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ARTICLE I - RECOGNITION 

A. The Delphos City School District Board of Education, hereinafter referred to as 
the "Board," hereby recognizes the Delphos Education Association OEA/NEA­
Local, hereinafter the "Association," as the sole and exclusive bargaining 
representative, for the purposes of and as defined in Chapter 4117 of the Ohio 
Revised Code, of a bargaining unit consisting of all full and regularly scheduled 
part-time professional, certificated, licensed non-supervisory employees of the 
Board in the public school K-12 program and substitutes working at least sixty 
(60) consecutive days in one specific teaching position, whether under contract, 
either verbal or written, on leave, or on a per diem, hourly or c.lass rate basis. 

B. The Association recognizes that the Superintendent, Assistant Superintendent, 
Principals, Assistant Principals, Library Aide, School Nurse, substitutes not 
expressly included, and temporary employees, non-teaching employees, non­
certificated employees, confidential, supervisory or management-level 
employees as defined in Section 4117.01 of the Ohio Revised Code, and all 
other employees are excluded from the bargaining unit. 

C. The Employer recognizes further that any newly created position for employees 
meeting the requirements specified in Section A of this Article for bargaining unit 
members will also be part of the unit. 

D. The Employer further represents that there are no professional, certificated, non­
supervisory confidential employees at the time of the signing of this Agreement 
and that it will not in the future make a bargaining unit member a confidential 
employee of the purpose of removing that employee from the unit. 

E. DEFINITIONS 

1. '!Days" mean calendar days except when otherwise indicated in this 
Agreement. 

2. "NEA" means the National Education Association. 

3. "DEA'' means the Delphos Education Association. 

4. "OEA" means the Ohio Education Association. 

5. 'Teacher'' means the same as Employee, i.e., a member of the bargaining 
unit. 
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ARTICLE 11- NEGOTIATIONS PROCEDURE 

A. EXCLUSIVE PROCEDURE 

Pursuant to Sections 4117.14(C) and 4117.14(E) of the Ohio Revised Code, the 
parties have established the following mutually agreed upon negotiations and 
dispute resolution procedures. 

B. REQUESTS 

If either party wishes to terminate, modify, or negotiate a successor agreement, it 
must serve written notice of that intention upon the other party no more than one 
hundred twenty (120) days and not less than ninety (90) days prior to the 
expiration of this Agreement. Upon timely service of such notice, the parties 
shall collectively bargain in good faith in an effort to reach a successor 
agreement. At thefirst bargaining se::;sion both parties shall submit their 
complete proposals for a successor agreement. Neither party may submit 
additional issues for collective bargaining after submitting its initial proposals. 

C. REPRESENTATION 

Representatives of the Board and representatives of the Association shall meet 
to negotiate in good faith. While no final agreement shall be executed without 
ratification by the Association and approval of the Board, the parties mutually 
pledge thi!t their representatives will be clothed with all necessary power and 
authority to ma~e proposals, consider proposals, and make concessions in the 
course of negotiations. 

D. NEGOTIATIONS 

1. Location - Meetings will be held at a mutually agreeable site. 

2. Dates and Times - Meetings will be scheduled by mutual agreement as 
necessary. Sessions shall be four (4) h.ours maximum, except when 
ex\ended by agreement of the parties. Date and time of the meeting 
shall, if possible, be agreed upon before. the close of each session. 

3. Representatives - The bargaining committees will consist of no more than 
six individu.als in additional to the chief negotiator designated by each 
party. Additional representatives for both parties rnay be added by mutual 
agreement to address specific iss1,.1es. Neither party in any negotiations 
shall have any control over the selection of the negotiating or bargaining 
representatives of the other party. 

4. Chief Negotiator - There shall be only one spokesperson for each party, 
except that he or she may, on occasion, request a team member of the 
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bargaining committee to address a specific issue. It is understood that no 
tentative agreement on any Article or the entire contract, oral or written, is 
effective unless specifically agreed upon and initialed by the chief 
negotiators for both parties. Any agreement which is not thus approved 
by the chief negotiators Is ineffective. 

5. Caucus -The chief negotiator of either party may recess his group for 
independent caucus of reasonable duration at any time. 

6. Written Proposals and Material - All written proposals and material shall 
be submitted in sufficient quantity to provide copies for each of the other 
party's bargaining team, if possible. 

7. Agreements - Articles and materials agreed to by the parties will be 
reduced to writing, duplicated, dated and initialed by the chief negotiators 
as tentative agreements. It is understood that such tentative agreements, 
although not finally resolved, shiill not be amended without express 
mutual consent of the parties' chief negotiators. The Articles shall not 
become officially enforceable until the entire Collective Bargaining 
Agreement has been reduced to writing and ratified by both parties. 

When tentative agreements are reached on all Articles to be included in 
the piirties' contract, the Association's bargaining committee shall present 
the Final Agreement to its membership for ratification. The Association's 
bargaining committee shall then notify the Board's chief negotiator about 
the result of the ratification vote. The Board's bargaining committee will 
then present the Agreement to the Board of Education for their ratification. 
The Board's qhief negotiator will promptly notify the Association's chief 
negotiator of the Board's action. 

8. Recording - No mechanical or other recording devices shall be used 
during the negotiation sessions. Each party is responsible for its own 
notes. 

9. Media - The parties agree that during the period of negotiations and prior 
to reaching an agreement or going to impasse, I.he contents of the 
negotiations shall not be releiised to the news rnedia unless such 
issuance has mutual consent. Progress reports may be made to the 
represented bodies of either negotiating team at the discretion of the 
team. 
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E. DISAGREEMENT 

1. In the event the parties are unable to reach agreement, the parties agtee 
to proceed as set forth below. 

2. If the parties fail to reach complete agreement on the successor contract 
by 45 days before expiration of the current Agreement, either party may 
request the appointment of a mediator from the Federal Mediation and 
Conciliation Service. The mediator shall meet with the parties as he/she 
deems appropriate in an attempt to resolve the disputed issues. The 
mediator will confine himself/herself to the process of mediation and shall 
not engage in fact-finding or other form of interest arbitration without the 
express written consent of both parties. 

3. If an agreement is not reached through mediation, or if it was mutually 
agreed not to use mediation, the matter shall be submitted to Advisory 
Arbitration within ten (10) working days. 

4. The parties shall mutually petition the American Arbitration Association 
{AAA) for a list(s) of neutral arbitrators. All voluntary rules aha regulations 
of the MA shall be followed in the selection and utilization of the 
arbitrator. 

5. Within seven (7) days of receipt of the arbitrator recommendations, the 
parties shall each act on the recommendations. If either party rejects the 
recommendations, the recommendations may be publicized. 

6, Costs and expenses which may be incurred in securing and utilizing the 
services of the neutral third party shall be shared equally by the Board 
and the Delphos Education Association. 

7. If the parties have not reached complete agreement on a successor 
contract by the conclusion of the stated impasse procedure, then the 
Association may proceed in accordance with Ohio Revised Code 
4117.14(D)(2) (Strike) and the Board may implement its last offer. During 
such process, the mediator may continue to work with the parties as 
he/she deems appropriate. 

8. This procedure of Arti.cle 11.E is the parties' mutually agreed alternative 
dispute resolution procedure and supersedes the dispute resolution 
procedures of O.R.C. 4117.14{C)(2-6). 
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ARTICLE Ill - MANAGEMENT RIGHTS 

A. Except as specifically modified by a specific and express term of this Agreement, 
the Board hereby retains and reserves to itself, the Superintendent, and other 
administrators, without limitation, all powers, rights, authority, duties and 
responsibilities conferred upon and vested in them by the laws and the 
Constitution of the State of Ohio and of the United States, including, by way of 
illustration, management's rights to: 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 Board, standards of services, Its overall 
budget, utilization of technology, and organizational structure; hire, assign, direct, 
schedule, supervise, and evaluate teachers; maintain and improve the efficiency 
and effectiveness of school operations; determine the methods, processes, 
means, and personnel by which school operations are to be conducted; 
suspend, discipline, demote, or terminate teachers for just cause; lay off, 
nonrenew, transfer, promote, or retain teachers; determine the adequacy of the 
work force; determine the overall mission of the School District as an educational 
unit; effectively manage the work force; take actions to carry out the mission of 
the School District; .determine the work hours of teachers and the instru.ctional 
hours and determine grading periods for pupils; and direct, assign, and schedule 
pupils. 

B. So long as the Board and administration comply with the specific and express 
terms of this written Agreement, the Board shall have no obligation to bargain 
with the Association during the term of this Agreement, whether or not Board or 
administration decisions of their implementation affect the wages, hours, terms 
,and/or other conditions of employment of members of the bargaining unit. 

ARTICLE IV -ASSOCIATION RIGHTS 

Exclusive recognition shall entitle the Association to the following organization rights: 

A. USE OFSCHOOL BUILDINGS AND EQUIPMENT 

The Association will have the right to use ::;chool buildings at reasonable times as 
long as the use does not interfere with a previously scheduled use of the 
building. The principal of the building in question will be notified no less than 48 
hours in advance, whenever possible, of the time and place of all such meetings. 
The Association shall pay the cost of extra cleaning or set up expenses, if any, 
as may be deemed necessary by the principal. 

B. RIGHTS OF ACCESS TO MEMBERS DURING SCHOOL HOURS 

Every attempt will be made to meet after school hours. If it is impossible to do 
that, then the President of the Association and/or a designee and/or the UniServ 
Consultant for the Association shall have the right to visit schools. Either prior to 
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or immediately upon the President's or the consultant's arrival at any school, the 
President and/or the Consultant shall advise.the principal or, in his absence, the 
acting building administrator, of his/her desire to visit the school and secure the 
permission of such administrator to make the visit. Such permission will not be 
denied but may be delayed only if the visit, at the time desired, will interfere with 
the normal teaching duties of the professional staff member to be contacted. 

C. The Association building representative will have permission to use individual 
school equipment, including typewriters, mimeograph machines, other 
duplicating equipment, calculating machines, and all types of audio/visual 
equipment, addressograph plates (reflecting the names and addresses of 
residents of the School District) when such equipment is not otherwise in use. 
Permission for such use shall be obtained and supplies in connection with such 
equipment shal.1 be purchased from the building principal at the cost paid by the 
Board. 

D. A directory of names, assignments, work locations, and non-confidential mailing 
addresses and listed telephone numbers, if available, of all members of the 
bargaining unit shall be provided without cost to the Association no later than 
October 1 of each school year. 

E. DISSEMINATION OF INFORMATION 

The Association or its representatives shall have the right to: 

1. Use the inter-school mail system to distribute material of the type 
described below. 

2. Use in each building a reasonable amount of space of existing facility 
bulletin boards located in areas readily accessible to and normally 
frequented by teachers. 

3. Use of school public address system for Association announcements in 
accordance with administrative procedures. 

4. Make brief announc.ements at the end of faculty meetings. 

5. The Bargaining Unit will select or appoint members as representatives to 
any committee which impacts the wages, hours, or terms and conditions 
of employment of Bargaining Unit Members. 

F. PAYROLL DEDUCTIONS 

Deductions will be taken from the first and second monthly paychecks. The 
following payroll deductions will be provided at no cost to the professional staff 
members: 
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1. Association Dues 

a. Teachers may at any time until October 21 sign and deliver to the 
Board an authorized form requesting membership dues and 
assessments of the recognized Association and its affiliates. Such 
authorization shall continue in effect until such time that said 
teacher gives written notice to the Treasurer of the Board to 
discontinue such deductions or employment with the Board 
terminates. 

b. Such deductions shall be made in equal amounts, beginning for all 
individuals so authorizing with the first paycheck in November and 
continuing through the last pay in June. All money so deducted 
shall be remitted to the Treasurer of the Association monthly, 
accompanied by a list of teachers from whom the deductions are 
made and the amount for each said teacher. 

c. No teacher is required to be a member of the Association or to pay 
any fee to the Association .as a .condition of employment with the 
Board. 

2. Credit Union 

3. Income Protection Insurance 

4. Tax Sheltered Annuities per Board adopted list of 403 providers. 

5. Poljtical/FCPE Contributions: The Treasurer shall deduct designated 
political contributions in accordance with Ohio Revised Code §3313.262. 

6. Additional Insurance Plans 

G. PRINTING AND PROVIDING COPIES OF THE CONTRACT 

The administration will provide a copy of this contract to each school building in 
the School Distric;t at the time of this Agreement. Copies will be retained in the 
office of each principal. In addition, each teacher will be provided with a copy of 
this Agreement, the cost of which. will be borne equally by the Board and the 
Association. 

H. SCHOOLBOARD 

1. Meeting Notice and Agenda - The Presidi:mt of the Association will be 
given notice and supplied with an agenda of all regul;;ir and special Board 
meetings at the same time they are made available to the Board. 
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2. Minutes and Other Public Documents - The President of the Association 
will be supplied with minutes of all regular and special Board meetings. 
Upon written request, the Board will furnish the Association with a copy of 
the monthly financial statement of the receipts and expenditures of .the 
School District. 

I. The rights granted herein to the Association shall not be granted or extended to 
any competing organization. 

J. ASSOCIATION LEAVE 

The Board shall authorize up to a maximum of three (3) total days of absence 
without loss of pay per year (September 1 through August 31) to the Association 
President or his/her designee to attend Association meetings, conferences, or 
conventions. Such leave may not be used for meetings, conferences, or 
conventions of any other teacher organizations. To be valid, an advance request 
of 72 hours for use of this leave must be submitted by the President of the 
Association to the Superintendent or his/her designee. 

K. NON-DISCRIMINATION 

There shall be no discrimination for exercise of employment rights nor in the 
application of this collective bargaining agreement based on race, color, creed, 
national origin, age, sex, religion, ancestry, marital status, sexual orientation, 
handicap, or union activity. 

ARTICLE V - GRIEVANCE PROCEDURE 

A. PURPOSE 

The grievance procedurE! is the exclusive procedure to deal with all alleged 
violations and labor disputes arising under this Agreement. It is expressly 
understood and agreed that neither the Association nor any teacher shall engage 
in actions which are not expressly provided for in the griEivance procedure such 
as the initiation of litigation or charges with a state or federal agency in 
connection with any dispute which is or could have been a matter presented as a 
grievance within this grievance procedure. Grievimces must not be used as a 
means to gain contract concessions unsuccessfully bargained for during 
negotiations. 

B. DEFINITIONS AND TERMS 

The following definitions and terms apply to this Article: 
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1. The word "day" or "days" means generally scheduled teacher workdays 
during the regular school year. During the summer, it shall mean Monday 
through Friday excluding federally recognized holidays. 

2. A "grievance" is a claim by a teacher or a group of teachers or the 
Association that the Board or an administrator has violated, misinterpreted 
or misapplied a specific and express term of this written Agreement. 

3. If a teacher fails to file a written grievance or to appeal a grievance to the 
next step by the stated guidelines, then the grievance shall be considered 
waived. · 

4. If an administrator fails to hold a meeting or to respond to a grievance by 
the stated deadline, the teacher is entitled to appeal to the next step. 

5. A teacher may be accompanied at any stage of the grievance procedure 
by a representative of his or her choice. When a teacher has a 
representative present, management shall have the right to have a 
representative present. 

6. A teacher may present grievances and have them adjusted, without the 
intervention of the Association, as long as the adjustment is not 
inconsistent with the terms of the Collective Bargaining Agreement then in 
effect and as long as an Association representative has the opportunity to 
be present at the adjustment. The Association representative may be 
present but shall not participate in the meeting at which the adjustment 
occurs unless requested by the teacher who filed the grievance. 

7. Hearings and conferences under this procedure will be held after regular 
school hours or during non-working time of the personnel involved. Any 
investigation or processing of a grievance by the grievant or 
representatives shall be conducted so as to result in minimum 
interference or disruption of the instructional program and related work 
activities of the teaching staff. 

C. PROCEDURE 

The following procedure will be used In processing a grievance: 

STEP ONE: A person with a grievance shall first discuss it with his principal or 
immediate supervisor within ten (10) days of the date of the incident giving rise to 
the grievance, with the objective of resolving the matter informally. 

STEP TWO: If the grievant is not satisfied with the informal attempt to resolve 
the grievance, he or she must submit the grievance in writing on an appropriate 
grievance form to the building principal. All grievances, in order to be effective 
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for consideration by management, must contain in writing the name of the 
grievant, the specific condition or occurrence on which the grievance is based, 
the date or dates of the occurrence of the conduct or condition on which the 
grievance is based, the particular Article and Section of this Agreement which 
the grievant claims have been violated, the specific relief sought and the 
signature of the grievant. Appropriate grievance forms shall be made available 
in each principal's office (Exhibit H). The written grievance must be filed with the 
building principal within five (5) days from the informal conference in Step One. 
The building principal shall respond to the grievance in writing within five (5) days 
of its submission to him. 

STEP THREE: If the teacher is not satisfied with the building principal's 
disposition of the grievance, the teacher may appeal to the Superintendent by 
filing a written appeal of the grievance within five (5) days of the teacher's receipt 
of the principal's response. The Superintendent shall hold a meeting with the 
teacher to discuss the grievance and its possible resolution within five (5) days of 
the submission of the appeal. The Superintendent shall make his written 
response to the appeal within five (5) days of the meeting. Any grievance which 
concerns a decision from the central office and which is not within the power of a 
building principal to change may be submitted directly to the Superintendent at 
Step Three as the initial step. 

STEP FOUR: Arbitration. 

1. If the aggrieved person is not satisfied with the disposition of his/her 
grievance at Step Three, he/she may, within five (5) days after the 
decision is rendered, request in writing to the Asso.ciation that his/her 
grievance be submitted to arbitration. 

2. The Association may within five (5) days after receiptof the request, 
submit the grievance to arbitration by so notifying the Board in writing. 

3. The Board and the Association shall, within five (5) days after the written 
notice is received by the Board, select jointly an arbitrator. If the parties 
are .unable to agree on an arbitrator within five (5) days, the Association 
within seven (7) calendar days will send a written request for a list of 
arbitrators to the American Arbitration Association, and an arbitrator shal.1 
be selected in accordance with AAA's voluntary rules. 

4. The arbitrator's decision shall be binding on all parties and not reviewable 
in any court. 

5. All costs and expenses for the services of the arbitrator shall be shared 
equally by the Board and the Association. 

D. THE ARBITRATOR'S AUTHORITY 
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The arbitrator shall have authority to consider only a single grievance or several 
grievances involving a common question of interpretation or application. 

The arbitrator shall hold the necessary hearing promptly and issue the decision 
within thirty (30) days or such time as may be agreed upon. The arbitrator shall 
follow the procedural rules established by the American Arbitration Association. 
Decisions shall be in writing and a copy sent to all parties present at the hearing. 
The decision of the arbitrator shall be binding on the Board, the administration, 
the Association and the grievant(s). 

The arbitrator sh<lil not have the authority to add to, subtract from, modify, 
change or alter any of the provisions of this collective bargaining contract, or add 
to, detract from or modify the language therein in arriving at a determination of 
any issue presented that is proper within the limitations expressed herein. The 
arbitrator shall expressly confine himself/herself to the precise issue( s) submitted 
for arbitration and shall have no authority to determine any other issue(s) not so 
submitted to him/her or to submit observations or declarations of opinion which 
are not directly essential in reaching the determination. 

The iirbitrator shall in no way interfere with management prerogatives involving 
the Board's discretion, nor limit or interfere in any way with the powers, duties 
and responsibilities of the Board under its policies, applicable law, and rules and 
regulations having the force and effect of law. 

ARTICLE VI - EMPLOYMENT PRACTICES 

A. LIMITED AND CONTINUING CONTRACTS 

Contracts for the employment of teiichers shall be of two types: limited contracts 
and continuing contracts. A limited contract is a contract for one year or a 
specified number of years. Under a limited contract, a teacher has no vested 
right to reemployment after the expiration of the term provided for in the contract. 
The Board must grant limited contracts to teachers who hold only provisional or 
temporary teaching certificates/licenses. 

A continuing contract remains in effect until the teacher resigns, elects to retire, 
or until the contract is terminated or suspended. All teachers currently employed 
under continuing contracts at the time that this Agreement is made effective shall 
continue to be employed under continuing contracts, until one of the 
aforementioned events occurs. 

B. CONTRACT SEQUENCE 

1. Upon initial hiring of a teacher, the contract of employment shall be for a 
term of one (1) year; thereafter limited contracts will be offered as follows: 
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a. If upon the principal's evaluation of the teacher's performance after 
the first year of employment, the evaluation rating is a one (1) or a 
two (2). the second contract will be for two (2) years. If the 
evaluating rating is a three (3) or four (4), the second contract will 
be for one (1) year. If the evaluation rating is a five (5), the 
employment contract will not be renewed. 

b. If, upon the principal's evaluation of the teacher's performance 
under the second and later contracts, the evaluation rating is a one 
(1) or a two (2), the subsequent contract will be for three (3) years. 
If the evaluation rating is a three (3) or a four ( 4), the third contract 
will be for one (1) year. If the evaluation rating is a five (5), the 
employment contract will not be renewed. 

c. A teacher may opt for a shorter contract than that offered by the 
Board. 

2. Teachers new to the system with previous teaching experience outside 
the District shall be placed on the proper step and educational level in 
accordance with their prior experience and training, with experience 
limited to a maximum often (10) years, and may be offered the initial 
contract of up to two (2) years duration at the discretion of the 
Superintendent. Subsequent contracts to such staff members shall follow 
the contract sequence noted above. 

3. For purposes of seniority and benefits, the individual contract year shall 
begin on the teacher's first workday in the school year and shall end on 
the day preceding the first teacher workday of the next school year; 
provided, however, that a teacher's valid resignation shall be effective 
according to its terms and that a suspension of contract shall .be effective 
as provided in t.he Board's resolution. 

C. NONRENEWAL 

1. Nonrenewal of contract shall be done in accordance with the Ohio 
Revised Code except that the terms of this Agreement shall prevail to the 
extent inconsistent with statute. 

D. RESIGNATION 

A teacher who intends to resign his or her position will make every effort to notify 
the Superintendent as early as possible, but in any event must so notify the 
Superintendent by July 1 o of the school year prior to the effective date of the 
resignation. No teacher shall resign his or her regular teaching employment 
during the school year, or later than July 10, effective for the following school 
year, without the consent of the Board. Violation of this provision is grounds for 
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the Board to file a complaint against the teacher with the State Board of 
Education. 

E. TERMINATION OF CONTRACT 

The Board may terminate the employment of a teacher for gross inefficiency, or 
immorality, for willful and persistent violations of rules or policies of the Board, or 
for other just cause. Before terminating any contract, the Board will comply with 
the notice and hearing provisions of O.R.C. §3319.16. 

F. ASSIGNMENT/TRANSFER/VACANCIES 

Unless otherwise notified, any member of the certified staff under contract from 
the previous year will have the same assignment in regards to building or 
buildings, grade level, or department in which services are to be rendered. Every 
effort will be made to notify each teacher of his/her assignment by the end of the 
school year or if conditions do not permit such notification, then every effort will 
be made to notify teachers by July 1. Persons involved in a change will be 
notified in writing. If such a change is after July 1, a reasonable attempt shall be 
made to hold a conference as soon as possible with the person or persons 
involved. For the purpose of this Section, notification by certified mail at the 
designated address shall be deemed a reasonable attempt. 

The Superintendent shall post vacancies, including vacancies in supplemental 
positions, on the bulletin boards in each school and through school email 
accounts. To apply for vacancies, present staff shall have eight (8) working days 
after postings. 

In selecting a candidate to fill a vacancy or make a transfer, consideration shall 
be given to: individual qualifications, instructional requirements, staff availability 
and experience, special criteria established by the administration to achieve staff 
balance or better staff utilization. These considerations being equal the vacancy 
shall be filled on the basis of seniority and experience within the school system. 

G. EVALUATION PROCEDURE 

Evaluation of teachers shall be conducted using EXHIBIT A except for non­
qualifying teachers. 

Evaluation of teachers under limited contracts shall be. conducted pursuant to 
R.C. §3319.111 except that: 

1. The established evaluation instrument (Exhibit U) shall become a part of 
this document and continue in effect. 
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2. The second evaluation may be conducted and completed between 
January 1 and April 1 so long as it is conducted at least 30 working days 
after the first evaluation. 

This procedure supersedes and replaces any contrary provisions of state law. 

The Association President and Superintendent shall each appoint two members 
to a committee in the fall of 1995 to review the evaluation instrument and make 
recommendations to revise that instrument (Exhibit U). If no agreement is 
reached on recommendations, the current instrument shall continue to be used. 

H. PROFESSIONAL PERSONNEL RECORDS 

1. The Board shall maintain only one (1) file on each employee. This file 
shall be the employee's personnel file and shall be maintained in a 
secure, accessible area in the office of the Superintendent. This shall not 
preclude the Treasurer's office from maintaining documentation of an 
employee's expense vouchers and leave records. Should a principal 
choose to maintain documents relative to a particular teacher, such 
documents shall be subject to this subsection, but no such document can 
be made a part of the official file on the teacher unless and until it is 
transferred to the Superintendent's office. 

2. A teacher shall have the right, upon request, to review the contents of 
his/her personnel file and to receive copies of any documents contained 
therein. A teacher may have an Association representative present when 
he/she inspects his/her personnel file, or may authorize in writing an 
Association representative to review his/her files. If any other third party 
seeks access to a teacher's personnel file, the Board agrees to notify the 
affected teacher the day of request and/or access by school email. 

3. Teachers shall have th13 right to submit a written commentary to any 
material placed in the file and such written comment shall be attached to 
the item in the file. 

I. GLASS SIZE 

1. The ratio of teachers to pupils on a District-wide basis shall be at least 
one full-time equivalent classroom teacher per twenty-five pupils in 
average daily membership. Said ratio shall be calculated in accordance 
with Sections 3317.02 and 3317.023 of the Revised Code. 

2. The ratio of teachers to pupils in kindergarten through fourth grade on a 
District-wide basis shall be at least one full-time equivalent classroom 
teacher per twenty-five pupils in average daily membership. Said ratio 
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shall be calculated in accordance with Sections 3317.02 and 3317.023 of 
the Revised Code. 

3. A minimum of five full-time equivalent educational service personnel shall 
be employed on a District-wide basis for each one thousand pupils in 
average daily membership. Said ratio shall be calculated in accordance 
with Sections 3317.02 and 3317.023 of the Revised Code. 

4. Educational service personnel shall be assigned to at least five of seven 
areas: counselor, librarian, school nurse, visiting teacher, and elementary 
art, music, and physical education. Educational service personnel 
assigned to elementary art, music, and physical education shall hold the 
special teaching certificate in the subject assigned. 

5. The principal and guidance counselors will meet with laboratory teachers 
to review appropriate scheduling of students in light of the lab size. 

ARTICLE VII - REDUCTION IN FORCE 

A. The Board may determine that a reduction in the number of teaching positions is 
necessary because of declining enrollment, return to duty of regular teachers 
after leaves of absence, suspension of schools, territorial changes affecting the 
District or for financial reasons. Implementation of such reductions may be 
accomplished by non renewal of limited contracts of teachers under the Ohio 
Revised Code or by suspension of contracts uhderO.R.C. §3319.17. The Board 
shall not make a reduction in force effective during the end of a semester. 

B. Any reduction in staff will first be accomplished through attrition insofar as it is 
possible to do so, i.e., the number of persons affected by reduction of staff will 
be kept to a minimum by not employing replacements for te?chers who retire, 
resign, or whose contracts are not renewed. The employment of replacements 
for some positions m11y be necessary, however, in the event that teachers in the 
system do not possess the necessary certification and qualifications for a 
position that needs to be filled. 

C. ORDER OF LAYOFFS 

1. In making such reduction, the Bo11rd shall proceed to suspend contracts in 
accordance with the recommendation of the Superintendent of Schools 
who shall, within each teaching field affected, rank teachers into two 
groups as follows: 

a. Nontenured teachers. 

b. Tenured teachers. 
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2. Preference shall be given to teachers on continuing contracts and to 
teachers who have greater seniority, that is, layoffs will proceed first with 
the nontenured te.achers who have the least seniority. Tenured teachers 
with the greatest seniority will be the last to be laid off. Seniority will be 
calculated based upon the teacher's service with the Board, which shall 
be determined as follows: 

a. Service will be computed from the first regular, paid, workday with 
the Delphos Board of Education. 

b. Service shall be included in computing seniority regardless of 
illnesses, vacation or leaves of less than 120 days in a school year. 

c. Service before and after breaks in service of 120 days or more due 
to leaves of absence shall be included in computing seniority. 

d. Service at less than five and one-half (5-1/2) hours with students 
per day will be computed at half the normal rate. 

If two or more teachers have the same length of service with the Board, 
then the order of suspension and recall will be determined by the 
Superintendent based on relative evciluation ratings, total teaching 
experience, and the resources available on the remaining staff. 

· 3. The Superintendent shall, along with the notice of intention to suspend, 
provide an up-to-date revised seniority list to the Association and the staff 
affected by the intended suspension. Disputes over a staff member's 
seniority status shall be subject to the provisions of the grievance 
procedure. 

4. When a vcicancy has been determined to exist, no substitute staff 
members or any other person new to the system shall be hired as a full­
or part-time staff member until all of the present staff members qualified to 
hold the opening l)ave been given the first opportunity to accept said 
position. The Superintendent shall hcive the sole prerogative to determine 
whether a vacancy exists cind whether to fill it, including the determincition 
not to treat ci regulcir teacher's lecive as a vacancy if the leave is for less 
than one entire school year. 

5. If the Board considers suspending a teacher's contract through reduction 
in force, it will authorize the Superintendent to notify the teacher in writing 
atthe earliest practicable time but in no event less than 20 days prior to 
formal action by the Board, that suspension of his or her contract is being 
considered. Such initial notification will be In the following form: "This is 
to notify you that suspension of yoµr contract of employment is under 
consideration due to reduction in staff." A teacher who is so notified and 
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who has the same length of continuous employment as one who is 
retained may request a statement of the reasons for the decision. 

D. RECALL 

In recalling suspended teachers to vacancies under O.R.C. §3319.17 the 
Superintendent shall send the teacher a written offer of employment by certified 
mail return receipt requested to the teacher's most recent address on school 
records. It is the teacher's obligation to keep his or her address and status of 
certification current on School District records. If the teacher does not accept the 
offer in writing within fifteen (15) calendar days following the posting of the letter, 
then his or her name shall be removed from the recall list and the job shall be 
offered, in the same manner, to the next most senior teacher on the list who 
holds the necessary certification. Failure to accept a recall offer will be treated 
.as a resignation by the Board, notwithstanding, however, that refusal to accept 
an offer of a temporary position would not be treated as a resignation. 

ARTICLE VIII - LEAVES OF ABSENCE 

A SICKLEAVE 

1. All full-time bargaining unit members shall be entitled to fifteen (15) days' 
sick leave with pay for each year under contract and shall accrue sick 
leave in accordance with the provisions of 3319.141, at the rate of one 
and one-fourth (1-1/4) days for each calendar month under contract. 

All part-time, seasonal, intermittent, per diem, or hourly certified 
employees shall be entitled to sick leave credit for the time actually 
worked at the same rate as that of a full-time employee. 

Unused sick leave earned shall accumulate from year to year up to a 
maximum of 235 days. 

Sick leave shall be used prior to the use of the Family Medical Leave Act 
and the Bargaining Unit member shall have the option of specifying either 
sick leave or FMLA leave. 

2. Pursuant to 3319.141 and 3319.08, each new unit member and members 
who have exhausted their accumulated sick leave shall be advanced with 
up to fifteen (15) days of sick leave. If any of these fifteen (15) days of 
sick le<ive are used, they shall be deducted from the sick leave 
accumulated during that contractual year. 

If a unit member ends Board employment using advanced sick leave and 
not earning same, he/she shall have the per diem amount deducted for 
said unearned sick leave from the last paycheck issued by the Board. 
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3. Sick leave accumulated in the District during any previous periods of 
employment with the Board or in any other School District, state, co1,mty or 
municipal government agency in the State of Ohio, shall be transferable to 
the record of a teacher, up to the maximum allowable accumulation in this 
District, upon presentation of proper verification by the employee. 

4. Professional staff members absent when school is cancelled or otherwise 
not in session shall not be charged with sick leave. 

5. Sick leave may be used for any absence of the employee due to personal 
illness, pregnancy, injury, exposure to contagious disease which could be 
communicated to other employees or to .school children and for any 
absence due to illness, injury, or death in the employee's immediate 
family. 

6. The immediate family includes any person who is a member of the 
immediate household, father, mother, sister, brother, husband, wife, child, 
grandparent, grandchild, uncle, aunt, in-laws bearing any of these 
relationships, legal guardian, domestic partner, foster or step-parent and 
foster or step-child bearing any of these relationships. 

7. The unit member shall complete an Absence Report for Sick Leave on the 
Kiosk, within seven (7) workdays of date of return. 

a. If a Bargaining Unit member is given duty restrictions by a 
physician, the Unit Member must supply a return to work 
document before resuming duties. 

8. No sick leave shall be granted or credited to a teacher after the effective 
date of his/her retirement ortermination of employment. 

9. When a unit member becomes aware of a need to use sick leave, he/she 
shall notify his/her building principal or the principal's designee so that 
arrangements can be made for a qualified .substitute. 

10. A certificated employE)e who is unable to perform satisfactorily the duties 
of his/her position because of personal illness or disability shall upon 
written request be granted a leave of absence, upon verification by a 
qualified physician, without pay for the remainder of the year or for a full 
year. Such leave of absence will be renewed for an additional year upon 
written request by the teacher and with a physician statement that said 
leave is necessary. 

The Board may require a teacher to submit to a physical or psychiatric 
examination at the Board's expense by a physician or other doctor to 
determine whether a physical or mental disability exists, which impairs the 
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teacher's ability to perform his or her job efficiently. The doctor shall be 
mutually agreed upon by the teacher and the Board; or the teacher may 
choose from a list provided by the Board. If the doctor certifies that the 
teacher cannot perform his or her job because of physical or mental 
disability or that, because of his or her physical or mental condition the 
teacher is dangerous to self or others, the Board may place the teacher 
on an unpaid leave of absence. 

B. PARENTAL LEAVE 

1. Parental Leave- Teachers may use accumulated sick leave and extended 
illness leave as set forth in this Section for pregnancy, miscarriage, or 
childbirth and recovery therefrom. The length of such leave, including the 
date on which the leave is to begin and the date on which the duties are to 
be resumed, shall be determined by the teacher and the teacher's doctor. 

2. Maternitv Leave- The District shall grant, upon request, an unpaid leave of 
absence to a pregnant teacher during the period of her pregnancy, 
childbirth, and recovery. The teacher may utilize the provisions of the 
Parental Leave Section of this Article when the provisions of that Section 
apply to her. 

3. Child Care Leave - A leave of absence shall be granted to a teacher 
without pay for the purpose of raising his/her natural or adopted child. 
Such leave shall normally be for no more than !we.Ive ( 12) months 
duration. The District and the teacher may agree to extend the period of 
the leave beyond twelve (12) months in order that the return date shall 
coincide with normal school breaks, i.e., the beginning of a semester. The 
District may grant an extension of the leave for up to an additional twelve 
(12) months. 

4. Paternity Leave- Upon request, a teacher may use accµmulated sick 
leave for the birth of his child and the immediate care and/or recovery 
therefrom. 

C. PROFESSIONAL LEAVE 

1. Professional Development 

All teachers may join educational professional organizations. These 
includ.e DEA, OEA, NWOEA, NEA and departmental organizations. 

Teachers are encouraged to take two (2) days of professional leave per 
year for the purpose of enhancing educational skills, expanding 
knowledge in their teaching field and becoming more effective as 
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teachers. Additional professional leave may be granted at the discretion of 
the superintendent. 

2. Request for Leave 

Professional staff members on professional leave shall be considered 
assigned to duty with full payment of salary and benefits. Such approved 
leave will not be deducted from accrued or earned sick leave or personal 
leave. 

Request for professional leave shall be submitted on the Kiosk. Requests 
shall be initiated at the principal's office at least 10 working days prior to 
the requested leave. After consideration, the principal will forward the 
request to the Superintendent. The Superintendent may approve 
requests for one-day meetings. However, when the absence of the 
principal causes the untimely filing of a professional leave form, the form 
may be submitted directly to the Superintendent. 

Exception to the 10-day advance notice may be allowed if the staff 
member can dernonstrate they did not receive adequate advance notice. 

Request forms must be filled out in detail and be complete. Incomplete 
forms will b.e promptly returned to the staff member requesting the leave 
and will not be considered until they are completed and returned. 

3. Reimbursement Requests 

Re.imbursement will l:Je paid on a first-come first-serve basis up to the 
amount allocated by the Board for the fiscal year for the actual, 
necessary, and reasonable expenses of: 

a. Use of privately owned automobile for up to 500 miles, excluding 
travel to and from district buildings of required travel related to 
teaching duties at the IRS rate that is in effect on July 1 for that 
entire school year. 

1. The Superintendent or designee may authorize additional 
mileage reimbursements for travel related to the Board's vocational 
program, supplemental activities, and for coaches transporting 
students to and from scheduled events. 

2. The superintendent or designee may authorize additional 
mileage reimbursements for travel related to traveling teachers and 
other district professional obligatory events or activities. 
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b. Commercial carrier fare which is supported by receipts, if less 
expensive overall to the District than travel by car. 

c. Necessary and actual expenditures for meals and lodging as 
supported by receipts up to the limit annually adopted by the 
Board. 

d. Miscellaneous expenses such as tour and ferry fares, bridge, 
highway and tunnel tolls, telephone calls, conference registration 
and any other approved expense necessary to the conduct of 
official School District business which is supported by receipts. 

e. Reimbursement forms must be submitted to the Superintendent 
within 30 days following the leave and must have a typed report 
attached giving an evaluation of the meeting or visitation. 

f. Should the leave be disapproved solely for cost reasons, the 
teacher requesting said leave may take the leave without loss of 
pay or any benefits, but must bear any other costs of said leave 
excluding the cost of the substitute, if any. 

g. All requests for professional leave will be made on the attached 
form Exhibit G. The Board shall notify the Association of 
reductions in the amount allocated. The Board shall notify the 
Association of reductions in the amount allocated. 

D. PERSONAL LEAVE 

A teacher shall be granted up to four (4) days of leave with pay, without 
deduction from other leave benefits, in order to take care of personal business 
which cannot be taken care of in off-duty hours, without having to state any 
reasons other than personal business for the taking of such leave, provided that 
four (4) days' prior notice is given to the principal or other immediate supervisor. 
Approval with less than four (4) days' notice may be granted in the 
Superintendent's discretion. Personal leave will not be al.lowed for seeking other 
employment or for working other employment. No more than ten percent ( 10%) 
of the teacher::; District-wide may take personal leave on the same day (rounded 
up to the nearest whole). 

E. ASSAULT LEAVE 

Teachers shall immediately report cases of assault suffered by them in 
connection with their employment to their principal or other immediate 
supervisor, who shall immediately report the incident to the police. Such 
notification shall immediately be forwarded to the Superintendent who shall 
comply with any reasonable request from the teacher for information in the 
possession of the District relating to t.he incident or the persons involved, and 
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shall act in appropriate ways as liaison between the teacher, police and courts. 
The Board will provide legal counsel to advise the teacher of his rights and 
obligations with respect to such assault and shall promptly render all reasonable 
assistance to the teacher in connection with handling of the Incident by law 
enforcement and judicial authorities. Time lost by a teacher for an absence due 
to physical disability resulting from an assault in connection with their 
employment mentioned in this Article shall riot be charged against the teacher. If 
medical attention is required, a certificate from a licensed physician stating the 
nature of the disability and its duration shall be required before assault leave can 
be approved for payment. 

F. JURY DUTY LEAVE 

Members of the bargaining unit upon notification to the Superintendent shall be 
eligible for leave for the number of days or partial days needed to serve for jury 
duty or as a subpoenaed witness to a jury or court. Upon submission of proof of 
jury service the teacher shall be paid the difference between his/her jury pay and 
his/her regular salary for the number of days involved. Such leave shall not be 
deducted from sick leave and shaU be in accordance with O.R.C. §2313.34 and 
§3313.21. 

G. SABBATICAL LEAVE 

Teachers who have been employed in the District for a period of five (5) 
consecutive years immediately prior to the year of sabbatical leave will be eligible 
to apply for a sabbatical leave for either one-half year (a semester) or one full 
year (two consecutive semesters). Sabbatical leave may not exceed a period of 
one year. The Board may authorize sabbatical leave when it deems such leave 
of absence to be reasonable, for good cause, and of benefit to the District as 
well as to the individual. 

Applications for sabbatical leaves for the first semester or for full year beginning 
with the first semester must be submitted to the employer prior to February 1 of 
the previous school year. Applicants for sabbatical leave for the second 
semester shall be submitted by October 1 of the school year. 

S.abbatical leave will only be granted subject to the following restrictions: 

The teacher shall present to the Superintendent for approval a plan for 
professional .growth 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 year. The Board will not grant such a leave unless there is available a 
satisfactory substitute, nor grant such leaves to more than five percent of the 
professional staff at any one time, nor allow a part salary in excess of the 
difference between the substitute;s pay and the teac;her's expected salary, nor 
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grant a leave longer than one school year, nor grant a leave to any teacher more 
often than once for each five years of service, nor grant a leave a second time to 
the same individual when other members of the staff have filed a request for 
such a leave. 

H. UNPAID SHORT-TERM LEAVE 

Bargaining unit members may request a short-term unpaid leave of absence for 
up to five (5) consecutive workdays in a school year provided that the unit 
member has completed five years of service with the School District. Such days 
do not accumulate from year to year. 

The short-term unpaid leave may be granted for unique personal circumstances 
not applicable to the conditions otherwise outlined in Article VI, Leave of 
Absence. The leave may be approved upon written application by the employee 
to the immediate supervisor with such application being filed at least 48 hours in 
adva.nce of the requested leave. The written application shall state the reason 
for the leave being requested by describing the personal circumstances which 
are essentially beyond the control of the E)mployee with an indication that the 
leave cannot be taken at a time when school is not in session. The immediate 
supervisor will forward the leave request with a recommendation of approval or 
denial to the Superintendent/designee of Schools. Final action on the leave 
request will be made by the Superintendent/designee of Schools. In no case 
shall short-term unpaid leave of absence be granted to more than 10 percent of 
the members of the bargaining unit in the building at one time. 

I. RIGHTS WHILE ON LEAVE 

Professional staff members on paid leave shall be credited with sick leave at the 
statutory rate; shall be recognized as full-time professional staff members and 
treated as such for all fringe benefit purposes and the Board shall continue to 
make <lll contributions on their behalf during the period of paid leave. A teacher 
shall not earn sick leave, personal leave or service credit on the salary scheduiEi 
(increment) while on .sabbatical leave or any approved unpaid le.ave. 

J. RETURN FROM LEAVE 

The taking of approved leave shall not deprive any teacher of any accrued 
seniority. Seniority shall not accrue for any absence of 120 days or more. A 
teacher returning from leave shall resume the sick leave and service credit which 
he or she had accumulated immediately before beginning the leave. 

No teacher shall be placed at any advantage or disadvantage in returning to a 
teacher position as a result of his or her absence. Upon return to duty, the 
administration shall make every reasonable effort to ensure .said professional 
staff member with the same class assignment, teaching assignment, building 
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assignment and supplemental duty assignment, if any, as held immediately prior 
to the paid leave. Article VII ofthis Agreement governing Reduction in Force 
applies in the event that the position no longer exists and Article Vl.E. of this 
Agreement governing AssignmenUTransfersNacancies applies in the event that 
the position is no longer available. 

If the Board becomes obligated to pay STRS contributions for a teacher due to 
unpaid leave, the teacher must reimburse the Board for that cost. 

K. PAYMENT FOR NON-USE OF PAID LEAVE 

1. Any teacher who uses no sick leave in any nine (9) week period will be 
compensated at the rate of $65 per nine weeks. The attendance bonus 
shall be paid on the first pay schedule following the end of the quarter. 

2. Teachers will compensated at a rate of $91 per day for up to three (3) 
days of unused personal leave. The personal leave compensation shall 
be paid on the second pay in June. 

L. FAMILY LEAVE 

1. A teacher may use unpaid family leave for the purposes and on the 
conditions set forth in the federal Family and Medical Leave Act of 1993. 

2. A teacher desiring to use family leave shall notify the Superintendent in 
writing at least 30 days prior to beginning the leave, if the need for the 
leave is foreseeable; otherwise, the written notice shall be given as soon 
as possible after the teacher learns of the need for the leave. lhe 
teacher'.s notice to the Superintendent that he or she will use family leave 
must specify that "Family Leave" will be the type of leave taken. 

3. During the leave, for up to 12 weeks per year, the Board shall continue to 
pay the contribution it makes for a teacher on the active payroll to 
continue participation in life, dental, and health insurance. The teacher 
must pay the portion of the premium for any of such insurances to the 
Treasurer by the first day of the month in Which the teacher desires to 
have the insurance coverage continued. If the teacher does not pay his or 
he.r contribution to the premium cost, then the Board will not be obligated 
to .contribute its share in order to maintain the coverage. 

4. Instead of taking family leave, a teacher may opt to.take other forms of 
unpaid leave under this Article if eligible for the particular type of leave. 
However, a teacher is not eligible to take unpaid leave under Article VIII 
(B)(3) (Child Care Leave) if, during the preceding twelve (12) months, the 
teacher has taken family leave. 
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ARTICLE IX-TEACHER WORKDAY 

A. The school day shall include thirty (30) minutes duty free lunch on each day the 
teacher works the full seven and one-h;ilf hour teacher workday. 

B. Each teacher who is scheduled for the full seven and one-half hour teacher 
workday daily shall have at least two hundred (200) minutes per week of 
instructional planning and evaluation and conferences. Teachers who are 
assigned to the same students at the same time shall have at least forty (40) 
minutes per week of planning time in common. 

C. The Board will make reasonable efforts to balance the schedules among 
te.achers. 

D. The school day shall be seven and one-half hours and fall between 7:30 a.m. 
and 3:30 p.m. including at least a thirty-minute duty free lunch period. Teachers 
shall arrive on duty 15 minutes before the opening bell and remain in the building 
15 minutes after the closing bell. Each teacher will assume his or her respective 
share of additional activities that are related to the instructional program. The 
Board may require teachers to attend in-service training, faculty meetings, open­
house meetings and the like outside the normal on-duty hours. 

E. Only in case of any emergency shall a teacher be requested to cover another 
teacher's class. The Board will make every effort to make the request of those 
teachers who have more than one conference period on that day. 

ARTICLE X - TEACHING CONDITIONS 

A. JOB DESCRIPTION FOR ALL SUPPLEMENTAL ACTIVITIES 

Evaluation for such supplemental activities shall be based only upon job 
performance as described in the job description and shall be reduced to writing. 
Any such written evaluation will be made at the conclusion of .each session or 
year of the activity. The evaluation will be completed by the building 
administrator and/or athletic director, with the Superintendent ultimately 
recommending to the Board whether to reemploy the individual for the 
supplemental duty. Each of the parties p;irticipating in the evaluation will place 
their signatures on all copies of the final evaluation report. 

Signing such documents acknowledges only that the teacher has examined said 
documents, and it is not to be constru13d as an endorsement of the contents of 
the documents. Any comment or rebuttal the teacher may wish to make shall be 
reduced to writing and will become a part of the report. 

A copy of the evaluation will 'be forwarded to the Superintendent of Schools and 
made available t.o all members of the Delphos Board of Education. 
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Once established, job descriptions will not be changed during the term of any 
such supplemental contract except by mutual written agreement between the 
Board and the Association under the terms of the negotiations agreement. 
Teachers shall be notified of all pending changes prior to issuance of a teaching 
contract or salary notice of the ensuing year. 

Payment for extracurricular activities performed under a supplemental contract 
will be made at the completion of the activity, during the duration of the activity, 
or over the course of the year, at the option of the employee. No payment will be 
made prior to work completed. 

B. CONTRACT YEAR & CALENDAR 

The Superintendent will appoint three (3) members and the Association will 
appoint three (3) members to a committee to develop a school calendar for 
presentation to the Board in January. If agreement is not reached on the 
calendar, the Association and the school administration shall make 
recommendation to the Board for final adoption to the calendar. 

The number of regular duty days required for teachers shall be 182 days of 
which two days or equivalent will be used for professional development and two 
days or equivalent will be used for parent-teacher c:;onferences. Days shall be 
scheduled for teacher-parent conferences on a District-wide basis. The 
administration in its discretion shall coordinate the disparity in schedules 
between the buildings' dismissaltime. It is recognized that such coo.rdination 
may mean that teachers in one or more buildings may.have to remain in or return 
to the school to participate in such meetings. 

Employees will be expected to arrive 15 minutes before Glasses begin on days 
whim school is delayed. However, it is understood that good judgment and 
discretion must be exercised by individual staff members to ensure a later safe 
arrival as conditions dictate. Members of the teaching faculty will not be 
expected to report for duty on days when Delphos City Schools are closed due to 
inc.lement weather. Scheduled teacher absences shall not count against the 
teacher when school is closed. 

C. PERSONALFREEDOM 

The personal life of a teacher is not an appropriate concern nor attention of the 
employer. No negative evaluation of performance or disciplinafY action shall be 
predicated upon lawful, non-school related personal activities, which have no 
impact upon the teacher's effectiveness as a teacher. 

D. HEARINGS 
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A teacher shall at all times be entitled to have present a representative of the 
Association whenever requested to meet with the administration for the 
investigation or imposition of formal discipline for any infraction of rules or 
delinquency in professional performance. When a request for such 
representation is made, no action shall be taken with respect to the teacher until 
such representative of the Association is present. 

E. LESSON PLANS 

Teachers will leave plans for the purpose of aiding substitute teachers, and will 
not be used to evaluate teachers in any way. 

F. COMPLAINTS AGAINST TEACHERS 

No written reprimand will be placed in a teacher's personnel file unless the 
teacher first has received an opportunity for a conference with the 
Superintendent or his designee, at which the teacher may have his or her 
representative from the Association attend. At that conference the teacher or his 
or her representative will have the opportunity to challenge or rebut the 
allegations or otherwise explain the teacher's position. If a written complaint 
about a teacher from a parent, student, or member of the community is placed in 
the teacher's personnel file, the teacher will have the right to attach a written 
statement concerning the complaint. Complainants will schedule conferences 
with teachers through the building principal and the conference will not be 
scheduled during instructional time. 

G. Teachers shall have one (1) day from notice of midterm end before midterm 
grades shall be submitted. Teachers shall have two (2) full days from notice of 
quarter .end before quarter grades shall be submitted. The midterm and quarter 
end dates will follow the dates determined upon by the Calendar Comrn.ittee arid 
the calendar adopted by The Board of Education. 

ARTICLE XI - SALARIES & FRINGE BENEFITS 

A. INSURANCE 

1. Health Insurance 

a. A High Deductible Health Care Plan (HDHP) .and a Medium Ded.uctible 
Health Care Plan (MDHP) will be offered to all employees. See 
EXHIBIT U 

b. Beginning January 1, 2012 each bargaining unit member will pay 
fifteen percent (15%) of the cost/month of a single or family plan for 
enrollment in the HDHP or the MDHP. 

27 



c. All employees enrolled in the HDHP offered by the Board shall receive 
payment of $1,000/year for a single plan & $2,000/year for a f;;imily 
plan to a financial institution of the employee's choosing for enrollment 
in a Health Saving Account (HSA). This payment shall be made in 
each year of this contracted agreement on the first payroll of January. 

d. The schedule in place for the calendar year 2011 for reimbursement 
by the district of up to $4,000 of personal medical costs for employees 
on the HDHP will remain in effect until January 1, 2012. 

2. Vision Care - The Board shall continue to provide and pay the full cost of 
vision care insurance equal to or better than the plan in effect in the 
previous (2008 - 2011) negotiated agreement. See EXHIBIT V 

3. Part-Time Employees - For any of these health care insurances, the 
Board shall contribute for part-time employees pro rata to the Board's 
contribution for full-time employees. 

6. Dental Insurance - The Board shall provide and each bargaining unit 
member will pay fifteen percent ( 15%) of the cost of family dental 
insurance protection offered through the Allen County Health Consortium 
(or equal or better plan if the Allen County Health Consortium ceases to 
offer dental insurance) for each certificated employee now or hereafter 
employed who is a member of the bargaining unit. For less than full-time 
employees, the Board will contribute to the cost of dental insurance pro 
rata to the employee's contracted time. See EXHIBIT W 

7. Life Insurance - The Board shall purchase from any carrier licensed by the 
.State of Ohio, group term life insurance for each member of the 
bargaining unit now or hereafter employed in the amo.unt of $30,000. For 
less than full-time employees, the Board will purchase life insurance in an 
amount pro rata to the employee's contracted time (rounded to the 
nearest $1,000). 

B. COMPENSATION 

1. Teachers shall be paid in accordance with their training and experience as 
set forth on the salary schedule attached hereto as Exhibit 0 with a base 
salary of $33, 782 effective the firs.I year of this Agreement, Exhibit P with a 
base salary of $34,035 effective the second year of this Agreement, and 
Exhibit Q with a base salary of $34,290 effective the third year of this 
Agreement. 

a. In no situation shall any employee's salary be less than the previous 
year 
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2. The salary for index multipliers for supplementals shall be the base salary 
in effect each year for the duration of this agreement. Exhibits R, S, and 
T. 

3. All hourly or extended service employees shall receive an increase in their 
compensation in direct proportion to the percentage increase in the 
teacher's salary schedule except to the extent shown otherwise on 
Exhibits R, S, and T. 

C. PAY PERIODS 

1. The contract year shall be divided into twenty-six (26) pay periods. 
Paydays shall fall on alternate Fridays throughout the school year. 

Deductions for absences in excess. of one pay period often (10) working 
days which are not covered by sick leave, professional leave, personal 
leave, or other such leave policy shall be made equally over the remaining 
pay periods of that year. 

Retirement deductions will be made equally over the twenty-six (26) pay 
periods. 

2. Paycheck/Pay Form Distribution 

a. Teachers shall receive electronic payroll deposit. Monies may be 
directed to a maximum of four ( 4) different repositories and/or accounts. 
Teachers may have pay stub paperwork sent to up to two (2) different 
email address locations or pick it up in the central office. 

b. If the scheduled payday is a legal holiday, electronic payroll deposits will 
be rnade on the last legal banking day prior to the holiday. 

D. SEVERANCE PAY 

Severance pay will be paid to .teachers with ten or more years experience upon 
termination of active employment by reason of retirement or death. Severance 
pay shall be in the amount equal to the teacher's per diem rate at the time 
employment is terminated (including any supplemental pay earned during that 
last school year calculated as a per diem spread over the entire school year) 
times one-fourth (1/4) of the te.acher's accumulated unused sick leave, up to fifty 
(50) days by the employee at termination. Payment shall be made in one lump 
sum separate frorn regular salary payments due the employee. This payment 
will be made in the second pay in July for teachers retiring from January 1 to July 
1, and in the second pay in January for teachers retiring from July 2 to December 
31. 
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E. RETIREMENT INCENTIVE 

1. Statement of Plan 

The following retirement incentive policy is intended to provide an 
incentive for early retirement. Participation in this plan is voluntary. 
Teachers who achieve age fifty-five (55) and twenty-five (25) years of 
teaching experience, age sixty (60) and ten (10) years of experience and 
any age and thirty (30) years of teaching experience may retire under this 
plan. Teachers who have over 30.99 years of experience are exempt from 
this incentive. 

This plan does not apply to: 

a. Those applying for and/or receiving disability retirement. 

b. Those terminated by the Board for cause or where contracts are 
otherwise discontinued or suspended involuntarily. 

2. Eligibility for Benefits 

a. The certificated employee: 

(1) Must have ten (10) or more years of service with the 
Delphos City Schools in order to be eligible under this Plan; 

(2) Must meet all eligibility requirements for retirement under the 
State Teachers Retirement System or will meet the eligibility 
requirements by June 30 in the year .of retirement; 

(3) Must retire by the close of the school year, as eligible. 

3. Procedure for Acguirinq Benefits 

a. In order to obtain this special retirement incentive benefit, a teacher 
who will be eligible to retire during the year, or.at the close of the 
school year, must submit a letter ofresignatiori and intent to retire 
at least sixty (60) calendar days before the retirement takes effect 
but in no event later than the first teacher workday in January of the 
particular school year. 

b. After receipt of the letter from the certified employee exercising this 
retirement option, the Board will verify that the applicant meets all 
of the requirements of the Plan, will approve the retirement if the 
applicant is eligible, and will issue a notice of approval within sixty 
(60) days of application. Neither the Board nor the .certified 
employee may withdraw from this qction after Board approval of 
the retirement .. 
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4. Benefits 

a. In addition to the severance pay currently provided under Article XI 
(D), all teachers meeting the requirements of and who retire in 
accordance with this Article, shall receive an additional amount 
equal to the amount of severance pay under Article XI (D). 

b. Payments shall be made in a lump sum combined with the regular 
severance payment under Article XI (D) and paid in three 
installments, one of 25% on July 15 of the year of retirement, the 
second of 25% on January 15 of the year of retirement, and the 
third of 50% on the following July 15. 

5. Payment pursuant to this Article shall be made only once and shall 
eliminate all accrued and unused sick leave to the teacher's credit at the 
time of retirement. 

6. The benefits provided above are exclusive and may not be included in 
salary computations for the purpose of determining STRS benefits. 

F. BOARD PICK-UP 

1. In accordance with the provisions of Internal Revenue Code Section 
414(h)(2) and Internal Revenue Service Rulings 77-462, 81-35, and 81-36 
(the"Pick-up Law"), the Board shall continue to implement pick-up of each 
teacher's mandatory contributions to the State Teachers Retirement 
System of Ohio (STRS). No employee shall have the option of receiving a 
cash payment In lieu of the pick-up by the Board. 

2. Amounts "picked-up" by the Board: 

a. shall be credited by STRS as employee contributions under 
authority of Ohio Attorney General Opinion 82-097; 

b. shall be. included in computing final average salary to the extent 
that they are salary reduction pick-ups, but shall not be included in 
computing final average salary to the extent they are fringe benefit 
pick-ups; 

c. shall not affect the calculation of a teacher's daily rate of pay for 
any purpose whatsoever, including making salary adjustments 
because of absence and calculating severance pay; and shall not 
affect the computation of or provision of any other fringe benefits 
otherwise provided by the Board; and 
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d. shall be reported by the Board to federal, state, municipal or other 
taxing authorities, as shall be required by law, it being the 
understanding that picked-up amounts are not includible in the 
federal gross income of the teacher. 

4. Each teacher will be responsible for compliance with Internal Revenue 
Code salary exclusion allowance regulations with respect to the "pick-up" 
in combination with other tax deferred compensation plans. 

G. INDIVIDUALIZED EDUCATIONAL PROGRAMS (IEP)/CURRICULUM 
DEVELOPMENT 

Participation in programs involving conceiving, developing, competency based 
education, and drafting individualized educational programs other than for 
special education shall be voluntary. 

H. TUITION-FREE ENROLLMENT 

1. A child who resides with l'I teacher who is his custodial parent and is 
employed in the bargaining unit but whose residence is outside of 
Delphos City School District shall .be admitted to the District's schools 
tuition-free, subject to the limitations and conditions of this Article. 

2. A teacher who is under contract for the upcoming school year must give 
written notice to the Superintendent by July 10 of each year as to the 
teacher's desire to have his or her children attend the District's schools. 
In such written notice, the teacher must supply the names and grade 
levels of the children who will be attending the District's schools and take 
all actions needed to supply all information required by law for children 
being admitted to a school district, including the transfer of records from 
the District previously attended. 

3. If a teacher moves out of the School District during the school year or is 
issued a contract after July 10, the teacher shall promptly provide written 
notice to the Superintendent of the request for admission of his or .her 
children, .:1long with thia other information normally required for admission. 

4. lfthe Superintendent determines that the cost of educating a particular 
child admitted under this Article exceeds the general per pupil cost of the 
District he shall deterrnine the amount of such excess cost and may 
require the parent to pay such cost as a condition of the admission or 
continued admission of the pupil to the District's schools. A teacher shall 
not be responsible for such excess cost unless the Superintendent has 
given the teacher 30 days' written .hotice of the amouht and the teacher 
has kept the child enrolled beyond those thirty (30) days in Delphos 
Schools. The Superintendent's determination may not be challenged or 
grieved except on the basis that his determination has been arbitrary or 
capricious. 
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5. The admission of a pupil under this Article shall not require the District to 
begin or implement any new program, create a class or type of instruction, 
or add staffing. 

6. The Superintendent in his sole discretion may assign or reassign any 
pupil admitted under this Article. 

I. TUITION REIMBURSEMENT 

1. To be eligible for participation in the tuition reimbursement program, a 
bargaining unit member must: 

a. Be under full-time contract at the Delphos City School District prior 
to applying for reimbursement for courses under this program. 

b. Be working under a full-time certified regular limited or continuing 
contract with the Delphos City School District both when the course 
is taken and when reimbursement is requested. 

c. Hold a provisional certificate/license or higher in the field in which 
the bargaining unit member is serving. 

d. Take courses in the bargaining unit member's actual teaching field 
of service or in other areas approved in advance by the 
Superintendent. 

e. Take courses from an institution or online institution approved for 
teacher education, unless otherwise approved by the 
Superintendent. 

f. Complete the course with a grade C or better. Pass/Fail credit will 
not be applicable, If the course may be taken for a letter grade. 
The bargaining unit member shall provide certification of the 
unavailability to enroll in a specific college course for a letter grade. 

g. Remain a full-time employee of the Board for a full year following 
the completion of a course or refund the Board the tuition 
allowance received. (This refund can take place either by 
withholding from the bargaining unit member's last check or by the 
bargaining unit member paying the Treasurer directly.) 

2. Application shall be made and approval shall be obtained in the following 
manner: 

a. Applications shall be submitted to the Superintendent's office by 
the first day of class for each session. 
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b. Application shall be approved or disapproved by the 
Superintendent. Priority shall be given to bargaining unit members 
enrolled in courses needed to upgrade their skills to meet school 
goals, to bargaining unit members enrolled in classes for 
recertification, and to bargaining unit members enrolled in courses 
needed for certification to teach a subject to serve in a capacity 
requested by the administration. 

d. Reimbursement may not be sought for courses for which other 
reimbursement has or will be received, such as professional leave, 
a grant or fellowship. 

3. Reimbursement will be made in accordance with the following manner: 

a. The Board shall allocate a maximum of $10,000 for each July 1 to 
June 30 allocation period. 

b. Within the limitations of (B) above, the bargaining unit member 
shall be reimbursed at the rate of fifty percent (50%) of the tuition 
cost, not to exceed $120.00 per approved semester hour or $90.00 
per approved quarter hour. 

c. Reimbursement shall not exceed the actual cost of tuition. 

d. Payment shall be made upon submission of an official grade card 
verifying successful completion of the course or courses, and an 
offi.cial receipt or other documentation acceptable to the 
Superintendent verifying payment. By June 30 of each year, a 
teacher who has earned additional college credit must file an 
official transcript with the Superintendent in order to be eligible for 
reimbursement during the next year (July 1 - June 30). 

ARTICLE XII - SEVERABILITY 

In the event there is a conflict between a provision of this Agreement and any 
applicable federal law, or valid rule or regulation adopted by a federal agency pursuant 
thereto, the applicable federal law or valid rule or regulation adopted by a federal 
agency shall prevail as to that provision. All other provisions of this Agreement which 
are not in conflict with any applicable federal law, or valid rule or regulation adopted by 
a federal agency pursuant thereto, shall continue in full force and effect in accordance 
with their terms. 

Consistent with Chapter 4117 of the Ohio Revised Code, this Agreement governs the 
wages, hours, terms and conditions of employment of teachers and the terms of this 
Agreement prevail over any state statute to the contrary. If any specific provision of this 
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Agreement is inv<Jlidated by court ruling or subsequent change in the law, the rest of 
tt)is Agreement shall remain In effect and the parties shall, upon written request of the 
other, negotiate in good faith regarding any necessary change in this Agreement. Such 
negotiations shall begin within thirty (30) days or any mutually extended time. 

ARTICLE Xiii - OCCUPATIONAL SAFETY AND HEALTH 

A. Before exercising his or her right under R.C. §4167.06, an employee must 
contact his or her immediate supervisor, principal or Superintendent and review 
ail the existing facts. The employee may be temporarily reassigned without 
regard to other provisions of this Agreement. Before providing the notice 
pursuant to Section (B) of R.C. §4167.06, the employee must exhaust the 
process set forth in paragraph C(1-3) below. 

B. An employee who wishes to assert a claim of discrimination as defined in R.C. 
§4167 .13 shall use the grievancf3 procedure of this labor contract to assert such 
a claim. The grievance procedure of this contract shall be the exclusive means 
for an employee to assert such a claim, to the exclusion of an appeal to the State 
Personnel Board of Review, a lawsuit, or other means of challenge. 

C. The parties desire to deal with safety and health complaints, and to attempt to 
correct any health or safety violations, internally. Accordingly, neither the 
Association nor an employee may file a complaint alleging a health or safety 
violation with the Ohio Department of Industrial Relations pursuant to RC. 
§4167.10 until the following process has been completely exhausted: 

1. An employee or Association representative shall first bring an alleged 
health or safety violation to the attention of the .affected employee(s)' 
immediate supervisor or principal, within five (5) workdays of the 
occurrence of the alleged violation. 

2. If the immediate supervisor or principal does not resolve the alleged 
violation to the employee's satisfaction, the employee or Association must 
file a formal complaint with the Sup(3rintendent within two workdays after 
his conference With the immediate supervisor or principal. The 
Superintendent will prescribe a form for the written complaint, which will 
include space for the standard alleged to be violated, the specific facts on 
which the allegation is based, and the precise remedy sought. 

3. The Superintendent or his designee shall meet with the employee or 
Association reprf3sentative ir\ an attempt to resolve the alleged violation. 
Within ten (10) work days after the conference, the Superintendent shall 
provide his written response to the alleged violation. 
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ARTICLE XIV - OTHER PROVISIONS 

A. ENTIRE AGREEMENT 

The specific provisions of this Agreement shall be the sole source of the rights of 
the Association and any teacher covered by this Agreement. This Agreement 
supersedes all previous oral and written agreements between the Board and the 
Association and between the Board and any teacher within the collective 
bargaining unit. The parties hereby agree that the relations between them shall 
be governed exclusively by the terms of this Agreement only and no prior 
Agreement, amendments, modifications, alterations, additions or changes, oral 
or written, shall be controlling or in any way affect the relations between the 
parties or the wages, hours, and working conditions of the teachers covered by 
this Agreement. 

B. WAIVER OF NEGOTIATIONS 

It is agreed that during the negotiations leading to. the execution of this 
Agreement, both parties have had full opportunity to mi:1ke demands and 
proposals with respect to any subject not removed by law from collective 
bargaining and that the parties expressly waive the right to raise, create or cause 
any issues that may be considered mandatory subjects of bargaining during the 
term of this Agreement, irrespective of whether the item was or was not 
discussed or contemplated during the course of negotiations leading to the 
execution of this Agreement. The specific provisions of this Agreement are the 
sole source of any rightswhich the Association or any member of the bargaining 
unit may charge the Board has violated in filing a grievance or a charge with the 
State Employment Relations Board. 

C. NO STRIKES 

The Association and employees covered by this Agreement agree that they will 
not engage In, initiate, authorize, sanction, ratify, support or participate in any 
strike, including concerted action in failing to report for duty, willful absence from 
one's position, slowdown, stay-in, abstinence in whole or part from .the full, 
faithful and proper performance of their duties of employment or other 
curtailment or restriction of the educational process or the Board's operations, 
and including the honoring of any picket line or .strike activity by other employees 
or by non-employees of the. Board during the life of this Agreement. Any 
employees engaging in such activities during the life of this Agreement shall be 
subject to disciplinary action by the Board in accordance with Ohio Revised Code 
4117. 

Nothing herein shall be construed so as to prevent a member of the bargaining 
unit from declining, failing, or refusing to cross a picket line established by 
persons who are not members. of the Association where the bargaining unit 
member has grounds to believe that the crossing of picket lines may be 
hazardous to the member's health, safety, welfare or personal property. 

36 



D. CLASS ADVISORS 

If no teacher applies for one or more of the high school class advisors positions 
after posting, the Superintendent may require a teacher(s) to fill the vacant class 
advisor position(s). Such positions shall be compensated as provided in the 
Supplemental Salary Schedule. 

E. LOCAL PROFESSIONAL DEVELOPMENT COMMITTEE 

1. Scope of the Committee - The scope of the LPDC shall be district wide. 

2. There shall be five (5) total members on the committee, and there shall be 
a majority of teacher members on the LPDC. 

a. The Association shall appoint all teacher members to the LPDC or 
any replacements to the committee, if vacancies occur and shall 
determine the length of the .service of those representatives. 
Whenever possible, the appointees shall consist of one elementary 
teacher, one middle school/junior high school teacher and one high 
school teacher. 

b. Two representatives appointed by the Superintendent. 

c. Term of Office - The term of office for the teacher members serving 
on the committee shall be three (3) years, except as otheiwise 
provided in this paragraph. Initially, the terms shall be staggered 
as one teacher member shall be appointed for a two-year term, 
another teacher member shall be appointed for a three-year term, 
and the third teacher shall be appointed for a four-year term. The 
Association s.hall determine the rotation of the length of terms for 
each of the three levels for the first election cycle. Each term 
thereafter shall be for three (3) years. The appointees of the 
Superintendent shall serve initially for terms of two and three years, 
respectively, and then for two-year terms if reappointed. 

3. Frequency of Meetings - The LPDC shall determine the frequency, length, 
and time of meetings, provided however that such meetings may not be 
held in such a way to impede the teacher's preparation time, and if such 
meetings are held during the teacher work day, the committee must h.ave 
advance approval of the Superintendent or designee. A calendar of the 
yearly meetings shall be established at the first LPDC meeting each year 
by September 30. Said calendar shall be given to each educator in the 
district along with the names of the members of the LPDC. 

4. Decision-Making - For LPDC meeting purposes, a quorum shall be four 
members. Decisions shall be made by majority vote of the full committee 
membership. 
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5. Compensation - LPDC members will be compensated for their work on 
the committee in the form of either paid release time or in an additional 
meeting stipend of $22.00 per hour for any committee activity beyond the 
regular workday or school year, not to exceed 30 hours per year unless 
approved by Superintendent. Committee members shall be approved and 
reimbursed (at Board approved rates for mileage) for all additional 
expenses incurred in pursuit of their LPDC duties. Committee member 
must be present to be paid. Service on an LPDC may be approved as 
one of the equivalent activities for license renewal, by a majority of the 
committee not to exceed 35% of the committee member's renewal 
requirement. 

6. Training - The Board of Education shall provide and pay for training for 
LPDC members to obtain the knowledge and skills required for the 
committee's work. 

7. Contract Compatibility - The decisions of the LPDC may not contravene 
the language of this Contract. 

F. Grants and Waivers 

In the event the District, individual schools, or individual departments obtain 
grants or waivers that affect working conditions or items in the negotiated 
agreement, the Association shall be informed of such grants or waivers. If the 
DelphosEducation Association support or signature is required for a grant or 
waiver submission, the Association will be given a minimum of three (3) days' 
notice and a draft of the submission before the document is submitted. The 
Superintendent will, upon request, meet with the Association to discuss the 
effect such grants or waivers have upon working conditions or items in the 
negotiated agreement. If applicable, the parties shall bargain the changes in the 
terms and conditions of employment or the effects of such grant or waiver. 

ARTICLE XV - MENTOR PROGRAM 

A. Each first-year teacher shall be assigned a mentor. The mentor shall assist the 
new bargaining unit member in general teaching procedures, techniques, 
classroom planning and organization, school functions and regulations ahd other 
areas of professional growth and development. The Local Professional 
Development Committee shall submit nominations of three qualified staff 
members to the Superintendent, after obtaining the candidates' permission. The 
Superintendent may elect to nominate one of the candidates to the Board of 
Education for assignment, or ask the LPDC for additional nominations. 

B. No mentor shall be assigned more than one (1) new bargaining unit member per 
year. The me11tor shall not be involved in any way in the formal evaluation of the 
new bargaining unit member. 
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C. In order to be assigned, mentors must possess the following qualifications: 

1. At least five (5) years of successful teaching experience. 

2. A variety of teaching experience is considered helpful. 

3. An ability and willingness to help improve another teacher. 

D. Mentors shall attend one or two training seminars held outside the regular 
workday. The Local Professional Development Comrnittee will draft a list of 
tasks that mentors are to perform. 

E. Mentor teachers shall certify that they have spent a minimum of fifteen (15) 
hours during the school year in mentor training and working with their assigned 
new bargaining unit member. The new bargaining unit member may make 
written application to the Superintendent for up to fifteen (15) hours additi.onal 
mentor service. The mentor teacher, the new bargaining unit member, and the 
Superintendent will meet to discuss a plan of action for additional hours 
requested. Mentor teachers shall be paid for the documented work hours at the 
hourly rate of $22.00. The payment shall be in a one-time lump sum at the end 
of the school year. 

ARTICLE XVI - TERM OF AGREEMENT 

This Agreement shall become effective the later of 12:01 a.m. July 1, 2014, or the day 
after ratification by the Association and approval by the Board of Education, and shall 
remain in full force and effect until midnight June 30, 2017. 

Signed by authorized representatives of the parties this ,Rnifday of Qe--'7v73 e/Z_ 
2014. 

DELPHOS CITY SCHOOL DISTRICT DELPHOS EDUCATION ASSOCIATION 
BOARD OF E CATION 

DEA Representative 
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R.C. 5705.412 CERTIFICATION OF 
ADEQUATE REVENUE FOR CONTRACT 

The Delphos City School District has in effect the authorization to levy taxes including the 
renewal or replacement of existing levies which, when combined with th.e estimated revenue 
from all other sources available to the District at the time of this certification, are sufficient to 
provide the operating revenues necessary to enable the District to maintain all personnel and 
programs for all the days set forth in its adopted school calendars and in future fiscal years for 
the term of the Collective Bargaining Agreement between the Board and the Delphos Education 
Association, effective from July 1, 2014 through June 30, 2017. 

The District's estimates of revenue and determination of whether such revenue is 
sufficient to provide necessary operating revenue for the purpose of making certifications 
required were made consistent with relevant ru.les of the Auditor of State and Department of 
Education. 

(!)o.J013£1L _k_, 2014 



Exhibit A 
OHIO TEACHER EVALUATION SYSTEM 

Definitions 

A. Evaluator: A credentialed person who is full-time employed by the district as the teacher's building 
principal. 

B. Evaluation Cycle: The period of time for the completion of the evaluation procedure. The evaluation 
cycle is completed when student growth measures resulting from assessments that were 
administered in the previous school year are combined with the teacher performance ratings 
resulting from performance assessments that are conducted for the current school year to assign an 
evaluation rating. Evaluation Factors: The multiple measures that are required by law to be used in 
the teacher evaluation procedure. The two factors, which are weighted equally, are student growth 
measures at fifty percent (50%) and teacher performance at fifty percent (50%). 

C. Evaluation Framework: The document created and approved by the Ohio Department of Education 
(ODE) in accordance with section 3319.111(A) of the Ohio Revised Code that establishes the 
standards-based framework for the evaluation of teachers developed under section 3319.112 of the 
Ohio Revised Code. Evaluation Instrument: The forms µsed by the teacher's evaluator located in 
EXHIBITS B- H to this agreement. 

D. Evaluation Procedure: The procedural requirements set forth in this agreement to provide specificity 
to the statutory obligations established under sections 3319.111 and 3319.112 of the Ohio Revised 
Code and to conform to the framework for the evaluation of teachers developed under section 
3319.112 of the Ohio Revised Code. 

E. Evidence: Information provided to the credentialed evaluator, including but not limited to student 
information affecting educational progress, student interest or learning style surveys, newsletters, 
classroom rules, lesson plans, portfolios, summative assessments, communication Jogs, and student 
work samples. 

F. Student Learning Objective (SLO): A measurable academic growth target that a teacher sets at the 
beginning of the course/term for all students or for subgroups of students to be achieved by 
completion of an established interval based upon baseline data gathered at the beginning of the 
course. Teacher of Record: A teacher who 

1. Is responsible for assigning the grade to the student, and 

2. Is required to have the proper certification and/or licensure to teach the particular subject/grade 
level for which he/she has been designated "teacher(s) of record'', and 



3. Is responsible for a minimum of fifty percent (50%) of a student's scheduled instructional time 
within a given subject or course. 

PURPOSES 

A. The purposes of teacher evaluation are: 
1. To serve as a tool to advance the professional learning and practice of teachers individually and 

collectively in a school district. 

2. To inform instruction. 
3. To assist teachers and administrators in identifying and developing best educational best 

practices in order to provide the greatest opportunity for student learning and growth. 

APPLICATION 

A. The teacher evaluation procedure contained in this agreement applies lo the following employees of 
the district: 

1. Teachers working under a license issued under sections 3319.22, 3319.26, 3319.222 or 
3319.226 of the Ohio Revised Code who spend at least fifty percent (50%) of their lime providing 
student instruction. 

2. Teachers working under a permanent certificate issued under section 3319.222 of the Ohio 
Revised Code as it existed prior to September 2003 who spend at least fifty percent {50%) of 
their time providing student instruction. 

3. Teachers working under a permanent certificate issued under section 3319.222 of the Ohio 
Revised Code as it existed prior to September 2006 who .spend at least fifty percent {50%) of 
their time providing student instruction. 

4. Teachers working under a permit issued under 3319.301 of the Ohio Revised Code who spend at 
least fifty percent ( 50%) of their time providing ~tudent instruction. 

II. STANDING JOINT COMMITTEES FOR TEACHER EVALUATION 

AUTHORITY 

The association and the board agree to establish a standing joint evaluation committee for the 
purpose of establishing the policy, procedures, and processes, including the. '3Valuation instrument, 
for the evaluation of teachers in the district and to regularly review the effectiveness of said factors 
for the evaluation of teachers in the district. 



EVALUATION COMMITTEE 

A. Committee Composition 

1. The committee shall be comprised of 3 association members appointed by the association 
president and 2 members appointed by the board or its designee. In addition each party may 
appoint up to one ad hoc non-voting member to assist and/or attend committee meetings. 

STUDENT GROWTH MEASURES (SGMs) COMMITTEE or STUDENT Learning Objectives (SLOs) 
COMMITTEE 

The association and the board agree to establish a standing joint committee for the sole purpose of 
assessing, reviewing, and approving the many facets of SGMs and providing professional development 
on SGMs for the employees of Delphos City Schools. 

A. Committee Composition 
1. The committee shall be comprised of 6 association members (not more than 2 per school 

building) appointed by the association president, an administrator from each school 
building appointed by the superintendent, and the superintendent or his/her designee. In 
addition each party may appoint up to one (1) ad hoc non-voting member to assist and/or 
attend committee meetings. 

Ill. EVALUATORS 

QUALIFICATIONS AND ROLE 

A. An evaluator must be a full-time, credentialed contracted employee of the Delphos City School. The 
evaluator must be a building principal and may only evaluate teachers under his/her direct supervision. 

B. Evaluators must be credentialed at the time of any evaluation, and they must renew the evaluator 
credential as required by law. 

C. The evaluator assigned to a teacher at the beginning of a school year shall be the only evaluator for 
that teacher for all aspects of the evaluation procedure, unless: 

1. An unforeseen emergency arises and a new evaluator must be chosen, with the consent of the 
teacher: 

2. The teacher requests a new evaluator based on documentation which shows the evaluator has 
9iscriminated and/or made false claims against the teacher. 

3. D-3 below. 

D. The person who is responsible for assessing a teacher's performance shall be: 

1. The teacher's immediate supervisor for those teachers with an expected level or a below 
expected level of student growth on the student growth measure dimension of the evaluation 
procedure. 



2. Teachers with above expected levels of student growth shall choose their credentialed 
.ev;;iluator for each evaluation cycle. 

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

4. Auxiliary service teachers shall be evaluated by their building principal. 

IV. COMMITMENT TO ORIENTATION AND PROFESSIONAL DEVELOPMENT 

ORIENTATION OF TEACHERS 

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

B. A teacher newly employed or one reassigned after the beginning of the work year shall be notified 
by the evaluator of the evaluation procedures in effect. Such written notification shall be within ten 
(10) days of the first day in a new assignment. 

C. The board shall provide training on the teacher evaluation procedure for all credentialed evaluators 
and all teachers prior to the implementation of the evaluation procedure. 

V. EVALUATION STRUCTURE AND PROCEDURES 

SCHEDULE OF EVALUATION 

A. No teacher shall .be evaluated more t.han once annually, said evaluation shall include a minimum of 
two (2) ot>servations and two (2) walkthroughs. 

8. The evaluations shall not begin until after two (2) full weeks of class at the start of each year. For 
semester classes, evaluations shall not begin until after two (2) full weeks at the start of each 
semester. 

C. The evaluation shall be completed no later than the first day bf May, and the teacher being evaluated 
shall receive a written report of the results of this evaluation, including the assigned evaluation rating, 
not later than the tenth (10) day of May. 

CRITERIA FOR PERFORMANCE ASSESSMENT 

A. A teacher's performance shall be assessed based on the Ohio Educator Standards (or aligned 
standards) and rubrics for teaching and the criteria set forth in the evaluation instrument, EXHIBIT D, 
to this agreement. 



B. Teacher performance assessments shall be based solely on the evidence provided by the teacher, 
on the formal observations of the teacher by the teacher's assigned evaluator, and the walkthroughs 
that ;;ire set forth in this agreement. 

C. A teacher may provide evidence to the credentialed evaluator, including but not limited to student 
information affecting educational progress, student interest or learning style surveys, newsletters, 
classroom rules, lesson plans, portfolios, communication logs, summative assessments, and student 
work samples at the post-observation conference. 

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

E. No misleading, inaccurate, untimely, or undocumented information may become part of a teacher's 
performance assessment. All results and conclusions of performance assessments shall be 
documented and supported by evidence collected by the evaluator. The district will not use 
video/audio evidence submitted to the ODE by the Resident Educator as evidence to assess 
teaching performance. 

F. No teacher shall be required to complete a Self-Assessment Form (e.g. OTES Self-Assessment 
Form). This tool may be used by teachers as a resource 

OBSERVATIONS 

A. Schedule of Observations 

1. A minimum of two (2) formal observations shall be conducted. A formal observation shall l;;ist 
a minimum of thirty (30) continuous minutes. There shall be at least three (3) weeks between 
formal observations. The first formal observation shall be completed by the .end of the first 
semester. The second formal observation shall .be completed by April 20. 

2. Teachers shall not rE!ceive a. formal observation without prior approval by teacher two (2) days 
t:>efore or two (2) days after the following: the administratio.n of st.andardized testing; a holiday 
or any break from soheduled sohool days (excluding weekends); or any approved leave of 
absence of three (3) or more days. 

B. Observation Conference 

1. All formal observations shall be preceded by a pre-observation conference b.etwe.en the evaluator 
and the teacher Within two (2) working days. At the pre-observation conference teachers shall 
provide evidence for the work situation to be observed on the pre-observation form EXHIBIT C. 

2. A post,observation conference shall be held after each form<1I observation. The post observation 
conference shall take place within two (2) working days following the formal observation. At the 



post-observation conference teachers shall be provided one ( 1) area of reinforcement and one 
(1) area of reinforcement through evidence, in alignment with the education standards. Teachers 
shall be given the opportunity to provide evidence to support the areas of reinforcement and 
refinement during this post-observation conference. 

3. The evaluator shall provide the teacher with copies of all written documentation including but not 
limited to notes, scripts, artifacts, and evidence collected during formal observations and 
waikthroughs. 

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

5. Formal observations shall not disrupt and/or interrupt the classroom learning environment. 

6. All formal observations shall be announced a minimum of five (5) days prior. 

WALKTHROUGHS 

A. A waikthrough is a formative assessment process that focuses on one ( 1} or no more than two (2) of 
the following components resulting in a brief written note( s) or summary: 

1. Evidence of planning; 
2. Lesson delivery; 
3. Differentiation; 
4. Resources; 
5. Classroom environment; 
6. Stude.nt engagement; 
7. Assessment; or 
8. Any other component of the Standards for Ohio Educators and rubrics approved for teacher 

evaluation. 

B. The teacher shall re.ceive electronic or written notification a minimum bf two (2) work days prior to 
each walkthrough that identifies the foet.1s of the walkthrough. If the teacher is on board-approved 
leave during the time the evaluator sends the notification, the waikthrough shall be rescheduled. 

C. The walkthrough shall consist of at least 5 consecutive minutes, but not more than 15 consecutive 
minutes in duration. 

D. lhe teacher shall be provided a copy of the walkthrough form, including all scripted and anecdotal 
documents relative to the walkthrough no later than two (2) work days following the walkthrough. The 
Walkthrough form is EXHIBIT B. 



E. At the request of the teacher, a formal debriefing shall occur no later than two (2) work days after the 
walkthrough to discuss observations relative to the identified focus. 

F. No more than two {2) walklhroughs shall be conducted in each evaluation cycle. A teacher may 
request additional walkthroughs at any time in addition to I.hose required by this procedure. 

G. Walkthroughs shall not disrupt and/or interrupt the learning environment in the classroom. 

PERFORMANCE-DRIVEN REMEDIATION PLANS OF DEFICIENCIES IDENTIFIED DURING 
OBSERVATIONS AND WALKTHROUGHS 

A Formal observations a.nd walkthroughs resulting in the identification of performance deficiencies in 
relation to the approved Standards for Ohio Educators and rubrics shall be addressed during the 
post-observation conference and/or the formal debriefing following a walkthrough. All performance 
deficiencies identified by the evaluator shall be compiled and reported In writing, and a copy of the 
written report shall be provided to the teacher at the post-observation conference or formal 
debriefing. 

B. The evaluator involved shall make written recommendations at the post-observation conference or 
formal debriefing and otherwise assist the teacher for the purpose of remediation of identified 
performance deficiencies that are evidence-based, objective, measurable, and attainable. 

C. If a performance-driven remediation plan Is developed after March 1, the teacher shall be permitted 
to continue remediation into the next school year. 

STUDENT GROWTH MEASURES (SGM) 

A. When utilizing Student Learning Objectives (SLOs) to construct SGMs, the teacher shall submit the 
completed SLO template for approval of the SLO no later than October 15. 

B. The SGM committee shall review and approve all submitted SLOs by October 30 

c. Any SLO that is rejected by the SGM committee shall be returned to the teacher/group with specific 
designation of deficiencies by October .30 with an additional ten (10) days for.the resu.bmittal of the 
corrected SLO. 

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

E. Teachers shall sul;>mit all SGM results to his/her evaluator by April 30. 

F. Teacher of Record 



1. Each teacher shall have the opportunity to review the students for whom they are identified as 
teacher of record prior to the district verifying the teacher's data and SGM rating in order to 
ensure accuracy in reporting. 

2. For Category A2 teachers, the teacher shall have the opportunity to review the percentage of 
value-added measures, vendor assessments and/or SLOs the teacher teaches proportionate to 
his/her individual schedule. 

3. B and C teachers shall receive written notice of the SGM results for vendor assessments and the 
numerical ratings for the SLO prior to them being reported, as may be statutorily required. 

4. If requested, the teacher will be provided documents which show the above Information. 

G. District Student Growth Measure Index 
1. If there is a change in state law over the total and/or individual category percentage amounts, the 

association and the administration s.hall meet within 30 days after the effective date of the 
legislation to bargain these changes. 

2. The consideration of the student growth portion of the teacher evaluation must consist of a 
minimum of three .consecutive years of SGM data from the same grade level, subject matter, 
and/or age level for employment decisions. 

H. Data from Race to the Top pilots shall not be included in the three consecutive years of SGM data for 
employment decisions. 

I. Factors in determining SGMs for purposes of retention, promotion, layoff, and recall decisions must 
include, but are not limited to: 

1. Student attendance- A teacher may elect to exclude the SGMs attributed to any student 
evidencing more than forty-five ( 45) days of excused and/or unexc.used absences from the 
classroom. It will be the responsibility of the local district to ensure attendance is correctly 
recorded as it relates to SGM calculations. 

2. Changes in specific federal/state mandates - A teacher who has voluntarily tran.sferred or who is 
involuntarily transferred for any purpose to meet the mandated Third Grade Reading Guarantee 
or another State or ESEA mandate, shall have accumulated a minimum of three consecutive 
years of SGM data before any job action may be taken on the basis of the SGM data. 

3. Teacher on approved leave - A teacher who has been approved for sick leave and/or the Federal 
Medical Leave Act for not less than 20 consecutive days and/or 90 accumulated days in a single 
school year shall not have the SGM portion for that school year used in a Final Summative Rating 
of Teacher Effectiveness. 



4. Teachers with student teachers - A teacher who has a student teacher assignment for not less 
than four ( 4) weeks shall not have the SGM portion for that school year used In a Final 
Summatlve Rating of Teacher Effectiveness. Before assigning a student teacher, the 
administration will ask for volunteers 

5. Teacher who has been transferred - A teacher, who is transferred to a different position (e.g. 
subject, grade level), shall have an SGM score consisting of a minimum of three consecutive 
years of SGM data before any job action may be taken. 

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

PROFESSIONAL DEVELOPMENT AND SGM-DRIVEN IMPROVEMENT PLANS 

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

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

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

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

4. In the event that a teacher and evaluator are unable to agree on the evaluator's 
expectations for the improvement plan, the teacher may request a teacher mentor/coach 
or another mutually-agreed teacher of the district to facilitate further discussion between 
the teacher and the evaluator toward development of the improvement plan. 

B. Professional growth and SGM-driven improvement plans for a school year shall be developed not 
later than May 10. 

C. Based on student growth levels, a teachers.hall only be placed on a professional growth plan or 
an SGM-d.riven improvement plan. 

D. The board shall provide for professional development and for the allocation of financial resources 
to accelerate and continue teacher growth and improvement; and to provide support to poorly 
performing teachers as set forth in this agreement. 

E. An SGM-driven improvement plan is a clearly articulated assistance program for a teacher whose 
student growth measure rating falls below the expected level of student growth. 

F. A teacher coming from another school district or state shall not be placed on an SGM-driven 
improvement plan in their first year. 

G. A new teacher in their first year shall not be placed on an SGM-driven improvement plan. 



H. The SGM-driven improvement plan shall include: 
1. Specific student growth expectations, resources, and assistance to be provided; 

2. Timelines for the completion of the plan; and 

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

DUE PROCESS 

A. Teachers who disagree with the level of student growth, the rating of performance and/or the 
summative evaluation rating shall be allowed to request a different credentialed evaluator; and 
such request shall be honored by the district. 

B. Teacher of Record 

1. Each teacher shall have the opportunity to review the students for whom they are identified as 
teacher of record and the attendance of students , as it relates to the SGM rating, prior to the 
district verifying the teacher's data and SGM rating in ori;ler to ensure accuracy in reporting. If the 
teacher believes either the teacher of record designation or the underlying student information is 
inaccurate, s/he shall notify the superintendent or his/her designee. 

2. Category A2 teachers shall have the opportunity to review the percentage of value-added 
measures, vendor assessments and/or SLOs the teacher teaches proportionate lo his/her 
individual schedule. 

3. Category B or C teachers shall receive notice of the $GM results for vendor assessments, the 
numerical ratings for the SL() and how the results were calculated in writing prior to them being 
reported, !JS may be statutorily requirei;l. If the teacher believes the SGM result is inaccurate, 
s/he shall notify the superintendent or his/her designee within ten (10) calendar days of the date 
of the notice. 

4. If inaccurate SGM data has been reported the administration shall remedy the error by reporting 
the correct information. If the administration is u.nable to report the correct information the 
teacher shall not have the SGM data count towards th.eir final $ummative rating and the SGM 
data shall not be used against them in any type of job action. 

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

D. Failure by the distri.ct to a<]here to any timeline or condition established in thl$ agreement shall render 
the evaluation, including the summative rating, void and shall automatically require re-employment of 
the teacher under a continuing contract, if eligible, or an appropriate limited contract if the teacher is 
not eligible for a continuing contr<ict. 



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

Finalization of Evaluation 

A. Written Report - Before the evaluation cycle is final, and not later than May 10, a copy of the formal 
written evalu<1tion report shall be given to the teacher and a conference shall be held between the 
teacher and the evaluator. 

B. Response to Evaluation- The teacher shall have the right to make a written response to the 
evaluation and to have it attached to the evaluation report to be placed in the teach<;ir's personnel 
file. A copy, signed by both parties, shall be provided to the teacher. 

C. Electronic Teacher and principal Evaluation System (eTPES)- The superintendent shall choose 
Option 3 for submitting teacher evaluation data to the ODE and/or third parties. Rebuttal for e TPES 
data shall be kept in the teacher's personnel file and not placed into eTPES." 

VI. PERSONNEL ACTION 

REQUIREMENTS 

A. The evaluation procedure contained in this agr<;iement shall not be .used in any decision concerning 
the retention, promotion, removal, reduction, or recall of any teacher until three evaluation cycles 
have been completed and .include three consecutive years of SGM data. 

B. The first year of collected data. for the evaluation procedure shall be derived from value-added and 
other student growth measure scores from assessments taken In the school year following the 
effective date of this agreement. The first evaluation cycle shall be completed by the first day of May 
of the second school year following the effective date of this agreement. An evaluation cycle shall 
not be considered completed until all teachers have been provided with a written report of the results 
of the evaluation. 

C. Until three years of data have been collected and three evaluations cycles .have been completed, all 
decisions concerning the retention, promotion, removal, reduction or re.call of any teacher shall 
continue to be governed by the terms set forth in this agreement. Data from Race to the Top pilots 
shall not be included in the three consecutive years of SGM data for employment decisions. 

D. The evaluation procedure and subsequent results .shall not be used for any decision concerning the 
assignment, re-assignment, or transfer of any teacher. 



Exhibit B 
WalkThrough Observation Feedback Form 

Teacher: Class: Date; 

Observer: 

D Learning outcomes are clear. 
__ posted --verbal -- handout --other 

Cl Students are engaged in lesson. 

Teacher action: 
lecturing sharing assessing facilitating observing other 

Please use the space below to provide feedback. Use the OTES rubric as a guideline for dialogue. 

Reinforcement: 

Refinement: 
--- ------

Question: 

__ I request a conversation about the Walkthrough Observation (teacher or administrator can request). 

Signature Date 



EXHIBIT C 
Pre-Conference Questio11s 

Teacher: 

I would like to evaluate you on ____ during your ______ class. 

Please answer the following questions and return to me on or before ____ _ 

1) What standard(s) are going to be addressed in the planned instruction and how will the goals for 

learning be commutiicated to the students? 

Standard(s): 

Goals will be communicated by (Check all that apply): 

___ Posted in the classroom 
___ Verbally 
__ Syllabus 
___ Other (Explain) 

What stage are you in the standard(s). Check all that apply: 

Introduce Continuation Review 

2) What are the connections to previous and future learning? In other words, how docs this fit in to the 

scheme of the "Big Picture"? 

3) What Instructional Strategies, Methods, Technology, Resources will be used to engage students and 
promote independent learning and problem solving? Lecture, Partners, Independent Work •...... 

Methods, Technology, Resources used (Check all that apply): 

SMARTboard ---
Hand-out 
Text 

Overhead 
Internet 

__ Other (Explain) 

Whiteb9ard 
Video 

4) How will the instructional strategies address all students' learning needs? 

5) How will you check for understanding during the lesson? 



Ohio Teacher Evaluation System Assessment of Teacher Performance 

Teacher Performance Evaluation Rubric 
The Teacher Performance Evaluation Rubric is intend'E!d ta be stored holistically. This means that evaluators will assess which I eve! 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 ls to consider evidence gathered 
during the pre-observation conference, the observation, the post.observation conferenc.::, and classroom walkthroughs (if app1Jcable). When completing the performance 
rubric, please note that evaluators are not expected to gather evldence on an lndicatorsfor each observation cycle. Likewise, teac.hers should not be required to submit 
additional pieces-of evidence to address alt inditators. The professiona11sm section of the rubric mav use evidence collected during the pre-observation -and post-observation 
conferences as well as information from the Professional Grcv.'l:h arid/Or Improvement P!an (if applicable). 

! INSTRUCTIONAL PLANNING 

'"""""""' Oevelopin11 Slalled Aceomptlshed 
TM 1eacher does not demonrtr.rrn a clear The tei!cher-communli;:ates a foeus for The n;oache• demon smites a TI:ieus for Thl!teacher embllshcs dlallenE(ng and 

FOCUS FOR LEARNING fccusfor stl.!1;fent leam·ing. learning ~udent learning,_ de.,elops INrnirig - student teaming. with appropriate MNsurable goal(s) for:;r.udent \earning 
~ {Standard 4: Instruction] 

objectives are too gt"ne<al to EUide lesron objectives that are appropriate for that aligns with the Ohio standar4s and 

" pl:mning imd are Inappropriate for the students and refefence the Ohio standardS renecta r;mgeof student leamerneeds. z students, and/er do not reference the but do not include mf!asureable goals. 
learning ob)(!etiVts th~t Include 

The teaelter demonmates how the goa!(s} 

~ Sources of Evidence: rMawmble go!l(~l forstudem: teamfnc 
Ohio standards. allgnedwtththe Oh lo standards. Tht! t>t Jnro the bn»der unit, course, and 

Pre-conference sd1col go::it~ for <:tl'lltent lcamlng and skills. 
< teacher demonstrates the imporr.mte of 

"' tile gi:ial and Its appropriateness for 

5 ·---------~2,ents. 

~ 
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" 'Evidence 

The teactttr docs not plan fer the The teacher eicpfa-!ris~~ chat"llcteristk:s, The teacher demonstr.ates an The teacher purpcscfully plan~ 
:!$eS™Cnt ofmident le3mlng or does 1101 uses, :ind llmit1tlon11-ofv.irlous dlilllnost!c,. undetstandlng that ;m-e$Smenl ls a means assessments and differentiates assessment 
ana1'{?e student learning data to lnform forma!lv!!, am! summ:rtive assessments of e...alllating and supporting student ch~ to matth the full range of student 
t~on plans. bl1t does not consistently incorporate this leamlns. thl'Ollgh dfuctillely lncor11orat1ng needs, abmties, and leamine: 5ty!es, 

ASSESSMENT DATA kncwfedge !ntc lesson planning. c!iagnostle. formative. and/or summative lnCOfl)Qr.lting a range of appropriate 

(Standard 3: Auessment) asse5Sments Into lesson pranning. d'ragnostk,. formative, and wmm<ltNe 
~ssessme,,ts Into lessen plans. 

Sources of Evfdenee: The teacher does not use or only uses 011e The t.eadieruses more th~n one measure The teacher emplo~ '3 variety offom'18! Student 1u-mlnc n~ds are aCCur.ltel'( 
Pre-Conference measure of student performance. of student performariee but does not and infarmal assessment techniques tc Identified through :in analyst~ of student 

_;ippropriatel'( 1rary assessment approaehe~. coUect evltlen~ of students" knowledge da12; the teaeher llSC!S -assessment data tQ 

or the teacher may l!We diffii:ultv a~d skins and a11a11'les d3t3 to effec:tivcly lcle11tl!y student strengths and areas fer 
analy;cing data: to effecti"t!!y inform inform ;nstructlcnal prannlng and dell~eiv. studentgroW\h, 
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, INSTRUCTIONAL 'PLANNING 

KNOWLEDGE OF STUDENTS 

(Standard 1:·Student'S) 

"' Sources of Evidence:' 

" Ana!ysis of Student Data z 
" Pr.e-Conference 
:5 
~ 
~ .. 
" 0 

t 
:> 
~ 
~ 
~ 

" 
Evidence 

The teacher demori.stratesa l<ick of 
fumiliarity with ~tudents' baek.ground~ am! 
has made no attempts to Find this 
information. 

The teacher'.s plan for instruction does not 
demonwate an understanding of 
students' development, preferred !eamlng 
styles, and/or student backgrounds/prior 
experiences, 

, The teacher demonstrates sorr:e 
j fiimillarity with students' background 

The feacner's tnstructlonal plan draws 
upon ::i partial analysis of students' 
development readiness for learning, 
preferred learnlng stv!es, or backgrounds 
and prior experiences and/or the plan is 
inappropriatelytai\oretl to the specific 
population of students !n the classroom . 

I 

The teacher demoristrates famil'iaritywith 
sniden~s· background knowfe.:!se a!"lcf 

The teacher's instructiOnal plan draws 
upon an ;iccur:o1te aJialysis of the students' 
development. readiness for leamlng, 
preferred learning styles, and backgrounds 
and prior experiences. 

The reacher c!emonstrates an 
, 1.11"1derstandil'ltJ oft:"le purpose 1!nd value of 

! procedures used to obtain this 
I infonnotion. 

The teacher's analvsis of student data 
{student development, student lliarning 
and preferred learn Ing styles, and r.tudent 
baci<grounds/prior experiences] acc\lratelv 
connects the data to specificinstroetional 
strategies and pl<ins. 

The teacher plans for .and c.an articulate 
specific strategies, content,-<ind delivery 
that wm meerthe needs ofind!uidual 
students and groups of ~tu dents. 



'. Instruction and Assessment 
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lneffectiw 
A teacher's ex:>l<1m1tions are unclear, 
incoherent. or inaccurate. and are 
generally ineffective i:i building student 

I Standard 4: Instruction; I inappropriate to the content; and/or 
Standard 6: Collaboration discourages independent or creative 

and Communication) thinking. 

The teacher fails to address student 
confusion or frustration and does not use 

Sources cf Evidence~ ' effective questioning techniques during 
Formal Observation the lesson. The- lesson rs almost entirely 

Classroom Walkthroughs/ teacher-directed. 

Informal ObservatiOns 

!--------·-

EVldenca 

The"'teacherdoes notanemptto make the 
DIFFERENTIATION lesson accessible and challenging: for most 

(Standard 1: Students; students, or attempts-are developmentally 
Standard 4: Instruction) inappropriate. 

Sources of Evidence: 
Pre~Conference 

Formal Observation 

Classroom Walkthroughs/ 
Informal Observations 

Evidence 

Developing 
Teacher explanations art! accurate a:nd 

: generally clear but the teacher may not 
1 fully clarify information based on students' 

I som-e !anguage-th:;it !s deveJopmentatly 
inappropriate, leading to-confusion or 
nmiting discussion. 

The teacher re-explains topicS when 
students show confusion, but is not always 
able to provide an effecti~ alternative 
explanation. The teacher attempts to 
emplcy purposeful questioning 
techniques, but may confuse students with 
the phrasing 'Or timing of questions. The 
lesson is-prlniarlly teacher-directed. 

The teacher relies on a slngle strategy or 
alternate set of materials to make the 
ress·on accessible to most stu'dentsthough 
some students may not be able to access 
certain parts of the lesson and/or some 
may not be challenged. 

Skilled 
Teacher explanations are cle3r ;:ind 

: accurate. The teacher uses 
I developmentally appropriate strategies 

and language designed to actively 
encourage independent, creative,. and 

i critical thinking. 

The teacher effectively addresses 
confusion by re-explaining topics when 
asked and ensuring understanding. The 
teacher employs effective, purposeful 
questioning techniaues during instruction. 
The fesson is a balance ofteacher·c!Irected 
instruction and student-led learning. 

The teacher supports the learning needs of 
students through a v.:irietyof strategies. 
m'aterlals, andforpacing that make 
learnln-g accessible and challenging for the 
group .. 

Accomplished 
Te<1.cher exo1anations are clear, coherel"lt. 
antl precise-. The teacher uses wel!-t!med, 
mdividualii:ed, developmentally 
appropriate strategies and language 
designed to actively encourage 
independent. Cl'eati11e, and critic;al 
thinking, including the appropriate use of 
questions and discussion techniques. 

The teacher accurately anticipates 
confusion by presenting information ln 
multiple fonnats and clarifying content 
before students ask questions. The 
teacher develops high-level understanding 
through effective uses of varied levels t>f 
questions. The lesson is student-led, with 
the teacher in the role offadtit:itor. 

The teacher matches strategies, materials, 
arid/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-
dass instruction to supportlndMduaf 
learning goals and provides-varied opti-oiis 
for how students wm demonstrate 
mastery. 



Instruction and Assessment 

RESOURCES 
(Stancrard 2.: Content; 

Standard 4: Instruction) 

Sources of Evidence: 
1 t're-\...onrerence I Formal Observation 

Classroom Wallcthroughs/ 
I Informal Observations 

Evidence 

Ineffective 
lnst~uctlonal r:iaterials and resources: used 
for insttuttlon are n0t relevant to rhe 

: lesron or are ;nappropl'iate for studerits. 

Develop Ing Skilled 
, The teacher uses :approprlate iristruc:tional Instructional r:iaterlals and msources are 
i m:iterials to support learning goals, Cut I allgned to tMe instructlonal purposes anC 
, may not meet 1ndlvidt.tai students' learning are apprcprlate for nu dents' learriing 
: stvles/l1eeds or actively ,engage them in . styles and needs, actively engaging 
] learning. \ st1;1dents. 

1 1 _____ J 

Accomplished 
l1Htructiom:il mai:erials and resourtoes are 
:iligned to instniction<i1 purposes, are 
varied and appropriate to ability levels of 
students, and actr.telyengage them In 
ownership of tMlr learning. 

I 
I 
! 

' _J 

I 



! Instruction <ind Assessment 

' I I I 

CLASSROOM 
ENVIRONMENT 

(Standard 1: Students; 

Standard S: Leaming 
Environment; Standard 6: 

,_. Collaboration and 

"' Communication} ~ 

:;; 
ill Soorces of Evidence: 
~ 

~ Pre-Conference 
Q Formal Observation 
z Classroom Wallcthroughs/ .. 
z Informal Observations 
Q 

t 
" "' t; 
~ 

Evidence 

ineffective 
i There is lilt le otno evideoce of a positive 
I rapport between 'the te::u:her and 
i students. For example, the teacher_ may 

Developlng 
Th<:? teacher is fa<r in the tre':atment of 
students and establishes a basic:: rapport 
wlth them. -For exampte, the teacher I ";pood di<'e;pe<mny to""''"' o' I addresses students questrons or 

ignore their questions or comments. comments but does not inquire about 
their overall well-being. 

There are no·evfdent routines or Routines and procedures a~e in place, "but 
procedures; students seem unclear about the teacher may inappropriately prompt or 
what they should be doing or are idle. direct students when they are unclear or 

idle. 

Transitions are ineffidentwith The teachertrarisitions between learning 
considerable Instructional time lost. activities, but occasionally loses some 
Lessons progress: too slowly or qulckly so instructional time in the process. 
students.are-frequently disengaged. 

The teacher creates-a !earning The teacher welcomes communication 
environmentthatallows·for little or no from families and replies In a timely 
communication or engagement with manner. 
famil1es. 

Expectations for behavior .are not Appropriate ell'.pectations for behavior ar.e 
established or are inappropriate and/or no established, but some expeetations are 
monitoring of behaviors occurs. The unclear or do not address the needs.of 
teacher responds to misbehavior indhlidual students. The teacher 
inappropriately. inconsistently monitors behavior. 

-------· 

Ski!!ed 
The teacher has positive rappc:-t with 
students and demonstrates resp"ect for 
and intere~t in al! "Students. For example, 

1 Ute teacher makes eye ~ontac::t and I connects with individir.il students. 

Routi~ and proceduren1.1n smoothly 
throushoutthe lesson, and students 
assume age-appropriate levels of 
responsibility for the efficient operation of 
-the classroom. 

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

The tea~her engages in two-way 
commt1nicatlon and offers a variety of 
volunteer-opportunities and activities for 
families· to support student learning. 

A classroom management system has been 
Implemented that is appropriate and 
respons!ve to classroom ancfindivlduar 
needs of students. Clear expectations for 
student behavior are evident. Monitoring 
of student behavior 1s consistent, 
appropriate, and effective; 

-

Acc::omp!ished 
The tead1er has positi~ rapport with 
students and demonstrates respect for 

: and interest in individual students' 
experiences, thoughts aric:1 opinions. For 
example, the teacher responds quiettv, 
individually; and sensitively to student 
confusion or distress. 

Routines are weJI-establis'hed :and orderly 
and students initiate responsibility for the 
efficient operation of the classroom. 

Transitions are seamless as the teacher 
effe~tively maximizes instructional time 
and combines independent, -collaborative, 
and whole-class learning situations. 

The teacher engages in two-way, ongoing 
commun·1cation with families that results 
in active-volunteer, communlty, and family 
partnerships which contribute to student 
learning and development. 

A classroom management system h;is 
been designed, implemented, and 
adjusted with student input and is 
appropriate for the classroom and 
individual student-needs. Students are 
actively encouraged to take responslblHtY 
for their behavior. The teacher uses 
research-based strategies to lessen 
disruptive behaviors and reinforce positive 
b"ehaviors. 

' 

·-



: Instruction and Assessment 

lneffective Developi(lg Skilled Accomplished 

- ·------- --- ------.-------- -- --------- -- ---- --------·-··----- -- - -------- ---- ------
' astery. i student mastery, but may not differentiate identify students' strengths and needs, identify students' strengths and needs, 

instruction based on thls information. and modifies and differentiates instruction and modifies and difforentii!tes instruction i 

The-teacher does not rou!ine!y use The teacher uses <issessmentsto m-i?asure ! The teacher uses assessment data to The teacher (!Ses assessment data tc 

' according!y,-although 'the teacher may not accordingtv. as well as examines classroom i 
be able to anticipate learning obstacles. assessment results to reveal trends and 

i patterns in individual and group progress 

I ' and to anticipate Je;:irnfng obstacles. 

The teacher rarely-or never checks the The teacher checks fer student The teacher checks for understanding at The teacher continually checks for 
students' -understanding of~ontem:. The understanding <ind m<ikes attempts to kl?Y moments and makes adjustments to understcindil"lg and makes adjustments 
teacher fails to make adjustments in adjust instruction aecordfogly, but these instrUction (whole-class or individual accordingly (whole-class or indiYidual 
response to student confusion. adjustments may cause some additional students).The teacher responds to student students). When an explanation is not 

ASSESSMENT OF 
confusicn misunderstandings by proYldingadditional effectively leading students to understand 

clarifrcatlon, the content, the teacher adjusts quicltly 
STUDENT LEARNING and seam!essfy within the lesson and uses 

.... (Standard 3: Asse-SS:nient) an a!temat!ve way to explain the concept • 
z 
:\1 Sources of Evidence: The teacher persists tn using a particular The teacher gathers and uses student data The teacher gathers and uses stutlent data By using student data from a variety of 
~ 
~ Pre-Conference strategy for responding to from a few sources to choose appropriate from a-variety of sources to choose and sources, the teacherappropriate!Vadapts w 
~ 

Formal Observation- misunderstandings, even When'data instructional strategies for groups of implement appropriate instructional instruction<it methods and materla!s and :-2 
0 Classroom Walkthroughs/ suggest the.approach ls not succeeding. students. strategies for groups of students. paces learning activities to meet the needs 
z 

Informal Observations 
of individual students as well as the whole .. 
class, z Post~Conference Q 

n Tlie teacher does not provide studi!nt:s Stude"nts receive occasional or limited The-teacher provides substantiv'e. specific, The teatherprovides substantive, specific, 
:::> with feedbatl< a boot their lea ming. f-eedback about their performance from and timely"feedb:ick of studerit progress'to and timely feedback to students, families, 
"' !;; the teacher. stutlents; families, and other school and other school personnel whlle 
~ personnel while maintaining maintaining confidenth;:lity. The teacher 

confidentiality. provides the cpportunityfor 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 teach1ng and to monitor teaching 
strategies and behaviors in relation to 
student success. ----------- ·-··-----

Evidence 



P-rofessionalism 
Ineffective OeveJopirig Skilled Accomplished 

PROFESSIONAL , The tea°'er fails to communicate clearly The teach& uses a variety of strategies to : The teacher uses effective communication The reacher communicates effectively 
i R.ESPONSIBlllTfES : with students and families or collaborate communic;ne with students and families I strategies wrth students and families and with students, families, and coHeagues. 
I • [ effectively with professional colleagues. and collaborate with colleagues, but these works effectively with colleagues to The teacher collaborates with colteaeues 

(Standard 6: Col~ab~r.ition I approac_hes m<iy not alwiiys be , ei<amine problems of practice, analyte to improve personal and team practices by 
and Communication; appropriate for a p<irtlcul<irsitu<ition or i student work, and identify targeted faciITtating professional dialogue. peer 

Standard 7: Professional achieve the intended outcome. ) strategies. observation and feedback, peer coaching 
Responsibility and I and other collegial le<1rning <ictivlties. 

Growth) 
The teacher fails to understand and follow The teacher understands and fo!!ows The teacher meets ethical and Theteacher meets ethical and 

:= sources of Evidence: regulations. policies, and agreements. district policies and state and federal professional responsibilities with integrity professional responsibilities and helps 
~ p f · T 

0 1 t regulations at a minimal level. and honesty. The teacher models :and colleagues access and lnterpret laws and 
;1 

1
ro essiona eve opm~n . upholds district policies-and state and policies and undemand·thelrimpllcations 

o Pan or Improvement Pan, _federal regulations. in the classroom. 
~ Pre-conference; 

~ Post-conference; The teacher fails to demonstrate evidenCI? The teacher1dentifies strengths and areas The teacher sets data-based short- and The teacher sets and regularly modifies 
a: daily interaction with of an ability to accurately self-assess for growth-to develop and implement long-term professional goats and takes short·and long·tenn professlona! goals 
a.. others performance and to appropriate!yidentify targeted goals for·professional growtl\. action to·meetthese goats. based on self-assessment and analysis of 

::ireas for professional development. student learning evidence, 

£vldence 



Ohio Teacher Evaluation System Final Summative Rating 

Final Summative Rating of Teacher Effectiveness 

ProficiencyonStandards 50% INEFFECTIVE ! DEVELOPING l SKILLED AC-COMPLISHED 

' ' Cumulative Performance Rating 
(Holistic Rating using Performance Rubric) I Areas of reinforcement/ refinement: 

Student Growth Oata SO% 
BELOW EXPECTED I EXPE-CTED GROWTH 

i ABOVE-EXPECTED 

GROWTH I i GROWTH 

Student Growth Measure of Effectiveness- I I 
Areas of reinforcement/ refinement: 

Final Summative (OVera11).Rating INEFFECTIVE I DEVEi.OPfNG I SKILLED I ACCOMPLISHED 

I I I 

Ocheck here if Improvement Pla·n has been recommended. 

Teacher Signature __ Date __ 
Evaluator Signature __ Date 

The signatures.above indicate that.the teaC:her and evalucitor have discussed the Summative Rating, 
Note: The teacher may provide additional information to-the evaluator within 10 working days of the receipt of this form, and may request a 
second conference with the evaluator. Any additional information will become part of the summative record. Challenges may be made according 
to the local contract agreement. 
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Ohio Teacher Evafuation System 

Professional Growth Plan 
As a result of the- evaluation proce%. teach!?rs and evaluators should focus on accelerating and continuing. teacher growth through professional development. Professional development should be 
individualized to the needs of the-teache:r, and specifically- rerai:eto his/her areas of r!?finement as identified in the teacher>' evatuatton. The evaluator should recommend profe-sstonal development 
opportunltles, and support the teacher by providing resources (-e.g., t!me, financial). 

Ose:lf·Directed 

Ocol!aborative Teacher Eva!uatOr 

Annual Focus Date Areas fer Professional Grpwth 
These are addressed by the evaluat<Jr as appropriate for this teacher. Record supports n~ded, resources, professional development 

dates 
when Comments during conference with teacher and evaluator are made 

discussed approorlate to the needs of the teacher. 
Goal-l: Student Achievement/Outcomes for Students 
Goof Statement: 

Evidence Indicators: 

Goal 2: TeocherPerjormance on the Ohio Storidardsforthe Teaching Profession 
Goo/ Statement: 

Evidence Indicators: 

Evaluator Signature Date Teacher Signature Oat~ 

The signatures above verify tharthe teacher and evofuatar have discussed and agreed upon this 'Prajessfonaf Growrh Plan. 
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Ohio Teacher Evaluation System 
-•---• e-.~o. 

Improvement Pfan 

Teacher Name: Grade Level/ Subject: ----------

School year: Building: Date of Improvement Plan Confurence: 

Written improvement plans are to be developed in the-circumstances when an "educator rnakes below expected academic growth with his/ her students AND/OR recelves 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 l:Jmprovement Statement- U~spe~fjc_:<irt?<tS_for improvement as related to· the Ohio Standards for the Teaching Profession. Attach documentation. 
Perform;mce Standard{s) Addressed in· this Plan --I Oate{s) Improvement-Area or Concern Observed I Specific Statement of the Concern: Areas of Improvement 

Section 2: Desired Level of Performance - tistspecific.m'easurable "goals tci improve performance. 1ndll:a~what \'Jill br;:_me:asured for each goal. 
Seginning Date I Ending Date . I Level of Performance 

SpedficallY Oescii'be Successful Improvement Target(s) 
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Ohio Teacher Evaluation System <:<;';'' ; ' -__ ,_; '-"-------------------------------- --- ------------ ------------

Improvement Plan (continued) 

Section 3: Specific Plan of Action 
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 
document the completion of the improvement plan. 

I Actions to be Taken I Sources of Evidence that Will Be Examined 

Section 4: Assistance and Professional Development 
Describe in detail specific supports that will be provided as well as opportunities for professional development. 

Date for this Improvement Plan to Be Evaluate!d: 

Teacher's Signature: __ Date: __ 

Eviiluato'r's Signature: __ Date: __ 

The evafuator'ssignat.ure on this form verifies rnar-me proper procedures as detailed irrthe Jacar contract have been followed. 



Ohio Teacher Evaluation System 

Improvement Plan: Evaluation of Plan 

Teacher Name: Grade Level/ Subject: ---------------

SchoOI year. Building:- Date.of Evaluation: 

The improvement plan-wi!J be evaluated at.the end of the time specified fn-the plan. Outcomes from the improvement plan demonstrate the following action to be taken; 

D Improvement is demonstr<ited and performance standards are met to.a satiSfactory level of performance"' 

D The Improvement-Plan should.continue for time specified: 

D Dismissalis recommended. 

Comments:·?rovide justification for recommendation indicated above.and attach evidence to-support recommended course of action. 

J have reviewed this evaluation and-discussed it with my-evaluator. My signature indicates that'/ have· been advised of my performance status; it does not necessarify imply that I 
agree with this evaluation. 

Teacher'sSignature:-__ Oate: __ 
Evaluator's Signature:__ Date: 
The evofuotor's5fgnature on this form verifies that the proper procedures asdetaHed itt the local con trod hove been followed. 

""The acceptable lever of performance varies depending on the-teacher's years of.exPerierice. Teachers in residency-specifically ln'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 Skilled level or above. 



Ohio Teacher Evaluation System 

Self-Assessment Summary Tool Name _____________ _ 

Directions: Teaciiers should record evidence to lndlcate_strengths and -areas for growth for-each standard. Then, look across. 
al! of the standards holistically and identify two priorities for the upcoming year. Note'these two priorities with check marks Date -------------­
in th~ far-right column. 
------------ Stari_tjil_!'d ---- - ----,------ Stren_g:ths ! Areas for Growth 

• Knowledge of how studen~ 1earn and of student development 
?Tiorities {Check 2) l -, 

:;;; .!!) 
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• Und1urtanding of what students. know and are able ro do 
• High e~pectations for <ill students 
• Respect fora II students 
• Identification, Instruction and intervention for special populatlons 

• Knowledg:e of content 
• Use of content- specific instruct!onal strategies to teach concepts and skills 
• Knowledge of school and d!Hrict curriculum priorities and Ohio academic content-standards 
• Relationship of k:nowledge within the disciptlneto other content areas 
• · Connec:tion·ofcontentto rrfe experiences and careeropportunittes 

• Knowledge ofassessmenttypes 
• Use ofv<iried 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 goa!-settlng 
• Angnment to school ancr district priorities and Ohio academlc content standards 
• use of studenfinforrnation to plan and deliver instruction 
• communication of clear reaming goals 
• Appfication of knowledge·of hewstut!ents learn to instructional design and delivery 
• Dlfferentlatlon ofinstructi-on to support learning needs of all students 
• use of actMties to promote independence and problem-solving 
• Use of varied resources to support lea mer needs 

• Fair and equitable treatment· of all students 
• Creatlonofa safe learning environment 
• Use of strategies to motivate students to work productively and assume responslbnityfor learning 
• Creation of learning sltuations for independent-and co!laboratlve work 
• Maintenarice an environment that is .::onduclve to learning for all sti.it!ems 

• a ear and effective communication 
• Shared responslb11itywith parents/caregivers to support student teaming 
• Collaboration with ctherteather.s, admlnlstrators, school and-district staff 
• Collaboration with local community agellcies 

• -Understanding of and adherence to professional ethics, policies and legal codes 
• Engagement ln continuous, purposeful professional development 
• ~sire to SeM! as an agent of change, seek1ng positive linpacton ti!aching quaUty and student 

achievement 
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Leave Forms: Dock 
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Leave Forms: Jury Duty 

AbsencesMDl!lil!lllll1ll9 

Job ·~:~CHER·; 

t,.ft\19 T)'PV Jvti[Mf- --

O~t1000 

sterU>ate ··-----.. ~ fo~_ Mwoo~r(lrrM!) Sto~ ~_-Of ·:;.:-:_·oo-:;.· ·AM ... · 
&11 _pli_~_-----·-~ «~S-e Mwoott'rn1on:n~11 -:~.r~ ::m ... ~ oo~-;-,· AM '.;:. 

t.eave~tqueated ------·-, - . - - . 
. ' tl)~S! ll~il'fOflTlbf (i!:, #J.f,1/.1/1, ~Jllfft#J, 

~Wiierr'voii 
can oo Retdled - - -· · -

kir-Que11$0tt.ii ~ EJ 
~ki'niis-R&Quesl 

, Oot4000 

.Cliek Mon b&1ow10 seied riia(a) tO bt atlid\&d 10 tnls. Uave fte·quest. 
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Leave Forms: Military 

Abseocetiffin.lllllllB 
•~:;.,,__, ________ _ 

Job ~-TEACHER • 

~~Type Mi1ib!iY---····-

Ool 1000 

~n~le -----"· .. ·~ t~~1.1s.tt0D'YYYYf(lrmat1 ~11TI1M 01;-(~--;,:m--;-: 
End~ttt -------~ cui>eMr.wD~fom111U Elid11Jrne ·m.;;:Oo·-;·_ ~; 

l.611~ R~e.ated -~-­

~ Day(s). 

PtiQ°'1WhvffYou 
. canlleRM:~ ·- ---- -- ---------­

FMQ!fedons I fut! NotifiCftion [I 

fle.lallng to'Tbl1 Reijiie'st 

Oof~OOO 

Ent~r uie mi~~) and f»lllll~ tnformation, tt_il't'.aiable, f~r ony 
PO~ SUbitiMetsl)'Cll.IWOUkt_llketotirwecajle<I~. · · 
Also,-eat\lr,.cin; NOlES tothf Svbstttute • 

.. .. 
SU~IVlsot'& Hatne: · supervisor's Eman':.ll!illllllllllli!llllll!liliilllill""llllilill 
~eat St.ab.ls: tnltlaleO 

C1ili: button b&tbWtO e•iedfila(s) to be _attacti8dto tills leave Reliuesl 

I s.1e<1 File!•) to AU.di I 
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Leave Forms: Personal 

I Cancel JI CLEAR) I SUBMIT) 
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J~ ~;;;;:-T~HER"-;·· 
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21 or10oO 

Stitrtuate ~ cuse M,fA!O.DimY lormiltJ ,~.?·Tlnl~ ·01' -;·: ·00,.-;1 'AM:~' 
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LU.Ve Reque9ted -------- _ -· 
· I.Ii oay~s) . U!i"e fonnti_I {#,I/ii,#;##,~-~ 
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: Can'be'.'fleich&d ---.-----·--·-- -..... ~!Ill~=' ft!U NottficaUPfl (j 

21 of4000 : - . . . 
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Leave Forms: Professional 
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Leave Forms: Sick 
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Exhibit 0 

CERTIFIED SALARY 
. 

SCHEDULE 2014-2015 

33782 
YEARS BACHELOR 150 SEM HR MASTERS MASTER+15 

0 33782 35066 36991 37836 
1 35066 36518 38613 39457 
2 36349 37971 40234 41079 
4 37633 39424 41856 42700 
5 38917 40876 43477 44322 
6 40201 42329 45099 45944 
7 41484 43781 46721 47565 
8 42768 45234 48342 49187 
9 44052 46687 49964 50808 
10 45335 48139 51585 52430 
11 46619 49592 53207 54051 
12 47903 51045 54828 55673 
13 49187 52497 56450 57294 
15 ..... 50470 53950 58071 . 58916 
18 53038 56855 61314 62159 
25 54321 58308 62936 63780 
27 55605 59760 64557 65402 
32 58173 62666 67800 68645 



Exhibit P 
CERTIFIED SALARY 
SCHEDULE 2015-2016 

2015-16 

34035 

YEARS BACHELOR 150SEM HR MASTERS MASTER+15 

0 34035 35328 37268 38119 
1 35328 36792 38902 39753 
2 36622 38255 40536 41387 
4 37915 39719 42169 43020 
5 39208 41182 43803 44654 
6 40502 42646 45437 46288 
7 41795 44109 47070 47921 
8 43088 45573 48704 49555 
9 44382 47036 50338 51189 
10 45675 48500 51971 52822 
11 46968 49963 53605 54456 
12 48262 51427 55239 56090 
13 49555 52890 56872 57723 
15 50848 54354 58506 59357 
18 53435 57281 61774 62624 
25 54728 58744 63407 64258 
27 56022 60208 65041 65892 
32 58608 63135 68308 69159 



ExhlbitQ 
CERTIFIED SALARY 
SCHEDULE 

2016-17 

34290 

YEARS BACHELOR 150SEM HR MASTERS MASTER+15 

0 34290 35593 37548 38405 
1 35593 37067 39193 40051 
2 36896 38542 40839 41697 
4 38199 40016 42485 43343 
5 39502 41491 44131 44988 
6 40805 42965 45777 46634 
7 42108 44440 47423 48280 
8 43411 45914 49069 49926 
9 44714 47389 50715 51572 
10 46017 48863 52361 53218 
11 47320 50338 54007 54864 
12 48623 51812 55653 56510 
13 49926 53287 57299 58156 
15 51229 54761 58945 59802 
18 53835 57710 62236 63094 
25 55138 59185 63882 64740 
27 56441 60659 65528 66385 
32 59047 63608 6882b 69677 



Exhibit R 
Supplemental Salary Schedule 2014-2015 

Base $33,782 
2 or more-

0-Years 1-Year 2 or more-Yrs 0-Years 1-Year Yrs 
Experienc 

Exoerience Exoerlence Exoerience Exoerlence Exnerience e 
Position o/o of Base 0/o of Base o/o of Base Amount Amount Amount 

Head Baseball Coach 10% 11% 12% $3,378 $3,716 $4,054 

Assistant Baseball Coach 5% 6% 7% $1 689 !t2,027 $2,365 

Summer Baseball-Head Coach 3% 4% 5% $1,013 $1,351 $1,689 

Head Bovs Basketball Coach 17% 18% 19% $5,743 $6,081 $6,419 

Assistant Varsitv Boys Basketball Coach 10% 11% 12% $3,378 $3,716 $4,054 

Reserve Bovs Basketball Coach 10% 11% 12% $3,378 $3,716 $4,054 

Freshman Bovs Basketball Coach 6% 7% 8% $2,027 $2,365 $2,703 

Boys Basketball Conditioning-Head Coach 2% 3% 4% $676 $1,013 $1,351 

Head Girls Basketball Coach 17% 18% 19% $5,743 $6,081 $6,419 

Assistant Varsitv Glrls Basketball CoaCh 10% 11% 12% $3,378 $3,716 $4,054 

Reserve Girls Basketball Coach 10% 11% 12% $3,378 $3,716 $4,054 

Girls Basketball Conditionlna-Head Coach 2% 3% 4% $676 $1,013 $1,351 

Jr. Hiah Grade 7 Bovs Basketball Coach 6% 7% 8% $2,027 $2,365 $2,703 

Jr. Hi!::ih Grade 8 Bovs Basketball Coach 6% 7% 8% $2,027 $2,365 $2,703 

_ Jr, Hiah Grade_7_Glrls Basketball _Coach 6% 7% 8% $2,027 $2,365 $2,703 

Jr. Hiah Grade B Girls Basketball Coach 6% 7% 8% $2,027 $2,365 $2,703 

Head Football Coach 17% 18% 19% $5,743 $6,081 $6,419 

Football ConditioninQ-Head Coach 10% 11% 12% $3,378 $3,716 $4,054 

Assistant Varsltv Football Coach 10% 11% 12% $3,378 $3,716 $4,054 

Junior Hiqh Football Coach 9% 10% 11% $3,040 $3,378 $3,716 

'\Sslstant Junior HtQh Football Coach 5% 6% 7% $1,689 $2,027 $2,365 

Junior Hioh Eouloment Coordinator 2% 3% 4% $676 $1,013 $1,351 

Golf coach 6% 7% 8% $2,027 $2,365 $2,703 

Head Girls Softball Coach 10% 11% 12% $3,378 $3,716 $4,054 

Summer Softball-Head Coach 3% 4% 5% $1,013 $1,351 $1,689 

Assistant Softball Coach 5% 6% 7% $1,689 $2,027 $2,365 

;ead Track Coach 10% 11% 12% $3,378 $3,716 $4,054 

!\ssistant Track Coach 8% 9% 10% $2,703 $3,040 $3,378 

Junior H!ah Bovs Track Coach 5% 6% 7% $1,689 $2,027 $2,365 

Junior Hiah Girls Track Coach 5% 6% 7% $1,689 $2,027 $2,365 

Cross Countrv Coach 6% 7% 8% $2,027 $2,365 $2,703 

Junior Hiah Eauioment Coordinator 2% 3% 4% $676 $1,013 $1,351 

Head Vo11evba11 Coach 9% 10% 11% $3,040 $3,378 $3,716 

Reserve Glrls Volleyball Coach 5% 6% 7% $1,689 $2,027 $2,365 

Junior Hiah Vollevball Coach 4% 6% 6% $1,351 $2,027 $2,027 



2 or more-
0-Years 1-Year 2 or more~ Yrs 0-Years 1-Year Yrs 

Experlenc 
Experience Experiel'lce Experience Experience Experience e 

Head Girls Soccer Coach 9% 10% 11% $3,040 $3,378 $3,716 

Assistant Girls Soccer Coach 5% 6% 7% $1,689 $2,027 $2,365 

Head WrestlinQ Coach 10% 11% 12% $3,378 $3,716 $4,054 

Assistant WresUino Coach 8% 9% 10% $2,703 $3,040 $3,378 

Junior Hiah Wrestltno Coach 6% 7% 8% $2,027 $2,365 $2,703 

Athletic Director 17% 18% 19% $5,743 $6,081 $6.419 
Bovs Athletic Mananer 13% 14% 15% $4,392 $4,729 $5,067 

Glrls Athletic Manaoer 9% 10% 11% $3,040 $3,378 $3,716 

Head Cheerleader Advisor 5% 6% 7% $1,689 $2,027 $2,365 

Assistant Che'8rleader Advisor 4% 5% 6% $1,351 $1,689 $2,027 

Assistant Cheeirleader Advisor-Junior Hlah 3% 4% 5% $1,013 $1,351 $1,689 

Elementarv Art 1% 2% 3% $338 $676 $1,013 

Hioh School Art 1% 2% 3% $338 $676 $1,013 

Future Homemakers Association (fCCLA1 3% 4% 5% $1,013 $1,351 $1,689 

Marchlna Band Duties-Assistant Director 5% 6% 7% $1,689 $2,027 $2,365 

Marchina Band Duties-Directors 14% 15% 16% $4,729 $5,067 $5,405 
. 

Pea 13and 2% 3% 4% $676 $1,013 $1,351 

Band Flaa Cores. 10% 11% 12% $3,378 $3, 716 $4,054 

AccomOianst-MusiCaf- 2% 2% 2% $676 $676 $676 
Stana Band Director-Musical 2% 2% . 2% $676 $676 $676 
School Musical Director 6% {)% 6% $2,027 . $2,027 $2,027 

Business Manaaer-Musical 3% 3% 3% $1,013 $1,013 $1,013 

School Musical Vocal Co8ch 2% 2% 2% $676 $676 $676 

Show Choir Director 2% 3% 4% $676 $1,013 $1,351 

D--Club Advisor 5% 6% 7% $1,689 $2,027 $2,365 

National Honor Socletv 2% 3% 3% $676 $1,013 $1,013 

Business Professional Association 7% 8% 9% $2,365 $2,703 $3,040 

Channel 13 Coordinator 6% 7% 8% $2,027 $2,365 $2,703 

Comouter Director & ComDuter Maintenance 5% 6% 7% $1,689 $2,027 $2,365 
. 

Sctiool NeWsoaoer Advisor 3% 4% 5% $1,013 $1,351 $1,689 

De\nhl 6% 7% 8% $2,027 $2,365 $2,703 

Prom Coordinator 4% 4% 4% $1,351 $1,351 $1,351 

Science Club 1% 2% 2% $338 $676 $676 

Science Fair and Prolects 1% 2% 2% $338 $676 $676 

Student Councll Advlsor-Hlah School 2% 3% 4% $676 $1,013 $1,351 

Student Council Advisor-Middle School 2% 3% 4% $676 $1,013 $1,351 

French Club Advisor 1% 2% 2% $338 $676 $676 

Snanish Club Advisor 1% 2% 2% $338 $676 $676 

Soeclal Education Coordinator 4% 4% 4% $1,351 $1,351 $1,351 



!summer Driver's Education-Book Portion 4% 4% 5% $1,351 

0-Years 1-Year 2 or more-Yrs 0-Years 

Exnerlence Experience Experience Experience 

Vocational Aoriculture Advisor 17% 18% 19% $5,743 

Freshman Class Advisor NIA NIA NIA $361 

Soohomore Class Advisor NIA NIA NIA $361 

Junior Class Advisor NIA NIA NIA $361 

Senior Class Advisor NIA NIA NIA $361 

~Reduced by 4o/CI for each week of extended service above two weeks. 

Note: 

1. Pay is 1% less for non-certified personnel. 

2. Failure to ~dequately perform dulle.s will result In payroll deduction at conclusion of school year. 

Student Supervlslon Pay Rate for Non-Supplemental Contract Holders: 

1. Approval required from adminlstrator prior to activity. 

2. $103.42 per weekend contest-total maximum contests 5 per year (Saturday-Sunday) 

$62.59 per weekday evening cOn.test-total maximum contests 5 per year (Monday-Friday) 

3. Hourly Rate: Current tutoring rate-$14.85 per hour-up to maximum 25 hours per year 

4. Saturday School Supervision Rate-$21.30 per hour 

The following principals will apply: 

$1,351 $1,689 

2 or more-
1-Year Yrs 

Experienc 
Exoerience e 

$6,081 $6,419 

$361 $361 

$361 $361 

$361 $361 

$361 $361 

1. To give extra pay for extra hours-the regular school day is prescribed In the "Policies, Rules, and Regulations". If the teacher Is given class time ofl 

for extra-c!ass responsibilities, extra pay should be prorated i'!CCOrdingly. 
2. To classi_fy activlti_es growing out of the regular school program (grading papeis, co'unsellng with fallures in regular class, homework 

activities, 

supervision of make-up work, participatloh In community activities, and Class advisors, PTO meetings, detention supervision,_ Carnival, etc.) as par 

of the assigned school load and are so construed by the Slate Department of Education. 

3. To give additional pay for add~ responsibility and the us~ of speclalfzed skill. 

4. To contain a prinblple of flexlbillty-our extra-class pay schedule is flexible enough for adjustment if, in the judgment of the Superintendent of School 

Ptlnclpals, and the negotiation committee, the nature of the particular work warrants additional pay. 

5. Examples are: Scholastic Bowl, Math-Spellfng COntests, God-F_lag-Co4ritry, C_oriventlons, etc. 



Exhibits 
Supplemental Salary Schedule 2015-2016 

Base $34,035 
2 or more .. 2 or more-. 

0-Years 1·Year Yrs 0-Years 1-Year Yrs 
Experlenc 

Exoerience Exoerlence Experience Exoerience Exnerlence e 
Position °lo of Base o/o of Base 0/o of Base Amount Amount Amount 

Head Baseball Coach 10% 11% 12% $3,404 $3.744 $4,084 

Assistant Baseball Coach 5% 6% 7% $1,702 $2,042 $2,382 

Summer Baseball-Head Coach 3% 4% 5% $1,021 $1,361 $1,702 
Head Bovs Basketball Coach 17% 18% 19% $5,786 $6, 126 $6,467 

Assistant Varsltv Bovs Basketball Coach 10% 11% 12% $3,404 $3,744 $4,084 
Reserve Bovs Basketball Coach 10% 11% 12% $3,404 $3,744 $4,084 

Freshman Bo\15:. Basketball Coach 6% 7% 8% $2,042 $2,382 $2,723 
Boys Basketball Condltionlng~Head 

2% 4% Coach 3% $681 $1,021 $1,361 
Head Girls Basketball Coach 17% 18% 19% $5,786 $6,126 $6,467 

Assistant Varsltv Girls Basketball Coach 10% 11% 12% $3,404 $3,744 $4,084 
Reserve Gtrls Basketball Coach 10% 11% 12% $3,404 $3,744 $4,084 
Girls Basketball Conditlonina~Head Coach 2% 3% 4% $681 $1,021 $1,361 

Jr. Hlah Grade 7 Bovs Basketball Coach 6% 7% 8% $2,042 $2,382 $2,723 

Jr. HiQh Grade 8 Bovs Basketball Coach 6% 7% 8% $2,042 $2,382 $2.723 

Jr. Hiah Grad_e 7_ (3irls Basketball Coach 6% 7% 8% $2,042 $2,382 $2,723 
Jr. Hinh Grade 8 Girls Basketball Coach 6% 7% 8% $2,042 $2,382 $2,723 
Head Football Coach 17% 18% 19% $5,786 $6,126 $6,467 
Football ConditioninQ-Head Coach 10% 11% 12% $3,404 $3,744 

. 

$4,084 
Assistant Varsltv Football Coach 10% 11% 12% $3,404 $3,744 $4,084 
Junior Hi.ah Football Coach 9% 10% 11% $3,063 $3,404 $3,744 
Assistant Junior Hiah Football Coach 5% 6% 7% $1,702 $2,042 $2,382 

Junior Hioh EaUioment Cooidlnator 2% 3% 4% $681 $1,021 $1,361 

Golf Coach 6% 7% 8% $2,042 $2,382 $2,723 
Head Girls Softball Coach 10% 11% 12% $3,404 $3,744 $4,084 
Summer Softball-Head Coach 3% 4% 5% $1,021 $1,361 $1,702 

Assistant Softball Coach 5% 6% 7% $1,702 $2,042 $2,382 
Head Track Coach 10% 11% 12% $3,404 $3,744 $4,084 

Assistant Track Coach 8% 9% 10% $2,723 $3,063 $3,404 

Junior Hiah Bovs Track Coach 5% 6% 7% $1,702 $2,042 $2,382 
Junior Hlah Girls Track Coach 5% 6% 7% $1,702 $2,042 $2,382 
Cross bountrv Coach 6% 7% 8% $2,042 $2,382 $2,723 
Junior Hiah EauJoment Coordinator 2% 3% 4% $681 $1,021 $1,361 
Head Vollevb811 Coach 9% 10% 11% $3,063 $3,404 $3,744 

Reserve Girls Vollevball Coach 5% 6% . 7% $1,702 $2,042 $2,382 

Junior Hiah Vollevball Coach 4% 6% 6% $1,361 $2,042 $2,042 



2 ormOre .. 2ormore .. 
0-Years 1-Year Yrs 0-Years 1-Year Yrs 

Experienc 
Experience Experience Experience Experience Experience e 

Head Girls Soccer Coach 9% 10% 11% $3,063 $3,404 $3,744 

Assistant Girls Soccer Coach 5% 6% 7% $1,702 $2,042 $2,382 

Head Wrestlina Coach 10% 11% 12% $3,404 $3,744 $4,084 

Assistant Wresmna Coach 8% 9% 10% $2,723 $3,063 $3,404 

Juliior Hlah Wrestlina Coach 6% 7% 8% $2,042 $2,382 $2,723 

Athletic Director 17% 18% 19% $5,786 $6,126 $6,467 

Bovs Athletic Manauer 13% 14% 15% $4,425 $4,765 $5,105 
Girls Athletic Manaaer 9% 10% 11% $3,063 $3,404 $3,744 

Head Cheerleader Advisor 5% 6% 7% $1,702 $2,042 $2.382 
Assistant Cheerleader Advisor 4% 5% 6% $1 361 $1,702 $2,042 
·Assistant Cheerleader Advisor-Junior 
Hlah 3% 4% 5% $1,021 $1,361 $1,702 
Elementarv Art 1% 2% 3% $340 $681 $1,021 

Hloh School Art 1% 2% 3% $340 $681 $1,021 
Future Homemakers Association 
IFCCLA\ 3% 4% 5% $1,021 $1,361 $1,702 

MarchlnQ Band Duties-Assistant Director 5% 6% 7% $1,702 $2,042 $2.382 

Marchina Band Duties-Directors 14% 15% 16% $4,765 $5,105 $5,446 
Pep Band 2% 3% 4% $681 $1,021 $1,361 

Band Flaa Cores. 10% 11% 12% $3,404 $3,744 $4.084 

ACcomolanst-Muslcal ... 2% 2% 2% . $681 $681 $681 

Staoe Band Director-Musical 2% 2% 2% $681 $681 $681 

School Musical Director 6% 6% 6% $2,042 $2,042 $2,042 

Business Manaaer-MUsical 3% 3% 3% $1,021 $1,021 $1,021 
School Musical Vocal Coach 2% 2% 2% $681 $661 $681 

Show Choir Director 2% 3% 4% $681 $1,021 $1,361 

D-Club Advisor 5% 6% 7% $1,702 $2,042 $2,382 
National Honor .Society 2% 3% 3% $681 $1,021 $1,021 

. 

Business Professional Association 7% 8% 9% $2,382 $2,723 $3,063 

Channel 13 Coordinator 6% 7% 8% $2,042 $2,382 $2,723 
Cofliputer Director & Computer 

5% 6% 7% $1,702 $2,042 $2,382 Maintenance 

School Newspaper Advisor 3% 4% 5% $1,021 $1,361 $1,702 

Delahi 6% 7% 8% $2,042 $2,382 $2,723 

Prom Coordinator 4% 4% 4% $1,361 $1,361 $1,361 
. 

Science Club 1% 2% 2% $340 $681 $681 

Science Fair and Proiects 1% 2% 2% $340 $681 $681 

Student Counc11 Advisor-Hiah School 2% 3% 4% $681 $1,021 $1 361 
. 

Student Council Advisor-Middle School 2% 3% 4% $681 $1,021 $1,361 
. 

French Club Advisor 1% 2% 2% $340 $681 $681 

Spanish Club Advisor 1% 2% 2% $340 $681 $681 

Soecial Education Coordinator 4% 4% 4% $1,361 $1,361 $1,361 



I Summer Driver's Education-Book Portion 4% 4% 5% $1,361 

2 or more-
0-Years 1-Year Yrs 0-Years 

Experience Experience Experience Experience 

Vocational Aariculture Adv.lsor 17% 18% 19% $5,786 

Freshman Class Advisor NIA NIA NIA $364 

So~homore Class Advisor 
~--

NIA NIA NIA $364 

Junior Class Advisor NIA NIA NIA $364 

Senior Class Advisor NIA NIA NIA $364 

-Reduced by 4% for each week of extended service above two weeks. 

Note: 

1. Pay Is 1 % less for non-certified personnel. 

2. Failure to adequately perform duties will result in payroll deduction at conclusion of school year. 

Student Supervision Pay Rate for Non-Supplemental Contract Holders: 

1. Approval required from administrat_or prior to activity. 

2. $104.98 per weekend contest-total maxlmum contests 5 per year (Saturday-Sunday) 

$62.97 per weekday evening contest-total maxinium contests 5 per year (Monday-Friday) 

3. Hourly Rate: Current tutoring rate-:$14.96 per hour-up to maximum 25 hours per year 

4. Saturday School Supervision Rate-$21.46 per hour 

The foUowJng princlpals will apply: 

$1,361 $1,702 

2 or more-
1-Year Yrs 

Experienc 
Experience e 

$6,126 $6,467 

$364 $364 

$364 $364 

$364 $364 

$364 $364 

1. To give extra pay for extra hours-the regular school day is prescribed in the "Policies, Rules, and Regulations". If the teacher is given class time 
off 

for extra·class responsibilities, extra pay should be prorated accordingly. 

2. To classlfy activities growing out of the regular school program ,(grading pa:per$, counseling with failures In regular cla·ss, homework activities, 
supervision of make-up work, participation In community activities, and Class advisors, PTO me_etings, detention supervision, Carnival, etc.) as 

part 

of the ass!.gned school load and are so construed by the State Department of Education. 

3. To give additional pay for added respo'nsibility cind the use of specialized. skill. 
4. To contain a prin_clple of flexlbility-01,ir extra-class pay schedule Is flexible enough for adjustment if, in the judgment of the Superintendent of 

Schools, · 

Principals, and the negotiation committe.e, the nature of the particular work warranls additional pay. 

5, Examples are: Scholastic Bowl, Math-Spelling Contests, God-Flag-Country, Conventions, etc. 



Exhibit T 
Supplemental Salary Schedule 2015-2016 

Base $34,290 
2 or more- 2 or more-

0-Years 1-Year Yrs 0-Years 1-Year Yrs 

Experience Experience Experience Experience Experience Experience 

Position 0/o of Base 0/o of Base o/o of Base Amount Amount Amount 

Head Baseball Coach 10% 11% 12% $3,429 $3,772 $4,115 
Assistant Baseball Coach 5% 6% 7% $1,715 $2,057 $2,400 
Summer Baseball-Head Coach 3% 4% 5% $1,029 $1,372 $1,715 

Head Bovs Basketball Coach 17% 18% Hlo/o $5,829 .$6,172 $6,515 
Assistant Varsltv Bovs Basketball Coach 10% 11% 12% $3,429 $3,772 $4,115 
Reserve Bovs Basketball Coach 10% 11% 12% $3,429 $3,772 $4,115 
Freshman Bovs Basketball Coach 6% 7% 8% $2,057 $2,400 $2,743 
Boys Basketball Conditioning-Head 
Coach 2% 3% 4% $686 $1,029 $1,372 

Head Girls Basketball Coach 17% 18% 19% $5,829 $6,172 $6,515 
Assistant Varsity Girls Basketball Coach 10% 11% 12% $3,429 $3,772 $4, 115 
Reserve Girls Basketball Coach 10% 11% 12% $3,429 $3,772 $4, 115 
Girls Basketball Condltfonlnq-Head Coach 2% 3% 4% $686 $1.029 $1 372 
Jr, Hloh Grade 7 Bovs Basketball Coach 6% 7% 8% $2,057 $2,400 $2,743 
Jr, Hiah Grade 8 Bovs Basketball Coach 6% 7% 8% $2,057 $2,400 $2,743 
Jr. Hioh Grade 7 Girls Basketball Coach 6% 7% 8% $2,057 $2,400 $2743 
Jr. Hlah Grade 8-GiHS-Basketball Coach 6% --- -7% 8% -$2,057 $2,400 $2,743 
Head Football Coach 17% 18% 19% $5,829 $6,172 $6,515 
Football Condltlonina-Head Coach 10% 11% 12% $3,429 $3,772 $4,115 
Assistant Varsitv Football Coach 10% 11% 12% $3,429 $3,772 $4,115 

Junior Hiah Football Coach 9% 10% 11% $3,086 $3,429 $3,772 

Assistant Junior H!Qh Football Coach 5% 6% 7% $1,715 $2,057 $2,400 
Junior Hiah Eouioment Coordinator 2% 3% 4% $686 $1,029 $1,372 
Golf Coach 6% 7% 8% $2.057 $2.400 $2,743 
-

Head Girls Softball Coach 10% 11% 12% $3,429 $3,772 $4,115 
Sum.mer Softball-Head-Coach 3% 4% 5% $1,029 $1,372 $1,715 
Assistant Softball Coach 5% 6% 7% $1,715 $2,057 $2,400 

Head Track CoaCh 10% 11% 12% $3,429 $3,772 $4, 115 
Assistant Track Coach 8% 9% 10% $2,743 $3086 $3429 
Junior Hlah Bovs Track Coach 5% 6% 7% $1,715 $2,057 $2,400 
Junior Hlah Girls Track Coach 5% 6% 7% $1,715 $2057 $2,400 

Cross Countrv Coach 6% 7% 8% $2,057 $2,400 $2,743 
Junior Hiah Ent.Jlpment Coordinator .2% 3% 4% $686 $1,029 $1,372 
Head Vollevball Coach 9% 10% 11% $3,086 $3,429 $3,772 

Reserve Girls Volleyball Coach 5% 6% 7% $1,715 $2 057 $2,400 

Junior Hlah Vollevball Coach 4% 6% 6% $1,372 $2 057 $2,057 



2 or more- 2 or more-
0-Years 1-Year Yrs 0-Years 1-Year Yrs 

Exoerience Exoerlence Experience Exoerlence Exoerlence Exoerience 

Head Girls Soccer Coach 9% 10% 11% $3,086 $3,429 $3,772 

Assistant Girls Soccer Coach 5% 6% 7% $1,715 $2.057 $2,400 

Head Wrestllna Coach 10% 11% 12% $3,429 $3,772 $4,115 

Assistant Wrestlina Coach 8% 9% 10% $2,743 $3,086 $3,429 

Junior Hiqh Wrestllnq Coach 6% 7% 8% $2,057 $2,400 $2,743 

Athletic Director 17% 18% 19% $5,829 $6,172 $6,515 

Bovs Athletic Manaqer 13% 14% 15% $4,458 $4,801 $5,144 

Girls AthleUc Manaoer 9% 10% 11% $3,086 $3,429 $3,772 

Head Cheerleader Advisor 5% 6% 7% $1,715 $2,057 $2,400 

Assistant Cheerleader Advisor 4% 5% 6% $1,372 $1,715 $2,057 
Assistant Cheerleader Advisor-Junior 
Hi ah 3% 4% 5% $1,029 $1,372 $1,715 

Elementarv Art 1% 2% 3% $343 $686 $1,029 

Hiah School Art 1% 2% 3% $343 $686 $1,029 
Future Homemak13rs Association 

5% $1,029 $1,715 IFCCLA\ 3% 4% $1,372 

Marchlna Band Duties-Assistant Director 5% 6% 7% $1,715 $2,057 $2,400 

Marchina Band Duties-Directors 14% 15% 16% $4,801 $5,144 $5,486 

Peo Band 2% 3% 4% $686 $1,029 $1,372 

Band Flag Coras. 10% 11% 12% $3,429 $3,772 $4, 115 

Accomolanst-MlisJcal 2% 2% 2% $686 $686 $686 

Staqe Band_Director-Muslcal 2% 2% 2% $686 $686 $686 

Schoo! Musical Dlrector 6% 6% 6% $2,057 $2,057 $2,057 

Business ManaQer-Musical 3% 3% 3% $1,029 $1,029 $1,029 

Schbol Musical Vocal Coach 2% 2% 2% $686 $686 $686 

Show Choir Director 2% 3% 4% $686 $1,029 $1,372 

D-Club Advisor 5% 6% 7% $1,715 $2,057 $2,400 

National Honor Sodetv 2% 3% 3% $686 $1,029 $1,029 

Business Professional Association 7% 8% 9% $2,400 $2,743 $3,086 

Chanoel 13 Coordina·tor 6% 7% 8% $2,057 $2,400 $2,743 
Computer Director & Computer 

6% 7% $1,715 $2,057 $2,400 Maintenance .5% 

School Newsoaoer Advisor 3% 4% 5% $1,029 $1,372 $1,715 

Delphi 6% 7% 8% $2,057 $2,400 $2,743 

Prom Coordinator 4% 4% 4% $1,372 $1,372 $1,372 

Science Club 1% 2% 2% $343 $686 $686 

Science Fair and Proiects 1% 2% 2% $343 $686 $686 

Student Council Advisor-Hlah School 2% 3% 4% $686 $1,029 $1,372 

Student Council Advisor-Middl8 School 2% 3% 4% $686 $1,029 $1,372 

French Club Advisor 1% 2% 2% $343 $686 $686 

Soanlsh Club Advisor 1% 2% 2% $343 $686 $686 

Soeclal Education Coordinator 4% 4% 4% $1,372 $1,372 $1,372 

Summer Driver's Education-Book Portion 4% 4% 5% $1,372 $1,372 $1,715 



2 or more-
0-Years 1-Year Yrs 0-Years 

Experience Experience Experience Expei-ience 

Vocational Aoriculture Advisor 17% 18% 19% $5,829 
Freshman Class Advisor N/A N/A N/A $367 
Sophomore Class Advisor NIA N/A N/A $367 
Junior Class Advisor NIA NIA NIA $367 
Senior Class Advisor N/A N/A N/A $367 

"Reduced by 4% for each week of extended service above tv10 weeks. 

Note: 
1. Pay Is 1% less for non-certified personnel. 

2. Failure to adequately perform duties Will result in payroll deduction at conclusion of school year. 

Student Supervision Pay Rate for Non-Supplemental Contract Holders: 

1. Approval required from administrator prior to activity. 

2. $105. 77 per weekend contest-total maximum contests 5 per year (Saturday-Sunday) 
$63.44 per weekday evening contest-total maximum contests 5 per year (Monday-Friday) 

3. Hourly Rate: _Current tutoring rate-$15.07 per hour-up to maximum 25 hours per year 

4. Saturday School Supervision Rate-$21.62 per hour 

The following principals wlll apply: 

2 or more-
1-Year Yrs 

Experience Experience 

$6,172 $6,515 
$367 $367 
$367 $367 
$367 $367 
$367 $367 

1. To give extra pay for extra hours-the regular school day Is prescribed in the "Policies, Rules, and Regulations". If the teacher is given class time 
off 

for extra-class.responsibilities, extra_ pay shou!P b_e pr9_r;:i!ted acco~dlngly. 

2. To classify activities growing out of the regular school program (grading papers, counseling with failures In regular class, homework activities, 
supeivision of make-up Work, participation In commu'nity a'ctivitles, and Class advisors, P,TO meetings, detention sl.ip'ervl~ion, Carriival, etc.) as 

part 

of the assigned school load and are so construed by the State Department of Education. 

3. To give add!Jlonal pay for added responslblllty and the use of specialized skill. 
4. To con~ain a principle of flexlbility-our extra-class pay schedule is flexible enough for adjug,tment if, ln the judgment of th_e Superintendent of 

Schools, 

Prlncipals1 and the negotiation committee, the nature of the particular work warrants additional pay. 

5. Examples are: Scholastic Bowl, Math-Spelling Contests, God-Flag-CoUntry, Conventions, etc. 



Allen Coontv Schools Health Plan Comoarison for 1/11.2014 

...... - -- ---N&Od___ MDHP Non-Network l Network HDBP 
N°""'Network 

Bcnc6tPericd CattndarYar Calend2rYca:r 
~__!.A@:e ------~- .. --=-=~ -- -- _7§_-:!'~~Binhdlllc ----~--26-R~Va!_~...:.,Q_~j#-----
~\l..hn>l""'U!e!JditJ~.o:ti!:ld.M~imv1,i_ _ ----- ,$3.Jl0.2...000 _______ ~- ··----- __ . __ , ____ _.__t_).,@P..&!'.19~--·-·-----
J,j-_ ~----- ______ _\('1imiJ«L__ 
4thQmmcrDeductib1e~-~---., -·--·· DOES'NOTA.PJ'LY DO_µ"'-'N~O,,T~AP,,_,P~L~Y=~=~,~--
-Benefit Period Dedw::tiblc-SinglefFamily $150 /St,SOO Sl,SDOlS3,000 S2.$001SS,OOIJ SS,000 I SJ0,000 

On a fami"ly.eouttaa. no one family mcmbi:f wiU·pay morc than • Entire family dCductibk: must be mctbdorc lla.y ticnefits·an:: puyab!C 

--·--- ·1--· .. ------~iaglceontrac.t. rorany~inthcfamily ----
'Coinsurance 15% : SO% '90% · 60"/o. 

(Anf()Wlt Plan pay: g/J£ Iidw:tib/~<;r Copay,. tmlm nottd) (Amount PIM prJys · efJsz..JRdllc.tibfe or Copr:ys. llllfts:r notd) 

Coinsuram:e Maximum - Singlei'Family Sl.SOOJSS,000 $2,SOO /SS;OOO S3.ooo-i$ 6,000 __ I ____ s4.500m:000--
0n a &mily contract, no one fomily ntembct will pay more-tbiln a Eatire bnuly coinwnncetnWmum-mustbe-metbc:forcany_benefits 

------·---··-------~· ___ single'~ · mp)ly!!blefor1111yindividu2TinlhcCamnyatl00% 

~~;!:::;~{Ded~~e+Coinsurance)- SJ,250J.S6~00 \ S4,0001ss,ooo ss;soo1sn,ooo i S9,soo1s19,000 

~veCan: 100%NodcduciibJC- I '0%a&rdeductibie 100%NodcdllCiibk j 60%aftcrdcducn'ble 
I ; 

l'teVmti:Ve:Care:~ whetn~:CiYediu. netWOd:-pnwidci",·:os OIUlliied by Reallh Care Rd'oml ce covered by bolh plars at: IOO'A. 
wilboul·haWJsttO mt:ictd!:idw:b'bles or coin:sunmce. A list or covemiserVices h avaibb1o lhmusd! Medical Mutual -of'.Ohio. 

SeM'ictswilla:C-payr7jllll.~-a>po;p111(ut~~-4illli~._.~~-~};_,,_::;:~·;:,~:~··:··0·- -:;·.?lt~::-;;~ :-'"' -.. --.~: .. I 
Offi~ Visit- PCP (Ulness/Iaju:IY} and Specialist I SlS_copa.y, then IUO%. 
Oul.sidc1b¢ Service-Aretll rnclodes most services performed~ lb:at:visit. 90%, nftet'do:!.w:tible 60%, aftl:rdi:duclible 

If a swgit:al pnx;t1tbin fr pteformtt/. in tire _physlr:lan's_ ojfla a 
_, ___ ,._ 

6()1'/ .. n!ta dcdllC\ible 

F
~_!CDpiJ)IWJll bt_ ~P.Jtt!br "!!._d!!f~_to tft~~ vi:;l':.,,Cf!.PE_Y· _ _ • 

~~c:_~~~-·S~ati~~LneWlnjwy) Includes m0st~~~nr!!°!nng~visit. ___ [ ~· ""'"°"""'" 
t.hgent~OfficeV1SU. S2Scopay;th'i;nlOO"AI. ~, "-dol··-b'- 1 60'' atterdcduc:tible 

tndudcsmostscrvicesperformcdduringlhat:visit. '"n .. ll=r _.,"' I '<>. 

Emct&=Yuse-of1111EmergencyRoom 9G%.alktdeduaib1e 
Non-i:---·useofa i:--ency Room SSS eopay, lhea 75%-:afradedUClible. ~-- ==-------

_,,,.,,... •• , ..... J' ......... !!' (SSS (;l)poyis waived ifmfmhted) 
90t-', nftcrdcducb"'blc 60%, afta dedactiblc 

l11P•tient:ud (ht111atleat_~iCDkv - :'[.-;:-._ · -;~;:-;-:::-.-,.:-;_, :·,:; ... _.,.: · ... ,~ .. ~~--:;:fc----:-;:.~;:::;.:-,f:::-·· 'l· 
Semi-Priwtc'Room-aud.BoMd E 15% SO% 90% 1 60% 
l>Utgnostic-Serviccs~.X-tays·~Tcsfu.1g) ___ . __ ..;... ____ J~1L_- ~ --·---- ·90-4_· -----!-- ~-- __ .. 
-~-------------·-- 7:5% :50Y..- 90% ' 6QOA-

·--· "'- .•.• - ' •• 75% 50%t 90% 60% 
-Adaltiou1St1'¥kft'·- ··="·"\'·-"-.;:._ '·--. ,,, •. , ... ,_1 · 

~ 7s%- _ --L-----···-·;!Q2'. --·---1-~ .. 
Oi.iropracdc-S'i:rvices (26:wisits: p::r-bca.dit period) Sil% ! ' 50%-

.,. .. , .. ~----· 
90% 

60% 
~-·-· -·--66% .. 

- """"'•bh~!ffeNot~moo""""""- I · 
_Onrabk:McdicalEQUipmc:nt 7:5%- , . .:50% __ 90%_. _ ! 6~--
RcmeHcal1hcm: ·- _ _ ____z,rr. j SO% 90%· 60"/o ____ _ 
Hospice 7:5% . :50% 90°/o , 60"/o 
MILSbl•HQldl._llH:l_h~'A.bue-o:Ftdiirill'M~_H 
lopatient.MGGl.lleakh-&.sU~~Al:Kiae~Serrices 
OtitDilfu:m..Me:ntatlie:ahh''&-Slibtumce-AbuseSetvices 

'P.rl1 

Bendibpaldl:iQScd,on~~bcnefits 

'· . .-, "'-·" 

Bc:nefitspaidbasedon~medkalbenefits. 

This suiMJary of.billefits U bttcmled lo-'bea hriif DUl/j_nt:.of rovbage. -1'1'."t:.contnld and/or ctrllfu:ate-wtll co-ntai11·.Jhc complete listing qf cow~ri:J servil;es. In. tM nent of aCMrflict betwun tire 
eorrtraa aJtd rhls"summtZI)'. the t~ qf dte con.tnra will prevail. 
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MDBP HDHP 
Baidil:t, "'"""" NOn-Network Network. .Non-Nttwwk 

PreruipdoR,Dnap; .'Medkil Mutua1·('¥iAExpres1 Scripts network) MedbfMntual.(Yia E:rp'ras: Scripts JRCWOrk) 

W:lodcs Smoki'ag CCSSlllion,. Weight.Los!> Medications, Copays apply artt:r·ceparate Wmdar _yur dedvcdb:le Copays appJY. after benefit period deduc:dble 
Oia1:1elic'Supplies-i.oChzcliilg Metcr:an4 Monilors which ·(SIOO/ptriouo 5200/two peopllli.$300 &mlly) lritS been ·md. ·w btell lllet. 
aie limifl:d to ouc·pcr bCDdit period. Excludes coverage 
for Infertility 11'.:dicmions.. Immunization AgentS. .Rd:ail-30 tlilys-sapply Retall-·Jlhlaystapply 
Biolagiat·Scr.i.;AllcrgyScrn,'Otal·~Wbich GC!:Qerii;; SJO ccpa.y G=tric.Bnmd: SlG~y 
:m:- covered for Medical N~tyoaly, Y ol!.imbe. F~ Brand: S:2S copay Foanulmy Brand: S25 copa,y 
l.cgcndflUcridc' drugs except fcr:orul. tlwiride Non--Forrnulaiy BQnd:: S4-0 copay .Non-Fonnulmy Bnlnd! S40 copay 
sup~fotcb'ildreothraugbage:S. 

Mail-O~er --'9-dllyssupply Mall Order-90 days•pply 
G::nem:_~O-copoy Gc:nerie:-_ $20 copay 

FomW)lliy Bnmd! S41h:opay. Fonnulmy Brand:.:$40 copay 

Non-1'om.ud3Jy Blmi:. S60 aipoy Nrua·.fommbr)'~ S60~ 

%0I4Molllhly Puml11m Ratts MDHP,Mtdlcal·& Rx·MoadlJy lbl.n BDHP Medk.al&Rx Monthly Rate 

SIDgle I Family Slag!• -----L-- F=lly ------------------·-
TOtiJRlllc SSS0.32- : Sl,43S.49 $Sl5;97 I 11,279.61 

_Boafd.Contribution $493.27 $1.122.71 $438.57 'Sl,087..66 

"'Employee. Coatribation 
l 

77.4" i 191.94 87.0S I lJS.77 

-

CD 
!ll 
;:::;: 
::; 

""O 
ru 
;:'! 

~ 
(il 

" g 
0 
" '< 

~ 
:!: 
m 
=i 
c: 



Vision Plan: Reference Only 
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EXHIBITW 
Dental Plan: Reference Only 

-
Benefit Period Calendar year 

Benefit Pet!od Oeductib!e $25 single I $50 family 

Maximum Benefit F'<iyabla per Covered Person per Benalil Period $2,500 

Dependent Age Limit The end ol U1e cahmdar year Qf the 25\h birthday 

It is Important that you understand how the Ctalms Administrator, Medical Mutual, calculates yOur re.spons!bilitles under 
this coverage. Please consult the "HOW CLAIMS ARE PAID" section for necessary information. 

Type of Service Maximums and Limltatlon6 
ln\Ual ond Periodic Oral EvaluaUon!> Two evaluations per Benefit Period 

Bilewlng x-rays Two sets per Benefit Period 

Full mouth I Panoramic x-rays One every 36 months 

Prophylaxrs Two per Beneni Period 

Topion! Fluoride Applicallons Ope per Benefit Period, regartJtess of age 

Denial Sealants' For Eligible Dependent children undet age 14 

Spai;;e Maintainers Available for al! Covered Persons, riigardle.ss of age 

Fixed Pattlal Dentures (Bridges) Once 6V$ty fiYe yearo pe1 unl1 

Once every five years 

Dentures (Comple!e 11nd P1Jrtial) 
Rel!n!ng and rebas1ng is C<:lvered ii done no less than slx months 11f1er 
inillal placernenl but no! more than once lri any 36·month period. 
One rl.iplacement of a lemporary denture ii a permanent dentme Js 
Installed within 12 months of the !ns1a!lment oflhe temporary denture. 

Dental sealants ar'il llrnlted to eligible teelh free rrom de Cay or testoratlons on the occiU$a\ surlace. 
1 ~~~~~~~~~~~~~~~ 



EXHIBITW 
Dental Plan: Reference Only 

DENTAL PAYMENT SCHEDULE 

Type of Service You Pay the Following 
Routine Prevent!ve Services 

lnltlal and periodic oral evaluallons 
bl!ewi11g x·my$ 
prophyla)[IS . 'apace maintainers 
laplcal Duotlde sppllca!!ons 0% of the Reasonable end Cuslomary Amounl 
emergency palliative !re;llmen\$ 

No Deduc11ble Is requ~ed for these servi~es. dental seelanls1 

full mou!h/panoramic )Mays 
diagnostic x-rays (except cephalometrlc x-rays) 
diagnostic ctisls/s!udy models 
pulp vJlality lests 
caries susceptibllily tesls 

Essential $erv!ces 
oonSu1tatlons/olher evaluations 
fillings 
endodontic services 
periodontal servii:es 
impa_ctlor1s 15% oflhe Reasonable and Customary Amount 
extrilc!lons 
repairs, relines &adjustments ofproslhe\Jcs 
general anesthes!11 
IV sedation 
hl1nor oral sl,lrgery 
lherapeul!c drug lnjeclioris/adminlstratlon 

Complex Services 
Implant servic&s 
Inlays 
on lays 20Y., Of the R.easom:1blc arid Customary Amount 

~"""' fixed partial den!Ures (bridges) 
dentures (qomplele ,& partial) . 

Orlhodoiillc -services and ceph11!cime1nc- x~fuys 40% of the Ree;sonab!e iind Cuslom·ary Alliot.mt .. . . 

-
ORTHODONTIC SERVICES 
Maximum benem payable p_er Co_vered Pmson 51.000perlilelime 

El!glbOily Available for all Cov~red Peroons, regardless of age. 

Oeducllble No Deduel!b!e Is requlred for Orthodonlic setvice_s and cepha!omelric: x-ray11. 

BENEFIT VERIFICATION 

Required {or any Course ofTrealmenl exceeding $200 or Involving major restoratl~ns. 

2 



DELPHOS CITY SCHOOLS 
GRIEVANCE PROCEDURE FORM 

EXHIBITX 

Aggrieved Person, Persons and/or Association--------------

Address _________________ Phone _______ _ 

School ______________ Principal _________ _ 

Date Grievance Occurred ____ Date of Formal Filing----------

Person or persons to whom grievance is directed -------------

_________________ Initiated on Step ______ _ 

STATEMENT OF GRIEVANCE: (Give the specific language of the Agreement that has 
been misinterpreted, violated or misapplied.) 

ACTION REQUESTED: 

Have you discussed this with your immediate supervisor? 

Yes --- ____ No 

Grlevant 



DELPHOS CITY SCHOOLS 
EVALUATION REPORT 

TEACHER EVALUATION OBJECTIVES 

EXHIBITY 

1. To establish a record of teacher performance to become a part of the teacher's 
personnel file. 

2. To facilitate better communication between principal and teacher. 

3. To improve teaching performance in a professional and dignified manner. 

4. To promote professional growth. 

NUMBER OF EVALUATIONS PER YEAR 

Evaluations are at the Principal's discretion or at the Teacher's request. It is suggested that 

each teacher be evaluated at least once per year unless the contract is to be renewed, then at 

least twice especially if the teacher is to receive a continuing contract. 

New teachers will be evaluated during the second nine weeks. If a teacher is having difficulty in 

the classroom a conference between the principal and the teacher will be held using page 4 of 

the evaluation sheet. Then a follow-up conference between the principal and the teacher with 

time for improvement to be decided by the principal and the teacher. The results of the 

following conference wi.11 be summarized on page 4 of the evaluation sheet. 



DELPHOS CITY SCHOOLS 
ACCUMULATIVE EVALUATION REPORT 

RATING SCALE: 1-0utstanding 
3 --Satisfactory, Favorable 
5-Unsatisfactory 

2--Above Average, Very Good 
4-- A Weakness 

PERSONAL QUALITIES 

-- General Appearance 

-- Adaptability/Flexibility 
-- adapts to unforeseen changes 

in routine 

-- Cooperation with Teachers and 
Administrators 

-- Dependability/Reliability 
-- follows guidelines and policies 

in faculty handbook 
-- gives adequate notice when 

going to be absent 

-- Punctuality 
-- on time for school 
-- starts class on time 
-- prompt in meeting schedules 

and duties 
-- completes records promptly 

-- Self-Control 

-- Tact 
saying the right thing at the 

right time 
-- being prudent in dealing with 

others 

-- Positive Attitude 

6-- No Basis for Rating 

1 2 3 

-- comments and actions are positive toward 
students, staff and system 

4 

EXHIBITY 

5 6 



PREPARATION FOR TEACHING 

-- Evidence of effective daily and long range 
lesson planning 

-- Supplies and materials ready 
in advance 

-- Provides for individual 
differences 

-- Maintains current interest in 
education 
-- takes refresher courses, uses 

professional days and 
professional materials 

1 

INSTRUCTIONAL SKILLS/TEACHING PERFORMANCE 

·· ·· · · "" Behavioral objectives defined 
clearly 

-- Lesson presented effectively/ 
objectives reached 

-- Used thbught-provoking questions (more than 
just factual answers required) 

-- Student response evident during 
the lesson 

-- Used audio-visual aids purposeful 

-- Sympathetic understanding of students evident 
(consideration of individual 
student needs) 

-- Uses a variety of techniques to help the 
students understand the lesson 

EXHIBITY 

2 3 4 5 6 



-- Assignments and tests are clear 
and constructive 

-- Class displays and bulletin boards reflect 
teacher planning and functional 

DISCIPLINE MANAGEMENT 

-- Professional relationship/rapport with 
students 

-- Behavior of students 

-- Attention to student health, safety and 
general welfare 

-- Housekeeping and general appearance 
of room 

-- Care of equipment and materials 

-- Evidence of good student work/study habits 
High standards of work encouraged/shoddy 
work unacc('lptable 

-- Evidence that students are learning self­
discipline, cooperation and respect for 
one another and for authority 

EXHIBITY 

1 2 3 4 5 6 



EXHIBITY 

DELPHOS CITY SCHOOLS 
ACCUMULATIVE ACTIVITIES OBSERVED TEACHER and/or PUPIL ACTIVITIES 

1. TYPE OF ACTIVITY OBSERVEDLENGTH OF OBSERVATION __ _ 

2. COMMENDABLE POINTS 

3. IMPROVABLE POINTS 

FOLLOW-UP CONFERENCE 

TEACHER COMMENTS (limited to one page) 

Signature of Observer/Principal 

FINAL RATING 1 -- Outstanding 
2 --Above Average 
3 -- Satisfactory 
4--Weak 
5 -- Unsatisfactory 

Signature of Teacher 
(The signature does not necessarily mean 
agreement, only that a conference has been 
held.) 



Delphos City Schools 
Tuition Reimbursement Plan Application 

2011-2012 School Year 

Application Deadlines 

EXHIBIT Z 

Application shall be submitted to the superintendent's office prior to the first day of classes 
of the semester or quarter for which the teacher is applying for reimbursement. 

2. College or University 
you Plan to Attend 
(include address) _____________________ _ 

Semester 
3. Number of Hours You Plan to Take ---

(check one) 

Quarter 

4. Purpose of Applying for Tuition Reimbursement (check all that apply) 

Re-certification 

Upgrade teaching skills to meet school goals 

Obtain certification to teach a course 
requested by the administration 

Other (explain) 

5. Anticipated Hourly Cost of 
Courses Referenced on This 
Application $ _____ per hour 

6. Signature of Applicant 

Date of Application 



Note: The Board shall allocate a maximum of $10,000 for the July 1 to June 30 
allocation period, and to each successive twelve (12) month period. 

Reimbursement shall not exceed 50% of the tuition cost, not to exceed 
$120.00 per approved semester hour, or $90.00 per approved quarter hour­
reimbursement shall not exceed the actual cost of tuition. 

Payment shall be made upon submission to the Superintendent of an 
official grade card verifying successful completion of the course or courses, 
and an official receipt or other documentation acceptable to the Superintendent 
verifying payment. 

(For Office Use Only\ 

I. Number of Hours Applied For __ _ 

Semester --- Quarter __ _ 

2. Anticipated Reimbursement to Applicant 
based on application #3 and #5 

(Note: Official receipt will determine actual payment) 

3. Approved __ _ 

Disapproved ___ _ 

Superintendent's Signature ____________________ _ 

Date ___________________ _ 




