied by a statement from
the attending physician recommending that a leave of absence be granted, and for the length of such
absence.

Such request for leave of absence will be granted for not less than one (1) semester when possible
nor more than one (1) school year. The leave may be renewed, but in no event will a leave extend
for more than one (1) academic year. The request for extension of leave for personal illness will be
accompanied by a doctor's statement recommending such an extension.

If any employee is unable to perform satisfactorily the duties of his/her position because of a
physical or other disability, or the employee has been absent on account of personal illness for a
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continuous period of thirty (30) days following the expiration of his/her sick leave, the
Superintendent may recommend, without the request of the employee, a leave of absence for a part
of the school year, for the remainder of the school year, or for a full school year, and renewals
thereof.

A Board shall continue to carry on payroll records of all employees whose sick leave accumulation
has expired, or who are on a disability leave of absence, or an approved leave of absence, for the
purpose of group term life, hospitalization, surgical, major medical, or prescription drug coverage.
The employee shall make the total premium payment to the Treasurer.

An employee, prior to returning from any leave of absence, may be required to furnish a physician's
certificate that he/she is able to perform his/her duties.

B. Maternity/Paternity Leave

An employee may use Maternity/Paternity leave in lieu of or in conjunction with sick leave as
specified in Article VII, Section 1.

The Board may grant a leave of absence for reasons due to pregnancy, without pay, to any regularly
employed staff member, upon written request for such leave. The request shall indicate the
anticipated beginning and ending dates of the Maternity/Paternity leave.

C. Child Rearing Leave

The Board shall grant a leave of absence, without pay, for the purpose of rearing a newly born child
or a newly adopted child.

1. Any employee who wishes to take leave under this policy shall submit a request for
such leave in writing, at least forty-five (45) days prior to the commencement of said
leave, unless an adoption is involved where there is insufficient notice prior to the
placement, in which case the forty-five(45) days will be waived.

2. Leave under this policy may be granted for a period of up to one (1) academic year
plus the remaining portion of the academic year in which the leave commences.
3. Leave under this section shall expire on the last day of the school term unless the

teacher gives notice by April 1, of his/her intent to: (1) extend the leave for an
additional year (if eligible); or (2) return to active teaching duty for the ensuing year.

4, For return from approved leave, said teacher shall resume his/her previous contract
status and a comparable position in the appropriate area of certification.

D. Sabbatical Leave

Any teacher who has completed five (5) years of service in this state may, with the permission of
the Board and the Superintendent, be entitled to take a leave of absence with part pay, for one (1)
academic year, subject to the following restrictions: The teacher shall present to the Superintendent
for approval a plan for professional growth ninety (90) days prior to such a grant of permission and
at the conclusion of the leave provide evidence that the plan was followed. The teacher may be
required to return to the district at the end of the leave for a period of at least one (1) year, unless the
teacher has completed twenty-five (25) years of teaching in this state.
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The Board may not grant such a leave unless there is available a satisfactory substitute, nor grant
such leaves to more than five percent (5%) of the professional staff at any one time. Part salary
paid the teacher shall be the difference between the replacement teacher's salary and the departing
teacher's expected salary. A leave shall be no longer than one (1) school year, nor granted a second
time to the same individual when other members of the staff have filed a request for such a leave.

Upon his/her return from leave, the teacher's salary will be the same as he/she would have received
had the period of his/her leave been spent in the Milton-Union School System. Fringe benefits may
be maintained at the expense of the teacher and he/she will return to the same teaching position, if
available, or to a comparable position to that which he/she held prior to his/her leave.

E. Military Leave

1. Military leave of absence shall be granted to any employee who is drafted or recalled

to active duty with any branch of the armed services of the United States.

2. An employee returning from military service shall be returned to a position
comparable to that held before leave and given full credit on the salary schedule for
such service.

3. Voluntary reenlistment immediately terminates military leave granted by the Board.

F. Leave for Professional Study

1. Professional leave may be granted on the basis of either one full semester or one full
academic year. Request of leave for professional study must be filed ninety (90)
days previous to the beginning of leave. If requests are placed later than this time,
they may be granted if an acceptable replacement can be obtained.

2. Request for this leave for less than one (1) year may be granted only if
administratively possible.

3. The leave may be granted for full-time study and earned credits must be filed upon

return to the Board.

4. Failure to comply with terms of this leave shall be cause for termination.

G. IlIness in the Immediate Family

Leave shall be granted because of a serious illness in the immediate family for a period not to
exceed one (1) academic year. A written application for such leave must be accompanied by a
statement from the attending physician.

H. Short Term Daily Leave

Request for daily leave for such activities as vacation trips, travel with spouse, business travel and
entertaining with spouse, shopping, and family visitation tend to interfere with a staff member's
contractual agreement and academic continuity. However, when a staff member feels he/she has an
extenuating set of circumstances not covered by other leave policies, application for such leave
must be made in advance through the office of the Superintendent. The decision of the
Superintendent shall be final.
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SECTION 3 - ASSAULT LEAVE

Any certified/licensed staff member absent from regular duties because of a physical
disability resulting from an assault on the certified/licensed staff member which occurs in
the course of Board employment shall be entitled to a leave of absence under the following
conditions:

1. The maximum number of days for which assault leave shall be payable to any
certified/licensed staff member shall be forty-five (45) days.
2. The certified/licensed staff member must furnish the Superintendent with a signed

statement, describing in detail all of the facts and circumstances surrounding the
assault, including but not limited to, the location and time of the assault, the identity
of the assailant(s), if known, and the identity of all witnesses to the assault, if known.

3. The certified/licensed staff member must submit to the Superintendent verification
from an attending physician that the professional staff member is disabled from
performing normal duties, indicating the nature of the disability and its probable
duration.

4, The certified/licensed staff member shall cooperate fully with the Superintendent and
other public authority(ies) in the prosecution of the assailant(s). In the event the
certified/licensed staff member requires representation by an attorney in the criminal
prosecution of the assailant(s), the Board will provide the certified/licensed staff
member with an attorney selected by and paid by the Board to represent such
certified/licensed staff member in such matter. If other legal representation is
required by the certified/licensed staff member, such may be provided by the Board
as approved in advance by the Superintendent.

5. The certified/licensed staff member shall be required to file for Worker's
Compensation.
6. It is the intent of this Article to provide for assault leave for certified/licensed staff

members who do not physically initiate the assault on the person. In case of a
dispute as to whether or not a certified/licensed staff member has physically initiated
an assault and it is determined through either administrative hearing or court action
that the certified/licensed staff member did initiate the assault, the professional staff
member shall be required to either: (1) refund the compensation received as assault
leave, or (2) charge the assault leave taken against the sick leave earned by the
professional staff member.

Assault leave shall not be chargeable against sick leave.

In the event the certified/licensed staff member is eligible to and receives Worker's
Compensation for all or part of the period of disability due to an assault, the amount payable
by the Board as assault leave shall be the difference between the Worker's Compensation
benefits paid and the certified/licensed staff member's regular compensation.

This shall be accomplished by the certified/licensed staff member's receiving his/her regular
compensation from the Board and executing the necessary form so that such Worker's
Compensation is paid directly to the Board.

Falsification of any statement by a certified/licensed staff member to secure paid leave
under this Article shall constitute cause for termination or other disciplinary action.
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SECTION 4 - FAMILY MEDICAL LEAVE ACT

The Board agrees to provide leave to employees in the collective bargaining unit
represented by the Association who are eligible employees (as the term "eligible employees”
is defined by the federal Family and Medical Leave Act "FMLA" ), with such leave to be
consistent with the FMLA,; provided, however, that to the extent more generous leave is
available to eligible employees without regard to FMLA, such shall not be lessened, nor
expanded. In providing any leave pursuant to this Agreement, the Board will adhere to the
requirements of the FMLA, as set forth in the statute, regulations and/or U.S. Department of
Labor or court interpretations of the FMLA.

It is understood that eligible employees are entitled, at a minimum, to up to 12 work weeks
of unpaid FMLA leave, during any fiscal year, July 1 through June 30 of the following
calendar year, for purposes of the birth, adoption or foster placement of a child, where it is
medically necessary for an employee to be with, or care for, a spouse, parent, or child
suffering from a serious health condition, or where the employee's serious health condition
prevents performance of essential functions of the employee’s job.

During said FMLA leave, the Board will continue to pay the Board's portion of the
employee's group health plan benefits. However, the employee must make arrangements, in
advance of any FMLA leave, to pay his/her portion of such benefits, along with the
premiums of any other benefits the employee desires to continue during said FMLA leave,
for which the Board is not otherwise required to pay.

Upon completion of any FMLA leave, and in accord with FMLA, the Board will restore the
employee to the same or equivalent position as held at the outset of the leave.

ARTICLE VIII - GRIEVANCE PROCEDURE

SECTION 1 - DEFINITIONS

A grievance is an alleged misapplication, misinterpretation or violation of a provision
of this agreement.

A grievant is an employee, the Association, or a group of employees in the bargaining
unit, alleging a misapplication, misinterpretation or violation of this negotiated
agreement. A grievance alleged by a group shall have arisen out of identical
circumstances affecting each member of said group, and shall be treated as a single
grievance. A decision of such grievances applies to all employees in the group and
each shall be given a copy of the decision.

Limitations on Grievances

1. No Grievance shall be filed concerning a matter which may be made the subject of a
charge with the State or Federal Agency
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2. The decision of the Superintendent to recommend non-renewal or non-reemployment

and/or the decision of the Board not to re-employ shall not be made the subject of a
grievance and shall not proceed as such, except that:

a. A claim of untimely notice of such non-reemployment (A, IlI) shall be
grievable.
b. A claim that the grievant is not subject to non-reemployment by reason of

Article 11l Section 4.

3. The content and substance of an evaluation is not subject to grievance; however, the

teacher may submit a rebuttal and/or provide additional information to the evaluator
within (10) ten working days of the receipt of the final summative rating. The failure
of an evaluator to take certain actions or do certain things in the evaluation process
within specified time limits or number of times may be made the subject of a
grievance.

The actions or things to be done within specified time limits or number of times are found
in the Teacher Evaluation Program.

SECTION 2 - PROCEDURE

Step | - Informal Procedure

Step Il

The aggrieved party shall discuss the grievance or complaint with the person who is directly
concerned with the grievance in a face-to-face meeting. This shall be accomplished within
fifteen (15) days after the grievant knows or should have known the act or conditions on
which the grievance is based. In no event, however, may a grievance be filed more than
thirty (30) days following the date of the occurrence from which the grievance arose.

- Formal Procedure

If a satisfactory solution is not affected, the aggrieved party shall present his/her written
grievance to the principal or immediate supervisor within five (5) days after the informal
hearing. The principal or immediate supervisor shall, within five (5) days of receipt of the
grievance, conduct a hearing concerning the grievance. The principal or immediate
supervisor shall provide a written answer to the grievance and forward it to the concerned
parties within five (5) days from the time of the hearing.

Step Il - Superintendent

If a satisfactory solution is not affected, the Association shall invoke Step I11 in writing and
present same to the Superintendent within five (5) days after receiving the Step Il answer.
Any failure to invoke Step 11l as provided herein will be considered as the parties having
reached a satisfactory resolution of the alleged grievance, unless stated otherwise. The
Superintendent or his/her designee shall, within five (5) days of receipt of the grievance,
conduct a hearing concerning the grievance. The Superintendent or his/her designated
representative shall provide a written answer to the grievance and forward to the concerned
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parties within five (5) days from the time of the hearing.
Step IV - Binding Arbitration

If the action taken in Step 111 by the Superintendent or his/her designee does not resolve the
grievance to the satisfaction of the Association or if no decision has been rendered by the
Superintendent or his/her designee within five (5) days, the Association may notify the
Board in writing of its intent to submit the grievance to binding arbitration. Any failure to
invoke Step IV within five (5) days of the receipt of the Step Il answer, the grievance will
be considered settled on the basis of the Step 111 answer.

Upon receipt of the notice of intent to submit the grievance to binding arbitration, the
parties, within five (5) days thereafter submit a request to the American Arbitration
Association to provide the parties with a panel of arbitrators with selection to be made in
accordance with the Voluntary Rules of the American Arbitration Association. The fees and
expenses of the arbitrator shall be shared equally by the parties. Each party will be
responsible for the fees and expenses of its representation.

The arbitrator shall review the grievance and submit his/her decision to the parties. The
arbitrator's decision shall be binding to all parties. The arbitrator shall not have the power to
ignore, add to, subtract from, or modify the negotiated policies and the arbitrator may
consider only the specific language of this Agreement and render his/her decision on the
issues presented on the basis of the reliable, substantial and preponderance of the evidence
in the record of the proceedings. Only grievances as defined herein shall be subject to
arbitration. All issues of procedural arbitrability will be heard and decided by the arbitrator
prior to hearing the substantive issues or merits of a grievance. If the Board intends to raise
issues of arbitrability, the Board shall provide written notification of such issues to the
President of the Association (or designee) a minimum of fourteen (14) calendar days prior
to the arbitration hearing.

The Board and Association shall take necessary action within ten (10) days after receipt of
the arbitrator's decision. No further action may be taken on the matter after thirty (30) days
of the Board's action, unless otherwise provided by law.

SECTION 3 - MISCELLANEOUS PROVISIONS

A. Neither the aggrieved teacher, nor any party to this Agreement, shall be denied the right of
representation at any step in this procedure.

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

C. If the teacher and/or Association do not abide by the time limits set forth, they forfeit their right
to continue to the next step of the grievance procedure.

D. If the administrator does not abide by the time limits set forth, the teacher filing the grievance
and/or the Association may proceed to the next step.

E. There will be no reprisals taken against any participant in the grievance procedure by reason
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of such participation.

Mutually agreed informal meetings between the parties may be held during the time between
steps in an effort to effect a satisfactory resolution to the problem.

Any time limits or steps hereinbefore set forth may be waived by the mutual written consent
of the parties.

"Days" as used herein mean calendar days. "Week" as used herein means a calendar week.

ARTICLE IX-DISCIPLINE

SECTION 1 - DISCIPLINARY ACTIONS

The superintendent, (in the absence of the Superintendent, then the Superintendent’s
Designee) shall have the power and right to reprimand, suspend with or without pay,
terminate, or otherwise discipline an employee for good and just cause. All disciplinary
action, other than verbal warnings, shall be given in writing to the affected employee within
36 hours of taking such action.

When appropriate to the circumstances, discipline shall be applied in a progressive and
corrective manner, taking into consideration the nature of the alleged offense, the safety of
students, employees and the public.

An employee’s right to Association representation in any matter relating to discipline shall
only be limited to the extent that immediate employer action is reasonably necessary to
protect persons and/or property. In the event immediate employer action is taken without
Association representation, then, upon the affected employee’s request, a conference to
review the discipline shall be held within 24 hours with the employee and an Association
representative. At this conference, the employee shall be presented with a written statement
of the charges against the employee, including times and places of occurrence(s).

Prior to the imposition of discipline more severe than a written reprimand, the affected
employee shall have the right to an informal hearing before the appropriate administrator.

SECTION 2 - APPEAL OF DISCIPLINE

Termination of an employees’ contract shall be subject to appeal on the basis of good and just cause
via the grievance procedures set forth in the contract commencing at Step IV.

Either the Association or the teacher may notify the Board of the intention to submit the grievance
to binding arbitration.

In arbitration matters involving discipline, the Board has the burden of proof and the arbitrator is
expressly given the authority to modify (either by increase or decreasing) a discipline, which is the
subject of the grievance.
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Written reprimands shall not be subject to the grievance procedure and the parties agree that, the
procedure for adjustment of grievances is fair and complete and that it constitutes the sole and
exclusive method for the adjustment of grievances.

SECTION 3 - STATUTORY PROVISIONS NO LONGER APPLY

Notwithstanding anything contained in this contract or in any evaluation procedure adopted by
reference or otherwise a part of this contract, the provisions of this Article and Article I11 dealing
with staff contracts, termination, discipline, non-reemployment and/or probationary periods, are
specifically intended to supplant and replace Ohio Revised Code Sections 3319.11, 3319.16, and
3319.161.

ARTICLE X - EVALUATION

The Board shall provide for the establishment of a program to evaluate employee performance for
the major purpose of assisting the employee toward providing information for employment
decisions. The following provisions will govern the evaluation program.

A See Teacher Evaluation Program Addendum H as incorporated herein by reference.

B. The provisions set forth in Article X of this agreement shall apply to all employees covered
by this collective bargaining agreement.

C. The evaluation program shall be communicated in writing to all employees at the time of
employment. (See Addendum H)

D. The building administrator shall notify employees who are scheduled for evaluations during
the current school year not later than October 1. The building administrator shall hold a
meeting of employees scheduled for evaluation for the purpose of apprising them, in writing,
as to the manner in which the evaluative program shall be carried forth.

Evaluations shall be conducted by credentialed evaluators who are employed as
administrators by the district, in the event of an emergency the district may seek credentialed
evaluators from the Miami County ESC. A teacher may submit a written request to the
superintendent for a change in evaluator.

E. Limited Contract Employees

First evaluation
Two (2) thirty (30) minute observations shall be completed prior to the summative
conference. Each observation shall be followed by a formative conference and the
completion of an Observation Formative Form which shall be completed no later than
three (3) working days following the observation.

Subsequent observations will occur no sooner than (10) ten working days after rubric
feedback is received from the prior observation unless mutually agreed upon.

The summative conference and the completion of the Evaluation Summative Form
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shall be completed no later than January 15

Second evaluation
Two (2) thirty (30) minute observations shall be completed prior to the summative
conference. Each observation shall be followed by a formative conference and the
completion of an Observation Formative Form which shall be completed no later than
3 working days following the observation.

Subsequent observations will occur no sooner than (10) ten working days after rubric
feedback is received from the prior observation unless mutually agreed upon.

The summative conference and the completion of the Evaluation Summative Form
shall be completed no later than May 10™.

Continuing Contract Employees

Two (2) thirty (30) minute observations shall be completed prior to the summative
conference.

Each observation shall be followed by a formative conference and the completion of the
Observation Formative Form which shall be completed no later than three (3) working days
following the observation

Subsequent observations will occur no sooner than (10) ten working days after rubric
feedback is received from the prior observation unless mutually agreed upon.

The summative conference and the completion of the Evaluation Summative Form shall be
completed no later than January 31.

Accomplished/Skilled Designated Teachers

A teacher earning a final summative rating of “Accomplished” will move from annual
evaluations to once every three (3) years. If the “Accomplished” rating is not maintained,
the teacher will return to the appropriate evaluation cycle as set forth in the Milton Union
Teacher Evaluation Program (see Addendum H).

A teacher earning a final summative rating of “Skilled” will move from annual evaluations
to once every two (2) years. If the “Skilled” rating is not maintained, the teacher will return
to the annual evaluation cycle unless the teacher earns a summative rating of
“Accomplished” therefore allowing evaluations to occur every three (3) years.

In a non-formal evaluation year for “Skilled” and “Accomplished”designated teachers, the
credentialed evaluator will conduct one informal observation with a post-conference to

follow. Informal observations are excluded from use with any existing summative
evaluations in determining a teacher’s rating.

For all formal evaluations, each evaluation shall include:
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1. Two cycles of formal observations of at least thirty minutes each; and

2. A minimum of two classroom walkthroughs, each approximately ten minutes in
length.

Formal evaluations conducted under this provision must be conducted and completed by the
first day of May and the teacher shall be provided with an electronic copy of the evaluation
results by the tenth day of May.

Unless mutually agreed upon, monitoring or listening devices will not be a part of the regular
evaluation program.

All evaluative reports must be dated and signed by the employee. However such signature
does not necessarily indicate agreement with the evaluation or the report. Moreover,
employees shall be permitted to affix rebuttal and evidence to any evaluation.

When it is deemed that an employee's performance is unsatisfactory, the person shall be
notified in confidence and in writing of the reasons for the decision. This may occur in a
person's first year on the assignment or in any year in which performance is judged to be
significantly less than satisfactory. The evaluator and the employee shall meet to mutually
develop an improvement plan.

The Association and administration shall be jointly involved in the development or revision
of any evaluative instrument. When Association or administrative members have concerns
about the evaluation process they may forward these concerns to the "Professional Concerns
Council. (See Article I, Section 3)

The district shall provide training and/or orientation regarding the evaluation program to all
new hires and offer same to existing certificated/licensed teachers.

Appeals Process

= [The teacher may submit a rebuttal and/or provide additional information to
the evaluator within (10) ten working days of the receipt of the final
summative rating.

= A grievance may be filed regarding violations of procedural portions of the
evaluation procedure. The content and substance of the evaluation is not
grievable.

= An evaluation that violates the procedural process shall not be used in
decisions regarding RIF or Termination, but may be used to inform teachers’
professional growth.

= [|nitial filing deadline for such grievances shall vary from the timeline set
forth in Article VIII and shall be triggered by the teachers’ receipt of the final
summative rating.]

When an evaluator has timely notified a teacher as to the date or dates of the following
events:

1. An observation
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2. A conference precedent to an observation
3. A post — observation conference
4, Sharing data from a walkthrough in a timely fashion

and the teacher is absent, excused or unexcused or is otherwise unavailable for the event, the
lack of the occurrence of the event or the lack of timeliness of the event shall not be
included in a grievance under the grievance procedure concerning evaluations.

If a teacher for any reason fails to sign a completed and available post observation
conference form, the absence of the teacher’s signature may not be made the subject of a
grievance.

A meritorious grievance concerning an evaluation which is timely filed under and pursuant
to the grievance procedure renders the evaluation unavailable for the purpose of considering
standing for a reduction in force or for termination, but shall nevertheless be made a part of
the teacher’s personnel file for the benefit of the teacher.

ARTICLE XI - DRUG-FREE WORKPLACE

The Board and Association believe that quality education is not possible in an environment affected
by drugs. We will seek, therefore, to establish and maintain an educational setting which meets the
requirements set forth in the Drug-Free Workplace Act of 1988.

In compliance with the Act, the Board prohibits the manufacture, possession, use, distribution, or
dispensing of any controlled substance or alcohol, by any employee of the District's staff at any time
while on District property. Any staff member who violates this Article shall be subject to
disciplinary action in accordance with local, state and federal laws, up to and including termination
of employment. A disciplinary action may include the completion of an appropriate rehabilitation
program.

The Superintendent shall, in consultation with the Association, establish whatever programs and
procedures are necessary to meet the Federal certification requirements but which also comply or do
not interfere with this Agreement.

ARTICLE XII - SMOKE-FREE WORKPLACE

All buildings and grounds in the district shall operate as smoke-free workplace (Policy 7434).

ARTICLE XIII - FAIR SHARE FEE

SECTION 1 - PAYROLL DEDUCTION OF FAIR SHARE FEE
The Board shall deduct from the pay of members of the bargaining unit who elect not to become or

to remain members of the Association, a fair share fee for the Association's representation of such
non-members during the term of this contract.
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SECTION 2 - NOTIFICATION OF THE AMOUNT OF FAIR SHARE FEE

Notice of the amount of the annual fair share fee, shall be transmitted by the Association to the
Treasurer of the Board on or about September 15 of each year during the term of this Contract for the
purpose of determining amounts to be payroll-deducted and the Board agrees to promptly transmit
all amounts deducted to the Union.

SECTION 3 - SCHEDULE OF FAIR SHARE FEE DEDUCTIONS
A. All Fair Share Fee Payers

Payroll deduction of such annual fair share fees shall commence on the first pay date which occurs
on or after January 15th annually. In the case of unit employees newly hired after the beginning of
the school year, the payroll deduction shall commence on the first pay date on or after the later of:
1. sixty (60) days employment in a bargaining unit position or:
2. January 15"

B. Upon Termination of Membership During the Membership Year

The Treasurer of the Board shall, upon notification from the Association that an employee has
terminated membership, commence the deduction of the fair share fee with respect to the former
member, and the amount of the fee yet to be deducted shall be the annual fair share fee less the
amount previously paid through payroll deduction. The deduction of said amount shall commence
on the first pay date occurring on or after forty-five (45) days from the termination of membership.

SECTION 4 - TRANSMITTAL OF DEDUCTIONS

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

SECTION 5 - PROCEDURE FOR REBATE

The Association represents to the Board that an internal rebate procedure has been established in
accordance with Section 4117.09(C) of the Revised Code and that a procedure for challenging the
amount of the representation fee has been established and will be given to each member of the
bargaining unit who does not join the Association and that such procedure and notice shall be in
compliance with all applicable state and federal laws and the Constitutions of the United States and
the State of Ohio.

SECTION 6 - ENTITLEMENT TO REBATE

Upon timely demand, non-members may apply to the Association for an advance reduction/rebate of
the fair share fee pursuant to the internal procedure adopted by the Association.
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ARTICLE X1V - LOCAL PROFESSIONAL DEVELOPMENT COMMITTEE

The responsibilities of the LPDC shall be as set forth in the Ohio Revised Code and as may be set
forth by the State Board of Education and approved by the Ohio General Assembly.

It is agreed that both parties shall abide by the Standards, Bylaws, and operating procedures of the
LPDC as they are developed and/or amended in concert with any rules, regulations, standards, and
requirements which may be issued by the State Department of Education.

The Milton-Union Education Association shall choose and appoint the representative members to the
LPDC pursuant to Section 3319.22(C)(3) of The Ohio Revised Code. These members shall be
granted release time during the school day, if necessary, to complete any training or duties of the
LPDC. The MUEA committee members shall receive a supplemental contract for all LPDC related
work held outside of the regular school hours.

ARTICLE XV - ENTRY YEAR/MENTOR PROGRAM

The entry year/mentor program will follow the Miami County program. The requirements found
within said program shall be minimal in nature and can be adjusted as needed. Mentors can expect
no less than two hours of release time for observation to be arranged in advance with the Principal.
To cover the mentor’s class during these observations either the principal will cover or the mentor
will arrange for another teacher to cover who will be paid at the internal substitution rate.

Teachers acting as mentors in assisting other teachers act in this position on a strictly voluntary basis.
The mentor is prohibited from acting in any type of supervisory role. Evaluations shall be conducted
solely by the administration without any input from the mentor nor shall the mentor teacher be
requested or directed to make any recommendations regarding the continued employment of the
“client” teacher.

Other than a notation to the effect that a teacher has served as a mentor, the teacher’s activities as a
mentor shall not be part of that teacher’s evaluation.

ARTICLE XVI - SPECIAL EDUCATION

The general guidelines are as follows:

A. All general education classroom teachers who have students with 1EPs shall be a part of
and be present at the IEP conference for each of those students per Federal IDEIA
Guidelines.

B. Any general education teacher shall be provided a copy of their student’s IEP.

C. The general education teacher shall generally not be responsible for feeding, lifting,

diapering, or procedures such as catheterization.

D. Except in an emergency, no general education teacher shall be required to administer
medication to any student nor shall they be required to perform delegated nursing procedures.
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In the case of students requiring personal care, their IEP may reflect need for assistance from
an aide. Those conditions for which personal care is required are:

1. toileting, including catheterization.
2. feeding, including tube feeding.
3. lifting, including transfers.

Every attempt will be made to:

1. separate inclusion students and resource students in the general education
classrooms.
2. Limit the percentage of inclusion students to 25% of class.

There shall be a committee in each of the buildings on inclusion made up of a minimum of one
employee from each of the following areas: general education teachers, special education
teachers, guidance counselors and administration. In addition the school psychologist may be
asked to participate. The purpose of this committee is to engage in on-going decision making
on inclusion related issues. The committee will meet at least once per month or more often as
requested by any member. Agenda shall be mutually established and distributed 2 work days
prior to the meeting. Principal and Director of Curriculum and Student Services shall be
responsible for facilitating the meetings and recording the minutes.

ARTICLE XVII - MISCELLANEOUS

SECTION 1 - NO STRIKE CLAUSE

For the duration of this contract, neither the Association, its agents, nor the employees represented
by the Association shall engage in, assist in, sanction or approve any strike, slowdown, or
withholding of services designed to interfere with the normal operations of the school district.

A violation of this clause will represent a breach of this contract.

SECTION 2 - SAVINGS PROVISIONS
Provisions Contrary to Law

If any provision of this Document or any application of the Document to any certified person
or persons shall be found contrary to law, then this provision or application shall be found
contrary to law, then this provision or application shall be deemed invalid except to the extent
permitted by law, but all other provisions hereof shall continue in full force.

Fiscal Integrity of the School District

The implementation of this Agreement shall be within the financial constraints of community
resources and state support and with full intent of all parties to maintain the District's position
of fiscal integrity and responsibility.

All provisions in this agreement excluding Article X, shall prevail over any conflicting

language in Article X so long as the language in this agreement excluding Article X, is not
contrary to the Ohio Revised Code.
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SECTION 3 - WAIVER

The parties acknowledge that during the negotiations which resulted in this contract, each had the
opportunity to make proposals, and that the understandings and agreements arrived at by the parties
after the exercise of that opportunity are set forth in this contract. Therefore, for the life of this
contract the Board and the Association each voluntarily and unqualifiedly waives the right and each
agrees that the other shall not be obligated, to negotiate with respect to any subject or matter referred
to or covered in this contract and with respect to any subject matter not specifically referred to or
covered in this contract, unless otherwise mutually agreed, or as may otherwise be set forth in R.C.
Section 4117.

SECTION 4 - JOINT COMMITTEE

The Superintendent, Elementary Principal and one (1) teacher from each grade level shall meet, no later
than September 15™ annually, to develop methods to accommodate the need for team planning, conference
and intervention time.

SECTION 5 - NEGOTIATION PROCEDURE

Negotiations shall be conducted pursuant to R.C. 4117.14; provided however, that the parties shall
neither utilize nor participate in fact finding. Should either party request mediation, and there is a
mutual agreement to mediate, the mediator will be from the Federal Mediation and Conciliation
Service. Nothing in this agreement shall restrict the rights of the MUEA as set forth in R.C. 4117.14
(D) (2), provided the MUEA has given the Board and SERB the requisite notices.
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ADDENDUM A - 2014-2015 SALARY SCHEDULE
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ADDENDUM A -2015-16 SALARY SCHEDULE
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ADDENDUM B - SUPPLEMENTAL SALARY SCHEDULES

ADDENDUM B

2014-2015 SUPPLEMENTAL SALARY SCHEDULE
Effective 7/1/2014

Salary Base = $34,973 Rounded to Nearest Dollar
ATHLETIC
Position Step 1 Step 2 Step 3 Step 4
Football H.S. Head Coach 15 5,246 16 5,596 17 5,945 17.5 6,120
H.S. Asst. Coach (4) 10 3,497 11 3,847 12 4,197 12.5 4,372
HS Freshman Head Coach 6 2,098 6.5 2,273 7 2,448 7.25 2,536
H.S. Freshman Coach Asst. 4.5 1,574 5 1,749 55 1,924 5.75 2,011
M.S. Head Coach (2) 5 1,749 6 2,098 7 2,448 7.5 2,623
M.S. Asst. Coach (2) 4.5 1,574 5 1,749 5.5 1,924 5.75 2,011
Soccer H.S. Boys Head Coach 8 2,798 9 3,148 10 3,497 10.5 3,672
H.S. Boys Asst. Coach 5 1,749 5.5 1,924 6 2,098 6.25 2,186
H. S. Girls Head Coach 8 2,798 9 3,148 10 3,497 10.5 3,672
H.S. Girls Asst. Coach 5 1,749 5.5 1,924 6 2,098 6.25 2,186
Basketball H.S. Boys Head Coach 15 5,246 16 5,596 17 5,945 17.5 6,120
H. S. Girls Head Coach 15 5,246 16 5,596 17 5,945 17.5 6,120
H.S. Boys Res. Coach 10 3,497 11 3,847 12 4,197 12.5 4,372
H.S.-Girls Res. Coach 10 3,497 11 3,847 12 4,197 12.5 4,372
H.S. Boys Freshman Coach 7 2,448 8 2,798 9 3,148 9.5 3,322
H.S. Girls Freshman Coach 7 2,448 8 2,798 9 3,148 9.5 3,322
M.S. Boys Coach (2) 5 1,749 6 2,098 7 2,448 7.5 2,623
M.S. Girls Coach (2) 5 1,749 6 2,098 7 2,448 7.5 2,623
Wrestling H.S. Head Coach 15 5,246 16 5,596 17 5,945 17.5 6,120
H.S. Asst. Coach 10 3,497 11 3,847 12 4,197 12.5 4,372
M.S. Head Coach 5 1,749 6 2,098 7 2,448 7.5 2,623
Softball & Baseball
H.S. Boys Head Coach 8 2,798 9 3,148 10 3,497 10.5 3,672
H.S. Boys Asst. Coach 5 1,749 6 2,098 7 2,448 7.5 2,623
H.S. Girls Head Coach 8 2,798 9 3,148 10 3,497 10.5 3,672
H.S. Girls Asst. Coach 5 1,749 6 2,098 7 2,448 7.5 2,623
Track H.S. Boys/Girls Head Coach 10 3,497 11 3,847 12 4,197 12.5 4,372
H.S. Boys/Girls Asst. Coach(3) 5 1,749 6 2,098 7 2,448 7.5 2,623
M.S. Boys Coach (2.) 4 1,399 4.5 1,574 5 1,749 5.25 1,836
M.S. Girls Coach (2) 4 1,399 4.5 1,574 5 1,749 5.25 1,836
Cross Country H.S. Coach 6 2,098 7 2,448 8 2,798 8.5 2,973
H.S. Asst. Coach 3.5 1,224 4 1,399 4.5 1,574 4.75 1,661
Golf H.S. Coach 6 2,098 7 2,448 8 2,798 8.5 2,973
H.S. Reserve Coach 3.5 1,224 4 1,399 4.5 1,574 4.75 1,661
Tennis H.S. Boys Coach 6 2,098 7 2,448 8 2,798 8.5 2,973
HS Boys Asst. 3.5 1,224 4 1,399 4.5 1,574 4.75 1,661
H.S. Girls Coach 6 2,098 7 2,448 8 2,798 8.5 2,973
H.S. Girls Asst. Coach 35 1,224 4 1,399 4.5 1,574 4.75 1,661
Volleyball H.S. Head Coach 8 2,798 9 3,148 10 3,497 10.5 3,672
H.S. Res. Coach 5 1,749 6 2,098 7 2,448 7.5 2,623
Freshman Coach 3.75 1,311 4 1,399 4.25 1,486 4.375 1,530
M.S. Coach (2) 3 1,049 35 1,224 4 1,399 4.25 1,486
Summer Physical 2 699

Fitness
a. Those Middle School and Freshman Coaches employed in extended work service will receive 2% if they
are assigned to work 10-14 days or 3% if they are assigned to work 15 or more days.
1. Coaches new to the system begin on the first step
2. Coaches who move from one sport to another begin at the first step of the new sport.
3. Coaches advancing to a higher level of coaching within the same sport shall get credit for previous
coaching experience at Milton-Union for purposes of determining salary.
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ATHLETIC CONTINUED

Cheerleading Advisor 9th Grade Basketball 1 350 1.33 465
Varsity/Reserve Basketball 3 1,049 4 1,399
9th Grade Football 1 350 1.25 437
Varsity Football 3 1,049 4 1,399
Middle School 15 525 2 699
Academic Coaches
Science Olympiad-HS 5 1,749 5.5 1,924
Science Olympiad-HS 5 1,749 55 1,924
Academic Quiz Team 2 699 2.25 787
Envirothon 1 350 1.125 393
CURRICULAR / CO-CURRICULAR
Position Step 1 Step 2
Annual Advisor- HS 2.75 962 3 1,049
Annual Advisor-MS 1 350 1.25 437
Band Director 15 5,246 15.25 5,333
Asst. Band Director 7 2,448 7.25 2,536
Flag Line Advisor 7 2,448 7.25 2,536
Choir Director- HS 6 2,098 6.25 2,186
Club Advisors: Drama-HS 2 699 2.25 787
Drama-MS 2 699 2.25 787
Drama-Elem. 2 699 2.25 787
FTA 2 699 2.25 787
Bulldog Pride 2 699 2.25 787
Varsity M Club 2 699 2.25 787
National Honor Society 2 699 2.25 787
Newspaper-HS 2 699 2.25 787
Newspaper-MS 2 699 2.25 787
Student Council-HS 2 699 2.25 787
Student Council-MS 2 699 2.25 787
Elem. Safety Patrol Director 2 699 2.25 787
Musical Director 7 2,448 7.25 2,536
Asst. Musical Director 5 1,749 5.25 1,836
Class Advisors: Senior Class 25 874
Junior Class 4.5 1,574
Asst. Junior Class 35 1,224
Sophomore Class 2.5 874
Freshman Class 25 874
INSTRUCTION
Home Instruction $20.00 / hr.
Individual Education Plan (I.E.P.) Mtgs. $20.00 / hr.
Insurance Committee $20.00 / hr.
Internal Substitution $20.00 / hr.
Intervention Assistance Team (I.A.T.) Mtgs. $20.00 / hr.
Local Professional Development Committee (LPDC) Representatives $20.00 / hr. Max of $1000 / yr.
Local Professional Development Committee (LPDC) Chair & Recorder $20.00 Per Meeting plus hourly rate
Special Education Stipend $765.00
Study Table $20.00 / hr.

Extended Service- Vocational

Extended Service- Guidance Counselor, H.S.
Extended Service- Guidance Counselor, M.S.
Extended Service- Lowry Land Lab Resource Teacher

Extended Service- Nurse

Per Diem Rate
Per Diem Rate
Per Diem Rate
Per Diem Rate
Per Diem Rate
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25
1.25

3.25
15

155
7.5

7.5

6.5

25
25
2.5

2.5
2.5
25
25
25
2.5
2.5

2.5

7.5
5.5

584
1,749

525
1,749

874

2,098
2,098
874
437

Step 3

1,137
525

5,421
2,623

2,623
2,273

874
874
874
874
874
874
874
874
874
874
874

874

2,623
1,924

1.84
5.5

1.625
5.5

2.75

6.25
6.25
2.625
1.3125

3.375
1.625

15.625
7.625

7.625

6.625

2.625
2.625
2.625
2.625
2.625
2.625
2.625
2.625
2.625
2.625
2.625

2.625

7.625
5.625

644
1,924

568
1,924

962

2,186
2,186
918
459

Step 4

1,180
568

5,465
2,667

2,667
2,317

918
918
918
918
918
918
918
918
918
918
918

918

2,667
1,967



2015-2016 SUPPLEMENTAL SALARY SCHEDULE
Effective 7/1/2015

Salary Base = [ $35,498 | Rounded to Nearest Dollar
ATHLETIC
Position Step 1 Step 2 Step 3 Step 4
Football H.S. Head Coach 15 5,325 16 5,680 17 6,035" 17.5 6,212
H.S. Asst. Coach (4) 10 3,550 11 3,905 12 4,260 12.5 4,437
HS Freshman Head Coach 6 2,130 6.5 2,307 7 2,485 7.25 2,574
H.S. Freshman Coach Asst. 4.5 1,597 5 1,775 5.5 1,952 5.75 2,041
M.S. Head Coach (2) 5 1,775 6 2,130 7 2,485 7.5 2,662
M.S. Asst. Coach (2) 4.5 1,597 5 1,775 5.5 1,952 5.75 2,041
Soccer H.S. Boys Head Coach 8 2,840 9 3,195 10 3,550' 10.5 3,727
H.S. Boys Asst. Coach 5 1,775 55 1,952 6 2,130' 6.25 2,219
H. S. Girls Head Coach 8 2,840 9 3,195 10 3,550' 10.5 3,727
H.S. Girls Asst. Coach 5 1,775 55 1,952 6 2,130' 6.25 2,219
Basketball H.S. Boys Head Coach 15 5,325 16 5,680 17 6,035' 17.5 6,212
H. S. Girls Head Coach 15 5,325 16 5,680 17 6,035 17.5 6,212
H.S. Boys Res. Coach 10 3,550 11 3,905 12 4,260 12.5 4,437
H.S.-Girls Res. Coach 10 3,550 11 3,905 12 4,260 12.5 4,437
H.S. Boys Freshman Coach 7 2,485 8 2,840 9 3,195 9.5 3,372
H.S. Girls Freshman Coach 7 2,485 8 2,840 9 3,195 9.5 3,372
M.S. Boys Coach (2) 5 1,775 6 2,130 7 2,485 7.5 2,662
M.S. Girls Coach (2) 5 1,775 6 2,130 7 2,485 7.5 2,662
Wrestling H.S. Head Coach 15 5,325 16 5,680 17 6,035 17.5 6,212
H.S. Asst. Coach 10 3,550 11 3,905 12 4,260 12.5 4,437
M.S. Head Coach 5 1,775 6 2,130 7 2,485 7.5 2,662
Softball & Baseball
H.S. Boys Head Coach 8 2,840 9 3,195 10 3,550 10.5 3,727
H.S. Boys Asst. Coach 5 1,775 6 2,130 7 2,485 7.5 2,662
H.S. Girls Head Coach 8 2,840 9 3,195 10 3,550 10.5 3,727
H.S. Girls Asst. Coach 5 1,775 6 2,130 7 2,485 7.5 2,662
Track H.S. Boys/Girls Head Coach 10 3,550 11 3,905 12 4,260 12.5 4,437
H.S. Boys/Girls Asst. Coach(3) 5 1,775 6 2,130 7 2,485 7.5 2,662
M.S. Boys Coach (2.) 4 1,420 4.5 1,597 5 1,775 5.25 1,864
M.S. Girls Coach (2) 4 1,420 4.5 1,597 5 1,775 5.25 1,864
Cross Country H.S. Coach 6 2,130 7 2,485 8 2,840 8.5 3,017
H.S. Asst. Coach 35 1,242 4 1,420 4.5 1,597 4.75 1,686
Golf H.S. Coach 6 2,130 7 2,485 8 2,840 8.5 3,017
H.S. Reserve Coach 35 1,242 4 1,420 4.5 1,597 4.75 1,686
Tennis H.S. Boys Coach 6 2,130 7 2,485 8 2,840 8.5 3,017
HS Boys Asst. 35 1,242 4 1,420 4.5 1,597 4.75 1,686
H.S. Girls Coach 6 2,130 7 2,485 8 2,840 8.5 3,017
H.S. Girls Asst. Coach 3.5 1,242 4 1,420 4.5 1,597 4.75 1,686
Volleyball H.S. Head Coach 8 2,840 9 3,195 10 3,550 10.5 3,727
H.S. Res. Coach 5 1,775 6 2,130 7 2,485 7.5 2,662
Freshman Coach 3.75 1,331 4 1,420 4.25 1,509 4.375 1,553
M.S. Coach (2) 3 1,065 3.5 1,242 4 1,420 4.25 1,509
Summer Physical 2 710

Fitness
a. Those Middle School and Freshman Coaches employed in extended work service will receive 2% if they
are assigned to work 10-14 days or 3% if they are assigned to work 15 or more days.
1. Coaches new to the system begin on the first step
2. Coaches who move from one sport to another begin at the first step of the new sport.
3. Coaches advancing to a higher level of coaching within the same sport shall get credit for previous
coaching experience at Milton-Union for purposes of determining salary.
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ATHLETIC CONTINUED

Cheerleading Advisor 9th Grade Basketball 1 355 1.33 472
Varsity/Reserve Basketball 3 1,065 4 1,420
9th Grade Football 1 355 1.25 444
Varsity Football 3 1,065 4 1,420
Middle School 1.5 532 2 710
Academic Coaches
Science Olympiad-HS 5 1,775 55 1,952
Science Olympiad-HS 5 1,775 55 1,952
Academic Quiz Team 2 710 2.25 799
Envirothon 1 355 1.125 399
CURRICULAR / CO-CURRICULAR
Position Step 1 Step 2
Annual Advisor- HS 2.75 976 3 1,065
Annual Advisor-MS 1 355 1.25 444
Band Director 15 5,325 15.25 5,413
Asst. Band Director 7 2,485 7.25 2,574
Flag Line Advisor 7 2,485 7.25 2,574
Choir Director- HS 6 2,130 6.25 2,219
Club Advisors: Drama-HS 2 710 2.25 799
Drama-MS 2 710 2.25 799
Drama-Elem. 2 710 2.25 799
FTA 2 710 2.25 799
Bulldog Pride 2 710 2.25 799
Varsity M Club 2 710 2.25 799
National Honor Society 2 710 2.25 799
Newspaper-HS 2 710 2.25 799
Newspaper-MS 2 710 2.25 799
Student Council-HS 2 710 2.25 799
Student Council-MS 2 710 2.25 799
Elem. Safety Patrol Director 2 710 2.25 799
Musical Director 7 2,485 7.25 2,574
Asst. Musical Director 5 1,775 5.25 1,864
Class Advisors: Senior Class 25 887
Junior Class 4.5 1,597
Asst. Junior Class 3.5 1,242
Sophomore Class 2.5 887
Freshman Class 25 887
INSTRUCTION
Home Instruction $20.00 / hr.
Individual Education Plan (I.E.P.) Mtgs. $20.00 / hr.
Insurance Committee $20.00 / hr.
Internal Substitution $20.00 / hr.
Intervention Assistance Team (I.A.T.) Mtgs. $20.00 / hr.
Local Professional Development Committee (LPDC) Representatives $20.00 / hr. Max of $1000 / yr.
Local Professional Development Committee (LPDC) Chair & Recorder $20.00 Per Meeting plus hourly rate
Special Education Stipend $765.00
Study Table $20.00 / hr.

Extended Service- Vocational

Extended Service- Guidance Counselor, H.S.
Extended Service- Guidance Counselor, M.S.
Extended Service- Lowry Land Lab Resource Teacher
Extended Service- Nurse

Per Diem Rate
Per Diem Rate
Per Diem Rate
Per Diem Rate
Per Diem Rate
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Step 3

1,154
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887
887
887
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887
887
887
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887

2,662
1,952

1.84
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1.625
5.5

2.75

6.25
6.25
2.625
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3.375
1.625
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7.625
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2.625
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2.625
2.625
2.625
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577
1,952

976
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2,219
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466

Step 4

1,198
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2,707
2,352
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932

932
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ADDENDUM B

2016-2017 SUPPLEMENTAL SALARY SCHEDULE
Effective 7/1/2016

Salary Base = I $36,030 | Rounded to Nearest Dollar
ATHLETIC
Position Step 1 Step 2 Step 3 Step 4
Football H.S. Head Coach 15 5,405 16 5,765 17 6,125 17.5 6,305
H.S. Asst. Coach (4) 10 3,603 11 3,963 12 4,324 12.5 4,504
HS Freshman Head Coach 6 2,162 6.5 2,342 7 2,522 7.25 2,612
H.S. Freshman Coach Asst. 4.5 1,621 5 1,802 5.5 1,982 5.75 2,072
M.S. Head Coach (2) 5 1,802 6 2,162 7 2,522 7.5 2,702
M.S. Asst. Coach (2) 4.5 1,621 5 1,802 5.5 1,982 5.75 2,072
Soccer H.S. Boys Head Coach 8 2,882 9 3,243 10 3,603 10.5 3,783
H.S. Boys Asst. Coach 5 1,802 5.5 1,982 6 2,162 6.25 2,252
H. S. Girls Head Coach 8 2,882 9 3,243 10 3,603 10.5 3,783
H.S. Girls Asst. Coach 5 1,802 5.5 1,982 6 2,162 6.25 2,252
Basketball H.S. Boys Head Coach 15 5,405 16 5,765 17 6,125 175 6,305
H. S. Girls Head Coach 15 5,405 16 5,765 17 6,125 175 6,305
H.S. Boys Res. Coach 10 3,603 11 3,963 12 4,324 12.5 4,504
H.S.-Girls Res. Coach 10 3,603 11 3,963 12 4,324 12.5 4,504
H.S. Boys Freshman Coach 7 2,522 8 2,882 9 3,243 9.5 3,423
H.S. Girls Freshman Coach 7 2,522 8 2,882 9 3,243 9.5 3,423
M.S. Boys Coach (2) 5 1,802 6 2,162 7 2,522 7.5 2,702
M.S. Girls Coach (2) 5 1,802 6 2,162 7 2,522 7.5 2,702
Wrestling H.S. Head Coach 15 5,405 16 5,765 17 6,125 17.5 6,305
H.S. Asst. Coach 10 3,603 11 3,963 12 4,324 12.5 4,504
M.S. Head Coach 5 1,802 6 2,162 7 2,522 7.5 2,702
Softball & Baseball
H.S. Boys Head Coach 8 2,882 9 3,243 10 3,603 10.5 3,783
H.S. Boys Asst. Coach 5 1,802 6 2,162 7 2,522 7.5 2,702
H.S. Girls Head Coach 8 2,882 9 3,243 10 3,603 10.5 3,783
H.S. Girls Asst. Coach 5 1,802 6 2,162 7 2,522 7.5 2,702
Track H.S. Boys/Girls Head Coach 10 3,603 11 3,963 12 4,324 12.5 4,504
H.S. Boys/Girls Asst. Coach(3) 5 1,802 6 2,162 7 2,522 7.5 2,702
M.S. Boys Coach (2.) 4 1,441 4.5 1,621 5 1,802 5.25 1,892
M.S. Girls Coach (2) 4 1,441 4.5 1,621 5 1,802 5.25 1,892
Cross Country H.S. Coach 6 2,162 7 2,522 8 2,882 8.5 3,063
H.S. Asst. Coach 35 1,261 4 1,441 4.5 1,621 4.75 1,711
Golf H.S. Coach 6 2,162 7 2,522 8 2,882 8.5 3,063
H.S. Reserve Coach 35 1,261 4 1,441 4.5 1,621 4.75 1,711
Tennis H.S. Boys Coach 6 2,162 7 2,522 8 2,882 8.5 3,063
HS Boys Asst. 35 1,261 4 1,441 4.5 1,621 4.75 1,711
H.S. Girls Coach 6 2,162 7 2,522 8 2,882 8.5 3,063
H.S. Girls Asst. Coach 35 1,261 4 1,441 4.5 1,621 4.75 1,711
Volleyball H.S. Head Coach 8 2,882 9 3,243 10 3,603” 10.5 3,783
H.S. Res. Coach 5 1,802 6 2,162 7 2,522" 7.5 2,702
Freshman Coach 3.75 1,351 4 1,441 4.25 1,531 4.375 1,576
M.S. Coach (2) 3 1,081 3.5 1,261 4 1,441 4.25 1,531
Summer Physical 2 721

Fitness
a. Those Middle School and Freshman Coaches employed in extended work service will receive 2% if they
are assigned to work 10-14 days or 3% if they are assigned to work 15 or more days.
1. Coaches new to the system begin on the first step
2. Coaches who move from one sport to another begin at the first step of the new sport.
3. Coaches advancing to a higher level of coaching within the same sport shall get credit for previous
coaching experience at Milton-Union for purposes of determining salary.

50



ATHLETIC CONTINUED

Cheerleading Advisor 9th Grade Basketball 1 360 1.33 479 1.67 602 1.84 663
Varsity/Reserve Basketball 3 1,081 4 1,441 5 1,802 5.5 1,982
9th Grade Football 1 360 1.25 450 1.5 540 1.625 585
Varsity Football 3 1,081 4 1,441 5 1,802 5.5 1,982
Middle School 15 540 2 721 2.5 901 2.75 991

Academic Coaches

Science Olympiad-HS 5 1,802 5.5 1,982 6 2,162 6.25 2,252
Science Olympiad-HS 5 1,802 5.5 1,982 6 2,162 6.25 2,252
Academic Quiz Team 2 721 2.25 811 2.5 901 2.625 946
Envirothon 1 360 1.125 405 1.25 450 1.3125 473
CURRICULAR / CO-CURRICULAR
Position Step 1 Step 2 Step 3 Step 4
Annual Advisor- HS 2.75 991 3 1,081 3.25 1,171 3.375 1,216
Annual Advisor-MS 1 360 1.25 450 1.5 540 1.625 585
Band Director 15 5,405 15.25 5,495 15.5 5,585 15.625 5,630
Asst. Band Director 7 2,522 7.25 2,612 7.5 2,702 7.625 2,747
Flag Line Advisor 7 2,522 7.25 2,612 7.5 2,702 7.625 2,747
Choir Director- HS 6 2,162 6.25 2,252 6.5 2,342 6.625 2,387
Club Advisors: Drama-HS 2 721 2.25 811 25 901 2.625 946
Drama-MS 2 721 2.25 811 25 901 2.625 946
Drama-Elem. 2 721 2.25 811 2.5 901 2.625 946
FTA 2 721 2.25 811 25 901 2.625 946
Bulldog Pride 2 721 2.25 811 25 901 2.625 946
Varsity M Club 2 721 2.25 811 25 901 2.625 946
National Honor Society 2 721 2.25 811 2.5 901 2.625 946
Newspaper-HS 2 721 2.25 811 25 901 2.625 946
Newspaper-MS 2 721 2.25 811 2.5 901 2.625 946
Student Council-HS 2 721 2.25 811 2.5 901 2.625 946
Student Council-MS 2 721 2.25 811 25 901 2.625 946
Elem. Safety Patrol Director 2 721 2.25 811 2.5 901 2.625 946
Musical Director 7 2,522 7.25 2,612 7.5 2,702 7.625 2,747
Asst. Musical Director 5 1,802 5.25 1,892 5.5 1,982 5.625 2,027
Class Advisors: Senior Class 25 901
Junior Class 4.5 1,621
Asst. Junior Class 3.5 1,261
Sophomore Class 2.5 901
Freshman Class 25 901
INSTRUCTION
Home Instruction $20.00 / hr.
Individual Education Plan (I.E.P.) Mtgs. $20.00 / hr.
Insurance Committee $20.00 / hr.
Internal Substitution $20.00 / hr.
Intervention Assistance Team (.A.T.) Mtgs. $20.00 / hr.
Local Professional Development Committee (LPDC) Representatives $20.00 / hr. Max of $1000 / yr.
Local Professional Development Committee (LPDC) Chair & Recorder $20.00 Per Meeting plus hourly rate
Special Education Stipend $765.00
Study Table $20.00 / hr.
Extended Service- Vocational Per Diem Rate
Extended Service- Guidance Counselor, H.S. Per Diem Rate
Extended Service- Guidance Counselor, M.S. Per Diem Rate
Extended Service- Lowry Land Lab Resource Teacher Per Diem Rate
Extended Service- Nurse Per Diem Rate
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ADDENDUM C - BENEFIT DESCRIPTIONS

UHC Certified

Milton Union Exempted Village Schools

This benefit description is intended to be a brief outline of benefits. Certain services may have limits on the number of visits, days or dollar

amounts that will be covered.

Please refer to the Summary of Benefits/Certificate of Coverage for a complete listing of benefits. In the event of a conflict between this
description and the group contract, the terms of the group contract will prevail.

CARRIER
PLAN TYPE

DEDUCTIBLE
CO -INSURANCE

OUT- OF- POCKET MAXIMUM 2014-2015
OUT- OF- POCKET MAXIMUM October 1
2015

LIFETIME MAXIMUM

PHYSICIAN OFFICE VISITS

Well Child Care/ Immunizations

Diagnostic Lab & X-Ray

Routine Physicals

Preventive Care

Routine Mammograms & Pap Test
Routine Vision Exams

Routine Hearing Exams

OUTPATIENT DIAGNOSTIC SERVICES

Diagnostic, Laboratory, and X-Ray

OUTPATIENT SURGERY

OUTPATIENT REHABILITATION (in office)-
50 visits combined therapies

Physical Therapy, Occupational Therapy,
Speech Therapy

Spinal Manipulation

HOSPITAL CARE

Room & Board, Diagnostic Laborator and X-
Ray

PROFESSIONAL FEES - INPATIENT

Surgeons / Physicians

United Healthcare

NETWORK
$100 Ind / $300 Fam

NON-NETWORK
$200 Ind / $600 Fam

90/10%; Some Services 80/20%

70/ 30%

$1,000 Ind / $2,000 Fam

$1,500 Ind / $3,000 Fam

$3,000 Ind / $6,000 Fam

$4,500 Ind / $9,000 Fam

Unlimited Unlimited
$10 Co-Pay Ded. & Co-Ins.
Ded. & Co-Ins., Max $500 to age 1,
0,

100% $150 ages 1-9
$10 Co-Pay Ded. & Co-Ins.

100% Not Covered

100% Not Covered

100% Not Covered
$10 Co-Pay Not Covered
$10 Co-Pay Not Covered

Deductible, then 90% Ded. & Co-Ins.
Deductible, then 90% Ded. & Co-Ins.
$10 Co-Pay Ded. & Co-Ins.
$10 Co-Pay Ded. & Co-Ins.

100% of Eligible Expenses after
$250 deductible Ded. & Co-Ins.
Deductible, then 90% Ded. & Co-Ins.
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CARRIER
PLAN TYPE

MATERNITY CARE
Physician Prenatal and Postnatal Care

Hospital Emergency Room Care (Copay
waived if Admitted)

Urgent Care Centers

AMBULANCE SERVICES
DURABLE MED EQUIP

HOME HEALTH CARE (Limited 60 vistis per
Year)

HOSPICE SERVICES (Limited to 180 days)

SKILLED NURSING/EXTENDED CARE
FACILITY SERVICES (Limited to 120 days
per incident / 300 Days per Year)

Transplant Benefits Through United

Resource Networks

MENTAL HEALTH / SUBSTANCE ABUSE

Inpatient Services

Outpatient Services

PRESCRIPTION DRUGS
REE

Tier 1
Tier 2

Tier 3

Diabetic Supplies

Mail Order (90 Day Supply)
Tier 1

Tier 2

Tier 3

Diabetic Supplies

United Healthcare

NETWORK

NON-NETWORK

Deductible, then 90% Ded. & Co-Ins.

$50 Co-Pay Ded. & Co-Ins.

$35 Co-Pay Ded. & Co-Ins.
90% 90% after Network Deductible

80% of Eligible Expenses

Deductible, then 50% of Eligible

Expenses
Deductible, then 90% Ded. & Co-Ins.
Deductible, then 90% Ded. & Co-Ins.
Deductible, then 90% Ded. & Co-Ins.

80% of Eligible Expenses

Not Covered

100% of Eligible Expenses after

$250 deductible Ded. & Co-Ins.
$10 Co-Pay Ded. & Co-Ins.
$10 Copay $10 Copay

25% Copay, $15 min, $35 Max

25% Copay, $15 min, $35 Max

$45 Copay $45 Copay
20% 20%
$20 Copay Not Covered
17% Copay, $30 min, $70 Max Not Covered
$90 Copay Not Covered
20% Not Covered
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ADDENDUM C - UHC CERTIFIED HSA

Milton Union Exempted Village Schools

This benefit description is intended to be a brief outline of benefits. Certain services may have limits on the number of visits, days or

dollar amounts that will be covered.

Please refer to the Summary of Benefits/Certificate of Coverage for a complete listing of benefits. In the event of a conflict between this
description and the group contract, the terms of the group contract will prevail.

CARRIER
PLAN TYPE

DEDUCTIBLE

CO -INSURANCE

OUT- OF- POCKET MAXIMUM
LIFETIME MAXIMUM
PREVENTATIVE CARE

Primary Physician Office Visit

Specialist Physician Office Visit

Lab, X-Ray or other Preventative Tests

OUTPATIENT DIAGNOSTIC SERVICES

Diagnostic, Laboratory, and X-Ray
PHYSICIANS FEES FOR SURGERY AND
MEDICAL SERVICES

OUTPATIENT REHABILITATION (in office) -
50 visits combined therapies

Physical Therapy, Occupational Therapy,
Speech Therapy

Spinal Manipulation

HOSPITAL
Inpattient Stay

PROFESSIONAL FEES - INPATIENT

Surgeons / Physicians

United Healthcare

High Deductible Plan

$2,000 Ind / $4,000 Fam

NETWORK NON-NETWORK

$4,000 Ind / $8,000 Fam

100% After Deductible is met
$2,000 Ind / $4,000 Fam

80% After Deductible is met
$8,000 Ind / $16,000 Fam

Unlimited Unlimited
100% Not Covered
100% Not Covered
100% Not Covered

100% After Deductible is met

80% After Deductible is met

100% After Deductible is met

80% After Deductible is met

100% After Deductible is met

80% After Deductible is met

100% After Deductible is met

80% After Deductible is met

100% After Deductible is met

80% After Deductible is met

100% After Deductible is met

80% After Deductible is met
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CARRIER
PLAN TYPE

MATERNITY CARE

Emergency Health Service- OutPatient

Urgent Care Centers

AMBULANCE SERVICES

DURABLE MED EQUIP

HOME HEALTH CARE (Limited to 60 visits
per year

HOSPICE SERVICES (Limited to 180 days)

SKILLED NURSING/EXTENDED CARE
FACILITY SERVICES (Limited to 120 days
per incident / 300 Days per Year)

Transplant Benefits Through United
Resource Networks

MENTAL HEALTH / SUBSTANCE ABUSE

Inpatient Services

Outpatient Services

PRESCRIPTION DRUGS
Retail
Tier 1

Tier 2

Tier 3
Mail Order (90 Day Supply)
Tier 1

Tier 2

Tier 3

United Healthcare

NETWORK

NON-NETWORK

100% After Deductible is met

80% After Deductible is met

100% After Deductible is met

100% After Network Deductible is
met

100% After Deductible is met

80% After Deductible is met

100% After Deductible is met

100% After Network Deductible is
met

100% After Deductible is met

80% After Deductible is met

100% After Deductible is met

80% After Deductible is met

100% After Deductible is met

80% After Deductible is met

100% After Deductible is met

80% After Deductible is met

100% After Deductible is met

80% After Deductible is met.
Benefits are limited to $30,000 per
transplant.

100% After Deductible is met

80% After Deductible is met

100% After Deductible is met

80% After Deductible is met

100% After Deductible is met

80% After Deductible is met

100% After Deductible is met

80% After Deductible is met

100% After Deductible is met

80% After Deductible is met

100% After Deductible is met

Not Covered

100% After Deductible is met

Not Covered

100% After Deductible is met

Not Covered
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ADDENDUM D - DENTAL INSURANCE

Calendar Year deductible: $25.00 Single
$75 .00 Family
Co-Insurance: Preventive Dentistry - 100%
Minor Dentistry - 80%
Major Dentistry - 50%
Orthodontia - 60%
Maximum calendar year benefit per person: $1,000.00

Details and provisions of coverage are contained in the individual certificates. If you are enrolled for
dental coverage but do not have an individual certificate, contact the Central Office and a copy will
be ordered for you.
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ADDENDUM E - LIFE INSURANCE

Schedule of Benefits

All employees: $30,000

Accidental Death and Dismemberment (AD&D), is an included benefit for all life amounts.
Basic and Accidental Death and Dismemberment Insurance coverage reduces to 65% when you reach
age 70 and to 50% when you reach age 75.
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ADDENDUM F- JOB-SHARING APPLICATION and PROPOSAL

Name Date of Application

Building Application for School Year

Current Assignment/Grade/Subject:

Name(s) and Age(s) of Children under age 5 before the start of the next school year:

Name: Age: Birthdate:

Name: Age: Birthdate:

Name: Age: Birthdate:
PROPOSAL.:

Request to Job-Share with: (teacher).

Brief Description of shared assignment requested:

Teaching Schedule:

Separation of Duties:

| understand the expectations of Job-Sharing, as set forth in the school year Memorandum
of Understanding. If my application is approved, | agree to all obligations and guidelines set forth.

(Teacher) (Date)
Approved: Disapproved:
(Principal) (Date)
Approved: Disapproved:
(Superintendent) (Date)
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ADDENDUM G - GRIEVANCE FORM

MILTON-UNION EXEMPTED VILLAGE SCHOOLS
GRIEVANCE FORM

NAME Date Submitted

(Person, Persons, and/or Association)
School Principal

STEP I (Informal)
Briefly state the problem, indicating date of occurrence and provisions and/or policies violated:

Remedy sought:

STEP | RESPONSE:

Date: Signature:

STEP Il (Formal) Disposition at Step I has not been satisfactory.
Date: Signature:

STEP Il RESPONSE:

Date: Signature:

STEP Ill (Superintendent) Disposition at Step Il has not been satisfactory.
Date: Signature:

STEP Ill RESPONSE:

Date: Signature:

STEP IV (Binding Arbitration) Disposition at Step I11 has not been satisfactory.
Date: Signature:

STEP IV RESPONSE:

Date: Signature:
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TEACHER EVALUATION PROGRAM

“Effective student learning is the ultimate goal of evaluations”
Overview

During the 2012-2013 school year a district-wide committee was established to restructure the evaluation process and procedures. The District
will utilize the Ohio Teacher Evaluation System (OTES) as the foundation of the evaluation process. These standards provide the instructional
staff and administration with a common language and a set of skills to enable administrators to formally evaluate educators.

As aresult of HB 153 and SB 316 the Milton-Union Board of Education has adopted a teacher evaluation policy in accordance with the
standards-based statewide teacher evaluation framework adopted by the State Board of Education.

« The Milton-Union Board of Education adopts the Ohio Teacher Evaluation System “OTES” model as approved by the State Board of
Education.

« Each evaluation will have a rating of (1) Accomplished; (2) Skilled; (3) Developing; or (4) Ineffective.

« The rating must be based on both teacher performance and student growth measures (50% each).

« The teacher performance measures require two formal observations in addition to walk-throughs.

« All evaluations must be completed by May 1°' and the teachers must be provided with the final summative rating of teacher
effectiveness by May 10"

This evaluation program has been developed in consultation with teachers employed by the Milton-Union Board of Education.
Given the dynamic nature of the mandated teacher evaluation process, the Board authorizes and directs the superintendent to establish and
maintain an ongoing Evaluation Policy Consultation committee, with continuing participation by District teachers represented by the Milton-

Union Education Association for the express purpose of recommending necessary changes to the Board for the appropriate revision to this
evaluation program.
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The committee was comprised of the following:

Deb Altic Milton-Union Elementary Teacher Katie Hartley
Cale Arnold Milton-Union High School Teacher Kirk Hemmerick
Scott Bloom Milton-Union Director of Student Affairs Pegge Lange
Jarrod Brumbaugh ~ Milton-Union Elementary Principal Brian Powderly
Laurie Grube Milton-Union Middle School Principal Ginny Rammel
Melissa Harlow Milton-Union High School Teacher Katie Roose

Mission Statement

Milton-Union Assistant Principal
Milton-Union Middle School Teacher
Milton-Union Elementary Teacher
Milton-Union High School Principal
Milton-Union Superintendent
Milton-Union Elementary Teacher

The mission of the Milton-Union School District is to graduate responsible citizens who are life-long learners.

Belief Statements

. Life-long learning is fundamental for the success of a healthy society.

« Students learn in a safe, caring and respectful environment.

« Individuals develop and learn in a variety of ways.

« Families, students and educators are equal partners in student success.

« Communities in partnership with schools build strong, responsible citizens.
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Appraisal Philosophy

Milton-Union Schools believes that teacher evaluation is an ongoing process. Evaluations are used to improve the quality of instruction, to
enhance job performance responsibilities, and to focus on and emphasize professional development. Effective student learning is the ultimate
goal of evaluations.

It is a continuous and cooperative process wherein the individual being evaluated and the evaluator share a joint responsibility to work together
to recognize effective instruction and the means and methods by which to improve student learning.

It is a process meant to commend where commendation is warranted and create specific professional development plans and suggest means of
improvement when needed.

It is also a means for making decisions regarding employment.
Appraisal Objectives

« To help teachers gain a better understanding of the scope of their duties and responsibilities as reflected in the job description.
« Toincrease overall job performance with support from the administrator.

« To provide teachers with feedback necessary to develop a professional growth plan.

« To provide a means for making appropriate contract recommendations.

Effective Teachers:

« Understand student learning and development, respect the diversity of the students they teach and hold high expectations for all
students to achieve and progress at high levels.

« Know and understand the content areas for which they have instructional responsibility.

« Understand and use varied assessments to inform instruction and evaluate and ensure student learning.

« Plan and deliver effective instruction that advances the learning of each individual student.

« Create a learning environment that promotes high levels of student learning and achievement for all students.

« Collaborate and communicate with students, parents, other teachers, administrators and the community to support student learning.

« Assume responsibility for professional growth and performance as an individual and as a member of a learning community.
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Standards-Based Teacher Evaluation

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

Each teacher evaluation will result in an effectiveness rating of:

a. Accomplished;
b. Skilled;

C. Developing; or
d. Ineffective

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

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

Fifty percent (50%) of each evaluation will be based upon teacher performance and fifty percent (50%) on multiple measures of student growth
as set forth herein.

Definition of “Teacher”

This policy applies to District employees who meet one of the following categories:
1. A teacher working under a license issued under Ohio Revised Code (ORC) Sections 3319.22, 3319.26, 3319.222 or 3319.226
who spends at least 50% of his/her time providing content-related students instruction; or

2. A teacher working under a permanent certificate issued under ORC 3319.222 as existed prior to September 2003 who spends at least
50% of his/her time providing content-related student instruction; or
3. A teacher working under a permanent certificate issued under ORC 3319.222 as it existed prior to September 2006 who spends at least

50% of his/her time providing content-related student instruction; or
4. A teacher working under a permit issued under ORC 3319.301 who spends at least 50% of his/her time providing content-related
student instruction.
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Principals and assistant principals shall be evaluated in accordance with the principal evaluation policy adopted by the Board in accordance
with ORC 3319.02.

This policy does not apply to the superintendent, assistant superintendent(s), business manager, treasurer or “other administrator” as defined by
ORC 3319.02. This policy also does not apply to substitute teachers.

Assigning an Effectiveness Rating

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

Teacher performance and Student Growth Measures ratings shall be combined to reach the summative teacher effectiveness rating. The
Evaluation Matrix is attached hereto as Exhibit B and incorporated herein.

The Board shall annually submit to the Ohio Department of Education (ODE), in accordance with ODE guidelines, the number of teachers
assigned an effectiveness rating, aggregated by the teacher preparation programs from which, and the years in which, the teachers graduated.

Teacher performance and student growth measures are combined in a summative teacher evaluation rating:

TEACHER PERFORMANCE STUDENT GROWTH MEASURES
50% 50% EVALUATION RATING
Knowledge of Student Teacher Value-Added Accompl ished
Learning Environment Vendor Assessments Skilled
Knowledge of Content + LEA-Determined Measures -
Use of Assessments Ineffective
Instruction

Collaboration/Communication
Professional Responsibility and Growth

Timeline
Evaluation Timeline
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Credentialed evaluators shall conduct an evaluation of each teacher subject to this policy at least annually. Each evaluation shall include:

1. Two cycles of formal observations of at least thirty minutes each; and

2. A minimum of two classroom walkthroughs, each approximately ten minutes in length.

All teacher evaluations shall be completed by the first day of May and each teacher shall be provided with an electronic copy of the

evaluation results by the tenth of May. A paper copy of the evaluation results (Summative rating and rubrics) will be placed in the
teacher’s personnel file.

The evaluation of a teacher on a limited contract will include three formal observations.

Accomplished Designation
Accomplished/Skilled Designated Teachers

A teacher earning a final summative rating of “Accomplished” will move from annual evaluations to once every three (3) years. If the “Accomplished”
rating is not maintained, the teacher will return to the appropriate evaluation cycle as set forth in the Milton Union Teacher Evaluation Program.

A teacher earning a final summative rating of “Skilled” will move from annual evaluations to once every two (2) years. If the “Skilled” rating is not

maintained, the teacher will return to the annual evaluation cycle unless the teacher earns a summative rating of “Accomplished” therefore allowing
evaluations to occur every three (3) years.

In a non-formal evaluation year for “Skilled” and “Accomplished”-designated teachers, the credentialed evaluator will conduct one informal observation
with a post-conference to follow. Informal observations are excluded from use with any existing summative evaluations in determining a teacher’s rating.

For all formal evaluations, each evaluation shall include:
1. Two cycles of formal observations of at least thirty minutes each; and
2. A minimum of two classroom walkthroughs, each approximately ten minutes in length.

Formal evaluations conducted under this provision must be conducted and completed by the first day of May and the teacher shall be provided with an
electronic copy of the evaluation results by the tenth day of May.
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Calculating Teacher Performance

Teacher Performance is evaluated during the two cycles of formal observations and periodic classroom walkthroughs. Fifty percent (50%) of
the effectiveness rating will be attributed to Teacher Performance through a holistic process based upon the following Ohio Standards for the
Teaching Profession and training for credentialed evaluators.

1. Understanding Student Learning and Development and Respecting the Diversity of the Students they Teach;

2. Understanding the Content Area for which they have Instructional Responsibility;

3. Understanding and Using Varied Assessment to Inform Instruction, Evaluate and Ensure Student Learning;

4. Planning and Delivering Effective Instruction that Advances Individual Student Learning;

5. Creating Learning Environments that Promote High Levels of Learning and Student Achievement;

6. Collaborating and Communicating with Students, Parents, Other Educators, District Administrators and the Community to Support
Student Learning; and

7. Assuming Responsibility for Professional Growth, Performance and Involvement.

Formal Observation Procedure

a. The district shall provide training and/or orientation regarding the evaluation program to all new hires and offer same to existing
certificated/licensed teachers.

b. Formal observations shall be preceded by a conference between the evaluator and the employee prior to the observation in order for the
employee to explain plans and objectives for the classroom situation to be observed.

C. A post-observation conference shall be held no later than three (3) days after each formal observation. The post-observation form is to
be completed and signed by both parties within five (5) days after the post-conference.

d. Subsequent observations will occur no sooner than (10) ten working days after rubric feedback is received from the prior observation

unless mutually agreed upon.
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Classroom Walkthrough Procedures

a. Classroom walkthroughs shall not unreasonably disrupt and/or interrupt the learning environment.

b. Data gathered from the walkthrough will be shared with the teacher in a timely fashion (within two (2) days) and shall be placed on the
agreed-upon form.

C. A minimum of two formal walkthroughs of approximately ten minutes in length will be conducted by the credentialed evaluator for the
purpose of gathering evidence.

When an evaluator has timely notified a teacher as to the date or dates of the following events:
5. An observation
6. A conference precedent to an observation
7. A post — observation conference
8. Sharing data from a walkthrough in a timely fashion
and the teacher is absent, excused or unexcused or is otherwise unavailable for the event, the lack of the occurrence of the event or the lack of
timeliness of the event shall not be included in a grievance under the grievance procedure concerning evaluations.

If a teacher for any reason fails to sign a completed and available post observation conference form, the absence of the teacher’s signature may
not be made the subject of a grievance.

A meritorious grievance concerning an evaluation which is timely filed under and pursuant to the grievance procedure renders the evaluation

unavailable for the purpose of considering standing for a reduction in force or for termination, but shall nevertheless be made a part of the
teacher’s personnel file for the benefit of the teacher.
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Assessment of Student Growth

In determining student growth measures, the Board adopts the Ohio Department of Education’s Ohio Teacher Evaluation System (OTES),
which calculates student growth by assessing achievement for an individual student occurring between two points in time. It is important to
note that a student who has forty-five (45) or more unexcused absences for the school year will not be included in the determination of student
academic growth.

In general, the Board will utilize the following categories to determine this aspect of a teacher’s evaluation, depending upon the instructor
involved:

Al: Teachers instructing in value-added subjects exclusively;

A2:  Teachers instructing in value-added courses, but not exclusively;

B: Teachers instructing in areas with Ohio Department of Education approved vendor assessments with teacher-level data available; or
C: Teachers instructing in areas where no teacher-level value-added or approved vendor assessment is available.

Where value-added methodologies exist for Al and A2 teachers, the Board will utilize them in the evaluation. Teachers instructing in value-
added courses, but not exclusively, will utilize teacher value-added and locally determined measures.

When an approved Ohio Department of Education vendor assessment is utilized in the measurement of student growth, it will be included in
the evaluation process for B teachers to the extent set forth in the “District Student Growth Measurement Index”.

When neither teacher-level value-added data nor Ohio Department of Education-approved assessments are available, the District shall use
locally-determined Student Growth measures for C teachers. Student Growth Measures may be comprised of shared attribution and/or non-
value-added vendor data.

Data from these approved measures of student growth will be scored on five (5) levels in accordance with the Ohio Department of
Education/OTES guidance and converted to a score in one of three (3) levels of student growth:

a. Above
b. Expected
C. Below
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Calculating Student Growth Measures

For purposes of the Ohio Teacher Evaluation System (OTES), “student growth” means the change in student achievement for an individual
student between two or more points in time. This component of the evaluation includes some combination of the following: 1) Teacher-level
Value-Added Data; 2) ODE-Approved Assessments; and/or 3) Locally-determined Measures.

1. Teacher-level Value-Added: “Value-Added” refers to the value-added methodology provided by ODE. Where value-added data for
grades
4 - 8 for English/language arts, mathematics, science and social studies exists (via state-provided assessments), value-added data must
be one of the multiple measures used in calculating student growth.

2. ODE Approved List of Assessments: Assessments, if utilized by the district, must be included as one of the multiple measures of
student growth. Assessments utilized must be included when calculating the fifty percent (50%) attributed to student growth measures.
The  Superintendent/designee, in consultation with teachers and subject to Board approval, will utilize the assessments on the approved list
as he/she deems necessary and appropriate.

3. Locally-determined Measures: For courses of instruction in which neither teacher-level value-added data nor ODE-approved
assessments  are available, the Superintendent/designee, in consultation with teachers and subject to Board approval, shall establish a process
in accordance with ODE guidance to determine LEA Measures.

LEA Measures %
Vendor Building Value-
Educator Category Value-Added | Assessment % District V-A Added Total =50%
%

Al: Value-Added 50% 50%
A2: Value-Added 50% 50%
B: ODE-Approved Vendor 50%
Assessment

C: LEA Measures 50% 50%
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Calculating Student Growth Measures - continued

In the calculation for student academic growth, a student who has forty-five or more excused and/or unexcused absences for the school year
will not be included.

Data from these multiple measures will be scored on five levels in accordance with ODE guidance and converted to a score in one of three
levels of student growth:

1) “Above”
2) “Expected”
3) “Below”

Credentialed Evaluators

The Board shall authorize the Superintendent/designee to approve and maintain a list of credentialed evaluators. Each teacher evaluation
conducted under this policy shall be conducted by a person: 1) who is eligible to be an evaluator in accordance with ORC 3319.111 (d); and 2)
who holds a credential established by ODE for being an evaluator. Every evaluator must complete state-sponsored evaluation training and is
required to pass an online credentialing assessment.

Evaluations shall be conducted by credentialed evaluators who are employed as administrators by the district. In the event of an emergency the
district may seek credentialed evaluators from the Miami County ESC. A teacher may submit a written request to the superintendent for a
change in evaluator.

Professional Growth and Improvement Plans

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

a. Teachers whose performance rating indicates above expected levels of student growth will develop a professional growth plan, utilizing
the components set forth in Appendix E.

b. Teachers whose performance rating indicates expected levels of student growth will develop a professional growth plan collaboratively
with his/her credentialed evaluator, utilizing the components set forth in Appendix E.
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C. Teachers whose performance rating indicates below expected levels of student growth will develop a professional improvement plan
with their credentialed evaluator. The administration will assign the evaluator for the subsequent evaluation cycle and approve the
professional improvement plan, utilizing the components set forth in Appendix F.

Testing for Teachers in Core Subject Areas

Beginning with the 2015-2016 school year, core subject area teachers must register for and complete all written examinations of content
knowledge selected by the Ohio Department of Education if the teacher has received an effectiveness rating of “Ineffective” on his/her annual
evaluation for two (2) of the three (3) most recent school years and remains employed.

If a teacher passes the examination set forth above and provides proof of that passage to the Board, the teacher will be required, at the teacher’s
expense, to complete professional development that is targeted to the deficiencies identified in the teacher’s evaluations conducted under this
policy.
Any one of the following constitutes good and just cause for termination and is a part of the policy for removal of poorly performing
teachers:
« Failing to complete all required written examinations under this section;
. Afailing score on a written examination(s) taken pursuant to this section;
. Avrating of “Ineffective” on the teacher’s next evaluation after passing all written examinations pursuant to this section and after
completion of the required professional development; or
« Failure of a teacher to complete the required professional development.
« An “ineffective” rating for two consecutive school years or for two out of three consecutive school years.

Any teacher passing the examination set forth above will not be required to take the examination again for three years, regardless of the
teacher’s evaluation ratings or the performance index score ranking of the building in which the teacher teaches.
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PROCEDURE FOR USING EVALUATIONS FOR
RETENTION AND PROMOTION DECISIONS AND
REMOVAL OF POORLY PERFORMING TEACHERS

Prior to a recommendation of the Superintendent to non-renew a teacher pursuant to Article 111, the Superintendent will review the teacher’s
evaluations and make such evaluations available to the members of the Board.

Prior to terminating a teacher, pursuant to Article 1X — Discipline, the Superintendent will review the evaluations of the teacher if performance
is the ground or one of the grounds for termination.

Evaluations may be a factor in decisions whether to retain a teacher or suspend the teacher’s contract in Reductions in Force.
Board Professional Development Plan

In accordance with the Ohio State Board of Education’s statewide evaluation framework, the Board has adopted a specific plan for the
allocation of financial resources to support the professional development of teachers covered by this policy. The plan will be reviewed
annually.

Policy Adoption Date: June 17, 2013
Appeals Process

e The teacher may submit a rebuttal and/or provide additional information to the evaluator within (10) ten working days of the receipt
of the final summative rating.

e A grievance may be filed regarding violations of procedural portions of the evaluation procedure. The content and substance of the
evaluation is not grievable.

e An evaluation that violates the procedural process shall not be used in decisions regarding RIF or Termination, but may be used to
inform teachers’ professional growth.

e |Initial filing deadline for such grievances shall vary from the timeline set forth in Article VIII and shall be triggered by the teachers’
receipt of the final summative rating.
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Appendix A, Definitions:
“OTES” - stands for the Ohio Teacher Evaluation System as adopted by the Ohio State Board of Education in 2011, or as otherwise modified
by the State Board of Education.

“Teacher” - For purposes of this policy, “teacher” means a licensed instructor who spends at least 50% of his/her time providing content-
related student instruction and who is working under one of the following:

a. A license issued under ORC Sections 3319.22, 3319.26, 3319.222 or 3319.226; or
b. A permanent certificate issued under ORC Section 3319.222 as it existed prior to September, 2003; or
C. A permanent certificate issued under ORC Section 3319.222 as it existed prior to September, 2006, or

d. A permit issued under ORC Section 3319.301.

Substitute teachers and teachers not meeting this definition are not subject to evaluation under this policy. Regular and part-time bargaining
unit members who do not meet the definition will be evaluated utilizing the evaluation procedures of the collective bargaining agreement in
effect between the Board and the Milton-Union Education Association.

The Superintendent and Treasurer and any “other administrator” as defined by ORC Section 3319.02 are not subject to evaluation under this
policy.

“Credentialed Evaluator” - For purposes of this policy, each teacher subject to evaluation will be evaluated by a person who:

a. Meets the eligibility requirements under ORC Section 3319.111(D); and

b. Holds a credential established by the Ohio Department of Education for teacher evaluation; and
C. Has completed state-sponsored evaluation training and has passed an online credentialing assessment.
d. The Board shall authorize the Superintendent/designee to approve and maintain a list of credentialed evaluators as necessary to

effectively implement this policy.

“Core Subject Area” - means reading and English/language arts, mathematics, science, foreign language, government, economics, fine arts,
history and geography.
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Appendix A - continued
“Limited Contract” — a contract earned by a teacher who meets the requirements in each of their initial four (4) years as specified by the
current resident educator licensure program.

“Student Growth™ - for the purpose of the district’s evaluation policy, student growth is defined as the change in student achievement for an
individual student between two or more points in time.

“Student Learning Objectives” (“SLOs”) - include goals identified by a teacher or group of teachers that identify expected learning
outcomes or growth targets for a group of students over a period of time.

“Shared Attribution Measures” - encompasses student growth measures that can be attributed to a group.

“Value-Added” - refers to the EVAAS Value-Added methodology provided by SAS, Inc. which provides a measure of student progress at the
district and building level, based on each student’s scores on state issued standardized assessments.

“Vendor Assessment” - student assessments approved by the Ohio Department of Education that measure mastery of the course content for
the appropriate grade level, which may include nationally normed standardized assessments, industry certification exams, or end-of-course
examinations for grade level and subjects for which the Value-Added measure does not apply.

“Walk-throughs” — a formal walk-through is considered to be approximately ten (10) minutes in length. Its purpose is to collect evidence for
the observation/evaluation document.
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Student Growth

Expected

Appendix B EVALUATION MATRIX
Teacher Performance
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Self-Assessment Summary Tool

Directions: Teachers should record evidence to indicate strengths and areas for growth for each
standard. Then, look across all of the standards holistically and identify two priorities for the
upcoming year. Note these two priorities with check marks in the far right column.

Appendix C (To be used to help write the Professional Growth Plan)  Name

Date

Standard

Strengths

Areas for Growth

Priorities (Check 2)

Standard 1:

Students

Knowledge of how students learn and of student development
Understanding of what students know and are able to do

High expectations for all students

Respect for all students

Identification, instruction and intervention for special populations

Standard 2:

Content

Knowledge of content

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

Relationship of knowledge within the discipline to other content areas
Connection of content to life experiences and career opportunities

Standard 3:

Assessment

Knowledge of assessment types

Use of varied diagnostic, formative and summative assessments

Analysis of data to monitor student progress and to plan, differentiate and
modify instruction

Communication of results

Inclusion of student self-assessment and goal-setting

Standard 4:

Instruction

Alignment to school and district priorities and Ohio academic content standards
Use of student information to plan and deliver instruction

Communication of clear learning goals

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

Differentiation of instruction to support learning needs of all students

Use of activities to promote independence and problem-solving

Use of varied resources to support learner needs
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Self-Assessment Summary Tool - continued

Standard

Strengths

Areas for Growth

Priorities (Check 2)

Fair and equitable treatment of all students

5 _E Creation of a safe learning environment
o E’ g Use of strategies to motivate students to work productively and
I % § assume responsibility for learning
E 9 E Creation of learning situations for independent and collaborative work
@ Maintenance of an environment that is conducive to learning for all
students
& = Clear and effective communication
= % Share_d responsibility with parents/caregivers to support student
g E g learning
=8 g Collaboration with other teachers, administrators, school and district
SE=2E staff
8 8 Collaboration with local community agencies
Understanding of and adherence to professional ethics, policies and
3 legal codes
K ‘_c" -‘?_c Engfigement in continuous, purposeful prof_essmnallide\./elopment
g 2 5 S Desire to serve as an agent of change, seeking positive impact on
g § 2 95 teaching quality and student achievement
528°
4
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Appendix D (To be used as a guideline for writing Growth Plan Goals)

SMART is an acronym
(Specific, Measurable, Attainable, Realistic, Timely)

Setting SMART Goals provides us with the best chance of achieving those goals.

Specific

If we are not very clear about what we are seeking to achieve, then how can we achieve it? Be explicit on what success looks like so we know
when we achieve it.

Measurable

The old saying that you can’t manage what you can’t measure is true. A reliable set of metrics allows us to see progress and measure how we
are progressing along the way.

Attainable/Achievable

Lofty goals are inspirational. Most of us do better with more concrete, tangible goals.

Realistic/Relevant

Most sports teams do not go from “worst to first” in one year. Set reasonable, realistic goals along the path you want to travel. If the
employees feel that your school is on a journey versus a mad, desperate dash, then they will be more invested in the results.

Timely

Of course, objective results should have timeframes associated with them. Make those mileposts as soon as realistic, but not so early that you
stretch the organization to the breaking point. Missing opportunities need to be balanced against the opportunity cost.
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SMART Goals

Goals should be SMART
SPECIFIC, MEASURABLE, AGREED UPON, REALISTIC AND TIME-BASED

The acronym SMART has a number of slightly different variations, which can be used to provide a more comprehensive definition for goal
setting.

S Specific, Significant, Stretching

M Measurable, Meaningful, Motivational

A Agreed upon, Attainable, Achievable, Acceptable, Action-Oriented

R Realistic, Relevant, Reasonable, Rewarding, Results-Oriented

T Time-based, Timely, Tangible, Trackable
Specific Well defined; clear to anyone that has a basic knowledge of the project.
Measurable Know if the goal is attainable and how far away completion is. Know when it has been achieved.
Attainable Agreement with all the stakeholders of what the goals should be.
Results-Oriented Within the availability of resources, knowledge and time.
Time Bound Enough time to achieve the goal; not too much time, which can affect project performance.
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Professional Growth Plan

Appendix E

As a result of the evaluation process, teachers and evaluators should focus on accelerating and continuing teacher growth through professional development. Professional
development should be individualized to the needs of the teacher and specifically relate to his/her areas of refinement as identified in the teacher’s evaluation. The
evaluator should recommend professional development opportunities and support the teacher by providing resources (e.g., time, financial).

O Self-Directed Teacher

O Collaborative Evaluator:

Annual Focus Date Areas for Professional Growth

These are addressed by the evaluator as appropriate for this teacher Record Supports needed, resources, professional
dates when | development
discussed

Comments during conference with teacher and evaluator
are made appropriate to the needs of the teacher.

Goal 1: Student Achievement/Outcomes for Students

Goal Statement:

Evidence Indicators:

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

Goal Statement:

Evidence Indicators:

Evaluator Signature Date Teacher Signature Date

The signatures above verify that the teacher and evaluator have discussed and agreed upon this Professional Growth Plan.
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Teacher Performance Evaluation Rubric: Record of Evidence

The Teacher Performance Evaluation Rubric is intended to be scored holistically. This means that evaluators will assess which level provides the best overall description of
the teacher. The scoring process is expected to occur upon completion of each thirty (30) minute observation and post-conference. The evaluator is to consider evidence
gathered during the pre-observation conference, the observation, the post-observation conference, and classroom walkthroughs (if applicable). When completing the
performance rubric, please note that evaluators are not expected to gather evidence on all indicators for each observation cycle. Likewise, teachers should not be
required to submit additional pieces of evidence to address all indicators. The professionalism section of the rubric may use evidence collected during the pre-observation
and post-observation conferences as well as information from the Professional Growth and/or Improvement Plan (if applicable).

_ INSTRUCTIONAL PLANNING

Ineffective

Developing

Skilled

IAccomplished

FOCUS FOR LEARNING
(Standard 4: Instruction)

The teacher does not demonstrate a clear
focus for student learning. Learning
objectives are too general to guide lesson
planning and are inappropriate for the

IThe teacher communicates a focus for
student learning, develops learning
objectives that are appropriate for
students and reference the Ohio standards

[The teacher demonstrates a focus for
student learning, with appropriate
learning objectives that include
measurable goal(s) for student learning

IThe teacher establishes challenging and
measurable goal(s) for student learning
that aligns with the Ohio standards and
reflect a range of student learner needs.

Sources of Evidence: .
ng C ff students, and/or do not reference the but do not include measureable goals. aligned with the Ohio standards. The IThe teacher demonstrates how the goal(s)
> Pre-Conference Ohio standards. teacher demonstrates the importance of ifit into the broader unit, course, and
<Zt the goal and its appropriateness for school goals for content learning and skills.
a students.
—
<
2
o
|—
S Evid
= vidence
|—
7
=
ASSESSMENT DATA [The teacher does not plan for the IThe teacher explains the characteristics, [The teacher demonstrates an IThe teacher purposefully plans

(Standard 3: Assessment)

ISources of Evidence:
Pre-Conference

assessment of student learning or does not
analyze student learning data to inform
lesson plans.

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

uses, and limitations of various diagnostic,
formative, and summative assessments but
does not consistently incorporate this
knowledge into lesson planning.

IThe teacher uses more than one measure of
student performance but does not
appropriately vary assessment approaches,
or the teacher may have difficulty

analyzing data to effectively inform
instructional planning and delivery.

understanding that assessment is a means
lof evaluating and supporting student
learning through effectively incorporating
diagnostic, formative, and/or summative
@ssessments into lesson planning.

[The teacher employs a variety of formal and
informal assessment techniques to collect
evidence of students’ knowledge and skills
and analyzes data to effectively inform
instructional planning and delivery.

assessments and differentiates assessment
choices to match the full range of student
needs, abilities, and learning styles,
incorporating a range of appropriate
diagnostic, formative, and summative
assessments into lesson plans.

Student learning needs are accurately
identified through an analysis of student
data; the teacher uses assessment data to
identify student strengths and areas for
student growth.

Evidence
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Teacher Performance Evaluation Rubric; Record of Evidence - continued

INSTRUCTIONAL PLANNING

Ineffective

Developing

Skilled

Accomplished

INSTRUCTIONAL PLANNING

PRIOR CONTENT
KNOWLEDGE / SEQUENCE /
CONNECTIONS
(Standard 1: Students;
Standard 2: Content;
Standard 4: Instruction)

Sources of Evidence:
Pre-Conference

The teacher’s lesson does not build on or
connect to students’ prior knowledge, or
the teacher may give an explanation that is
illogical or inaccurate as to how the
content connects to previous and future
learning.

The teacher makes an attempt to connect
the lesson to students’ prior knowledge, to
previous lessons or future learning but is
not completely successful.

The teacher makes clear and coherent
connections with students’ prior
knowledge and future learning—both

explicitly to students and within the lesson.

The teacher plans and sequences
instruction to include the important
content, concepts, and processes in school
and district curriculum priorities and in
state standards.

The teacher uses the input and
contributions of families, colleagues, and
other professionals in understanding each
learner’s prior knowledge and supporting
their development. The teacher makes
meaningful and relevant connections
between lesson content and other
disciplines and real-world experiences and
careers as well as prepares opportunities
for students to apply learning from
different content areas to solve problems.

The teacher plans and sequences
instruction that reflects an understanding
of the prerequisite relationships among
the important content, concepts, and
processes in school and district curriculum
priorities and in state standards as well as
multiple pathways for learning depending
on student needs. The teacher accurately
explains how the lesson fits within the
structure of the discipline.

Evidence
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Teacher Performance Evaluation Rubric; Record of Evidence - continued

INSTRUCTIONAL PLANNING

KNOWLEDGE OF STUDENTS
(Standard 1: Students)

Sources of Evidence:
Analysis of Student Data
Pre-Conference

The teacher demonstrates a lack of
familiarity with students’ backgrounds and
has made no attempts to find this
information.

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

The teacher demonstrates some familiarity
with students’ background knowledge and
experiences and describes one procedure
used to obtain this information.

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

The teacher demonstrates familiarity with
students’ background knowledge and
experiences and describes multiple
procedures used to obtain this
information.

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

The teacher demonstrates an
understanding of the purpose and value of
learning about students’ background
experiences, demonstrates familiarity with
each student’s background knowledge and
experiences, and describes multiple
procedures used to obtain this
information.

The teacher’s analysis of student data
(student development, student learning
and preferred learning styles, and student
backgrounds/prior experiences) accurately
connects the data to specific instructional
strategies and plans.

The teacher plans for and can articulate
specific strategies, content, and delivery
that will meet the needs of individual
students and groups of students.

INSTRUCTIONAL PLANNING

Evidence
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Teacher Performance Evaluation Rubric: Record of Evidence - continued

Instruction and Assessment

Ineffective

Developing

Skilled

IAccomplished

INSTRUCTION AND ASSESSMENT

LESSON DELIVERY
(Standard 2: Content;
Standard 4: Instruction;
Standard 6: Collaboration
and Communication)

Sources of Evidence:
Formal Observation
Classroom Walkthroughs/
Informal Observations

A teacher’s explanations are unclear,
incoherent, or inaccurate, and are generally
ineffective in building student
understanding. The teacher uses language
that fails to engage students, is
inappropriate to the content, and/or
discourages independent or creative
thinking.

The teacher fails to address student
confusion or frustration and does not use
effective questioning techniques during
the lesson. The lesson is almost entirely
teacher-directed.

ITeacher explanations are accurate and
igenerally clear but the teacher may not fully
clarify information based on students’
questions about content or instructions for
learning activities or the teacher may use
some language that is developmentally
inappropriate, leading to confusion or
limiting discussion.

IThe teacher re-explains topics when
students show confusion, but is not always
able to provide an effective alternative
explanation. The teacher attempts to
employ purposeful questioning
techniques, but may confuse students with
the phrasing or timing of questions. The
lesson is primarily teacher-directed.

ITeacher explanations are clear and
accurate. The teacher uses
developmentally appropriate strategies
land language designed to actively
encourage independent, creative, and
critical thinking.

IThe teacher effectively addresses confusion
by re-explaining topics when asked and
ensuring understanding. The teacher
employs effective, purposeful questioning
techniques during instruction. The lesson is
a balance of teacher-directed instruction
and student-led learning.

ITeacher explanations are clear, coherent,

and precise. The teacher uses well-timed,
individualized, developmentally
appropriate strategies and language
designed to actively encourage
independent, creative, and critical thinking,
including the appropriate use of questions
and discussion techniques.

IThe teacher accurately anticipates
confusion by presenting information in
multiple formats and clarifying content
before students ask questions. The teacher
develops high-level understanding through
effective uses of varied levels of questions.
IThe lesson is student-led, with the teacher
in the role of facilitator.

Evidence

DIFFERENTIATION
(Standard 1: Students;
Standard 4: Instruction)

Sources of Evidence:
Pre-Conference Formal
Observation

Classroom Walkthroughs/
Informal Observations

The teacher does not attempt to make the
lesson accessible and challenging for most
students, or attempts are developmentally
inappropriate.

IThe teacher relies on a single strategy or
alternate set of materials to make the
lesson accessible to most students though
some students may not be able to access
certain parts of the lesson and/or some
may not be challenged.

IThe teacher supports the learning needs of
students through a variety of strategies,
materials, and/or pacing that make learning
accessible and challenging for the group..

IThe teacher matches strategies, materials,
land/or pacing to students’ individual needs,
to make learning accessible and challenging
for all students in the classroom . The
teacher effectively uses independent,
collaborative and whole- class instruction to
support individual learning goals and
provides varied options for how students

ill demonstrate mastery.

Evidence
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Teacher Performance Evaluation Rubric: Record of Evidence - continued

Instruction and Assessment

Ineffective

Developing

Skilled

Accomplished

RESOURCES (Standard
2: Content; Standard 4:
Instruction)

Sources of Evidence:
Pre-Conference
Formal Observation
Classroom Walkthroughs/
Informal Observations

Evidence

Instructional materials and resources used
for instruction are not relevant to the
lesson or are inappropriate for students.

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

Instructional materials and resources are
aligned to the instructional purposes and
are appropriate for students’ learning
styles and needs, actively engaging
students.

Instructional materials and resources are
aligned to instructional purposes, are
varied and appropriate to ability levels of
students, and actively engage them in
ownership of their learning.
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Teacher Performance Evaluation Rubric: Record of Evidence = continued

Instruction and Assessment

Ineffective

Developing

Skilled

IAccomplished

CLASSROOM ENVIRONMENT
(Standard 1: Students;
Standard 5: Learning
Environment; Standard 6:
Collaboration and
Communication)

Sources of Evidence: Pre-
Conference Formal
Observation

Classroom Walkthroughs/
Informal Observations

Evidence

IThere is little or no evidence of a positive
rapport between the teacher and
students. For example, the teacher may
respond disrespectfully to students or
ignore their questions or comments.

IThere are no evident routines or
procedures; students seem unclear about
hat they should be doing or are idle.

[Transitions are inefficient with
considerable instructional time lost.
Lessons progress too slowly or quickly so
students are frequently disengaged.

IThe teacher creates a learning
environment that allows for little or no
communication or engagement with
families.

Expectations for behavior are not
established or are inappropriate and/or no
monitoring of behaviors occurs. The teacher
responds to misbehavior inappropriately.
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[The teacher is fair in the treatment of
students and establishes a basic rapport
with them. For example, the teacher
addresses students questions or
icomments but does not inquire about
their overall well-being.

Routines and procedures are in place, but
the teacher may inappropriately prompt or
direct students when they are unclear or
idle.

[The teacher transitions between learning
activities, but occasionally loses some
instructional time in the process.

[The teacher welcomes communication
from families and replies in a timely
manner.

Appropriate expectations for behavior are
established, but some expectations are
unclear or do not address the needs of
individual students. The teacher
inconsistently monitors behavior.

IThe teacher has positive rapport with
students and demonstrates respect for and
interest in all students. For example,

the teacher makes eye contact and
connects with individual students.

Routines and procedures run smoothly
throughout the lesson, and students assume
age-appropriate levels of responsibility for
the efficient operation of the classroom.

Transitions are efficient and occur
smoothly. There is evidence of varied
learning situations (whole class,
cooperative learning, small group and
independent work).

IThe teacher engages in two-way
communication and offers a variety of
lvolunteer opportunities and activities for
families to support student learning.

IA classroom management system has been
implemented that is appropriate and
responsive to classroom and individual

needs of students. Clear expectations for
student behavior are evident . Monitoring of
student behavior is consistent, appropriate,
and effective.

IThe teacher has positive rapport with
students and demonstrates respect for
and interest in individual students’
experiences, thoughts and opinions. For
example, the teacher responds quietly,
individually, and sensitively to student
confusion or distress.

Routines are well-established and orderly
and students initiate responsibility for the
efficient operation of the classroom.

Transitions are seamless as the teacher

effectively maximizes instructional time and

combines independent, collaborative, and
hole-class learning situations.

IThe teacher engages in two-way, ongoing
communication with families that results
in active volunteer, community, and family
partnerships which contribute to student
learning and development.

IA classroom management system has been
designed, implemented, and adjusted with
student input and is appropriate for the
classroom and individual student needs.
Students are actively encouraged to take
responsibility for their behavior. The
teacher uses research-based strategies to
lessen

disruptive behaviors and reinforce positive
behaviors.




Teacher Performance Evaluation Rubric: Record of Evidence = continued

INSTRUCTION AND ASSESSMENT

ASSESSMENT OF STUDENT
LEARNING (Standard 3:
Assessment)

Sources of Evidence:
Pre-Conference Formal
Observation

Classroom Walkthroughs/
Informal Observations
Post-Conference

he teacher does not routinely use
lassessments to measure student mastery.

IThe teacher rarely or never checks the
students’ understanding of content. The
teacher fails to make adjustments in
response to student confusion.

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

IThe teacher does not provide students
ith feedback about their learning.

Evidence

[The teacher uses assessments to measure
student mastery, but may not differentiate
instruction based on this information.

[The teacher checks for student
understanding and makes attempts to
adjust instruction accordingly, but these
adjustments may cause some additional
confusion

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

Students receive occasional or limited
feedback about their performance from
the teacher.

IThe teacher uses assessment data to
identify students’ strengths and needs,
and modifies and differentiates instruction
accordingly, although the teacher may not
be able to anticipate learning obstacles.

IThe teacher checks for understanding at key
moments and makes adjustments to
instruction (whole-class or individual
students).The teacher responds to student
misunderstandings by providing additional
clarification.

IThe teacher gathers and uses student data
from a variety of sources to choose and
implement appropriate instructional
strategies for groups of students.

IThe teacher provides substantive, specific,
and timely feedback of student progress to
students, families, and other school
personnel while maintaining
confidentiality.

IThe teacher uses assessment data to
identify students’ strengths and needs,
and modifies and differentiates instruction
accordingly, as well as examines classroom
assessment results to reveal trends and
patterns in individual and group progress
and to anticipate learning obstacles.

IThe teacher continually checks for
understanding and makes adjustments
accordingly (whole-class or individual
students). When an explanation is not
effectively leading students to understand
the content, the teacher adjusts quickly and
seamlessly within the lesson and uses an
alternative way to explain the concept.

By using student data from a variety of
sources, the teacher appropriately adapts
instructional methods and materials and
paces learning activities to meet the needs
of individual students as well as the whole
class.

IThe teacher provides substantive, specific,
and timely feedback to students, families,
and other school personnel while
maintaining confidentiality. The teacher
provides the opportunity for students to
engage in self-assessment and show
awareness of their own strengths and
}Weaknesses. The teacher uses student
assessment results to reflect on his or her
own teaching and to monitor teaching
strategies and behaviors in relation to
student success.
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Teacher Performance Evaluation Rubric; Record of Evidence = continued

Professionalism

Ineffective

Developing

Skilled

IAccomplished

PROFESSIONALISM

PROFESSIONAL
RESPONSIBILITIES (Standard
6: Collaboration and
ICommunication; Standard
7: Professional
Responsibility and

Growth)

ISources of Evidence:
Professional Development
Plan or Improvement Plan;
Pre-conference;
Post-conference;

daily interaction with
others

Evidence

The teacher fails to communicate clearly
with students and families or collaborate
effectively with professional colleagues.

The teacher fails to understand and follow
regulations, policies, and agreements.

The teacher fails to demonstrate evidence
of an ability to accurately self-assess
performance and to appropriately identify
areas for professional development.

IThe teacher uses a variety of strategies to
communicate with students and families

and collaborate with colleagues, but these
approaches may not always be
appropriate for a particular situation or
achieve the intended outcome.

IThe teacher understands and follows
district policies and state and federal
regulations at a minimal level.

IThe teacher identifies strengths and areas
for growth to develop and implement
targeted goals for professional growth.

The teacher uses effective communication
strategies with students and families and

orks effectively with colleagues to
examine problems of practice, analyze
student work, and identify targeted
strategies.

IThe teacher meets ethical and professional
responsibilities with integrity and honesty.
IThe teacher models and upholds district
policies and state and federal regulations.

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

IThe teacher communicates effectively

ith students, families, and colleagues.
IThe teacher collaborates with colleagues
to improve personal and team practices by
facilitating professional dialogue, peer
observation and feedback, peer coaching
and other collegial learning activities.

IThe teacher meets ethical and professional
responsibilities and helps colleagues access
and interpret laws and policies and
understand their implications in the
classroom.

IThe teacher sets and regularly modifies
short-and long-term professional goals
based on self-assessment and analysis of
student learning evidence.
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Usina Evidence to Inform Holistic Performance Ratinas

Defining the Performance Ratings

In accordance with HB 153 and Ohio Revised Code 3319.112, the rubric describes four levels of teacher performance for each standard area.

Each performance rating can also be described in more general terms as a holistic rating of teacher performance:

Ineffective:

A rating of Ineffective indicates
that the teacher consistently
fails to demonstrate minimum
competency in one or more
teaching standards. There is
little or no improvement over
time. The teacher requires
immediate assistance and needs
to be placed on an
improvement plan.

Developing:

A rating of Developing
indicates that the teacher
demonstrates minimum
competency in many of the
teaching standards, but may
struggle with others. The
teacher is making progress but
requires ongoing professional
support for necessary growth to
occur.

Proficient:

A rating of Proficient indicates
that the teacher consistently
meets expectations for
performance and fully
demonstrates most or all
competencies. This rating is
the rigorous, expected
performance level for most
experienced teachers.

Accomplished:

A rating of Accomplished
indicates that the teacher is a
leader and model in the
classroom, school, and district,
exceeding expectations for
performance. The teacher
consistently strives to improve
his or her instructional and
professional practice and
contributes to the school or
district through the
development and mentoring of
colleagues.

Teacher Evaluation, as required by Amended Substitute House Bill Number 153 (HB 153), relies on two key evaluation components: a rating
of Teacher Performance and a rating of student academic growth, each weighted at fifty percent of each evaluation. The following guidance
speaks to the Teacher Performance rating components, utilizing the state model Teacher Performance Evaluation Rubric.

The following is suggested step-by-step guidance for evaluators to review and analyze multiple data points that inform teacher performance
ratings.
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Step 1. Gather Evidence

la. Align evidence to each standard area. Group the evidence you have collected from time in the classroom, conferences and everyday
interactions with the teacher into the ten standard areas of performance described by the Teacher Performance Evaluation Rubric.

1b. Be consistent in gathering, recording and sharing detailed, factual evidence. Capture enough detail to accurately but succinctly
describe the event, interaction or behavior factually (without implied judgment or opinion in the recording). Share the form with teachers
throughout the year so that the information can be used as a basis for changes in practice.

1c. Sort the evidence by standard area to determine where more information is needed. As the year progresses, holes in evidence
coverage across standard areas may emerge. If the evidence collected is organized by standard area after each interaction, it will be
automatically sorted by standard area and missing evidence will be apparent. Keep these standard areas in mind during future interactions with
the teacher, since all standard areas are important for effective teaching practice.

Step 2: Issue a Holistic Performance Rating

2a. Read all of the evidence collected up to that point within a standard area, looking for patterns. For example, if a teacher talks about
wanting to improve an instructional technique in a pre-conference, demonstrates that technique in the first formal classroom observation and an
informal classroom “walkthrough” and asks for feedback on the technique in the post-conference, that teacher is displaying a pattern of
devoting attention to a particular area of practice. Note these patterns and take them into consideration when issuing a rating.

2b. Compare the evidence and patterns to the performance descriptors. After becoming familiar with the rubric, start by re-reading all of
the Proficient performance descriptors in a standard area. Does the evidence exemplify this level of performance? Whether yes or no, look at
the Accomplished or Developing performance level descriptors as well to decide if either of them better aligns with the available evidence. If
the Developing descriptor seems to be an appropriate match to the evidence, also read the Ineffective descriptor carefully to consider whether
any evidence is at this level.

2c. Repeat the process above for each standard area and then consider patterns of performance across standard areas. Once you
determine a rating for each standard area based on the available evidence from multiple interactions, look at the larger picture of performance
across all standard areas. Although all standard areas are important for effective teacher practice, you may find it appropriate to more strongly
weight patterns of behavior in one standard area over another. For example, if the teacher demonstrates a pattern of Developing behavior in the
standard areas of Classroom Environment and Resources but exhibits solidly Proficient patterns of behavior in the standard area of Knowledge
of Students and Lesson Delivery, you may use your knowledge of the situation to make sense of this information, finding that performance in
the former two areas inhibits performance in other areas. As another example, you may find that some of the lost instructional time observed
within a classroom is offset by the teacher’s intense attention to individual student needs demonstrated throughout the class time and elsewhere.
In a different case, however, you might observe that a pattern of classroom management issues such as lost instructional time is significant

91



enough to overshadow the teacher’s proficient performance in other categories. The key point is that no one standard area of performance
should be considered in isolation, but rather should be analyzed in relation to all other areas of performance.

Step 3: Issue the End-of-Year Performance Rating

3a. Consider all evidence from the year, paying attention to trends. In order to issue a teacher’s final performance rating for the year,
return to the body of collected evidence rather than just the earlier standard area or holistic ratings. Use the process outlined to reconsider the
evidence in each standard area across the arc of the entire year, taking into account observations, all conferences and daily interactions. During
this step, it is particularly important to consider trends in the teacher’s performance over time. Was the teacher consistent in his or her practice,
did he or she improve or did the teacher decline in one or more areas? If a pattern of evidence in a particular standard area displays a trend of
behavior or practice, the evaluator may consider placing more emphasis on the area improvement or decline.

3b. Consider minimum thresholds of competency. Flag any instance of an Ineffective rating as you prepare to issue the final performance
rating. While the example of Ineffective behavior should be examined within the entire context of the evidence collected for the teacher,
consider that there are minimum thresholds of competency for each of the ten standard areas described in the Teacher Performance Evaluation
Rubric. It is possible that a serious deficiency in one area can and should carry more weight than positive ratings in other areas. Rely on your
professional judgment, supported by the evidence you have gathered, to decide if this evidence of ineffective practice is grounds to issue a final
Ineffective rating, taking into account how detrimental the displayed deficiency is to the teacher’s classroom, colleagues and school as a whole.

3c. Issue the final performance rating, summarize the supporting evidence and offer areas of reinforcement and refinement. Complete
the performance rating process by documenting the final teacher performance rating. Support your rating with evidence from formal and
informal observations, artifacts provided by the teacher and other appropriate evidence collected throughout the evaluation cycle. Provide
succinct, targeted feedback on what professional growth needs to occur so that teachers have a clear understanding of the path to continuous
growth and improvement and have concrete examples of supports that will help them improve practice.
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Lesson Plan Template

Ohio Standards Lesson Summary:
Connections:

Briefly describe the procedures and purposes of the lesson.

Estimated Duration:

Include an estimate of the time needed for instruction.

Commentary:

Pre-Assessment:

Identify strategies to pre-assess student knowledge of the selected standard(s), benchmark(s) and indicator(s). Data from pre-assessment helps
educators select specific instructional strategies and determine appropriate complexity and pacing for the lesson. Pre-assessments may be as informal
as a reflection on students’ prior learning, a conversation about concepts or warm-up problems at the beginning of class that are not scored. They may
be more formally structured, such as a quiz or an assigned writing topic.

Scoring Guidelines:

Define scoring guidelines for the pre-assessment, which may take the form of teacher judgment, a checklist or another scoring format. Scoring
guidelines should reveal whether or not student has met the indicator or benchmark so that instruction can be modified and targeted to
learners accordingly.

Teachers should conduct ongoing teacher assessment and student self-assessment throughout instruction. These can be planned or conducted as
opportunities for observation or reflection arise. If planned, describe here.

Post-Assessment:
Identify strategies to assess student learning as a result of the lesson. Data that results should help to plan subsequent instruction.

Scoring Guidelines:
Define scoring criteria for the post-assessment, which may take the form of a rubric or another scoring format. Scoring
criteria should reveal whether or not student has met the indicator or benchmark so that instruction can be targeted
accordingly. If possible, assessment and scoring criteria should be developed to reflect student process as well as product.
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Lesson Plan Template = continued

Instructional Procedures:
Describe the instructional steps that will be taken to implement the lesson.

Differentiated Instructional Support
Describe how instruction can be differentiated according to learner needs, to help all learners either meet the intent of the specified
indicator(s) or, if the indicator is already met, to advance beyond the specified indicator(s).

Extension
These are ideas for all students to continue learning on this topic — in class or outside of class.

Homework Options and Home Connections
Describe work that will be assigned to students outside of the classroom.

Interdisciplinary Connections
Tell how the lesson can be integrated with other content areas to strengthen student learning.

Materials and Resources:
For Teachers List the materials needed for the teacher.
For Students List the materials needed for the students.

Key Vocabulary
List key terms that need to be defined prior to or as part of instruction.

Technology Connections
Suggest ideas for integrating technology into the lesson.

Research Connections
Include research that supports the content or methods of instruction within the lesson.

General Tips

Record observations and suggested modifications to facilitate instruction and student learning in the lesson.

Attachments
List and attach any additional materials created for the lesson, including student handouts, blackline masters, overheads, etc.
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Pre-Conference Form

Name of Instructor:
Course Being Observed: Period:

Focus for Learning
What standards are being addressed in the planned instruction?

How do the goals of this lesson fit into the broader unit of study?

Assessment Data
What student data have you used to identify student strengths and areas for student need?

What assessments (diagnostic, formative, summative) will be incorporated into the lesson?

95



Pre-Conference Form - continued

What does pre-assessment data indicate about student learning needs?

Prior Content Knowledge/Sequence/ Connections
What prior knowledge will students need to successfully progress through this lesson?

What meaningful and relevant connections between lesson content and other disciplines and real-world experiences and careers will be
made during the lesson?

How does this lesson fit within the structure of the course/subject?
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Pre-Conference Form - continued

Knowledge of Students
Describe the students in this class, including those with special needs.

What were your sources for obtaining student background information?

What data have you analyzed to help guide your instruction?

Lesson Delivery

What specific delivery strategies will be incorporated to meet the needs of individual students and groups of students?
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Pre-Conference Form - continued

Differentiation
How will you support the learning needs of each individual student?

Resources
What instructional materials and resources will you incorporate into your lesson?

Classroom Environment
What daily routines and procedures are included in your classroom management system?

How will you maximize instructional time and combine independent, collaborative, and whole-class learning situations?
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Pre-Conference Sample Questions

The questions provided are intended to guide thinking and conversation; every question may not be answered or relevant for every
observation.

FOCUS FOR LEARNING
(Standard 4: Instruction)

e What s the focus for the lesson
e What content will students know/understand? What skills will they demonstrate?
e What standards are addressed in the planned instruction?
e Why is this learning important?
ASSESSMENT DATA
(Standard 3: Assessment)

e What assessment data was examined to inform this lesson planning?
e What does pre-assessment data indicate about student learning needs?

PRIOR CONTENT KNOWLEDGE/SEQUENCE/CONNECTIONS
(Standard 1: Students/Standard 2: Content/Standard 4: Instruction)

e What prior knowledge do students need?

e What are the connections to previous and future learning?

e How does this lesson connect to students’ real-life experiences and/or possible careers?
e How does it connect to other disciplines?

99



Pre-Conference Sample Questions = continued

KNOWLEDGE OF STUDENTS

(Standard 1: Students)
e What should the evaluator know about the student population? (See Data Measures Inventory for the Classroom)
e How is this a developmentally appropriate learning activity?

LESSON DELIVERY
(Standard 2: Content/Standard 4: Instruction)

e How will the goals for learning be communicated to students?

e What instructional strategies and methods will be used to engage students and promote independent learning and problem solving?
e What strategies will be used to make sure all students achieve lesson goals?

e How will content-specific concepts, assumptions and skills be taught?

DIFFERENTIATION
(Standard 1: Students/Standard 4: Instruction)

e How will the instructional strategies address all students’ learning needs?
e How will the lesson engage and challenge students of all levels?
e How will developmental gaps be addressed?

RESOURCES
(Standard 2: Content/Standard 4: Instruction)

e What resources/materials will be used in instruction?
e How will technology be integrated into lesson delivery?
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Pre-Conference Samnle Ouestions = continued

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

e How will the environment support all students?
e How will different grouping strategies be used?
e How will safety in the classroom be ensured?

e How will respect for all be modeled and taught?

ASSESSMENT OF STUDENT LEARNING
(Standard 3: Assessment)
e How will you check for understanding during the lesson?
e What specific products or demonstrations will assess student learning/achievement of goals for instruction?
e How will you ensure that students understand how they are doing and support students’ self-assessment?
e How will you use assessment data to inform your next steps?

PROFESSIONAL RESPONSIBILITIES: COLLABORATION AND COMMUNICATION
(Standard 6)

e How do you cooperate with colleagues?

e How do you work with others when there is a problem?

e What is your communication style with students? With families? With colleagues?
In what ways do you seek the perspectives of others? Give an example.

PROFESSIONAL RESPONSIBILITIES: PROFESSIONAL RESPONSBILITY AND GROWTH
(Standard 7)
e How do you apply knowledge gained from other experiences into your teaching?
e Discuss ways you reflect and analyze your teaching.
e What are some proactive ways you further your own professional growth?
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Post-Conference Sample Questions

The questions provided are intended to guide thinking and conversation; every question may not be answered or relevant for every
observation.

FOCUS FOR LEARNING
(Standard 4: Instruction)

e What was the focus for the lesson?

e Talk about the content that you hoped students would know and understand by the end of the lesson. What skills did they
demonstrate to you?

e What standards were addressed in the planned instruction?

e Why was this learning important?

e How was the appropriateness of the goal communicated to students?
e How did your stated goals fit into the unit, course and school goals?

ASSESSMENT DATA
(Standard 3: Assessment)

e What assessment data was examined to inform the planning for the observed lesson?

e What did pre-assessment data indicate about student learning needs?

e What formal or informal techniques did you use to collect evidence of students’ knowledge and skills?
e How did your assessment data help you identify student strengths and areas of improvement?

PRIOR CONTENT KNOWLEDGE/SEQUENCE/CONNECTIONS
(Standard 1: Students/Standard 2: Content/Standard 4: Instruction

e What prior knowledge did students need and how did you connect that to their future learning?
e How did this lesson connect to students’ real-life experiences and/or possible careers?
e How did it connect to other disciplines?
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Post-Conference Sample Questions = continued

KNOWLEDGE OF STUDENTS
(Standard 1: Students)

e How did this lesson demonstrate your familiarity with the students’ background knowledge and experiences?
e Talk about how this lesson was developmentally appropriate for your students.
e What strategies did you plan for and implement to meet the needs of individual students?

LESSON DELIVERY
(Standard 2: Content/Standard 4: Instruction)

e How were the goals for learning communicated to students?

e What instructional strategies and methods were used to engage students and promote independent learning and problem solving?
e \What strategies were used to make sure all students achieve lesson goals?

e How were content-specific concepts, assumptions and skills taught?

e What questioning techniques did you use to support student learning?

e How did you ensure this lesson was student led?

DIFFERENTATION
(Standard 1: Students/Standard 4: Instruction)

e How did the instructional strategies address all students’ learning needs?
e How did the lesson engage and challenge students of all levels?

e How were developmental gaps addressed?

e Why is it important to provide varied options for student mastery?
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Post-Conference Sample Questions = continued

RESOURCES
(Standard 2: Content/Standard 4: Instruction)

e What resources/materials were used in instruction?
e How was technology integrated into lesson delivery?
e How did students show ownership of their learning?

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

e How did the environment support all students?
e How were different grouping strategies used?
e How was safety in the classroom ensured?

e How was respect for all modeled and taught?

ASSESSMENT OF STUDENT LEARNING
(Standard 3: Assessment)

e How did you check for understanding during the lesson?

e What specific products or demonstrations assessed student learning/achievement of goals for instruction?
e How did you ensure that students understand how they are doing and support students’ self-assessment?
e How did you use assessment data to inform your next steps?

e Why is it important to provide specific and timely feedback?
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Post-Conference Sample Questions = continued

PROFESSIONAL RESPONSIBILITIES: COLLABORATION AND COMMUNICATION
(Standard 6)

e How do your cooperate with colleagues?

e How do you work with others when there is a problem?

e What is your communication style with students? With families? With colleagues?
e In what ways do you seek the perspectives of others? Give an example.

PROFESSIONAL RESPONSIBILITIES: PROFESSIONAL RESPONSIBILITY AND GROWTH
(Standard 7)

e How do you apply knowledge gained from other experiences into your teaching?
e Discuss ways you reflect and analyze your teaching.
e What are some proactive ways you further your own professional growth?

105



MILTON-UNION EXEMPTED VILLAGE SCHOOLS
Post-Observation Form

Observation Narrative Summary

Suggestions/Recommendations/Refinements

Commendations/Reinforcements

Teacher Comment(s) (Optional)

Signature of Evaluator: Position:

Signature of Teacher Being Evaluated: Position:

(signature does not necessarily indicate agreement)

Date:
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Walkthrough: General Form

Teacher Name: Grade(s)/Subject Area(s)
Evaluator Name: Date: / /
Time Walkthrough Begins: Time Walkthrough Ends:

Directions: This form serves as a record of an informal walkthrough by the teacher’s evaluator. The evaluator will likely not observe all the
teaching elements listed below in any one informal observation. This record, along with records of additional informal observations, will be
used to inform the summative evaluation of the teacher.

v EVALUATOR OBSERVATIONS v
Instruction is developmentally appropriate Lesson content is linked to previous and future learning
Learning outcomes and goals are clearly communicated to students Classroom learning environment is safe and conducive to learning
Varied instructional tools and strategies reflect student needs and learning Teacher provides students with timely and responsive feedback
objectives
Content presented is accurate and grade appropriate Instructional time is used effectively
Teacher connects lesson to real-life applications Routines support learning goals and activities
Instruction and lesson activities are accessible and challenging for students Multiple methods of assessment of student learning are utilized to guide
instruction
Other: Other:

Evaluator Summary Comments:

Recommendations for Focus of Informal Observations:

Evaluator Signature: Photocopy to Teacher - Date
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Professional Growth Plan

Appendix F (Professional Growth Plan & Improvement Plans)

Ohio Teacher Evaluation System

As a result of the evaluation process, teachers and evaluators should focus on accelerating and continuing teacher growth through professional development. Professional development
should be individualized to the needs of the teacher, and specifically relate to his/her areas of refinement as identified in the teachers’ evaluation. The evaluator should recommend
professional development opportunities, and support the teacher by providing resources (e.g., time, financial).

Self-Directed Teacher:

Evaluator:

Collaborative

Annual Focus
These are addressed by the evaluator as appropriate for this teacher.

Date
Record
dates
when
discussed

Areas for Professional Growth
Supports needed, resources, professional development

Comments during conference with teacher and evaluator are made
appropriate to the needs of the teacher.

Goal 1: Student Achievement/Outcomes for Students
Goal Statement:

Evidence Indicators:

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

Evidence Indicators:
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Improvement Plan

Teacher Name: Grade Level/ Subject:

School year: Building: Date of Improvement Plan Conference:

Written improvement plans are to be developed in the circumstances when an educator makes below expected academic growth with his/ her students AND/OR
receives an overall ineffective rating or an ineffective rating on any of the components of the OTES system. The purpose of the improvement plan is to identify specific

deficiencies in performance and foster growth through professional development and targeted support. If corrective actions are not made within the time as specified
in the improvement plan, a recommendation may be made for dismissal or to continue on the plan.

Section 1: Improvement Statement - List specific areas for improvement as related to the Ohio Standards for the Teaching Profession. Attach documentation.
Performance Standard(s) Addressed in this Plan Date(s) Improvement Area or Concern Observed Specific Statement of the Concern: Areas of Improvement

Section 2: Desired Level of Performance — List specific measurable goals to improve performance. Indicate what will be measured for each goal.
Beginning Date Ending Date Level of Performance

Specifically Describe Successful Improvement Target(s)
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Section 3: Specific Plan of Action

Section 4: Assistance and Professional Development

Improvement Plan - continued

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

document the completion of the improvement plan.

Describe in detail specific plans of action that must be taken by the teacher to improve his/her performance. Indicate the sources of evidence that will be used to

/Actions to be Taken

Sources of Evidence that Will Be Examined

Date for this
Improvement Plan to be Evaluated: /

Teacher’s Signature:

Date:

Evaluator’s Signature:

Date:
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Improvement Plan Evaluation

Teacher Name: Grade Level/ Subject:
School year: Building: Date of Evaluation:
The improvement plan will be evaluated at the end of the time specified in the plan. Outcomes from the improvement plan demonstrate the following action to be
taken:
|:| Improvement is demonstrated and performance standards are met to a satisfactory level of performance*
[] The Improvement Plan should continue for time specified:
] Dismissal is recommended.

Comments: Provide justification for recommendation indicated above and attach evidence to support recommended course of action.

I have reviewed this evaluation and discussed it with my evaluator. My signature indicates that | have been advised of my performance status; it does not necessarily
imply that | agree with this evaluation.

Teacher’s Signature: Date:

Evaluator’s Signature: Date:

The evaluator’s signature on this form verifies that the proper procedures as detailed in the local contract have been followed.

*The acceptable level of performance varies depending on the teacher’s years of experience. Teachers in residency —specifically in Years 1 through 4—are expected
to perform at the Developing level or above. Experienced teachers—with five or more years of experience—are expected to meet the Proficient level or above.

112



ADDENDUM |

MILTON-UNION EXEMPTED VILLAGE SCHOOL DISTRICT
GUIDANCE COUNSELOR EVALUATION SUMMATIVE FORM

GUIDANCE COUNSELOR

(Any performance marked ""Does Not Meet Standards' or ""Needs Correction™ to include a narrative explanation.)
I. Performance Responsibilities:

SCHOOL YEAR

Not Does Not
Observed Meet Standards

Needs
Correction

A
1.

N

11.
12.
13.

14.

15.

16.

17.

18.

. _Instruction

Orients, schedules, counsels, and registers all
students.

Acts as liaison with the JVS.

Coordinates, supervises and interprets testing
program.

Keeps appropriate student records.
Communicates secondary requirements and
post-high school opportunities.

Provides vocational and career information.
Assists staff with student differences, special services,
and community agencies.

Initiates and participates in intervention teams,
drug and alcohol teams, etc.

Prepares graduation list.

. Prepares and distributes mid-term reports and grade

cards.

Counsels parents.

Assists with curriculum development.

Acts as a resource person in areas such as discipline
teaching, problem solving, educational choices,
military, etc.

Communicates school policies and procedures, course
offerings, educational and vocational opportunities,
requirements and resources.

Checks students’ schedules for errors and conflicts—
credits, graduation requirements, etc.

Aids students in contracting appropriate community
agencies.

Maintains and awareness of students with problems,
including habitual absenteeism, and makes an effort,
through counseling, to alleviate the problem.
Performs such other duties as may be assigned by
immediate supervisor.

COMMENDATIONS:
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RECOMMENDATIONS: MEANS OF ASSISTANCE;

GUIDANCE COUNSELOR COMMENTS:

CONTRACT RECOMMENDATION:

Recommended for Limited Contract
Recommended for Continuing Contract
Recommended for Unsatisfactory Performance
Recommended for Termination

Recommended for Non-renewal

Currently on Continuing Contract

SIGNATURES:
Administrator Date
Guidance Counselor* Date

*The signature on this evaluation does not necessarily indicate agreement with its contents, and he/she may add additional comments
and/or attach additional information to this form.

Additional Comments May Be Attached On a Separate Sheet
By Principal/Superintendent or Teacher
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ADDENDUM J

MILTON-UNION EXEMPTED VILLAGE SCHOOL DISTRICT
GUIDANCE COUNSELOR OBSERVATION FORMATIVE FORM

GUIDANCE COUNSELOR

(Any performance marked ""Does Not Meet Standards' or ""Needs Correction™ to include a narrative explanation.)
I. Performance Responsibilities:

SCHOOL YEAR

Not Does Not Needs Meets
Observed Meet Standards Correction Standards

A
1.

N

11.
12.
13.

14.

15.

16.

17.

18.

. _Instruction

Orients, schedules, counsels, and registers all
students.

Acts as liaison with the JVS.

Coordinates, supervises and interprets testing
program.

Keeps appropriate student records.
Communicates secondary requirements and
post-high school opportunities.

Provides vocational and career information.
Assists staff with student differences, special services,
and community agencies.

Initiates and participates in intervention teams,
drug and alcohol teams, etc.

Prepares graduation list.

. Prepares and distributes mid-term reports and grade

cards.

Counsels parents.

Assists with curriculum development.

Acts as a resource person in areas such as discipline
teaching, problem solving, educational choices,
military, etc.

Communicates school policies and procedures, course
offerings, educational and vocational opportunities,
requirements and resources.

Checks students’ schedules for errors and conflicts—
credits, graduation requirements, etc.

Aids students in contracting appropriate community
agencies.

Maintains and awareness of students with problems,
including habitual absenteeism, and makes an effort,
through counseling, to alleviate the problem.
Performs such other duties as may be assigned by
immediate supervisor.

COMMENDATIONS:
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RECOMMENDATIONS: MEANS OF ASSISTANCE;

GUIDANCE COUNSELOR COMMENTS:

CONTRACT RECOMMENDATION:

Recommended for Limited Contract
Recommended for Continuing Contract
Recommended for Unsatisfactory Performance
Recommended for Termination

Recommended for Non-renewal

Currently on Continuing Contract

SIGNATURES:
Administrator Date
Guidance Counselor* Date

*The signature on this evaluation does not necessarily indicate agreement with its contents, and he/she may add additional comments
and/or attach additional information to this form.

Additional Comments May Be Attached On a Separate Sheet
By Principal/Superintendent or Teacher
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ADDENDUM K

MILTON-UNION EXEMPTED VILLAGE SCHOOL DISTRICT

LIBRARIAN EVALUATION SUMMATIVE FORM

Meets

LIBRARIAN SCHOOL YEAR
(Any performance marked ""Does Not Meet Standards™ or ""Needs Correction™ to include a narrative explanation.)
I. Performance Responsibilities: Not Needs

Observed Meet Standards  Correction

Standards

10.
11.
12.
13.
14,

15.

16.

17.

18.

Evaluates, selects and requisitions new Library

materials, based upon adopted Courses of Study.

Assists teachers in the selection of books and

materials.

Communicates new acquisitions to staff.

Maintains cataloging system and instructions

on such.

Arranges for intra-library loan of materials for

teachers.

Works with teachers in planning those assignments

requiring library usage.

Maintains appropriate students conduct.

Assists with students independent reference work.

Does class presentation, as needed.

Participates in committee meetings as requested.

Gives reading guidance to students, when needed.

Arranges displays and exhibits.

Prepares and administers the library budget.

Develops and maintains professional library

for staff.

Requisitions and inventories audiovisual

and computer equipment.

Arranges for repair of audiovisual and computer

equipment.
Works with teachers and administrators to

evaluate and implement new technologies.

Performs such other duties as may be assigned by

immediate supervisor/administrator.
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COMMENDATIONS:

RECOMMENDATIONS: MEANS OF ASSISTANCE,

LIBRARIAN'S COMMENTS:

CONTRACT RECOMMENDATION:

Recommended for Limited Contract
Recommended for Continuing Contract
Recommended for Unsatisfactory Performance
Recommended for Termination

Recommended for Non-renewal

Currently on Continuing Contract

SIGNATURES:

Administrator Date Librarian* Date

*The signature on this evaluation does not necessarily indicate agreement with its contents, and he/she may add additional
comments and/or attach additional information to this form.

Additional Comments May Be Attached On a Separate Sheet
By Principal/Superintendent or Teacher
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ADDENDUM L

MILTON-UNION EXEMPTED VILLAGE SCHOOL DISTRICT
LIBRARIAN OBSERVATION FORMATIVE FORM

LIBRARIAN SCHOOL YEAR

(Any performance marked ""Does Not Meet Standards™ or ""Needs Correction™ to include a narrative explanation.)
I. Performance Responsibilities: Not Does Not Needs Meets
Observed Meet Standards  Correction Standards

1. Evaluates, selects and requisitions new Library
materials, based upon adopted Courses of Study.

2. Assists teachers in the selection of books and
materials.

Communicates new acquisitions to staff.

4. Maintains cataloging system and instructions
on such.

5. Arranges for intra-library loan of materials for
teachers.

6. Works with teachers in planning those assignments
requiring library usage.

7. Maintains appropriate students conduct.

8. Assists with students independent reference work.

9. Does class presentation, as needed.

10. Participates in committee meetings as requested.

11. Gives reading guidance to students, when needed.

12. Arranges displays and exhibits.

13. Prepares and administers the library budget.

14. Develops and maintains professional library
for staff.

15. Requisitions and inventories audiovisual
and computer equipment.

16. Arranges for repair of audiovisual and computer
equipment.

17. Works with teachers and administrators to
evaluate and implement new technologies.

18. Performs such other duties as may be assigned by
immediate supervisor/administrator.

COMMENDATIONS:
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RECOMMENDATIONS: MEANS OF ASSISTANCE;

LIBRARIAN'S COMMENTS:

CONTRACT RECOMMENDATION:

Recommended for Limited Contract
Recommended for Continuing Contract
Recommended for Unsatisfactory Performance
Recommended for Termination

Recommended for Non-renewal

Currently on Continuing Contract

SIGNATURES:

Administrator Date Librarian* Date

*The signature on this evaluation does not necessarily indicate agreement with its contents, and he/she may add additional
comments and/or attach additional information to this form.

Additional Comments May Be Attached On a Separate Sheet
By Principal/Superintendent or Teacher
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ADDENDUM M

MILTON-UNION EXEMPTED VILLAGE SCHOOL DISTRICT

SCHOOL NURSE EVALUATION SUMMATIVE FORM

SCHOOL NURSE

(Any performance marked ""Does Not Meet Standards™ or ""Needs Correction™ to include a narrative explanation.)
I. Performance Responsibilities:

Not
Observed

Meet Standards

SCHOOL YEAR

Needs
Correction

Meets
Standards

©No g~

©

11.

12.

13.

14.

15.

16.
17.

18.
19.

Conducts school health service, including tests for
hearing, vision, scoliosis, etc., in cooperation with
Miami County Health Dept.

Assumes responsibility for selection and referral of
students in need of medical and dental care.
Reports to parents, school personnel, physicians,

clinics, other agencies on school related medical matters.

Maintains up-to-date cumulative health records.

Observes students on regular basis to detect health needs.

Administers first aid in accordance with established
Visits students homes when necessary.

Participates with school staff in developing and
implementing total school health program.
Contacts homes of children referred by principals.

. Advises on modification of educational program

to meet health needs of individual students.
Prepares and submits reports for Superintendent and
Miami County Health Department.

Implements policy on exclusion and readmission of
students in connection with infectious and
contagious disease.

Advises teachers on health matters, particularly
regarding screening for student health defects.
Assists school personnel in maintaining sanitary
conditions in school.

Attends committee meetings and conferences
regarding health service and health curriculum.
Participates in inservice training programs.

Assists in screening of entering students relative

to required entrance health records.

Serves as resource person in health related areas.
Performs such other duties as may be assigned by
the immediate supervisor/administrator.

COMMENDATIONS:
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RECOMMENDATIONS: MEANS OF ASSISTANCE;

NURSE'S COMMENTS:

CONTRACT RECOMMENDATION:

Recommended for Limited Contract
Recommended for Continuing Contract
Recommended for Unsatisfactory Performance
Recommended for Termination

Recommended for Non-renewal

Currently on Continuing Contract

SIGNATURES:

Administrator Date Nurse Date

*The signature on this evaluation does not necessarily indicate agreement with its contents, and he/she may add additional
comments and/or attach additional information to this form.

Additional Comments May Be Attached On a Separate Sheet
By Principal/Superintendent or Teacher
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ADDENDUM N

MILTON-UNION EXEMPTED VILLAGE SCHOOL DISTRICT
SCHOOL NURSE OBSERVATION FORMATIVE FORM

SCHOOL NURSE SCHOOL YEAR

(Any performance marked ""Does Not Meet Standards™ or ""Needs Correction™ to include a narrative explanation.)
I. Performance Responsibilities: Not Does Not Needs Meets
Observed Meet Standards  Correction Standards

1. Conducts school health service, including tests for
hearing, vision, scoliosis, etc., in cooperation with
Miami County Health Dept.

2. Assumes responsibility for selection and referral of
students in need of medical and dental care.

3. Reports to parents, school personnel, physicians,

clinics, other agencies on school related medical matters.

Maintains up-to-date cumulative health records.

Observes students on regular basis to detect health needs.

Administers first aid in accordance with established

Visits students homes when necessary.

Participates with school staff in developing and

implementing total school health program.

Contacts homes of children referred by principals.

10. Advises on modification of educational program
to meet health needs of individual students.

11. Prepares and submits reports for Superintendent and
Miami County Health Department.

12. Implements policy on exclusion and readmission of
students in connection with infectious and
contagious disease.

13. Advises teachers on health matters, particularly
regarding screening for student health defects.

14. Assists school personnel in maintaining sanitary
conditions in school.

15. Attends committee meetings and conferences
regarding health service and health curriculum.

16. Participates in inservice training programs.

17. Assists in screening of entering students relative
to required entrance health records.

18. Serves as resource person in health related areas.

19. Performs such other duties as may be assigned by
the immediate supervisor/administrator.
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COMMENDATIONS:
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RECOMMENDATIONS: MEANS OF ASSISTANCE;

NURSE'S COMMENTS:

CONTRACT RECOMMENDATION:

Recommended for Limited Contract
Recommended for Continuing Contract
Recommended for Unsatisfactory Performance
Recommended for Termination

Recommended for Non-renewal

Currently on Continuing Contract

SIGNATURES:

Administrator Date Nurse Date

*The signature on this evaluation does not necessarily indicate agreement with its contents, and he/she may add additional
comments and/or attach additional information to this form.

Additional Comments May Be Attached On a Separate Sheet
By Principal/Superintendent or Teacher
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ADDENDUM O

MILTON-UNION EXEMPTED VILLAGE SCHOOL DISTRICT
SPEECH/LANGUAGE PATHOLOGIST EVALUATION SUMMATIVE FORM

SPEECH/LANGUAGE PATHOLOGIST SCHOOL YEAR

(Any performance marked ""Does Not Meet Standards' or ""Needs Correction® to include a narrative explanation.)

I. Performance Responsibilities: Not Does Not Needs Meets
Observed  Meet Standards  Correction Standards

A. Instruction

1. Demonstrates broad knowledge of speech pathology
and teaching proficiency.

2. Assists and guides teachers in observing, describing,
and referring suspected and identified speech and language
handicaps. Provides a thorough assessment and diagnosis
of speech, voice, fluency, hearing and language
impairments. Screens referred students to identify a need
for further evaluation.

3. Consults with Intervention Assistance Team as required

4. Displays content knowledge and pedagogy and
demonstrates a continuing pursuit of such knowledge

5. Plans a program of study that as much as possible
meets the individual needs, interests, and abilities of the
students

6. Modifies instructions for students with disabilities,
gifted students, 504 students PSP or students with
modification plans.

7. Instructs effectively with technology and promotes
the use of technology.

B. Professional Responsibilities

1. Attends all faculty, departmental, and other school
related meetings and serves on committees as determined
by the immediate supervisor, building principal or
Superintendent or his designee.

2. Is familiar with all teacher, student and district handbooks
and adheres to policies of the Board of Education
and to all administrative procedures.

3. Provides professional leadership within the school,
community, and education profession to improve student
learning as well as support district and State initiatives.

4. Uses technology to support instruction, access and
manipulate data; enhance professional growth and
productivity; communicate and collaborate with colleagues,
parents and the community; and conduct research/solve
problems.

5. Participates in required training relative to teaching
assignments, supervisor approved professional growth plan,
school/district initiatives, or as directed by the Principal.

6. Maintains appropriate work habits, including regular and
punctual attendance and appropriate use of conference
and planning time.

7. Continues professional growth through attendance at
workshops, seminars, conferences, and/or advanced
course work at institutions of higher learning.

8. Maintains professional interpersonal skills using tact,
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patience, courtesy and cooperative effective relationships
with others consistently displaying self-control, honesty
and credibility with parents, students, visitors and school
personnel.

9. Clean, neat and professionally dressed.

C. Operations
1. Maintains accurate, complete, and correct records as

required by law, district policy, and administrative
regulation.

2. Prepare and have available at school complete and
up-to-date plans which provide goals, objectives and
learning activities for pupils assigned.

3. Administers required state tests, adhering to the
Code of Ethics

4. Reports to the principal or nurse any injury or illness to a
student or self which occurs within school jurisdiction.

5. Accounts for books, materials and equipment by keeping
records of their quantity and condition.

6. Advises administration promptly whenever an unsafe
building condition is observed in a class or school.

7. Observes and adheres to emergency procedures within
the building.

D. Students

1. Supervises students, including activities such as field trips
and school-related programs to ensure student safety.

2. Recognizes learning problems and makes referrals as
appropriate.

3. Works cooperatively with general education teachers in
order to facilitate students functioning within the least
restrictive environment.

4. Respects the confidentiality of records and information
regarding students, parents, and teachers in accordance with
accepted professional ethics, and state and federal laws.

5. Takes all reasonable measures to assure student health and
safety, being alert to unusual mental or physical condition
or students and refers these to the appropriate personnel
(principal, counselor, or nurse).

6. Is responsible for enforcing the Code of Conduct
governing students in his/her direct charge, and for
assuming authority, as warranted, over students in such
areas as school corridors, cafeteria, assemblies, etc.

7. Conducts conferences with individual students and/or
parents when deemed necessary or upon request.

Public Relations

Uses a variety of communication forms to provide
information about the instructional program and each
student’s progress to families.

Uses effective oral and written expression.

Upholds and enforces board policy, administrative
procedures, and school rules and regulations, and is
supportive of them to the public.

Works cooperatively with parents to strengthen

the educational program for their children.

5. Attempts to develop rapport and maintain the confidence
of parents and students. Provides periodic progress reports
to parents using telephone calls, notes, interim reports,
report cards, and conferences, etc. Makes reasonable
provisions to be available to parents and students for

= [m
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educational purposes beyond the instructional day,
when requested.

6. Establishes and maintains cooperative relationships with
other staff members.

7. Performs such other duties as may be assigned by
immediate supervisor.

COMMENDATIONS:

RECOMMENDATIONS: MEANS OF ASSISTANCE,
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SPEECH/LANGUAGE PATHOLOGIST COMMENTS:

CONTRACT RECOMMENDATION:

Recommended for Limited Contract
Recommended for Continuing Contract
Recommended for Unsatisfactory Performance
Recommended for Termination

Recommended for Non-renewal

Currently on Continuing Contract

SIGNATURES:
Administrator Date
Speech/Language Pathologist* Date

*The signature on this evaluation does not necessarily indicate agreement with its contents, and he/she may add additional
comments and/or attach additional information to this form.

Additional Comments May Be Attached On a Separate Sheet
By Principal/Superintendent or Teacher
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ADDENDUM P

MILTON-UNION EXEMPTED VILLAGE SCHOOL DISTRICT
SPEECH/LANGUAGE PATHOLOGIST OBSERVATION FORMATIVE FORM

SPEECH/LANGUAGE PATHOLOGIST SCHOOL YEAR

(Any performance marked ""Does Not Meet Standards'* or ""Needs Correction™ to include a narrative

explanation.)

I. Performance Responsibilities: Not Does Not Needs Meets
Observed  Meet Standards Correction Standards

A. _Instruction

1. Demonstrates broad knowledge of speech pathology _
and teaching proficiency.

2. Assists and guides teachers in observing, describing, _

and referring suspected and identified speech and language

handicaps. Provides a thorough assessment and diagnosis

of speech, voice, fluency, hearing and language

impairments. Screens referred students to identify a need

for further evaluation.

Consults with Intervention Assistance Team as required _

4. Displays content knowledge and pedagogy and
demonstrates a continuing pursuit of such knowledge

5. Plans a program of study that as much as possible
meets the individual needs, interests, and abilities of the
students

6. Modifies instructions for students with disabilities,
gifted students, 504 students PSP or students with
modification plans.

7. Instructs effectively with technology and promotes
the use of technology.

w

B. Professional Responsibilities

1. Attends all faculty, departmental, and other school
related meetings and serves on committees as determined
by the immediate supervisor, building principal or
Superintendent or his designee.

2. Is familiar with all teacher, student and district handbooks____
and adheres to policies of the Board of Education
and to all administrative procedures.

3. Provides professional leadership within the school,
community, and education profession to improve student
learning as well as support district and State initiatives.

4. Uses technology to support instruction, access and
manipulate data; enhance professional growth and
productivity; communicate and collaborate with colleagues,
parents and the community; and conduct research/solve
problems.

5. Participates in required training relative to teaching - - - -
assignments, supervisor approved professional growth plan,
school/district initiatives, or as directed by the Principal.

6. Maintains appropriate work habits, including regularand __
punctual attendance and appropriate use of conference
and planning time.

7. Continues professional growth through attendance at
workshops, seminars, conferences, and/or advanced
course work at institutions of higher learning.

8. Maintains professional interpersonal skills using tact,
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9.

patience, courtesy and cooperative effective relationships
with others consistently displaying self-control, honesty

and credibility with parents, students, visitors and sch
personnel.
Clean, neat and professionally dressed.

C. Operations

1.

2.

Maintains accurate, complete, and correct records as
required by law, district policy, and administrative
regulation.

Prepare and have available at school complete and
up-to-date plans which provide goals, objectives and
learning activities for pupils assigned.

Administers required state tests, adhering to the
Code of Ethics

ool

Reports to the principal or nurse any injury or illness to a
student or self which occurs within school jurisdiction.
Accounts for books, materials and equipment by keeping

records of their quantity and condition.
Advises administration promptly whenever an unsafe
building condition is observed in a class or school.

Observes and adheres to emergency procedures within

the building.

. Students

Supervises students, including activities such as field
and school-related programs to ensure student safety.
Recognizes learning problems and makes referrals as
appropriate.

Works cooperatively with general education teachers

trips

in

order to facilitate students functioning within the least

restrictive environment.

Respects the confidentiality of records and information
regarding students, parents, and teachers in accordance with
accepted professional ethics, and state and federal laws.

Takes all reasonable measures to assure student healthand_____
safety, being alert to unusual mental or physical condition

or students and refers these to the appropriate personnel

(principal, counselor, or nurse).
Is responsible for enforcing the Code of Conduct
governing students in his/her direct charge, and for

assuming authority, as warranted, over students in such

areas as school corridors, cafeteria, assemblies, etc.
Conducts conferences with individual students and/or
parents when deemed necessary or upon request.

Public Relations

= [m

wmn

Uses a variety of communication forms to provide
information about the instructional program and each
student’s progress to families.

Uses effective oral and written expression.

Upholds and enforces board policy, administrative
procedures, and school rules and regulations, and is
supportive of them to the public.

Works cooperatively with parents to strengthen

the educational program for their children.

Attempts to develop rapport and maintain the confide

nce

of parents and students. Provides periodic progress reports
to parents using telephone calls, notes, interim reports,

report cards, and conferences, etc. Makes reasonable
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provisions to be available to parents and students for
educational purposes beyond the instructional day,
when requested.
6. Establishes and maintains cooperative relationships with
other staff members.
7. Performs such other duties as may be assigned by
immediate supervisor.

COMMENDATIONS:
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RECOMMENDATIONS:

MEANS OF ASSISTANCE;

SPEECH/LANGUAGE PATHOLOGIST COMMENTS:

CONTRACT RECOMMENDATION:

Recommended for Limited Contract
Recommended for Continuing Contract
Recommended for Unsatisfactory Performance
Recommended for Termination

Recommended for Non-renewal

Currently on Continuing Contract

SIGNATURES:
Administrator Date
Speech/Language Pathologist* Date

*The signature on this evaluation does not necessarily indicate agreement with its contents, and he/she may add
additional comments and/or attach additional information to this form.

Additional Comments May Be Attached On a Separate Sheet
By Principal/Superintendent or Teacher
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