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ARTICLE I - RECOGNITION 

The Spencerville Local School District Board of Education (the "Board") recognizes the 
Spencerville Education Association, OEAINEA (the "Union"), as the sole and exclusive 
representative, for pwposes for and as defined in Chapter 4117 of the Ohio Revised Code, for all 
professional, certificated personnel, both full-time and regular part-time, whether actively 
employed or on leave of absence or on reduction in force suspension with recall rights, including 
by way of illustration classroom teachers, guidance counselors, librarians, media specialists, 
substitutes after they have taught in one specific teaching position for sixty (60) consecutive 
school days in a school year, and department heads. Specifically excluded from the bargaining 
unit are the Superintendent, Assistant Superintendents, Principals, Assistant Principals, non­
certificated employees, other substitutes, tutors, confidential employees, management-level 
employees and supervisors. Tutors will not be used for work other than the tutoring for which 
they are employed. Employees in the bargaining unit shall be referred to generally as ''teachers" 
in this Agreement unless otherwise provided. 

A. DEFINITIONS 

1. Association means the Spencerville Education Association and its affiliated 
organization which is the exclusive bargaining agent for the bargaining unit. 

2. Board means the Board of Education of the School District of Spencerville Local that 
is a party to this agreement. 

3. Day means calendar day except when otherwise indicated in this agreement. 

4. District means the employer known as the Spencerville Local School District Board 
of Education. 

5. Employer means the same as District. 

6. Employee means a person who is a member of the bargaining unit as defined in 
Article I of this Agreement. 

7. Immediate Supervisor means the supervisor to whom the employee (teacher) directly 
reports. 

8. NBA means the National Education Association. 

9. OEA means the Ohio Education Association. 

10. SEA means the Spencerville Education Association. The same as union is a member 
of the bargaining unit. 

11. Teacher means the same as Employee. i.e., a member of the bargaining unit. 
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12. Union means the same as Association. 

13. Unless indicated otherwise in this Agreement, part time means an employee who is 
employed for less than the regular school day or school week and is not a substitute. 

ARTICLE II - NEGOTIATION PROCEDURE 

A. DIRECTING REQUESTS 

Requests in writing for negotiation meetings from the Union will be made directly to the 
Superintendent or his designee. Requests from the Board will be made in writing to the 
President of the Union. Requests for negotiation meetings shall be submitted between 60 and 90 
days prior to the expiration of the contract term. 

B. NEGOTIATION MEETINGS 

The first bargaining session shall be held at a mutually agreed to time and date within thirty (30) 
days of the request. All items proposed by the parties shall be written and submitted to the 
representative(s) of both teams at the first meeting. No additional items shall be submitted by 
either party following the first meeting, unless mutually agreed by the parties. Additional ground 
rules, if any, will be established at the first meeting. Bargaining sessions shall not be scheduled 
during the regular teacher workday. As used in this Article; the terms "Board" and "Union" shall 
be construed to include their respective representatives. Time and dates as used in this Article 
may be changed by mutual agreement. 

C. REPRESENTATION 

Neither party in any negotiations shall have any control over the selection of the negotiating or 
bargaining representatives of the other party. Representatives of the Board and -of the Union 
shall meet at mutually agreed times to bargain in good faith. While no final agreement shall be 
executed without ratification by the Union and approval of the Board, the parties mutually 
pledge that their representatives will be clothed with all necessary power and authority to make 
proposals, consider proposals, and make concessions in the course of negotiations. There shall 
be two (2) signed copies of any final agreement. One (1) copy shall be retained by the Board and 
one (1) by the Union. The Board shall make copies of school district policies available in each 
building office and/or library. 

D. INFORMATION 

Upon reasonable written request, each party shall provide the other, within a reasonable time, 
with information and data which is available to that organization, its affiliates and its 
representatives and which reasonably would assist the requesting party in formulating proposals 
and counterproposals or in assessing the other party's proposals and counterproposals. This 
obligation does not require the production of information protected by federal and state privacy 
laws or student records laws. 
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E. WHILE NEGOTIATIONS ARE IN PROGRESS 

1. Caucus - The Chairman of either group may recess his group for independent caucus 
of reasonable duration at any time. 

2. Protocol - No action to coerce or censor or penalize any negotiation participant shall 
be made or implied by any other member as a result of participation in the negotiation 
process. 

3. Item Agreement-As negotiation items receive tentative agreement, they shall be 
reduced to writing, dated and initialed by each party. 

4. Schedule of Meetings - Until all negotiation meetings are completed, each meeting 
shall include a decision on an agreed time and place for the next subsequent meeting. 

F. AGREEMENT 

When and if a successor agreement is reached by the representatives of the parties, it shall be 
reduced to writing and submitted to the Union for ratification and to the Board for approval. 

G. DISAGREEMENT 

In the event the parties are unable to reach agreement, at any time prior to 45 days before the 
expiration date of this Agreement, either may call for mediation. The Mediator may be selected 
by agreement. If agreement on selection of a Mediator is not reached within five (5) calendar 
days after the call for mediation, a joint letter shall be written by the parties to this agreement and 
sent to the Federal Mediation and Conciliation Service (FMCS) requesting the appointment of a 
Mediator. Both parties shall share equally in the costs of the Mediator, The Mediator shall have 
the right to hold meetings with the negotiating parties in seeking to affect a resolution to the 
disagreement(s) in accordance with the rules and regulations of the FMCS. In the event the 
members of the negotiation committees are unable to reach agreement within ten (10) days of the 
expiration of the existing Agreement, then the Union shall have the right to proceed in 
accordance with Section 4117.14(0)(2), of the Ohio Revised Code, which states: 

"Public employees other than those listed in division (D) (1) of 4117.14 have the right to 
strike under Chapter 4117 of the Revised Code provided that the employee organization 
representing the employees has given a ten (10) day prior written notice of an intent to 
strike to the public employer and the (SERB); however the (SERB) at its discretion, may 
attempt mediation at any time." 

and Section 4117.lS(C) of the Ohio Revised Code, which states: 

"No public employee shall strike during the term or extended term of a collective 
bargaining agreement or during the pendency of the settlement procedures set forth in 
Section 4117 .14 of the Revised Code." 
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H. DEFINITIONS 

The duty to bargain is the mutual obligation of the parties through representatives to negotiate in 
good faith at reasonable times and places with respect to wages, hours, terms and other 
conditions of employment and the continuation, modification, or deletion of an existing 
provision of a collective bargaining agreement, with the intention of reaching an agreement, or to 
resolve questions arising under the agreement. The obligation to bargain does not mean that 
either party is compelled to agree to a proposal or does it require the making of a concession. 

1. The parties have established the procedures set forth in this Article as their mutually 
agreed upon negotiations dispute resolution procedure. 

ARTICLE III - MANAGEMENT RIGHTS 

A. Except as specifically abridged, delegated, granted or modified by a specific and 
express term of this Agreement, the Board hereby retains arid reserves to itself, the 
Superintendent, and other administrators all powers, rights, authority, duties and 
responsibilities conferred upon and vested in it and/or the Superintendent by the laws and 
the Constitution of the State of Ohio, and of the United States, including by way of 
illustration the Board's right to: determine matters of inherent managerial policy which 
include, by way of illustration, 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; direct, supervise, evaluate, and hire teachers; maintain and 
improve the efficiency and effectiveness of school operations; determine the work hours 
and the overall methods, processes, means, and personnel by which school operations are 
to be conducted; suspend, discipline, demote or terminate teachers for just cause; lay off, 
transfer, assign, schedule, promote, non-renew 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; and the administration's right to direct, assign, supervise, evaluate, 
schedule, and transfer teachers. 

B. The Board shall give the Union written notice and an opportunity to bargain before: 

1. Implementing a salary for any new supplemental position or for a supplemental 
position which results from the Board's combining of supplemental positions; or 

2. Increasing the routine length of the regular on-duty teacher work day. The exercise 
of any other management right requires neither prior negotiation with nor agreement 
of the Union. 

C. The Union acknowledges that during the negotiations leading to the execution of this 
Agreement, it had a full opportunity to submit all items appropriate to collective 
bargaining and that, except as expressly provided in this Article, it waives its right to 
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initiate bargaining or to submit any additional item for negotiations during the term of 
this Agreement. 

ARTICLE IV -ASSOCIATION RIGHTS 

A. The Union shall have the right to make reasonable use of school office bulletin boards to 
post informational notices and may make use of school district intra-school mail. Before 
posting a notice on a school bulletin board, the Union shall for communication purposes 
inform the building principal. 

B. Authorized representatives of the Union may transact Union business on school property. 
The transaction of such Union business may occur during a teacher's duty-free lunch 
period, but otherwise shall not interfere with the regular teacher workday or with other 
school activities. Upon advance written request and permission of the appropriate 
administrator, the Union may use school district buildings for meetings outside the 
regular teacher workday. The appropriate administrator shall not unreasonably withhold 
permission for the Union to use school district buildings. 

C. Each fall the Board shall provide the Union president with the staff directory at no cost to 
the Union. 

D. The Superintendent shall make available to the Union President, on the second day before 
each regular Board of Education meeting, a copy of the agenda for that meeting. 

E. Provided the Union gives advance notice to the appropriate administrator, a Union 
representative shall be given reasonable time for announcements and discussion of Union 
activity at faculty meetings. 

ARTICLE V - SEVERABILITY 

Consistent with Chapter 411 7 of the Ohio Revised Code, this Agreement governs the wages, 
hours, terms and conditions of employment of teachers and terms of this Agreement prevail over 
any state statute to the contrary. If any specific provision of this Agreement is invalidated by 
court ruling or subsequent change in the law, the parties shall, upon timely written request of the 
other, negotiate in good faith regarding any necessary change in this Agreement. 

ARTICLE VI - GRIEVANCE PROCEDURE 

A grievance is a claim by the Union or by one or more teachers that there has been a violation, 
misinterpretation or misapplication of a provision of the Agreement. 

Aggrieved person shall mean any person(s) in the bargaining unit making the complaint or the 
Union. In the event more than one person files the same complaint, each shall sign the 
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grievance. Such person or group may be represented by a representative of the Union' s choosing 
at any formal level of this procedure. 

Bargaining Unit shall mean teachers as defined in Article I of this contract. 

The time limits contained in this Article shall serve as a maximum. Failure to file a grievance or 
failure to process a grievance to the next step of the procedure in accordance with the time limits 
contained herein shall result result in a waiver of the grievance. Failure of school officials to 
respond to a grievance in accordance with the time limits contained herein shall entitle the 
grievant to advance to the next step in the procedure. If a grievant or school official is unable to 
comply with a time limit of the procedure by reason of personal or family illness or absence from 
the District due to vacation or professional leave, the appeal period shall be extended to 
accommodate such absence. 

Days in this Article means regular teacher work days during the regular school year and 
weekdays except for holidays during the summer. 

A. PURPOSE OF GRIEVANCE PROCEDURE 

The purpose of this procedure is to secure, at the lowest possible administrative level, in the 
quickest possible time, equitable solutions to grievances of all members in the bargaining unit. 
Both parties agree that these proceedings shall be kept as informal and confidential as may be 
appropriate at any level of the procedure. 

B. INFORMAL PROCEDURE 

1. Level One 

A person with a grievance shall first discuss it with his principal, within ten (10) days 
of the date of the incident giving rise to the grievance, with the objective ofresolving 
the matter informally. 

C. FORMAL GRIEVANCE PROCEDURE 

1. Level Two 

If the aggrieved person is not satisfied with the outcome of the informal procedure, he 
may present his claim within ten (10) days of the incident giving rise to the grievance 
as a formal grievance in writing to his principal and to his SEA - PR&R Committee 
chairman. (See Form Appendix C) 

The principal shall within three (3) days after receipt of the written grievance, render 
his/her decision and the reasons therefore in writing to the aggrieved person with a 
copy to the Chairman of the SEA - PR&R Committee and to the Superintendent. 
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2. Level Three 

If the aggrieved person is not satisfied with the disposition of his/her grievance at 
Level Two, he/she may file his/her written grievance with the SEA-PR&R Committee 
and the Superintendent or his/her authorized representative (hereafter 
"Superintendent") with a copy to the principal within five (5) days. The 
Superintendent shall, within five (5) days after receipt of the written grievance, meet 
with the aggrieved person, representatives of the SEA-PR&R committee, and all 
parties involved, for the purpose of resolving the grievance. The Superintendent 
shall, within five (5) days after this meeting, render his/her decision and the reasons 
therefore, in writing to the aggrieved person with copies to the SEA-PR&R 
Committee chairperson and the principal. 

3. Level Four 

If the aggrieved person is not satisfied with the disposition of his/her grievance at 
Level Three, he/she may, within five (5) days, request in writing that the chairperson 
of the SEA-PR&R Committee submit his/her grievance to binding arbitration by an 
outside arbitrator in accordance with the Rules of the American Arbitration 
Association. The SEA-PR&R Committee shall, within five (5) days after receipt, 
review the grievance and the answer and, if it desires, advise the Superintendent in 
writing of its desire to proceed to arbitration. 

Within five (5) days after receipt by the Superintendent of the request for arbitration~ 
representatives of the Board and the Union shall meet to select an arbitrator. If they 
are unable to agree on an arbitrator, the parties shall jointly petition the American 
Arbitration Association for a list of seven (7) names from which the Arbitrator shall 
be selected by the alternate strike method. Within five (5) days after the list arrives, 
an arbitrator must be selected or a second list requested. Either party shall be entitled 
to request a second list. No additional lists may be requested unless by mutual 
consent. 

Once the Arbitrator has been selected, he/she shall conduct a hearing on the grievance 
in accordance with the rules and regulations of the American Arbitration Association. 
The Arbitrator shall have authority to eonsider only a single grievance or several 
grievances involving a common question of interpretation or application. 

The A!bitrator shall hold the necessary hearing promptly and issue the decision 
within thirty (30) days or such time as may be agreed upon. 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 Union and the 
grievant(s). 

The arbitrator shall not have the authority to add to, subtract from, modify, change or 
alter any of the provisions of this collective bargaining contract, nor add to, detract 
from or modify the language therein in arriving at a determination of any issue 
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presented that is properly 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 arbitrator shall in no way interfere with management prerogatives involving 
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 oflaw. 

Costs for services of the arbitrator, including per diem expenses, if any, and necessary 
travel and subsistence expenses, shall be borne entirely (100%) by the losing party. 

D. SCOPE OF GRIEVANCE APPLICATION 

This grievance procedure governs all members of the bargaining unit of the school district. 

E. PROFESSIONAL RIGHTS PROVISION 

No reprisals of any kind will be taken by either party against any party in interest, any school 
representative, any member of the SEA, or any other participant in the grievance procedure by 
reason of such participation. 

F. MISCELLANEOUS GRIEVANCE PROCEDURE 

1. So that the grievance can be processed as rapidly as possible, time limits at each level 
should be considered as a maximum and every effort should be made to expedite the 
process. Time limits may be extended by mutual consent. 

2. The parties shall attempt to expedite the processing of a grievance in order to resolve 
the grievance before the end of a school year. 

3. If the SEA-PR&R Committee decides at any level of the grievance procedure that a 
grievance is without merit or that an equitable answer has been given to the aggrieved 
person, it may withdraw the grievance. 

4. Every effort will be made to avoid interruption of classroom activities unless the 
school administration so authorizes, and to avoid the involvement of students in all 
phases of the grievance procedure. 

G. EXCLUSNITY OF THE GRIEVANCE PROCEDURE 

The procedures contained in this Article constitute the sole and exclusive method of considering 
the redressing of grievances arising during the life of this Agreement and any extensions thereof. 
It is expressly understood and agreed that neither the Union nor any teacher shall engage in 
actions which are not expressly provided for in the grievance 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. It is further 

8 



understood and agreed that a decision at any level of the grievance procedure that is mutually 
acceptable to the Union and the Board's representative shall be final and binding upon the 
grievant, the Union, the administration and the Board. It is further understood that the parties 
individually and collectively agree that there will be no interruption or cessation of work in 
connection with a dispute arising under this Agreement. 

ARTICLE VII - LEAVES OF ABSENCE 

A. SICK LEA VE 

1. Each teacher shall be entitled, for each completed month of service, to sick leave of 
1-1/4 days with pay, accumulating to fifteen (15) days for each twelve (12) months 
under contract. A maximum of ten (10) days of sick leave which has not yet actually 
been earned shall be advanced in each school year to all new teachers and to returning 
teachers who have exhausted all the sick leave they have earned. The Treasurer shall 
automatically advance such days as required for the absence of a teacher which 
qualifies as sick leave. Such advanced days are to be earned through service during 
the same school year or deducted from the teacher's final paycheck. 

2 . Sick leave may be accumulated up to a total of two hundred (200) days for retirement 
purposes and two hundred-fifteen (215) days for reasons set forth in paragraph 3 of 
this section. 

3. Sick leave, upon approval of the appropriate administrator, may be used for: 
a. Personal illness or injury. 
b. Exposure to contagious disease which could be communicable to other 

employees. 
c. Illness, injury, or death in the teacher's "immediate family." "hnmediate family'' 

is defined as: 
(1) the teacher's spouse, children, parents, brother, sister, or anyone who has 

virtually held the position of parent or child, in the case of illness or injury; 
and 

(2) the above-listed persons and the teacher's grandparents, grandchildren, aunts, 
uncles, in-laws bearing any of these same relationships, and any other person 
who is a permanent resident of the teacher's household, in the case of death. 

d. The teacher's pregnancy. 

4. In the event of a death in the immediate family, an employee may use up to a 
maximum of five (5) days of sick leave, only when the absence from duty is required 
because of personal responsibilities or personal bereavement. The Superintendent 
may extend the number of sick leave days available for death in the immediate family 
upon satisfactory evidence of justifying circumstances. 

The Superintendent may allow the utilization of sick leave for bereavement for non­
immediate family on a case-by-case basis. 
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5. All absence which qualifies for sick leave will be deducted from sick leave. Sick 
leave and personal leave are not interchangeable. 

6. A teacher must notify his/her principal or designee of any absences by at least one (1) 
hour before the teacher work day begins on the day of absence so that appropriate 
arrangements can be made to secure a substitute. Adequate lesson plans from the 
teacher must be available to the substitute. 

7. The teacher must submit sick leave absence through Kiosk immediately upon his or 
her return to work after the absence, justifying the use of sick leave. If medical 
attention was required, the teacher must list the name and address of the attending 
physician and the dates when he was consulted. 

8. Falsification of the sick leave statement or dishonesty in the use of sick leave is 
grounds for suspension or termination of employment. 

B. SICK LEA VE BANK 

1. When in the judgment of a teacher's physician, the teacher will exhaust all of his/her 
accumulated sick leave for the remainder of the school year due to catastrophic illness 
or injury of the teacher and additional days are still needed, then he/she may request 
that additional days be transferred from the other teachers' accumulated sick leave on 
a volwitary basis. The Treasurer of the Board shall establish a procedure for the 
transfer. Similarly, if a teacher has a spouse, parent, or child who is suffering from a 
catastrophic illness or injury and the teacher is needed to care for the spouse, child, or 
parent, then the teacher may request to participate in the sick leave bank program. 

These additional limitations will apply to this paragraph: 
a. the receiving teacher must have been employed for at least five (5) consecutive 

years by the Board under regular contract; 
b. donations from a teacher must be for one (1) whole day only; 
c. it cannot be used if the teacher has applied for disability retirement; 
d. no more days can be given than needed by the teacher to serve out the regular 

school year; 
e. the teacher must exhaust his/her own sick leave first; 
f. the teacher who is using donated sick leave will not earn additional sick leave 

while receiving the donated leave days. 

C. MATERNITY LEA VE 

1. A teacher may use her accumulated sick leave for pregnancy related or childbirth 
related disability. A teacher may use accumulated sick leave for absence of up to six 
(6) calendar weeks for adoption of a pre-school child, beginning on the day the 
adoptive parent(s) receives the child. If both parents are on staff, they may elect to 
take such leave (but not concurrently) for intervals which when combined shall not 
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exceed six (6) calendar weeks in length. Advance notice of a minimum of four (4) 
weeks shall be given to the Board where possible. 

2. If a teacher has insufficient sick leave to cover the periods of time specified in 
paragraph (1) above, the Board, upon the teacher's written request supported by a 
doctor's statement, shall grant an unpaid leave of absence for the remainder of the 
teacher's disability. 

3. A teacher returning from maternity leave shall be placed in her prior position, if 
feasible, or in a comparable position for which she holds certification. 

4. A teacher on maternity leave under this Article shall have no break in district service 
and shall remain on payroll records so that she may purchase at her own expense any 
group insurance benefits available to bargaining unit teachers. 

D. CHILD CARE LEAVE 

1. A teacher who has completed three (3) or more continuous school years of service in 
the District, upon written request, shall be granted a leave of absence without pay to 
care for the teacher's newborn infant or adopted child who is less than one (1) year 
old when received by the adoptive parent(s). The written request must be submitted 
at least three (3) weeks before the beginning of the child care leave except where the 
adoption placement is unanticipated as early as three (3) weeks. The notice shall state 
the date of birth or adoption, age of adoptive child, and beginning and ending dates of 
the leave. Such leave may not exceed two (2) semesters and shall end to coincide 
with the beginning or end ofa semester. Such written requests may only be rejected 
if the Board after a reasonable effort is unable to find a replacement deemed suitable 
by the Superintendent based upon certification, experience, references, and other 
educational reasons that are not arbitrary or capricious. 

2. For purposes of seniority, a teacher on a leave of absence shall not advance in 
seniority but said teacher's continuity of service shall not be disrupted. A teacher 
shall not be given experience credit on the salary schedule for the period of such 
leave. Each certificated employee on leave of absence shall declare in writing to the 
Superintendent by April 15 or November 15 immediately prior to the expiration of 
such leave as to his or her intention of returning to service. Failure of the certificated 
employee to supply a statement of intent by such date shall be deemed a resignation 
of his/her contract of employment. 

3. A teacher on leave of absence shall be permitted to purchase, at no cost to the Board 
of Education, insurance benefits that are provided by the Board of Education to other 
teachers. A teacher on leave of absence shall reimburse the Board of Education for 
any contribution the employer is required to make to STRS on behalf of such teacher 
for the term of such leave if such teacher opts to contribute the STRS for the period of 
such leave. 
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4. A teacher returning from a leave of absence shall be restored to a teaching position 
for which such teacher is certificated. 

5. If the Ohio General Assembly enacts legislation mandating childcare leave, this entire 
provision on childcare leave shall be a subject in the next negotiations. 

E. PROFESSIONAL LEA VE 

1. Request for Leave 

a. Teachers may attend approved professional meetings, conferences, or visitations 
which provide the opportunity to advance professionally. No more than three (3) 
professional leave days will be approved per year for a teacher. 

b. Teachers who attend such meetings or conferences 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. 

c. Request for professional leave shall be submitted through Kiosk. Requests shall 
be initiated at least thirty (30) working days prior to the request leave. After 
consideration, the principal will forward the request to the Superintendent who 
may approve or deny the request. 

d. Exception to the thirty (30) day advance notice may be allowed if the staff 
member can demonstrate that he did not receive adequate advance notice. 

e. Leave request submissions through Kiosk must be detailed and be complete. 
Incomplete submissions will be promptly declined and will not be considered 
until they are completed and resubmitted. 

f. Attendance at competitive athletic events or attendance at coaching clinics in 
conjunction with attendance at athletic events will not be approved as professional 
leave. 

2. Reimbursement Requests - Reimbursement will be paid for the actual, necessary and 
reasonable expenses of: 

a. Commercial carrier fare, as supported by receipts, or mileage for use of personal 
vehicle based on the IRS Standard rates of January 1 of each calendar year. 

b. Overnight travel meals and lodging as supported by receipts, up to the limit 
annually adopted by the Board. 
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c. Miscellaneous expenses such as tour and ferry fares, bridge, highway and twmel 
tolls, telephone calls, conference registration and the expense necessary to the 
conduct of official school district business, as supported by receipts. 

Reimbursement forms must be submitted to the Superintendent within thirty (30) 
days following the leave with a typed report attached giving an evaluation of the 
meeting or visitation. 

3. Two (2) professional leave days shall be granted per school year for each of two 
teachers attending state level assemblies of the OEA, provided that the Union pays 
the cost of substitute teachers on those days and for out-of-pocket expenses of the 
teachers. Requests for professional leave under this paragraph shall be subject to the 
procedures and deadlines of paragraph (I) above. 

F. PERSONAL LEA VE 

1. The Superintendent will grant each teacher personal leave not to exceed a total of 
three (3) days not covered by sick leave. Such personal leave days may be used 
consecutively. Personal leave may not be taken on the day before or the day after a 
holiday or for the purpose of extending the vacation period, unless approved by the 
Superintendent. No personal leave may be requested or taken after May 10 of the 
school year unless it is for a legitimate reason (such as a graduation) approved in 
advance by the Superintendent. The Superintendent's decision shall not be arbitrary 
nor capricious. If personal leave is denied for May 10 through the end of the school 
year, the Superintendent shall put reasons in writing for denial. 

2. All absences for personal leave must be requested through Kiosk. Where possible, 
the request for personal leave must be submitted at least five (5) days prior to any 
intended absence (requests for leave without pay excepted). Absences for personal 
leave shall not exceed three (3) days in a school year and are non-accumulative. 

3. Three (3) days of personal leave may be used at the discretion of the teacher upon 
application and approval by the Superintendent. The following statement must 
appear on the personal leave request submissions when applying for these dates: 
"This leave has been taken in accordance with established policy and will not be ll;Sed 
for any unlawful purpose, or to seek other gainful employment." 

4. Falsification of the personal leave request submission or dishonesty in the use of 
personal leave is grounds for suspension or termination of employment. 

5. A teacher taking a dock day because they have exhausted other appropriate leave 
options, shall be responsible for paying the cost of all benefits for that day missed. 
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Arrangements for this reimbursement to the district will be made through the 
treasurer's office. 

6. If a teacher qualifies for time off of work under the FMLA military leave provisions 
and has insufficient personal leave to allow such time off of work to be paid, the 
teacher may request that the Superintendent grant the teacher additional paid personal 

days to cover some or all of the absence. All such personal days that are granted to 
the teacher by the Superintendent shall be deducted from the teacher's accrued sick 
leave. 

7. Teachers are eligible to receive a 1 % bonus payment every year that they do not use 
any personal leave days. The bonus payment shall be equal to the greater of $250 or 
1 % of the individual teacher' s base salary during the year that the personal days are 
not used by the teacher. The bonus payments shall be issued on or before June 30. 
Teachers who use only one (1) day of personal leave in a year will be eligible to 
receive a bonus equal to the greater of$187.50 or 0.75% of the individual teacher's 
base salary during the year that only one (1) personal day is used by the teacher. This 
bonus payment shall be in a separate check. 

G. ASSAULT LEAVE 

1. "Assault" means the causing of or attempt to cause physical harm to a teacher by any 

person when the teacher charges such person with an offense prohibited by Title 
Twenty-Nine (29) of the Ohio Revised Code. 

2 . Pursuant to and in accordance with Section 3 319 .14 3 of the Ohio Revised Code, 
assault leave shall be granted to· a teacher who: (1) is unable to work and, therefore, is 

absent from his/her assigned duties because of physical injury resulting from an 
assault and battery which is clearly unprovoked, and (2) files criminal charges against 
his/her assailant as soon as he or she is physically able. Assault leave shall not be 
charged against sick leave earned under Section 3 319 .141 of the Ohio Revised Code. 
The teacher shall be granted the aforementioned assault leave and shall be maintained 
on full pay status during such absence, up to a maximum of thirty (30) working days. 

3. A teacher shall be granted assault leave according to the following rules: 

a. The incident resulting in the absence of the teacher must have occurred during the 

course of employment with the Board while on the Board premises or at a Board 
approved or sponsored activity/event or in the course of transporting pupils or 

material to or from said premises, activity or event; provided, however, that a 
teacher may also qualify in the case of an off-premises assault by clearly 
establishing that the assault had a direct and immediate connection with an 
occurrence in the teacher's performance of his or her job duties. 
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b. Upon notice to the principal or Superintendent that an assault upon a teacher has 
been committed, a teacher having information relating to such assault shall, as · 
soon as possible, prepare a written statement embracing all facts within the 
teacher's knowledge regarding said assault, sign said statement, and present it to 
the building principal or Superintendent. 

c. To qualify for assault leave the teacher shall furnish a certificate from a medical 
doctor, stating the nature of the disability and its likely duration, ifrequested by 
the Superintendent. The Superintendent may require a medical doctor's statement 
justifying the continuation of the leave. The Board may require an exam by a 
physician of its choice, at Board expense. 

d. A teacher shall not qualify for payment of assault leave until the Assault Leave 
Form and any requested physician' s statement have been submitted to the 
Superintendent. 

e. Teachers shall not be permitted to accrue assault leave. 

£ Payment for assault leave shall be at the assaulted teacher's rate of pay in effect at 
the time of the assault. 

g. Payment under this Article shall constitute the teacher's entire compensation from 
the Board during the period of physical disability and shall be in lieu of any 
payments under Chapter 4123 (Worker's Compensation) of the Ohio Revised 
Code, except to the extent the assault disability exceeds the days allowable under 
paragraph (2) above. 

H. FAMILY AND MEDICAL LEAVE 

An employee who has worked ~or the District for at least 12 months is eligible for 12 work 
weeks ofFMLA leave during a 12-month period provided the employee worked at least 1250 
hours in the 12 months preceding the beginning of the leave. An employee may be eligible for 
26 work weeks ofFMLA leave during a 12-month period to care for a covered service member 
with a serious injury or illness. 

1. Types of Leave 

An eligible employee may take FMLA leave for the following purposes: 

a. birth and care for a newborn child; 

b. care for, or spend additional time with, an adopted child or foster child; 
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c. care for a spouse, child, parent or in limited circumstances, next of kin with a 
serious health condition (if person cared for is a "covered service member," then 
leave allowed is 26 weeks); 

d. recovery from a serious health condition that keeps the employee from 
performing the essential functions of his/her job or; 

e. response to a "qualifying exigency" that arises because a spouse, child or parent is 

on active duty or has been called to active duty as a member of the National 
Guard or Reserves in support of a contingency operation. 

An employee may elect, or the Board may require an employee, to use accrued paid 
vacation, personal or sick leave for purposes of a family leave. An employer cannot 
compel an employee to use accrued medical/sick leave in any situation for which the 
leave could not normally be used. 

2. Spouse~ Employed by the District 

If a husband and wife eligible for leave are employed by the District, their combined 
amount ofleave for birth, adoption, foster care placement and parental illness may be 

limited to twelve (12) weeks. An employee may not take FMLA leave to care for a 
parent-in-law. 

If a husband and wife eligible for leave are employed by the District, their combined 
amount of leave to care for a covered service member is limited to twenty-six (26) 
weeks. 

3. Intermittent and Reduced Leave 

Intermittent leave is leave taken in separate blocks of time due to a single illness or 

Ill Jury. 

Reduced leave is a leave scheduled that reduces the employee's usual number of 
hours per workweek or hours per workday. 

Intermittent or reduced leave is available only for the employee's own serious health 

condition or to care for a seriously ill spouse, child or parent. Such leave may not be 
used for the birth or adoption/placement of a child. 

The employee who wishes to use intermittent or reduced leave must have the prior 

approval of the Board/designee. Although the Board/designee and employee may 
agree to an intermittent or reduced leave plan, the employee who uses family leave is 
not automatically entitled to use such leave on an intermittent or reduced leave 
schedule. 
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The Board may provide such leave for medical purposes, but the Superintendent may 
transfer the employee to a position which is equivalent, but more suitable for 
intermittent periods of leave. The employee must furnish the Board with the expected 
dates of the planned medical treatment and the duration of the treatment. The 
Superintendent must authorize such leave in writing. 

4. Benefits 

The Board maintains the employee's health coverage under the group health 
insurance plan during the period ofFMLA leave. The employee.should make 
arrangements with the Treasurer to pay the employee's share of health insurance (e.g. 
family coverage) prior to the beginning of the FMLA leave. 

The employee will not lose any other employment benefit accrued prior to the date on 
which leave began but is not entitled to accrue seniority or employment benefits 

during the leave period. Employment benefits could include group life insurance, 
sick leave, annual leave, educational benefits and pensions. 

5. Notice 

When the FMLA leave is foreseeable, the employee must notify the Superintendent 
of his/her request for leave at least thirty (30) days prior to the date when the leave is 
to begin. If the leave is not foreseeable, the employee must give notice as early as is 
practical. When the employee requests medical leave, the employee must make 

reasonable attempts to schedule treatment so as not to disrupt the District's 
operations. 

The Board may deny the leave if the employee does not meet the notice requirements. 

6. Certification 

The Board may require the employee to provide certification from a health care 
provider containing specific information required under the law if he/she requests a 
medical leave. If there is a question concerning the validity of such certification, a 
second and, if necessary, a third opinion can be required, both at the expense of the 
District. 

Upon the employee's return to work, the Board requires that the employee present a 
fitness statement from the employee' s health care provider certifying that the 
employee is able to return to work. 
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7. Restoration 

When the employee returns from the leave, the Board restores the employee to the 
same or an equivalent position with equivalent benefits, pay, terms and conditions of 
employment in accordance with Board policy. 

Under certain circumstances, the Board may deny restoration to a key employee. The 
Board complies with the notice requirements of the FMLA in denying restoration. A 
key employee is one who is among the highest paid ten (10) percent of the employees 
and whose absence would cause the District to experience a substantial and grievous 
economic injury. 

8. Instructional Employees 

Special leave rules apply to instructional employees. Instructional employees are 
those employees whose principal function is to teach and instruct students in a small 
group, or in an individual setting. This term includes teachers, athletic coaches, 
driving instructors and special education assistants such as signers for the hearing 
impaired. It does not include teacher assistants or aides who do not have as their 
principal job actual teaching or instructing, nor does it include auxiliary personnel 
such as counselors, psychologists or curriculum specialists. It also does not include 
cafeteria workers, maintenance workers or bus drivers. Limitations apply to 
instructional employees who take intermittent or reduced leave. 

If the leave requested is: 

a. to care for a family member or for the employee's own serious health condition; 

b. foreseeable based on planned medical treatment and 

c. such that the employee would be on leave for more than twenty (20) percent of 
the total number of working days over the period the leave would extend. 

The Board then may require the employee to choose either to: 

a. take the leave for a period or periods of a particular duration, not greater than the 
planned treatment or 

b. transfer temporarily to an available alternative position for which the employee is 
qualified, which has equivalent pay and benefits, and which better accommodates 
recurring periods ofleave than does the employee's regular position. 

Limitations also apply to instructional employees who take leave near the end of a 
semester. When an instructional employee begins leave more than five (5) weeks 
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before the end of a semester, the Board my require the employee to continue taking 
leave until the end of the semester if the: 

a. leave will last at least three weeks and 

b. employee would return to work during the three-(3) week period before the end of 
the semester. 

When an instructional employee begins leave for a purpose other than the employee's 
own serious health condition during the five (5) -week period before the end of the 
semester, the Board may require the employee to continue taking leave until the end 
of the semester if the: 

a leave will la.St more than two (2) weeks and 

b. employee would return to work during the two (2) -week period before the end of 
the semester. 

When an instructional employee begins leave for a purpose other than the employee' s 
own serious health condition during the three (3) -week period before the end of a 
semester and the leave lasts more than five (5) working days; the Board may require 
the employee to continue taking leave until the end of the semester. 

9. Failure to Return 

The Board is entitled to recover health care premiums paid during the leave if the 
employee fails to return from leave. Recovery cannot occur if the employee fails to 
return because of the continuation, recurrence or onset of a serious health condition or 
due to circumstances beyond the control of the employee. 
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Designation Notice 
(Family and Medical Leave Act) 

U.S. Department of Labor 
Waga ;;ind Hour Division 9HD 

U.i-"""' "'4 U-DMoon 
OMB COntrol Number: J235-0003 

Leave covei-ed ·ncler tile TIUllily aiad Medlcal Leave -'et {FMLA) must be daipatecl u FMLA-pn1..,cted aad the .emplo1er matt U.,ona tile employee of CH 
alOOllJlt of leave tllat will be towtied ••ba" tile employu's FMLA leave enutt-.mot. ln erder to deiennlDe wbetller ltave Is eilYered under the FMLA, tbe 
employer m,ay requert tllat die leave. be 1 .. pported by a certlflcatlon. H tbe certltlcatfoa Is mcomplett or ln1uffidot, the employer m11111taf\, ill wrltlq what 
addltioaal Information Is ncce111uy to make. die cet11ftcalio.a comp Jett and nflicieot. Wkil• •ie of this. foma by employers .fS optioad, a ·f\IJJ)' complcttd Form 
WH-lll prol'lda u easy l!)tdlod ofpnividlDg e111ployee1 wltll ebe wdtten mformatlan rrtjUlred by 19 C.F .R. H .825.300(e), 815.30J, alld ll5-305(c). 

To: 

Date: 

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

__ Your FMLA leave request is approved. All leave taken for thfi reason will be designated as FMI.A leave. 

The FMJ..A require1 ·that you notif) us a1 soon as pracdcable if dates of sc:hedwed leave change or are extended, or were 
i•ltially unknown. Based on the infotniatioa you have provided to date, w.e are providing the following information about the 
amount of tbne t~at wiJI be counted against your leave entitlement: 

__ Provided there is. no deviation from your anticipated leave schedule, the followin& nutnber of hours, days, or weeks will be 
counted against your leave entitlement: __ ·--------------------

Because the leave you will need will be unscheduled, it is not possible to provide the houni, days, ot weeks that will be oounted 
--against your PMLA entitlement at this time. You have the right to request this infonnatlon once in a 30-day period (ifleave 

was taken m the 30-day period) 

Please be advised (check it applicable): 
__ Yoo have requested to use paid leave-during your FMLA leave. Any paid leave taken for this reason 'vi.U count against your 

FMLA leave entitlement. 

__ . _ We are requiring you to substitUte or use paid leave during your FMLA leave. 

__ You will be required to. present a fitness-for-duty certtficate to be restored to employment. If such certification is not timely 
received, your return to work may be delayed until certification is provided. A list of the essential functions of your po~ition 
_ is _ ii not attached.. If attached, the fitness--for-duty certification must address your ability to perform these functions. 

_ _ Ad ditional information Is needed to determine if your FMLA leave r equest un be approved: 

_ _ The certification you have provided is not complete and sufficient to determine whether the FMLA applies to your leave 
request. You must provide the following information no later than unless it is not 

{Provide at least seven calendar ~s) 
practicable under tbe particular circumstances despite your diligent good faith efforts, or your leave may be denied. 

(Specify information niwled to nllll.-e the ecrtifiution complete 111d sufficient) 

__ We are exercising our right to have you obtain a second or third opinion medical certification at our eX))Cllse, and we will 
provide f\lrther details at a later time. 

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

PAPERWORK REDUcnON ACT NOTICE AND PUBLIC BURDEN STATEMENT 
lt is mandatory tor emp'9ve'rs to infurm employees 1n writina whether l~ve requened lll1Clcr the FMLA hai: been delennined to be covcicd under the FMLA. 29 U.S.C. 
§ 26J7, 29 C.F.R. §§ s2S.300(d), (e). It is mandatory for employers to reiain 1 copy of this dilclosurc in their records for three years. 29 U.S.C. § 2616; 29 C.F.R. § 
825.SOO. Persons are not required w ~pond to this collelltio1t of 1nfur!1llltion unless it d1spl~ • currently vahd OMB control nlllllber. The Department of Labor 
estbna1a Lhal it will take an •ver.se of IO - 30 min111es for respon4enls to <>0mplcte thi• oollutlon of mfonnation, including the time for reviewing instructiona, 
•ean:hina nistitig data sources, ~ring and maintlinina the data needed, end completing and ieviewing the eolleclion ot mfonnati<>t\. If you have any comments 
reprdina ·chis burden estimate or any other aspect of this collection 1nfonnation. including N&e:clltions fur n:d11Cit'8 this burden. send lhem to the Adminmnnor. W111e 
and Hour Division. U .S . Department of Labor, Room S-3502, :200 Constitution Ave .. NW, Wuh1ngton, DC 202 l 0. 00 NOT SEND THE COMPLETED t 'ORJ\f 
TO THE WAGE AND HOUR .DIVISION. 

Form WH·382 January 2009 
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Certification ofHealth Care Provider for 
Employee's Serious Health Condition 
(Family and Medical Leave Act} 

U.S. Department of Labor 
~ and liour Division 

~q~J~::F~.,~ia.Pi~~n)iith.~~t9~ 
OMB Control Number lllS-0003 

Egp1ru 2/2SOOI S 

IN$T«.UCTIONS to the EMPl,;OYER: The Famil)' and Medical Leave Act (FMLA) provide$ that ari employer 
may require an employee seeking FMLJ\ protections because of a need for leave ,due to a serious health conditiqn to 
submit a medical c.-ertitication issued by the jmiployee' s health care provider. Please complete Section I before giving 
this fonn .to your employee. Your response is voluntary. While you are not required tQ use this fonn, you may not ask 
the C!;Ilployee to provide more information than allowed under the FMLA regulations, 29 C.F.R. §§ 825.306-825.308. 
Employers ~ust genml]ly maintain records and documents relating to medical certifications, recertifications, or 
medical histories of employees created fot FMLA pi,upOses as confidential medical records in separate files/records 
from the usual persoimel files and in accordance with 29 C.F.R. § 1630.14(cXl), 1fthe Americans with Disabilities 
Act applies. 

Employer name and contact:-----------------------------

Employee's job title: -------------Regular work schedule:----------

Employee's essential job functions:-...,....-------------------------

Check if job description is attached: __ 

~E¢ii9N)!d1-0J:. ~.ltl!W•JUon_ t>K•~ ~~~Q;~£ 
INSTRUCTIONS to the EMPLOYEE; Please comp1ete Section Il before giving this fonn to your medical 
providei _ The FMLA pennits an ¢niployer to require that you submit a timely, complete, and s~fficicnt medical 
certification to support a request for FMLA leave due to your own serious health condition. If requested by your 
employer, your response is required to obtain or retain the benefit ofFMLA protccbons. 29 U.S.C §§ 2613, 
2614(c)(3). Failure to provide a complete and sufficient medical certification may result ma denial of your FMLA 
reqUC151 20 C.F.R. § 825.313. Your employer must give you at least 15 calendar days to return this form. 29 C.F.R 
§ 8-25.30S(b). 

~~:iname: __________ J\lli--,.1d~d~l-e-----------=-L-ast~·-----'------~ 

i.. . " - ... ~ .. - . ...... ... . ... . .. .. .. - ··- ·· ···· . - .•. - ... , ... . ----·-. ·- .. -.. - : ... . 
.,_~~· ~ F'!l'~e~p _bJ •eAE.~J'~~~-~J.>R9Y~~ 
INSTRUCTIONS to the HEAL TH CARE PROVIDER: Your patient has requested leave under the FMLA. 
Answer, fully and completely, all applicable parts. Several questions seek a response as to the.frequency or 
duration of a condition, treatment, etc. Your answer should be your best estimate based upon your medical 
knowledge, experience, and examination of the patient. Be as specific as you can; tenns such as " lifetime," 
"unknown," or "indetenninate" may not be sufficient to detennine FMLA coverage. Limit your responses to the 
cond.1tion for which the employee is seeking leave. Please be sure to sign the form on the last page. 

Provider's name and business address: -------------------------

Type of practice I Medical specialty: -------------------------

Telephone: ---~..__ ___________ Fax:..._ ___ ...._ _____ ______ _ 

Page 1 CONTINUµ> ON NEXT PAGE form WH·3BQ.E Revised 1anuaiy 2009 
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rNi~.~~ ··~m~_-· ~~~~ 
1. Approximate date condition commenced:-----------------------

Probable d~ion of condition:---------------------------

Mark below as applicable: . 
Was the patient admitted for an overnight stay in a hospital, hospice, or residential medical care facility? 
_No _Yes. If so, dates of admission: 

Date(s) you treated the pa1tent for condition: 

Will the patient need to have treatment visits at least twice per year due to the condition? _No Yes. 

Was medication, other than over-the-counter medication, prescribed? _No _Yes. 

Was the patient referred to other health care provider(s) for evaluation or treatment~. physical therapist)? 
__ No _ _ Yes. Ifso, state the nature of such treatments and expected duration of treatment: 

2. Is the medical condition pregnancy? _ No _Yes. If so, expected delivery date:--------'----

3. Use the information provided by the employer in Section I to answer tills question. If the employer fails to 
provide a J1st of the employee's essential functions or a job description, answer these questions based upon 
the employee's own description of his/her job functions. 

Is the employee unable to perform any of his/her job functions due to the condition: __ No __ Yes. 

If so; identify the job functions the employee is unable to perform: 

4. Describe other relevant medical facts, if any, related to the condition for which the employee seeks leave 
(such medical facts may include symptoms, diagnosis, or any regimen of continuing treatment such as the use 
of specialized equipment): 

Page2 CONllNUED ON NEXT PAGE Fonn WH-380-E Revised Jan118ry 2009 
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r;\at :e}~.;;.~_Qf._L.~v£. NiiBP.tP . 
5. Will the employee be incapacitated for a single continuous period of time due to his/her medical condition, 

including any tnne for treatment and recovery? _No _ Yes. 

If so, estimate the beginning and ending dates for the period of incapacity; ----------

6. Will the employee need to attend follow-up treatmen1 appointments ot work part-time ot oil a reduced 
schedule because of the employee' s medical condition? _No _Ye$. 

If so, are the treatments or the reduced number of hours of work medically necessary? 
_No ·_Yes. 

Estimate treatment s<:hedule, if any, including the dates of llllY scheduled appointments and the time 
required fot each appointment, including any recovery period: 

Estimate the parHime or reduced work schedule the employee needs, if any: 

___ __ hour(s) per day; _ _ _ _ days per week from ______ through _____ _ 

7. WiU the condition cause episodic flare-ups periodically preventing the ~mployee from performing his/her job 
functions? __ No __ Yes. 

Is it medically necessary for the employee to be absent froll,\ work during the flare-ups? 
__ No __ Yes. If so, e~plain: 

Based upon the patient's medical history and your knowledge of the medical condition, estimate the 
frequency of flare-ups and the duration ofrelatcd incap&:ity that the patient may have over the next 6 
months~ 1 episode every 3 months lasting 1-2 days): 

Frequency : _ _ times per __ week(s) __ month(s) 

Duration: --· hours or _ day(s) per episode 

yIDDI riON_AL lNFQ~~ r~oN , -JDENTIFY.QVEjifJ~N Nµ~~ER WiJH-Y®R. AQprti6~.J, 
~~s~ 

Page 3 CONTINUED ON NEXT PAGE Fom1 WH-321>-B Revised Jmwuy 2009 
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Signature of Health Care Provider Date 

PAPERWORK REDUCTION ACT NOTICE A,ND PUBLIC BORDEN STATEMENT 
lfsubmitted, it is mandatory for employers to retain a copy of this disclosure in their records for three years. 29 U.S.C. § 2616; 29 
CF.R. § 82,,SOO. Persons are not rcq~rcd to respond to this collection ofinfonnation lll)lcss it displays a currently valid OMB 
control number. the Department of Labor estimates that it will take.an average of20 minutes for respondents to complete this 
coJlection of information, including the time for reviewing instructions, searching existing data sources. gathering and maintaining 
the data nccdcd, and completing and reviewing the collection of information. If you have any comments regarding this burden 
estimate or any othet aspect of this collection information, mcludilJi suggestions for rcduoing this burden, 3CI!d them to the 
Administrator, Wage and Hour Division, U.S. Departm~ of Labor, Room $.3502, 200 Constitution Ave., NW, Washington, DC 
20210. DO NOT SEND COMPLETED FORM TO THE DEPARTMENT OF LABOR; RETURN TO THE PATIENT. 

Page 4 Fonn WH-380..E R~ised January 2Q09 
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Certification of Health Care Provider for 
Family Member's Serious Health Condition 
(Family and Medical Leave Act) 

~iON 1· Foi- P-·· ·1euonb· ihetiWii:Oriit ~ . .. . .. C'I • ., • • - -~·· ·· ... .'!/ .... . - . . - ·- .... . . 

U.S. Department of Labor 9Ha-
w99e and Hour Division j:IQi ' . 

~ ' 

OMB Conlrol Number. 123>0003 
Rgpjn:s 2/2!112QI S 

INSTRUCTIONS to the EMPLOYER: The Family and Medical Leave Act (FMLA) provides that an emp1oyer 
may require an employee seeking FMLA protections because of a need for leave to care for a coveted f811.lllY 
member with a serious. hea1th condition to submit a medica1 certification issued by the health care provider of the 
covered family memliet Pl~e complete Section I before giving th.is form to your employee. Your response is 
voluntary While you 8re not required to use this form. you may not ask the employee to provide more information 
than allowed under the FMLA regulations. 29 C.F R §§ 825:306-825.308. Employers must g¢nerally maintain 
records and documents relating to medical certifications, recertifications, or mecj1cal histories of employees' family 
rneml;>ers, created for FMLA purposes as c<>nfldential medical records in separate files/records from the usual 
personnel files and in accordance with 29 C.F .R. § 1630-.14( c)(l ), if the Americans With Disabilities Act applies. 

Employer name and contact.-----------------------------

§~TI9N)Ji.~~~~·~~~!' b;f _tlt~E~l.0:~ 
INSTRUCTIONS to the EMPLOYEE: Please complete Section 11 before giving this form to your family 
member or his/her medical provider. The FMLA pennits an emplo)-et to require that you submit a timely, 
complete, and sufficient medical certification to support a request for FMLA leave to care for a covered family 
member with a serious health condition. Ifrequested by your employer, your response is required to obtain or 
retain the benefit ofFMLA jlrotections. 29 U.S.C. §§ 2613, 2614(c)(3)- Failure to provide a complete and 
sufficient medical certification may result in a denial of your FMLA request. 29 C.F R. § 825.313. Your employer 
must give you at least 15 calendar days to retupt this form to your employer. 29 C.F.R. § 825.305. 

Your name: 
Pirst Middle Last 

Name of family member for whom you will provide care:·---- - ---,.--,..,.- --- ----- -
First Middle Last 

Relationship of family member to you:-------------------------

If family member is your son or daughter, date of birth: __________________ _ 

Describe care you will provide to your family member and estimate leave needed to provide care: 

Employee · Signature Date 

Page l CONTINUED ON NEXT PAGE Form WH-310..F RA:vised JllllWliy 2009 
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~Q(;.jl~·;m~}i'~r .¢~~~~~",~N.:~J--~TI!:~~r~~ 
INSTIUJCTIONS to the HEAL TH CARE PROVIDER: The employee listed above has requested leave under 
the FMLA to care for your patient. Answer, fully and completely, all applicable parts below. Several questions 
seek a response as to the frequency or duration of a condition, treatment, etc. Yo\ll' answer shouJd be your best 
estimate based upon your medical knowledge, experience, and examination of the patient. Be as specific as you 
can; terms such as "lifetime," "unknown," or "indetermin!lte" may .irot be sufficient fo deteimine FMLA coverage. 
Limit your responses to the condition for which the patient needs leave. Page 3 provides space for additional 
information, should you need it. Please be sure to sign the form on the last page. 

Provider' s name and business address. __________________________ _ 

Type of practice /Medical specialty: -------------------------

Telephone: ___ __. ____________ Fax:.._ ___ _.._ ____________ _ 

p··· -·--·-·---· -···•·-' -·-------
~RT_A:. ~Qt~~ I:~~. 

1. Approximate date wndition commenced:-------------------------

Probable duration of condition:----------------------------

Was the patient admitted for an overnight stay in a hospital, hospice, or residential medical care· facility? 
_No _Yes. Ifso, dates of admission:------------------------

Date(s) you treated the patient for condition: -------------------------

Was medication, other than over-the-counter medication, prescribed? _No _Yes. 

Will the patient need to have treatinent visits at least twice per year due to the condjtion? _No Yes 

Was the patient referred to other health care providcr(s) for evaluation or treatment U, physical therapist)? 
No __ Y cs. If so, state the nature of such treatments and expected duration of treatment: 

2. Is the medical condition pregnancy? _No _Yes. If so, expected delivery date: ----------

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

Pagel CONTINUED ON NEXT PAGE Form WH-3&Q.F Revised January 2009 
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rA.R r Jf AMQb11ff"(>f. CARE NEEDED~~-when answerJng these·questions; keep In~ rilind' iiiat youipah.ent'!in~d · 
ror ~re b}' the ~mpfoj.ee ~ceking leave ma} 'include aSSiStwlCe With bast~. ~~j~~_..Jt_yg]enl<-. nµ,~ i~IOP._~{-; ~fety_ C11 
~~J(a!~9Jl n~.:~i:Jh~ proy~jCl!l_ qf _phy~c-~_9t.-P~~~f2}.QgiAAJ_ ~!~ 

4. Will the patient. be incapacitated for a single continuous period of time, including any time for treatment and 
recovery'] _No _Yes. -

Estimate the beginning and ending dates for the period of incapacity:------- --- - - - -­

During this time, will the patient need care? _No~ Yes. 

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

S. Will the patient require follow-up treatments, including any time for recovery? _No _ Yes. 

Estimate treatmentschedule, if any, including the dates ·of any scheduled appointments and the time required for 
each appointment, including any recovery period: 

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

6. Will the patient require care on an intermittent or reduced schedule basis, including any time for recovery? _ 
No Yes. 

E.stimate the hours the patient needs care on an intermittent basis, if any: 

_ _ __ hour(s) per day; ____ days per week from ________ through - --- ----

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

Page3 CONTINUED ON NEXT PAGE Form WH-380-F Revi•ed January 2009 
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7. Will the condition cause episodic flare-ups periodically preventing the patient from participating in normal daily 
activities? __ No __ Yes.. 

Based upon the pat:J.enfs medical histocy and your knowledge of the medical condition, estimate the frequency of 
flare-ups anq the duration of related. incapacity that the patient may have over the next 6 months~ I episode 
every 3 months lasting 1-2 days): 

Frequency: __ times per ._ . _ wee]c{s) __ month(s) 

Duration. __ hours or_ day(s) per episode 

Does the patient need care during these flare-ups? __ No __ Y cs. 

Expltlin the care needed by the patient, and why such care is medically necessary: -----------

Signature of Health Care Provider Date 

PAPERWORK REDUCTION ACT NOTICE AND PUBLIC BURDEN STATEMENT 

If submitted, it is mandatory for employers to retain a copy of this disclosure in their records for three years. 29 U.S C. § 2616; 
29 C.F.R. § 825.500~ Pmons are not reqliircd to respond tO this collection ofinfonnalion unless it displays a CUITc:ntly ulid OMB 
control nWJil>ci. The Department of Labor estimat.es that it will take an average of20 minutes f01 relipondents to complete this 
collection of information. including the time for rcvicw~g instructions, searching existing data sources, gathering !llld maintaining the 
data needed, and completing and revi'ewirig.thc collection of information. Ifyou have any commenu regarding this burden estimate 
.or any other aspect of this collection information, including su~stions for reducing thi' burden, send them to the Administrator, 
Wage and Hour Division, U.S. Department of labor, Room !S-3502, 200 Constitution Ave .• NW. Washington, DC 20210. 
DO NOT SEND COMPLETED FORM TO THE DEPARTMENT OF LABOR; RETURN TO THE PATIENT. 

Pqe4 Form WH-380·F Revised Jenuary 2009 
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Notice of Eligibility and Rights & 
Responsibilities 
(Family and Medical Leave Act) 

U.S. Department of Labor 
Wage en(l Hour Division 

OMB Control N11111ber 123S-0003 
E!xpites: 212812015 

In general, to be eligible an employee must have worked for an employer for at least 12 months, meet the houni of sc:rVice requirement in the 12 
month~ preceding ~e leave, and work at a ~ite with at lCJ!St 5:0 employees within 75 miles. While use of this form bv employers is optional, a 
fuU} completed Fom'I WH-381 provides employees with the infonnati~ required by 29 C.F Jl. § 825.300{b). which must be provided '\Vithin 
five business deys of.the employee notifying the employer ofthe need for FMLA leave. Part B provides employees with informatfon 
rf.garding their rl&hts and re~ponsibilitie~ for taking FMI,,A leave, 11s rcquire4 by 29 C.F.R. § 825~300(b), {c). 

(Part A -NOTICE OF ELIGIBILID I 

TO: 
Employee 

FROM· ____ -------------
Employer Representative 

DATE~ ------~---------~ 
On ------..,....-~you informed us that you needed leave beginning on __________ for: 

The birth of a child, or placement of a child with you for adoption ot foster care; 

Your own serious health condition; 

Because you are needed to care for your__ spou5e; __ child; ___ parent due to hislhcr serious health ccbdition. 

Because of a qualifYing exigency arising out of the tact that your__ spouse; _ _ son or daughter; ___ parent 1s on covered 
active duty or call to covered active duty status with the Anried Forces. 

Because you are the__ spouse; __ son or daughter; ___ parent; ___ next of kln of a covered aerviccmember with a 
serious injury or illness. 

Th.is Notice is to inform you that you: 

__ Are eligible for FMLA leave (See Part B below for Rights and Responsibilities) 

__ Are not eligible for FMLA leave, because {only one reason need be cbcclced, aJtMugh you may not be eligible for othc:r reasons): 

You have not met the FMLA's 12-month length of service requirement. As of the first date of requested leave, you will 
have worked approximately _ months towards this requirement. 
You have not met the FMLA' s ho\ll'li of service requirement. 
You do not work and/or report to a site with SO or more employe.es within 75-milcs. 

lfyou have any questions, oontact --------------------------or view the 

FMLA poster located in 

[PART B-RIGIITS AND RESPONSJBJUTI.ES FOR TAKING FMLA LEA VEJ 
As explained in Part A, you meet the eligibility requirements for taking FMLA leave nnd still have FMLA leave available in the applicable 
12-month period. How.ver, in 11rdet for us to determine whether your abseace quallflel as FMLA leave, you must return the 
following information to us br . . . (lf a certification is requested, employers must allow at least lS 
calendar days from receipt of this notice; additional time may be reqtiired in some circumstances.) If !\lfficient information is not provided in 
a timely manner, yow• leave may be denied. 

Page 1 

Sufficient certification to support your request for FMLA leave. A certlfic1tion furm that secs forth the infonnstion necessary to .suport your 
reque3t __ ls/ __ ls •ot em:JoJed. 

Sufficient documentation to cstabliJh the TeqUired relationship between you and your fuuily member. 

Other information needed (sud! as documentation for military filmily leave): --------------------

No additional information requested 
CONTINUED ON NEXT PAGE Fonn WH-381 Revised Fclmwy 2013 
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If your luve doeil qualify as FMLA leave you will have lhe following responsibilities whfle cm FMLA leave (only checked blanks apply)· 

Contut at lo make: arrangements to contiirue to make your share 
of the premium paymc:nts on vour health inmirance lo maintalil health benefits while you 1lfC on leavt.. You have a minimum 30-day (0>. indjcate 
longer period. if aPJl!icab!c) grace period in which to make premiun1 payments. Ifp1ymcnl is nol .mad:e timely, your group health insurance may be 
cancelled. provided we notify Y'lU in wming at leas! 15 days before the .date that yoiir health coverage will· lapse, or, at our option, we may pay your 
shBTC of the premiums during FMLA leave, and reooVt:r these payments from vou upon }IQllf return to work. 

You will be ~d to use your avilihible paid ___ sick, ___ vaciltion, and/or __ ~other leave during your FMLA absence. This 
means that you will receive your paid leave and the ieave v.-ill also be c0illli4ered prolecte4 FMJ..,A leave aild counted against your FMLA leave 
entitlement. ' 

Due to your ~talus within the c(lJl)pany, you are cons11iered a "'key employee" as detiilcd m tbe FMLA. As a "key employee," restoration to 
cmploymeotmav be denied foUoWing FMLA leave on the grolDlds that such l"Cstoration will cause substantial and gricvoQS economic injury to us. 
We __ liave/ __ bave aot detenruned that 11:storing you to employment at the conclusion ofFMLA leave will cause substantial and grievous 
econom1chMm tollS. 

WWk on leave you will be required to ~ish us with periodic reports of your slatus and intent to return to wor~. every-·----~--­
Qnd!eate interval of periodic renorts. as umropriate for the particular lein-c situation). 

If the elreamatanus of yoai-leave eh•nge, and you are able to retarn to work earlier than the date indicated on the this form, you will be Rquired 
to notify WI lit least two workdays prior to tli~ date you intend to report for work. 

If your leave does qualify li!i FMLA leave you will have tbe following rights wlule on FMLA leave: 

• You have aright.under the FMLA forup to 12 weelcs of1111paidleave in a 12•monthperiod calculated as: 

lhe calenda.r yeai- (January - Decanbe1"). 

afixedleavcycarbasedon ______ ~------------------------------
thr. 12•month period meuured forward ftom the date of your first FMLA leave usage. 

a "rolling ' 12-month period measured baclcward from the (\ate of any FMl..A leave usage. 

• You have a righl under the FMLA for up ta 26 weeks of unpaid leave in a single 12-mooth period to care for a covered servi1:CU1ember with a serious 
iJijmy oi:-.illness. Thi~ single 12-mcinth period commencied on ______________________________ _ 

.. Your health benefit! must be maintained durm15 any period of unpaid leave under the some conditions as if you oontinued to work 
• You must be reinslllted to the same or an equivalent job with the same pav, benefits, and terms and conditions ofemploymcnt on your return from 

FMLA~prvtec;ted leave. (If your leave extends beyond the end of your FMLA entitlement, you do not have re~m rights llllder FMLA.) 
If you do not return to work 1bllowing J.lMLA leave for a reason olhct tiWl: 1) the continuation. recurrence, or on~ct of a serious health condition which 
would entitle you to FMLA leave; 2) the continuation, recurtence, or on5et of a covcreci scrvicemcmbcr's serious injuzy Qr illness which Wt>uld errtitle 
you to fMLA leave; or 3) other circumstances beyond your control, you may be required to reimburse us fur our share ofhealth insurance premiums 
paid on yoilT behalf during your FMLA leave. 
lfwc have not informed you above that you must use acCJUcd paid leave while taking y!lur uilpaid FMLA leave entitlement, you have the right to have 
__ sick, __ vacation, and/or_ Giber Jean run concurrently wiih your unpaid leave entitlement, provided you meet d~ applicable reqUire111.ents 
of the leave policr Applicable cruiditioos related to the mibstitut1on of paid leave are referenced or set forth below. It yoµ do not meet the requirements 
fur takmg paid )CllVe, you remafu entitled to take unp11d FMLA leave. 

__ For a COPY of conditions applicable to sick/vacation/other leave usage please refer to----- aVllilable st: -----------

__ Applicable conditions for use of paid leave:. __________________________________ _ 

Once we obuiln the lnfonnatlon from you as speclfltd •bove, we will Inform you, within S bosjnen days, whether yonr leave will be designated u 
FMLA leave and count towards your FMLA lnve tntiClemeat. If you have any quHtion1, please do not huit•te to contact: 

------~-------------·u-------~--~~-~--
PAPERWORK REl>UCTION ACT NOTlcE AND PUBLIC BURD,EN STATEMENT 

It is mandatory for employers to provide employees With notice ol their el.ig1bilit) for FMl.A protection and their rights and responsibilities. 29 u.s.c. § 2617: 29 
C.F.R § 82S.300(b), (c). It is mandatory for cmploycn to retain• copy of this disclosure in lheir rocotdll for lhrte ~ears. 29 IJ.S.C. § 2616. 29 C.F.R. ~ 825.500. 
Penons arc not required to respond lo this collection of infonnataon unless it displays a cli!Tcntly vahd OMB control rtumber. nit Dq>11rtment of La bot cstimateS that it 
will take an average of I 0 minutes for JC$pondents to complete this collection of information, including ·the time for reviewing iMlructions, searc.hing existmg d;ita 
sources, gathering and maintaining the dai• needed, and complctmg end revieWing the collection ofinforina11011. If you have an)' comments regarding this burden 
ellimllte or •ny other aspect ofthi~ colleetion information, including wggcstions for reducing this burden, send them to the Administrator, Wage and Hour Division, 
U.S. Department ofLabcir, Room S-3502, 200 Constitution Ave., NW, Washington, DC 20210. DO NOT SEND THE COMPLETED FORM TO TBF; WAGE 
AND HOUR DIVISION. 

i>ase2 fonn V>'H-381 Revised February 2013 
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ARTICLE VITI - SEVERANCE PAY 

A. A teacher with ten ( 10) or more years of service to the Board of Education shall, at the 
time ofretirement, be paid in cash for one-fourth (114) the value of his or her accrued but 
unused sick leave credit, such payment not to exceed the value of fifty-three (53) days of 
accrued but unused sick leave. 

B. The payment shall be based on the teacher's per diem rate at the time of retirement, if 
during the school year, or at the per diem rate for the prior school year. Such payment 
will eliminate all sick leave credit accrued but unused by the teacher at the time payment 
is made. 

C. A teacher shall be deemed to have "retired" under this Article when he or she has been 
approved for service retirement by the Board of the State Teachers' Retirement System or 
has been determined to be qualified for disability retirement by a physician or physicians 
appointed by the STRS. 

D. The District may negotiate directly with an employee who is eligible for STRS retirement 
in order to attempt to achieve a mutually beneficial severance arrangement that provides 
for enhanced severance benefit opportunities. 

ARTICLE IX- PAYDAYS 

A. Teachers' regular salaries shall be paid over twenty-six (26) alternate Fridays. The 
twenty-six (26) pays shall begin on the first Friday in September which is on or after the 
first ten (10) days of the regular teacher work year. In a twelve (12)-month pay cycle 
when there are fifty-three (53) Fridays, teachers shall receive twenty-seven (27) equal 
paychecks. The salary of a teacher who begills work after the school year has begun shall 
be prorated over the remaining paydays, so long as the teacher has earned the amount of 
the first check. A teacher newly employed by the Board upon written request, may be 
paid by special check after five (5) days' service for those five (5) days' pay. Such 
teacher's remaining salary for the year shall be prorated over the remaining regular 
paydays. 

B. During the regular school year, except for Christmas-New Year's break, if a payday 
occurs when teachers are not scheduled to work, the Board shall pay them on the 
preceding teacher work day. If a payday occurs on a day when the Treasurer's office is 
closed, the Board has the option to pay in advance of the regular payday if feasible, 
otherwise on the next succeeding school day. 

C. In addition to Association dues deduction, teachers may have payroll deduction upon 
individual written authorization for: 

1. Credit Union; 
2. Tax-Sheltered annuities; and 
3. Political contributions pursuant to Ohio Rev. Code Section 3313.262; and 
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4. Miscellaneous contributions, mutual funds and the like, Diesel Loan repayment, 
Spencerville Education Foundation, etc. 

The Board shall continue its current practice of allowing teachers to purchase eligible 
service credit from STRS through pre-tax payroll deduction, subject to STRS and IRS 
requirements. 

D. The Board shall pay for supplemental duties promptly after the teacher's completion of 
those duties. This provision does not preclude the Board from arranging with individual 
teachers to make partial payment upon completion of a corresponding portion of the 
supplemental duties. 

E. Employees are required to deposit the entire net pay of their check into a checking and/or 
savings account(s}. Monies may be directed to a maximum of three (3) different 
repositories and/or accounts using a percentage or fixed dollar amount. Electronic direct 
payroll deposit will be mandatory for regular 26-pay employees. Three (3) changes to 
the direct deposit accounts, after the initial set-up, are allowed per fiscal year, with a 
minimum notification period of two (2) weeks to the payroll department for each change. 
A completed authorization agreement for automatic deposit with an attached canceled 
check, deposit slip or statement copy so that the transit routing number, which identifies a 
specific financial institution, can be verified. This agreement is required for the initial 
setup and any change thereafter. The first initial direct deposit payroll will be as soon as 
feasible after ratification of this Agreement, therefore allowing time for setup and testing 
phase. The employee will still receive a pay stub which shows the earnings, taxes, and 
deductions. 

ARTICLE X-ASSOCIATION DUES DEDUCTION 

The Board is authorized to deduct the periodic dues, initiation fees, and assessments of members 
of the Union upon presentation of a written deduction authorization by the individual teacher. 
Such written authorization shall be transmitted to the district Treasurer by the Union Treasurer 
by October 15 of the particular school year. The deductions shall cease upon the teacher's 
submission of a written revocation of the authorization. A copy of the written revocation shall 
be forwarded by the teacher to the Union President within five (5) calendar days of its 
submission to the Treasurer. 
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ARTICLE XI- REGULAR TEACHER SALARIES 

A. The regular teacher work year shall.consist of one hundred eighty-three (183) days. If a 
bargaining unit member is required to attend more than two (2) IBP and/or IA T meetings 
per month that occur outside the contractual workday, thereafter, the bargaining unit 
member shall be paid his/her per diem rate, on a pro-rated. basis, for any additional time 
spent in such meetings that occur during that month. The Union may make 
recommendations regarding the calendar for the next school year. Such 
recomm.endation(s) must be submitted to the Superintendent by November 1 for 
consideration. Although the Board must consider timely recommendations from the 
Union, the Board has sole discretion to adopt the school calendar. 

B. A one (1) hour early release will be in effect on the lastday prior to Thanksgiving, 
Christmas and Easter or on other days agreed to by SEA and BOE (maximum of three (3) 
days). 

C. The normal on-duty teacher work day shall be seven (7) hours and thirty-five (35) 
minutes inclusive of thirty (30) consecutive uninterrupted and duty free lunch and 
scheduled between 7:25 a.m. to 3:00 p.m. for high school and middle school teachers and 
8:25 a.m. to 4:00 p.m. for elementary teachers. Thi~ Article in no way limits the Board's 
authority to requiie teachers to attend in-service tt:aining, faculty meetings, open house 
and the like outside the on-duty hours. Part-time teachers shall receive a pro-rated paid 
planning period on days they are employed. 

D. Appendix A to this Agreement is the schedule of regular teacher salaries for July 1, 
2014-June 30, 2015 ($$32,048.00), July 1, 2015-June 30, 2016 ($32,368.00), and July 1, 
2016-June 30, 2017 ($32,692.00). 

E. The Board need not provide teachers with individual. salary notices. A newly hired 
teacher shall be given written notice of his or her initial placement on the salary schedule 
upon written request to the Treasurer's office. 

F. Effective with the 2012-2013 school year, teachers shall be eligible for a 1 % lump sum 
bonus if the District achieves a composite 3 .5 grade point average or better on the Ohio 
Department of Education Local Report Card in the following measures: Performance 
Indicators, Performance Index, 4-Year Graduation Rate, and Value Added (all students). 
An "A" is equal to 4 points, a "B" is equal to 3 points, and a "C" is equal to 2 points. The 
1 % bonus shall be based upon the teachers' regular salary during the school year for 
which the Grade Card is based. Teachers who are on a leave of absence for any portion 
of the year shall receive a pro rata payment of the 1 % bonus. Long term substitutes shall 
be eligible for a pro rata payment if they teach in one specific teaching position for sixty 
(60) consecutive school days. A separate check will be pmd on the Friday after the 
second pay in October. 
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G. When the student day is delayed due to inclement weather, the regular teacher workday 
shall be delayed by the same number of minutes. Members of the teaching faculty will 
not be expected to report for duty on days when the district is closed due to inclement 
weather. 

ARTICLE XII - SUPPLEMEI'i"'TAL SALARIES 

A. Teachers employed for supplemental duties shall be paid in accordance with Appendix D 
to this Agreement, calculated on the base salary. 

B. Supplemental contracts shall be for no longer than one (1) school year and shall expire 
automatically, without further action or notice by the Board. 

C. The listing of a position on the supplemental schedule does not require the Board to fill it. 
i:-iie decision of whether and when to fill a vacancy shall be the sole prerogative of the 
Superintendent. 

ARTICLE XIII -TUITION REIMBURSEMENT 

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

1. Be under full-time or part-time contract at the Spencerville Local School District 
prior to applying for reimbursement for courses under this program. 

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

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

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

5. Take courses from an institution approved for teacher education and approved by the 
Superintendent. 

6. Complete the course with a grade B 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. 

7. 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 
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place either by withholding from the bargaining unit member' s last check or by the 
bargaining unit member paying the Treasurer directly.) 

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

1. Applications shall be submitted to the Superintendent' s office by May 15 for summer 
session, by the first Wednesday after Labor Day for fall quarter or semester, by 
December 1 for winter quarter or second semester, and by February 15 for spring 
quarter. 

2. Applications 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. 

3. Reimbursement shall be limited to three (3) semester hours or four and one-half 
(4-1/2) quarter hours in any one (1)-year allowance period (July 1 to June 30). 

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

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

1. The Board shall allocate a maximum of $7,500 for each July 1 to June 30 allocation 
period. The Superintendent may increase the number of hours that can be reimbursed 
in a particular year if there is sufficient money left in the total annual allocation. 

2. Within the limitations of (2) and (3) (A) 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. This will be 
prorated for part-time employees. 

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

4. Payment shall be made one time per year (last pay in May) upon submission 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. 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). 
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SPENCERVILLE LOCAL SCHOOL DISTRICT 

TUITION REIMBURSEMENT APPLICATION 

Application Deadlines May 15 - Summer Session 
First Wednesday after Labor Day- Fall Session 

December 1 - Winter Session 
February 1 - Spring Session 

5. College or University you plan to attend (include address) 

6. Cour8e/Course Description 

7. _____ Number of hours you plan to take. __ Semester (Please check one) 
__ Quarterly 

8. Purpose of taking the course. (Please check all that apply.) 
Recertification -----

_____ Upgrade Teaching Skills to Meet Schools Goals 

_ ____ Obtain Certification to Teach Course Requested by Administrator 

_____ Other (explain) ---------------------

9. Hourly cost of course referenced on this application. $ _____ Per Hour 

Applicant Signature ________________ Date ______ _ 
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Note: Reimbursement is limited to three (3) semester·hours or four and one half (4-1/2) quarter 
hours in any one year allowance period~ 

The Board shall allocate a maximum of$7500 for each July 1 to June 30 allocation period. The 
Superintendent may increase the number of hours that can be reimbursed in a particular year if 
there are sufficient funds left in the total annual allocation. 

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 - this will be prorated for part-time 
employees. 

Payment will be made one time per year (last pay in May) upon submission of an official grade 
card verifying successful completion of course or courses. Applicant also must submit 
verification of payment for course work. 

1. Number of Hours applied for _____ _ 

2. Anticipated Reimbursement to Applicant ___ __ _ 
(Based on Items 7 an~ 9 from Application) 

3. Approved ___ _ 

Disapproved ___ _ 

Superintendent Signature _______________________ _ 

Date --------------
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ARTICLE XIV - PERSONNEL FILES 

A. The Board shall maintain only one (1) official file on each employee. This shall not 
preclude the treasurer's office from maintaining documentation of an employee's expense 
vouchers and leave records or a principal from maintaining documents relative to a 
particular teacher. 

B. A teacher shall have the right, up0n request, to review the contents of his/her personnel 
file and to receive copies of any documents contained therein,, at no cost. 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. 

C. Teachers shall have the right to submit a written commentary to any material at the time 
it is placed in the file. Such written comments shall be attached to the item in the file. 

ARTICLE XV - EMPLOYEE EVALUATION 

The teacher evaluation policy adopted by the Board in conformance with R.C. 3319.111 is 
attached to this agreement as an appendix and, as such, shall be treated as if it has been 
completely rewritten herein. No changes to the policy will be made without the consent of the 
OTES Committee; such changes shall be brought to the Union for a vote. The OTES Committee 
shall be developed by the Superintendent, the District Leadership Team, and the Spencerville 
Education Association Leadership Team. This committee shall not have the authority to bargain 
wages, terms, and/or conditions of employment. Any and all provisions of the evaluation shall 
be subject to the grievance procedure. Bargaining unit members who are not covered by this 
policy shall be evaluated utilizing the same method and forms used during the 2012-2013 school 
year. 

ARTICLE XVI - omo RESIDENT EDUCATOR PROGRAM 

A. MENTORS 

1. Qualifications 
a. The mentor must be approved by his/her building administrator and must have 

district experience of no less than five (5) years. 
b. The mentor must be trained through the Ohio Department of Education 

Instructional Mentoring program. Mentors must also be willing to complete 
additional training as required by the Ohio Department of Education (ODE). 

B. COMPENSATION 

1. Release time shall be provided to the mentor and/or Resident Educator as mutually 
agreed upon with the building principal. 
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2. The maximum number of Resident Educators a mentor may accept is three (3) per 
year. 

3. Mentors shall receive a stipend of $1,000 for their first Resident Educator. If a 
second Resident Educator is accepted, the mentor shall receive an additional $750. If 
a third Resident Educator is accepted, the mentor shall receive an additional $500. 

4. The stipend is to be paid in June of that school year upon timely submission of the 
duty form. 

5. The District will pay all training fees required for mentors to receive the mandatory 
ODE state mentor training. 

6. Inactive mentors shall not receive compensation. 

C. PROTECTIONS 

1. Other than a notation to the effect that a teacher served as a mentor, the regular 
district evaluation of the mentor shall not be affected in any aspect by the Resident 
Educator Program or its demands. 

2. In the event that the District does not comply with the Resident Educator Program, 
the mentor shall not be disciplined and/or adversely affected due to the action(s) 
and/or inactions(s) of the District. 

3. Mentors shall not participate in the evaluation of their assigned Resident Educator 
and shall not be requested or directed to make any recommendation regarding the 
continued employment of the teacher. 

4. No mentor shall be requested or directed to divulge information from the written 
documentation, or confidential Mentor/Resident Educator discussions. 

ARTICLE XVII - THIRD GRADE READING GUARANTEE 

Teachers required to receive a reading certification under the Third Grade Reading Guarantee 
shall receive reimbursement for the cost of the administration of the reading certification test 
adopted by the State Board of Education and reimbursement for the cost of any courses or 
trainings required by the state in order to obtain a reading endorsement or licensure. This 
reimbursement shall be at full cost and shall be separate and above any requests for tuition 
reimbursement by the teacher. 

Any involuntary transfers to meet the Third Grade Reading Guarantee legislation shall be in 
accordance with Article XX. 
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ARTICLE XVIII - CONTRACTS 

The Board shall issue limited contracts for terms not to exceed five (5) years and the Board will 
issue continuing contracts to teachers who meet the qualifications ofO.R.C. 3319.08 and 
3319.11. 

ARTICLE XIX- REDUCTION IN FORCE 

A. The Board, in its sole discretion, may determine to reduce the number of teaching 
positions because of declining enrollment, District finances or other legitimate reasons. 
In reducing the number of positions, the Board may non-renew the limited contracts of 
teachers under O.R.C. 3319.11 or may suspend the contracts of teachers under O.R.C. 
3319.17. 

B. In carrying out any suspension of contracts under O.R.C. 3319.17, the Board shall 
calculate seniority based upon the teacher' s continuous employment by the Board. If two 
(2) or more teachers have the same length of continuous employment, then seniority shall 
be determined by: (1) the date of the Board meeting at which the teacher was hired; (2) 
then by total teaching experience; and (3) then by determination of the Superintendent. 

C. 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 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 ten 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. 

ARTICLE XX - INSURANCE BENEFITS 

A. The Board shall provide at least one (1) health insurance benefit plan for full-time 
teachers and their dependents. 

1. The premium contribution rates for the plan(s) shall be as follows: 
Single Family 

Board Contribution $500 $1200 (2014-2015 year) 
$525 $1225 (2015-2016 year) 
$550 $1250 (2016-2017 year) 

The employees shall be responsible for any difference between the actual premium and 
the Board contribution. If the Board employs more than one (1) family member, the 
Board will provide one contribution toward one ( 1) family plan for the employees. 

2. The Board shall pay $2,000.00 cash ($1,000 installments in the middle and end of the 
year) for teachers who do not elect any health insurance coverage. If any Flexible 
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Spending Account funds remain at the end of the Plan year, 50% will go to employee 
wellness expenditures and 40% will go to the Spencerville Education Foundation and 
10% to the Spencerville Education Association Scholarship Fund. Flexible Spending 
Accounts will also be available to teachers to tax shelter their premium participation 
and amounts beyond that (up to $100 per month) designated by the teacher. The 
Board shall pay all administrative costs for having Flexible Spending Accounts. 

3. Flexible Spending Accounts may be used for child care, elder care, or health care 
pursuant to IRS regulations. 

B. The Board shall provide professional liability insurance coverage at no cost to teachers. 
Such coverage shall be purchased from an insurance company licensed to do business in 
Ohio, with limits of at least $100,000 (and up to $1,000,000 if available) per occurrence 
for each insured, to cover the teacher on account of damages or injury to persons or 
property resulting from any act or omission of the teacher in his capacity as a teacher or 
resulting solely from his employment by the Board. 

C. The Board shall provide, at no cost to the teacher, group term life insurance coverage in 
the amount $40,000 for each full-time teacher, $30,000 for each 3/4-time teacher, and 
$20,000 for each half-time teacher. 

D. The Board shall provide group dental insurance coverage to enrolling employees and 
their eligible dependents equal to the plan currently known as the Allen County Schools 
Council of Government Dental Plan. On behalf of employees who enroll, the Board shall 
pay up to $88 for the duration of the contract. 

E. The Board may determine the manner and means by which the insurance benefits plan 
shall be implemented. 

ARTICLE XXI - REPRESENTATION 

If a teacher reasonably believes that an investigatory interview with an administrator may result 
in disciplinary action, the teacher may request the presence of an Association representative. 
Evaluation conference shall not be considered "investigatory interviews." 
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ARTICLE XXII - VACANCIES AND REQUESTED TRANSFERS 

A. VACANCIES AND REQUESTED TRANSFERS 

1. This Article governs the filling of vacancies in regular teaching positions, the 
existence of such vacancies and the decision to fill vacancies being the 
Superintendent's exclusive determination. It is understood that the Superintendent 
reasonably may detennine that there is no vacancy when a regular teacher is using 
paid leave or has been granted an unpaid leave of absence by the Board of Education. 

2. The Board shall post all teaching, co-curricular, and administrative vacancies 
throughout the school year in each building for a period of five (5) work days. Notice 
of vacancies occurring in the months of June, July, and August, in addition to posting 
in each building, shall be emailed to the Association President, Vice-President, and 
all other school personnel. Vacancies declared in June, July, and August shall be 
declared closed ten (10) days following the postmark of the notice. 

The posting period may be waived by the Superintendent where, for unusual 
circumstances, a delay in filling the position reasonably could be expected to have a 
detrimental effect of the District. 

3. The administration, with Board action where necessary, shall make the final decision 
on the filling of vacancies, giving consideration to applicants' experience, seniority, 
qualifications, and other education factors. 

B. INVOLUNTARY TRANSFERS 

1. A teacher will be notified in writing of any involuntary transfer or change in 
assignment by July 1. Upon the teacher' s request, the Superintendent shall meet with 
the teacher to discuss the transf~ or reassignment. This paragraph does not preclude 
transfers or reassignments after August 1 because of changed circumstances, such as 
enrollment changes, deaths, resignations, or any other circumstance which is not 
capricious or arbitrary as to the individual being transferred or reassigned. 

2. No teacher shall be arbitrarily or capriciously transferred. 

ARTICLE XXIII - TUITION-FREE ENROLLMENT 

A. A child who resides with a teacher who is his custodial parent and is employed in the 
bargaining unit but whose residence is outside of Spencerville Local School District shall 
be admitted to the District' schools tuition free subject to the limitations and conditions of 
this Article. 

B. 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 
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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. 

C. 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, along with the other information 
normally required for admission. 

D. If the 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 determine 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 thirty (30) days' written notice of the amount and the teacher has kept the child 
enrolled beyond those thirty (30) days in Spencerville Schools. The Superintendent's 
determination may not be challenged or grieved except on the basis that this 
determination has been arbitrary or capricious. 

E. The admission of a pupil under this Article shall not require the District to begin or 
implement any new pro gram, create a class or type of instruction, or add staffing. 

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

ARTICLE XXIV - COMMON PLANNING TIME 

A. Teachers who do not have a schedule that permits common planning time may meet a 
maximum of four ( 4) times a year for the purpose of common planning. These meetings 
are to be held sometime other than regular school hours. Each meeting must be at least 
one (1) hour in length. There must be an agenda for each meeting which has received the 
prior approval of a building principal. A written record of the meeting must be kept and 
submitted to a building principal for approval. The common planning hour will be valid 
only if at least 75% of the group is in attendance. 

B. Teachers will be compensated at the rate of twenty-one dollars ($21.00) per planning 
session (not to exceed four sessions per year). 

C. This Article in no way limits the Board's authority to require teachers to attend in-service 
training, faculty meetings, open house and the like outside the on-duty hours without 
compensation. 
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ARTICLE XXV - OCCUPATIONAL SAFETY AND HEAL TH 

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 all 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) ofR.C. §4167.06, the 
employee must exhaust the process set forth in paragraph C(l-2) below. 

B. An employee who wishes to assert a claim of discrimination as defined in R.C. §4167.13 
shall use the grievance 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. If the alleged discrimination is in connection with 
a non-renewal, any claim of discrimination under R.C. Chapter 4167 shall be raised only 
in the challenge to the non-renewal pursuant to R. C. §3 319 .11. 

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 oflndustrial Relations pursuant to R.C. §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) work days 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 Superintendent within five (5) work days of the supervisor's or principal's 
response. If the supervisor or principal does not respond by his deadline, then the 
employee or Association may file their appeal within five (5) work days of that 
deadline. The Superintendent or his designee shall meet with the employee or 
Association representative in 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. 

ARTICLE XXVI - CRIMINAL RECORDS CHECK 

A. The parties acknowledge the R.C. §3319.39 requires the Board of Education to release 
from employment someone who has been hired subject to the condition that he or she 
have a clean record on a criminal records check. If the records check on such a person 
discloses a conviction of guilty plea which disqualifies the person from employment in a 
position in this bargaining unit, the following procedure shall be followed: 

1. Upon receipt of the report from the Bureau of Criminal Identification and 
Investigation, the Superintendent or designee shall give the person a copy of the 
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report and written notice of the Superintendent's intention to release the employee 
from employment pursuant to R.C. §3319.39. 

2. The Superintendent shall hold a conference promptly with the person who is subject 
to an adveise criminal records check and provide that person with an opportunity to 
challenge, explain, or rebut the criminal record reports, the basis for required release 
from employment under the law. 

3. The Superintendent then shall determine whether the statute requires release of the 
employee and shall notify him of the Superintendent's decision in writing. The 
Superintendent's notice shall contain the effective date of the release, and the release 
shall become effective at the time specified by the Superintendent. 

B. This Article is the exclusive procedure for release of a bargaining unit member from 
employment because of an adverse criminal records check in accordance with R.C. 
§3319.39. The bargaining unit member's release shall not be subject to any other 
provision of law or this collective bargaining agreement with respect to the dismissal, 
non-renewal, or termination or employees. The release of an employee pursuant to this 
Article is not subject to the grievance procedure. 

ARTICLE XXVII - BCl/FBI LICENSURE REIMBURSEMENT 

The School District will reimburse employees for one (1) BCI/FBI check and one (1) license 
renewal every five (5) years. 

ARTICLE XXVIII - ENTIRE AGREEMENT 

The specific provisions of this Agreement shall be the sole source of the rights of the Union and 
any teacher covered by this Agreement. This Agreement supersedes all previous oral and written 
agreements between the Board and the Union 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 agreements, 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. 
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ARTicLE XXIX- DURATION 

Except as provided otherwise in this Agreement or ail attached schedule, this Agreement shall 
become effective July I , 2014, and shall remain in full force and effect through and including 
June 30, 2017. If neither party gives timely i;iotice under Article II to terminate or modify this 
Agreement as of July 1, 2017, it shall automatically be renew~ for the succeeding year, July 1, 
2017 through June 30, 2018. During the term of this Agreement, the Association may request 
bargaining after the consortium of Bath Local; Perry Local, and Spencerville Local determines 
how to proceed wi~ Local Professional Development CorDmittee(s) withrespect to appropriate 
subjects of bargaining on LPDC issues. 

FOR THE ASSOCIATION FOR TIIB BOARD OF EDUCATION 

~~-mresid (j 

Treasurer 

Date 

Date 
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SPENCERVILLE LOCAL SCHOOL DISTRICT 
CERTIFICATED TEACHER SALARY SCHEDULE 

2014-2015 SCHOOL YEAR - (EFFECTIVE JULY, 2014 - JUNE 30, 2015) 

APPENDIX A 

Base: $32,048 with 1 % increase, normal step placement resumes all ~ployees hired prior to the 2011-12 school year. 
183 days - effective 2007-2008 school year 

I 5year I 

150 
Step Index BA Index Hours Index MA Index 

0 1.0000 32,048 1.0380 33,266 1.0950 35,093 1.1330 

1 1.038 33,266 1.0810 34,644 1.1430 36,631 1.1860 

2 1.0760 34,484 1.1240 36,022 1.1910 38,169 1.2390 

3 1.1140 35,701 1.1670 " 37,400 1.2390 39,707 1.2920 

4 1.1520 36,919 1.2100 38 778 1.2870 41,246 1.3450 

5 1.1900 38,137 1.2530 40156 1.3350 42,784 1.3980 

6 1.2280 39,355 1.2960 41 ,534 1.3830 44,322 1.4510 

7 1.2660 40573 1.3390 42 912 1.4310 45,861 1.5040 

8 1.3040 41,791 1.3820 44 290 1.4790 47,399 1.5570 

9 1.3420 43,008 1.4250 45,668 1.5270 48,937 1.6100 

10 1.3800 44,226 1.4680 47,046 1.5750 50,476 1.6630 

11 1.4180 45,444 1.5110 48425 1.6230 - 52,014 1.7160 

12 1.4180 45,444 1.5110 48,425 1.6710 53,552 1.7690 

13 1.4180 45,444 1.5110 48425 1.6710 53,552 1.7690 

14 1.4180 45,444 1.5110 48,425 1.6710 53,552 1.7690 

15 1.4560 46,662 1.5540 49 803 1.7190 55,091 1.8220 

16 1.4940 47,880 1.5970 51 181 1.7670 56,629 1.8750 

17 1.4940 47,880 1.5970 51 181 1.7670 56,629 1.8750 

18 1.4940 47,880 1.5970 51 ,181 1.7670 56,629 1.8750 

19 1.4940 47,880 1.5970 51 181 1.7670 56,629 1.8750 

20 1.5520 49,738 1.6600 (.063) 53,200 1.8350 (.068) 58,808 1.9480 (.073) 

21 1.5520 49,738 1.6600 53200 1.8350 58,808 1.9480 
22 or 

m.ore** 1.6100 51,597 1.7230 l.063) 55,219 1.9030 (.068) 60,987 2.0210 (.073) 

**20+ YEARS INDEX= REGULAR INDEX +0208 
l . VoAg instructor can be approved for up to 3/9 of schedule for extended service as approved by Bd of Education. 
NOTE: for 11-12 year all Extended services was cut 33% so only 40 Ext. days were approved and thereafter. 

MA+18 

36,310 

38 009 

39,707 

41,406 

43.105 

44,803 

46,502 

48,200 

49899 

51597 

53,296 

54,994 

56,693 

56,693 

56,693 

58,391 

60,090 

60,090 

60,090 

60 090 

62,430 

62,430 

64,769 

2. Rec0gnized accumulated sick leave= 215 days a year for leave purposes, with up to 212 (53 days maximum) for severance 
effective with the 10-11 year which replaces 200 accumulated days perFY99 and 200 days for severance per end ofFYlO. 

3. Approved mileage reimbursed at the rate of$ per mile as set by IRS as of January of each calendar year, effective for the 
entire calendar year. 

1. This schedule is based on 184 days of duty for 06-07 year; and then 183 duty days effective with the 07-08 year and 
thereafter. 

2. After January 1, 1970 experienced teachers coming into the school system will be granted a maximum of l 0 years of 
experience on the schedule, if they have taught ten or more years previously. Up to 5 years of military service may be 
recognized for experience credit 

3. One year's training is defined as 30 semester hours of credit, which are approved by the State Dept. of Ed. for certification in 
the field of assigned teaching. Five year training level is defined as 150 semester hours of training, and a Bachelor's Degree 
from a recognized college or university. 

4. To ensure proper placement on the salary schedule, it is the responsibility of the teacher to furnish an official transcript of 
credits to the local superintendent and county superintendent, no later than Sept. 15 of the school year. 

5. Local superintendent shall determine the training and experience of each teacher as defined by the Statutes of Ohio and shall 
administer the salary schedule and Board policies, subject to Board approval. 

6. Additional salary, detennined by the Board, may be added for extra time involved or for some types of specialized training. 
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APPENDIX A 
SPENCERVILLE LOCAL SCHOOL DISTRICT 
CERTIFICATED TEACHER SALARY SCHEDULE 

2015-2016 SCHOOL YEAR (EFFECTIVE JULY, 2015-JUNE 30, 2016) 

Base: $ 32,3 68 "th WI 1 % mcrease 183 da ffi . 2007 20 lys-e ective - h I 08 sc oo year 
5 year 

150 
Step Index BA Index Hours Index MA Index 

0 1.0000 32,368 1.0380 33,598 1.0950 35443 1.1330 

1 1.038 33,598 1.0810 34,990 1.1430 36,997 1.1860 

2 1.0760 34,828 1.1240 36,382 1.1910 38,550 1.2390 

3 1.1140 36,058 1.1670 37,773 1.2390 40,104 1.2920 

4 1.1520 37,288 1.2100 39,165 1.2870 41658 1.3450 
~ 

5 1.1900 38,518 1.2530 40,557 1.3350 43,211 1.3980 

6 1.2280 39,748 1.2960 41,949 1.3830 44,765 1.4510 

7 1.2660 40,978 1.3390 43,341 1.4310 46,319 1.5040 

8 1.3040 42,208 1.3820 44 733 1.4790 47,872 1.5570 

9 1.3420 43,438 1.4250 46,124 1.5270 49,426 1.6100 

10 1.3800 44,668 1.4680 47,516 1.5750 50 980 1.6630 

11 1.4180 45,898 1.5110 48,908 1.6230 52,533 1.7160 

12 1.4180 45,898 1.5110 48,908 1.6710 54,087 1.7690 

13 1.4180 45,898 1.5110 48,908 1.6710 54,087 1.7690 

14 1.4180 45,898 1.5110 48,908 1.6710 54087 1.7690 

15 1.4560 47,128 1.5540 50,300 1.7190 55 641 1.8220 

16 1.4940 48,358 1.5970 51 ,692 1.7670 57,194 1.8750 

17 1.4940 48,358 1.5970 51,692 1.7670 57,194 1.8750 

18 1.4940 48,358 1.5970 51,692 1.7670 57.194 1.8750 

19 1.4940 48,358 1.5970 51,692 1.7670 57,194 1.8750 

20 1.5520 50,235 1.6600 {.063) 53,731 1.8350 (.068) 59,395 1.9480 (.073) 

21 1.5520 50,235 1.6600 53,731 1.8350 59,395 1.9480 
22 or 

more** 1.6100 52,112 1.7230 (.063) 55,770 1.9030 (.068) 61,596 2.0210 (.073) 

**2o+ YEARS INDEX= REGULAR INDEX +0208 
I. VoAg instructor can be approved for up to 3/9 of schedule for ex.tended service as approved by Bd of Education. 
NOTE: for 11-12 year alt Ex.tended services was cut 33% so only 40 Ex.t. days were approved and thereafter. 

MA+18 

36 673 

38,388 

40,104 

41,819 

43,535 

45.250 

46 966 

48,681 

50 397 

52,112 

53,828 

55,543 

57259 

57 259 

57 259 

58,974 

60 690 

60,690 

60 69"0 

60 690 

' 63 053 

63,053 

65,416 

2. Recognized accumulated sick leave= 215 days a year for leave purposes, with up to 212 (53 days maximum) for severance 
effective with the l 0-11 year which replaces 200 accumulated days per FY99 and 200 days for severance per end ofFYl 0. 

3. Approved mileage reimbursed at the rate of$ per mile as set by IRS as of January of each calendar year, effective for the 
entire calendar year. 

****************************** 
1. This schedule is based on 184 days of duty for 06-07 year; and then 183 duty days effective with the 07-08 year and 

thereafter. · 
2. After January 1 , 1970 experienced teachers coming into the school system will be granted a maximum of 10 years of 

experience on the schedule, if they have taught ten or more years previously. Up to 5 years of military service may be 
recognized for experience credit. 

3. One year's training is defined as 30 semester hours of credit, which are approved by the State Dept. of Ed. for certification in 
the field of assigned teaching. Five year training level is defined as 150 semester hours of training, and a Bachelor's Degree 
from a recognized college or university. 

4. To ensure proper placement on the salary schedule, it is the responsibility of the teacher to furnish an official transcript of 
credits to the local superintendent and county superintendent, no later than Sept. 15 of the school year. 

5. Local superintendent shall determine the training and experience of each teacher as defined by the Statutes of Ohio and shall 
administer the salary schedule and Board policies, subject to Board approval. 
6. Additional salary, determined by the Board, may be added for extra time involved or for some types of specialized training. 
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APPENDIX A 
SPENCERVILLE LOCAL SCHOOL DISTRICT 
CERTIFICATED TEACHER SALARY SCHEDULE 

2016-2017 SCHOOL YEAR (EFFECTIVE JULY, 2016 - JUNE 30, 2017) 

B $32 692 "th l~ . 183 d :ffi . 2007 2008 h I ase: • W1 o mcrease ays - e ective - SC CO year 
5 year . ! 

150 
Step Index BA Index Hours Index MA Index 

0 1.0000 32,692 1.0380 33,934 1.0950 35,798 1.1330 

1 1.038 33,934 1.0810 35 340 1.1430 37,367 1.1860 

2 1.0760 35,177 1.1240 36 746 1.1910 38,936 1.2390 

3 1.1140 36,419 1.1670 38152 1.2390 40,505 1.2920 

4 1.1520 37,661 1.2100 39,557 1.2870 42,075 1.3450 

5 1.1900 38,903 1.2530 40,963 1.3350 43,644 1.3980 

6 1.2280 40,146 1.2960 42,369 1.3830 45,2rn 1.4510 

7 1.2660 41,388 1.3390 43,775 1.4310 46,782 1.5040 

8 1.3040 42,630 1.3820 45,180 1.4790 48351 1.5570 

9 1.3420 43,873 1.4250 46586 1.5270 49,921 1.6100 

10 1.3800 45,115 1.4680 47 992 1.5750 51,490 1.6630 

11 1.4180 46,357 1.5110 49,398 1.6230 53,059 1.7160 

12 1.4180 46,357 1.5110 49,398 1.6710 54,628 1.7690 

13 1.4180 46,357 1.5110 49,398 1.6710 54,628 1.7690 

14 1.4180 46,357 1.5110 49398 1.6710 54,628 1.7690 

15 1.4560 47,600 1.5540 50803 1.7190 56,198 1.8220 

16 1.4940 48,842 1.5970 52,209 1.7670 57,767 1.8750 

17 1.4940 48,842 1.5970 52,209 1.7670 57,767 1.8750 

18 1.4940 48,842 1.5970 52,209 1.7670 57,767 1.8750 

19 1.4940 48,842 1.5970 52,209 1.7670 57,767 1.8750 

20 1.5520 50,738 1.6600 (.063} 54,269 1.8350 (.068} 59,990 1.9480 (.073) 

21 1.5520 50,738 1.6600 54.269 1.8350 59,990 1.9480 
22or 

more** 1.6100 52,634 1.7230 (.063) 56,328 1.9030 (.068) 62,213 2.0210 (.073) 
**2o+ YEARS INDEX= REGULAR INDEX +0208 
1. VoAg instructor can be approved for up to 3/9 of schedule for extended service as approved by Bd of Education. 
NOTE: for 11-12 year all Extended services was cut 33% so only 40 Ext. days were approved and thereafter. 

MA+18 

37,040 

38,773 

40,505 

42,238 

43,971 

45 703 

47,436 

49,169 

50,901 

52 634 

54,367 

56,099 

57,832 

57 832 

57,832 

59,565 

61 298 

61 298 

61 ,298 

61 ,298 

63684 

63,684 

66,071 

2. Recognized accumulated sick leave = 215 days a year for leave purposes, with up to 212 (53 days maximum) for severance 
effective with the 10-11 year which replaces 200 accumulated days per FY99 and 200 days for severance per end of FYI 0. 

3. Approved mileage reimbursed at the rate of$ per mile as set by IRS as of January of each calendar year, effective for the 
entire calendar year. 

**** * ************************* 
l. This schedule is based on 184 days of duty for 06-07 year; and then 183 duty days effective with the 07-08 year and 

thereafter. 
2. After January I, 1970 experienced teachers corning into the school system will be granted a maximum of 10 years of 

experience on the schedule, if they have taught ten or more years previously. Up to 5 years of military service may be 
recognized for experience credit 

3. One year's training is defined as 30 semester hours of credit, which are approved by the State Dept. of Ed. for certification in 
the field of assigned teaching. Five year training level is defined as 150 semester hours of training, and a Bachelor's Degree 
from a recognized college or university. 

4. To ensure proper placement on the salary schedule, it is the responsibility of the teacher to furnish an official transcript of 
credits to the local superintendent and county superintendent, no later than Sept. 15 of the school year. 

5. Local superintendent shall determine the training and experience of each teacher as defined by the Statutes of Ohio and shall 
administer the salary schedule and Board policies, subject to Board approval. 
6. Additional salary, determined by the Board, may be added for extra time involved or for some types of specialized training. 
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EXTRACURRICULAR POSITIONS AND SALARIES APPENDIX B 
2014-2015 SCHOOL YEAR- EFFECTIVE July 1, 2014 

Added 1 % to Teacher's BASE salary of previous year Base: $32,048 

R b' e-esta lished Art c lub, Ind. Arts Club and IDAAAdvisor per 12-13 year. 
%of 

Position Wage Salary 
**Art Club Advisor 1.80% $577 
Band Director 15.30% $4,903 
Baseball - Head Coach 11.70% $3,750 

Baseball- JV Coach 6.30% $2,019 
Baseball - MS Coach 6.30% $2,019 

Basketball-Girls/Head Coach 15.30% $4,903 
Basketball-Girls/Var. Asst. Coach 9.90% $3,173 
Basketball-Girls/JV Coach 9.00% $2,884 
Basketball-Girls/9th Grade Coach 8.10% i $2,596 
Basketball-Girls/8th Grade Coach 7.20% $2,307 
Basketball-Girls/7th Grade Coach 6.30% $2,019 

Basketball-Boys/Head Coach 15.30% $4,903 
Basketball-Boys/Var. Asst. Coach 9.90% $3,173 
Basketball-Boys/JV Coach 9.00% $2,884 
Basketball-Boys/9th Grade Coach 8.10% $2,596 
Basketball-Boys/8th Grade Coach 7.20% $2,307 
Basketball-Boys/7th Grade Coach 6.30% $2,019 

Cheerleader-HS Advisor 5.40% $1,731 
Cheerleader-MS Advisor 3.60% $1,154 

Chorus Director 9.00% $2,884 
Cross Country-Head Coach 11.70% $3,750 
Cross Country-Asst. Coach 6.30% $2,019 
Faculty Manager 12.60% $4,038 
FFAAdvisor 3.60% $1,154 
FCCLA Advisor 1.80% $577 
Football-Head Coach 15.30% $4,903 

Football-Asst. I Coach 9.00% $2,884 
Football-Asst. IJ Coach 9.00% $2,884 
Football-Asst. Ill Coach 9.00% $2,884 

can split position 4 ways per board action 

Football - 9th grade coach 8.10% $2,596 
Football - MS head coach 7.20% $2,307 
Footba.11 - MS asst. coach 6.30% $2,019 

Freshman Class Advisor 0.90% $288 
Golf Coac;h (new 6-02) 9.00% $2,884 
**Industrial Arts Club Advisor 1.80% $577 
Junior Class/Prom Co-Advisor/divided by 2 5.40% $1,731 
Junior Co-Advisors/divided by 2 

Musical Co-Director/divided by 2 9.00% $2,884 
Musical Co-Director/divided by 2 

National Honor Society Advisor 2.70% $865 
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%of 
Position Wage Salary 

Positive Peer Advisor/was IDAA/Renamed 12-13 Yr 1.80% $577 
SADD Co-Advisor at 50/50 split 1.80% $577 
Scholastic Bowl - HS Coach 4.05% $1,298 

Scholastic Bowl - 7th & 8th grade coach 2.70% $865 
Scholastic Bowl -6th grade coach 2.70% $865 

' 
Scholastic Bowl -5th grade coach 2.70% $865 

Soccer- head coach (new action 12-8-17 for 09-10 yr 11.70% $3,750 
Softball - Head Coach 11.70% $3,750 

Softball - JV Coach 6.30% $2,019 
Softball - MS Coach 6.30% $2,019 . 

Sophomore Class Advisor 0.90% $288 
Spanish Advisor (new 09-10 year; See #6-09-8) 1.80% $577 
Spelling Bee Coordinator (new FY04) 0.90% $288 
Student Council - HS Advisor 1.80% $577 

Student Council- MS Co-Advisors/divided by 2 1.80% $577 
Student Council- MS Co-Advisors/divided by 2 

Track - HS Head Coach 13.50% $4,326 
Track-Asst. I Coach 6.30% $2,019 
Track-Asst. II Coach 6.30% $2,019 
Track-Asst. Ill Coach 6.30% $2,019 

can split 2 positions 3 ways per board action 
Track - MS Boys Coach 6.30% $2,019 
Track - MS Girls Coach 6.30% $2,019 

Volleyball - Head Coach 11.70% $3,750 
Volleyball - JV Coach 6.30% $2,019 
Volleyball - 8th Grade Coach 6.30% $2,019 
Volleyball - 7th Grade Coach 6.30% $2,019 

Website Advisor (new 07-08 school year) 4.05% $1,298 
Wrestling - Head Coach 13.50% $4,326 

Wrestling - HS Asst. Coach 6.30% $2,019 
Wrestling - MS Coach 6.30% $2,019 

*Yearbook Advisor (reduced from 4.5% to 3% in 11-12) 3.00% $961 
*Position reduced from 4.5% to 3%/or 33% in 11-12 
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EXTRACURRICULAR POSITIONS AND SALARIES APPENDIX B 
2015-2016 SCHOOL YEAR- EFFECTIVE July 1, 2015 

Added 1% to Teacher's BASE salary of previous year Base: $32,368 

R t bli h d Art Cl b I d Art Cl b d IDAA Ad . 12 13 e-es a s e u , n • s u an visor per - year. 
%of 

Position Wage Salary 
**Art Club Advisor 1.80% $583 
Band Director 15.30% $4,952 
Baseball - Head Coach 11.70% $3,787 

Baseball- JV Coach 6.30% $2,039 
Baseball - MS Coach 6.30% $2,039 

Basketball-Girls/Head Coach 15.30% $4,952 
Basketball-Girls/Var. Asst. Coach 9.90% $3,204 
Basketball-Girls/JV Coach 9.00% $2,913 
Basketball-Girls/9th Grade Coach 8.10% $2,622 
Basketball-Girls/8th Grade Coach 7.20% $2,330 
Basketball-Girls/7th Grade Coach 6.30% $2,039 

Basketball-Boys/Head Coach 15.30% $4,952 
Basketball-Boys/Var. Asst. Coach 9.90% $3,204 
Basketball-Boys/JV Coach 9.00% $2,913 
Basketball-Boys/9th Grade Coach 8.10% $2,622 
Basketball-Boys/8th Grade Coach 7.20% $2,330 
Basketball-Boys/7th Grade Coach 6.30% $2,039 

Cheerleader-HS Advisor 5.40% $1,748 
Cheerleader-MS Advisor 3.60% $1,165 

Chorus Director 9.00% $2,913 
Cross Country-Head Coach 11.70% . $3,787 

Cross Country-Asst. Coach 6.30% $2,039 
Faculty Manager 12.60% $4,078 
FFAAdvisor 

' 
3.60% $1,165 

FCCLA Advisor 1.80% $583 
Football-Head Coach 15.30% $4,952 

Football-Asst. I Coach 9.00% $2,913 
Football-Asst. II Coach 9.00% $2,913 
Football-Asst. Ill Coach 9.00% $2,913 

can split position 4 ways per board action 

Football - 9th grade coach 8.10% $2,622 
Football - MS head coach 7.20% $2,330 
Football - MS asst. coach 6.30% $2,039 

Freshman Class Advisor 0.90% $291 
Golf Coach (new 6-02) 9.00% $2,913 
**Industrial Arts Club Advisor 1.80% $583 
Junior Class/Prom Co-Advisor/divided by 2 5.40% $1,748 
Junior Co-Advisors/divided by 2 

Musical Co-Director/divlded by 2 9.00% $2,913 
Musicai Co-Director/divided by 2 

National Honor Society Advisor 2.70% $874 
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%of 

Position Wage Salary 
Positive Peer Advisor/was fDAA/Renamed 12-13 Yr 1.80% $583 
SADD Co-Advisor at 50/50 split 1.80% $583 
Scholastic Bowl - HS Coach 4.05% $1,311 

Scholastic Bowl - 7th & 8th grade coach 2.70% $874 
Scholastic Bowl -6th grade coach 2.70% $874 
Scholastic Bowl -5th grade coach 2.70% $874 

Soccer - head coach {new action 12-8-17 for 09-10 yr 11.70% $3,787 
Softball - Head Coach 11.70% $3,787 

Softball -JV Coach 6.30% $2,039 
Softball - MS Coach 6.30% $2,039 

Sophomore Class Advisor 0.90% $291 
Spanish Advisor {new 09-10 year; See #6-09-8) 1.80% $583 
Spelling Bee Coordinator (new FY04} 0.90% $291 
Student Council - HS Advisor 1.80% $583 

Student Council- MS Co-Advisors/divided by 2 1.80% $583 
Student Council- MS Co-Advisors/divided by 2 

Track - HS Head Coach 13.50% $4,370 
Track-Asst. I Coach 6.30% $2,039 
Track-Asst. II Coach 6.30% $2,039 
Track-Asst. Ill Coach 6.30% $2,039 

can split 2 positions 3 ways per board action 
Track - MS Boys Coach 6.30% $2,039 
Track - MS Girls Coach 6.30% $2,039 

Volleyball - Head Coach 11.70% $3,787 
Volleyball -JV Coach 6.30% $2,039 
Volleyball - 8th Grade Coach 6.30% $2,039 
Volleyball - 7th Grade Coach 6.30% $2,039 

Website Advisor {new 07-08 school year) 4.05% $1,311 
Wrestling - Head Coach 13.50% $4,370 

Wrestling - HS Asst. Coach 6.30% $2,039 
Wrestling - MS Coach 6.30% $2,039 

*Yearbook Advisor {reduced from 4.5% to 3% in 11-12) 3.00% $971 
*Position reduced from 4.5% to 3%/or 33% in 11-12 
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EXTRACURRICULAR POSITIONS AND SALARIES APPENDIX B 
2016-2017 SCHOOL YEAR - EFFECTIVE July 1, 2016 

Added 1% to Teacher's BASE salary of previous year Base: $32,692 

R bli h d Ar Cl b Ind Art Cl b d IDAAAd . e-esta s e t u '• s u an visor per 12 13 - }ear. 
%of 

Position Wage Salary 

**Art Club Advisor 1.80% $588 

Band Director 15.30% $5,002 

' Baseball - Head Coach 11.70% $3,825 

Baseball-JV Coach 6.30% I $2,060 

Baseball - MS Coach 6.30% $2,060 

Basketball-Girls/Head Coach 15.30% $5,002 

Basketball-Girls/Var. Asst. Coach ·9.90% i $3,237 

Basketball-Girls/JV Coach 9.00% $2,942 

Basketball-Girls/9th Grade Coach 8.10% $2,648 

Basketball-Girls/8th Grade Coach 7.20% $2,354 

Basketball-Girls/7th Grade Coach 6.30% $2,060 

Basketball-Boys/Head Coach 15.30% $5,002 

Basketball-Boys/Var. Asst. Coach 9.90% $3,237 

Basketball-Boys/JV Coach 9.00% $2,942 

Basketball-Boys/9th Grade Coach 8.10% $2,648 

Basketball-Boys/8th Grade Coach 7.20% $2,354 

Basketball-Boys/7th Grade Coach 6.30% $2,060 

Cheerleader-HS Advisor 5.40% $1,765 

Cheerleader-MS Advisor 3.60% $1,177 

Chorus Director 9.00% $2,942 

Cross Country-Head Coach 11.70% $3,825 

Cross Country-Asst. Coach 6.30% $2,060 

Faculty Manager 12.60% $4,119 

HA Advisor 3.60% $1,177 

FCCLA Advisor 1.80% $588 

Football-Head Coach 15.30% $5,002 

Football-Asst. I Coach 9.00% $2,942 

Football-Asst. II Coach 9.00% $2,942 

Football-Asst. Ill Coach 9.00% $2,942 

can split position 4 ways per board action $0 

Football - 9th grade coach 8.10% $2,648 

Football - MS head coach 7.20% $2,354 

Football - MS asst. coach 6.30% $2,060 

Freshman Class Advisor 0.90% $294 

Golf Coach (new 6-02) 9.00% $2,942 

**Industrial Arts Club Advisor 1.80% $588 

Junior Class/Prom Co-Advisor/divided by 2 5.40% $1,765 

Junior Co-Advisors/divided by 2 

Musical Co-Director/divided by 2 9.00% $2,942 

Musical Co-Director/divided by 2 

National Honor Society Advisor 2.70% $883 

54 



%of 
Position Wage Salary 

Positive Peer Advisor/was IDAA/Renamed 12-13 Yr 1.80% $588 

SADD Co-Advisor at 50/50 split 1.80% $588 
Scholastic Bowl - HS Coach 4.05% $1,324 . 

Scholastic Bowl - 7th & 8th grade coach 2.70% $883 

Scholastic Bowl -6th grade coach 2.70% $883 
Scholastic Bowl -5th grade coach 2.70% $883 

Soccer- head coach (new action 12-8-17 for 09-10 yr 11.70% $3,825 

Softba ll - Head Coach 11.70% $3,825 
Softball - JV Coach 6.30% $2,060 \ 

Softball - MS Coach 6.30% $2,060 

Sophomore Class Advisor 0.90% $294 

Spanish Advisor (new 09-10 year; See #6-09-8} 1.80% $588 
Spelling Bee Coordinator (new FV04) 0.90% $294 
Student Council - HS Advisor 1.80% $588 

Student Council- MS Co-Advisors/divided by 2 1.80% $588 

Student Council- MS Co-Advisors/divided by 2 
Track - HS Head Coach 13.50% $4,413 

Track-Asst. I Coach 6.30% $2,060 

Track-Asst. II Coach 6.30% $2,060' 

Track-Asst. Ill Coach 6.30% $2,060 

can split 2 positions 3 ways per board action 

Track - MS Boys Coach 6.30% $2,060 

Track - MS Girls Coach 6.30% $2,060 

Volleyball - Head Coach 11.70% $3,825 
Volleyball - JV Coach 6.30% $2,060 

Volleyball - 8th Grade Coach 6.30% $2,060 

Volleyball - 7th Grade· Coach 6.30% $2,060 

Website Advisor (new 07-08 school year) 4.05% $1,324 

Wrestling - Head Coach 13.50% $4,413 
Wrestling - HS Asst. Coach 6.30% $2,060 

Wrestling - MS Coach 6.30% $2,060 

*Yearbook Advisor (reduced from 4.5% to 3% in 11-12) 3.00% $981 
"'Position reduced from 4.5% to 3%/or 33% in 11-12 
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APPENDIXC 

GRIEV ~~CE REPORT FORM 

Grievance# --------------
Name. of Grievant Date Filed 

---------~~ -----~~--

Building _____________ ~ Assignment ---------
Step of Grievance ------Date Cause of Grievance ---------

St ate men t of Grievance: 

Relief Sought: 

Disposition to this Step: 

Signature __________________ ~ Date ------

Title ---------------------

Receipt of above form should be recorded at each step. 

Delivered by ________________ _ Date ------

Received by ________ _________ _ Date ------
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APPENDIXD 

B.l.li GOH (Also AFC·l) 

fVAWATION Of PROFES$10NAL STAFF CTeachers) 

[This pollc:y was •dopted "In ~ltltion with tuchen ernplow!c( by the bNnl"] 

The BOard of Education Is responsible for 1 wnd1rds·based teacher evaluatlon policy which conforms 
to the framework fo.r evaluation of teachers as approved by the State Board of Education and aligns with 
the "Standards for ttJe Teaching Profession• as set forth in State Law. 

The Board adopts the Ohio Teacher Evaluitlon System ("OTES") model as approved by the State 
Board of Eduaitlon. 

The evaluation poky Is Intended to provide an evaluation model that Is research-based, transparent, 
fair, and adaptable to the needs of the Distl1ct. The Board believes In the lmportu1ce of ongoing 
assessment •nd meariTngful feedback as 1 powerful vehlde to ·support improved teachlne performance 
and stl!dent growth. IS weR as promotion and retention decisions (Qr teachers. 

This policy shaA be Implemented as set fyrth herein and included In the collective bargaining qreernent 
with the Spencerville EdlJClltlon Auoclatlon and in all extensions and renewals thereof. / 

This policy has been developed In consultatlon with teachers employed by the Board. 

G!Yen the dynamic nature of the mandated teacher evahation process, the Board authorizes the 
Superfntendent to establish and maintain ah onaoing Evalu•tlon Policy Consutt.tion committee, 
with contlnulr.r participation by District teachers represented by the Spencervllle Education 
Association, and for the express purpose of recommending necessary changes to the Board for 
the appropriate revision. oftttls polity. 

Oirflnltf pns 

•oTES". - stands for the Ohio Teacher Evaluation System as adopted by the Ohio Sute Board of 
Eduatlon in 2011, or as otherwise modified by the State 8oilrd of Education. 

"Teacher-- For purposes of thl5 policy, "teacher" means a llcensed instructor who spends at leasts°" 
of his/her tlrne providing content-related student instruction and who is~ under one of the 

followln&: 

a. A license Issued under ORC Sec;tjons 3319.22, 3319.26, 3319.222 or 3319.226; or 
b. A permanent certificate Issued under ORC Section 3319.222 as It existed prior to September, 

2003; or 
c. A permanent certificate issued under ORC Section 3319.222 u It existed prior to September, 

2006; or 
d. A permit Issued under ORC Section 3319.301 .. 

Spencer\lllle Local School Di$trict. Spencerville, OH 
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fill; GCN-1 (Also AFC-1) 

Substitute teachers and teachers not meeting this definition are not subject tc evaluation under this 
policy. Regular and Pa rt Time bargaining unit members who do not meet the definition will be 

evaluated utilizing the evaluatiOn procedures of the collective ball.lining agreement in effect between 
the Board and the Spencerville Education Associ•ticm. 

The Superintendent, Treasurer, and any •other administrator" as defined by ORC Section 3319.02 are 
not subject to evaluati1m under this policy. 

"'Credentialed Evaluator" - For purposes of this policy, each teacher subject to eval111tlon will be 
evaluated by a person who: 

a. Meets the eligibility requirements under ORC Section 3319.111(0);.and 
b. Hold& a credential e5tabllshed by the Ohio Department of Education for teacher evaluation; and 
c. Has completed state-sponsored evaluation training and has passed online credentlallng 

assessment. 

The Soard shall authorize the Superintendent/deslgnee to approve and maintain a fist of credentialed 
evaluators as necessary to effectively Implement this policy. 

•eore Subject Area" - means reading and English language arts, rnathe~lcs, science, foreign language, 
economics, fine arts, history and geography. 

"Student Growth" - for the purpose of the district's evaluation policy, student growth iS defined as the 
change In student achievement for an indlvidua I student between two or more points In time. 

"Student L8amlng ObJectlves" ("SLOi") - include goals Identified by a teacher or group of teachers that 
Identify expected learning outtomes or growth targets for a group of sbldents over a period of time. 

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

"Value-Added"' - refers to CVAAS Value-added methodology provided by SAS, Inc, which provides a 
measure of student progress at the district and school level based on each student's scores on state 
issued standardized assessments. 

"Vendor Asffssment• - student assessments approved by the Ohio Department of Education that 
measure mastery of the course c.cmtent for the appropriate grade ]eve~ which may lndude nattona11y 
normed standardized assessments, industry certification exams, or end-of-murse examinatlon5 for 
grade level and subjects for which the Value-Added measure does not apply. 

Spencerville Local School District, Spencerville, OH 
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Bl!l GCN-1_(Al5o AFC-1) 

Standaa!s:@ased Teach@r Evaluation 

Teacher ev1luations wlll 1.1tlil1'e multiple factors, with the intent of provll;l/ng meaningful feedback to 

each teecher and assigning an effectiveness rating based In equal part upon teacher performance and 
student growth. 

Each teacher evaluation will result in an effi!ctfveness rating of: 

a. Accomplished; 

b. Skllled; 
c. Developing; or 

d. Ineffective 

The specific standards and criteria for distinguishing between these ratings/levels of performal'\Ce shall 
be the same as those developed by the Satte Board of Education, which 1r1 Incorporated herein by 

reh!ll!nce. 

The Superintendent shall annually cause to be filed a report to the department of education the number 
of teachers for whom an evaluation was conducted as weil as the number of teachers ISSlgned each 
rating as set forth above, aggregated by teacher pre pa ration programs from which and they.ears In 
which the teachers graduated. 

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

Assessment of Teacher Performance 

Teacher performance will be evaluated during formal observations and periodic infonnal obseMrtions 
also known as .. classroom walkthroughS-. S~ch performance, which wm oomprise fifty-percent (50%) of 
a teilcher's effectiveness rating. will be assessed through a holistic prooess by trained and credentialed 
evaluators based upon the following Ohio Standards {Pr the Teaching Profession: 

a. UnderSt:anding student learning and devele>pment and respecting the diversity of the 
students they teach; 

b. Understanding the content area for wtiich they have Instructional responslbllity; 
c. Undef$tlndlng anr.I using varied assessment to inform instruction, evaluate end ensure 

student learning; 
d. Planning and delivering effective Instruction that advances individual student leamlng; 
e. Creatln11 learning environments that promote high levels of learning and ~udent 

achievement; 
f . Collaborating and commt,miCBtlng with students, parents, other educators, district 

admlnlst111tors and 'lhe community to support student learning; and 
g • • Assuming responsibility for professional growth, performance and Involvement. 

Spencerville Locaf School District, Spencerville, OH 
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.Bl!i. GCN-1 (Also AFC-1} 

Formo/ Observation and aassroom WoJkthrough Sequence 

• All Instructors who meet the definltion of "teacher" under l\;C, 3319.lll and this policy 
shall be evaluated based on at least~ formal obseNatlons and a minimum of~ 
classroom walkthroughs uch school year. 

• Teachers on a limited contract who are under considel'iltion for renewaVnonrenew;il 
shall rec:eive at least three formal observatl9i1s in addition to periodic classroom 
wa lkthroughs. 

Evaluations will be completl!d b'f April 10111 and each teacher will be provided. a written report of the 
results of his/her evaluation by May 10lh. Written notice of nonrenewal will be provided by June 111

• 

In evaluating te..cher performance in these areas, the Board shall utllite the measures set forth by the 
Ohio Department of Education's OTES "Teacher Performance- Evaluation Rubric" for Instructional 

planning, instruction, a5~ment, and professionalism, set for the herein as Appendix A. 

Each teacher evaluated under this policy shall annually complete a "Self-Assessment" utlllzihg the Self­
Assessment Summary Tool set forth herein as Teacher Evaluation Form. 

forriial QJ>Rrvation Prpcedure 

a. All formal observations shall be preceded by a conference betweenthe evaluator and the 
employee prior to the observation in order for the employee to explain plans tnd objective$ for 
the classroom situation to be observed. 

b. A post-observation conference shall be held after each fonnal observation. 

lnfonnal Observatlon/dagroom WalcthroW!h Procedure 

a. Classroom wa lkthroughs shall not unreasonably disrupt and/or Interrupt the lea ming 
environment. 

b. Data gathered from the walkthrough must be placed on the form designated in Teacher 

Evaluation Form. 
c. A final debriefing and completed form must be shared with the employee within a reasonable 

amount of time. 

Spencerville Loca 1 School Dtstrlct, Spencerville, OH 

60 



fill; GCN-1 (AISQ AFC-1) 

Assepment of Student Growth 

In detenninlng student growth measures, the Board adopts the Ohio Department of Education's Ohio 
Teacher Evaluation System (OTES), which calculates student growth by assessing achievement for a11 
individual student occurring between two points in time. It is Important to note that a studellt who has 
slxty (60.) or more unexa.ised ,ab~nces for the school yearwlH not be Included In the determination of 
student academic growth. 

In general, the Board will utilize the followlng categories to determlrie this aspect of 1 te11cher's 
evaluation, depending upon the Instructor Involved: 

Al: Teachers instructing in value-added subjec:U exclusively 111; 

Al: Teachers instructing in value-added courses, but not exdusively 121; 

B: Teachers instructing in areas with Ohio Department of Education approved vendor 
assessments with teacher-level data avanable; or 

C: Teachers instructing in areas where no teacher-level value-added or approved vendor 
assessment avaflable (Bl. • 

11) Jf ~ te•chcr's schedule Is cornprbed only en CO~l'HS or 1ub)ectsfot which tile Yllue-lddl!d pq~u dimension is 
1v1Dabie, until lune 3D, 2014, the ma)Orlty (l.e;, gt1111t4trth1n 2li") of the Jtudentgrawth factor of the evaluation will 
be bllsed upon tht! v•lue .. dded progress as determined tore11c11 sucll tuther. Aft:i!r Julv l, 2014, the el'ftin. student 
1aidemic growth factor of the evaluation 11.e. SDK) shell be based on the lllliue-tdded proaress dimension. 

(2) Far thesete1chers, wlue added will be used filr the student academic irowth hoctor ln p~on ti. th1 part Df a 
teacher's schedule or courses or1ubjecU-for whlchthe value..dded piqpess dlmenllon lnppllceble. TQcherswlth 
multiple subjects tlllt hlYI! v11ue .. dded data wlll be lnued reports for a composite of read~ and math; for other 

assessments fapprvvet! vendor and Joeal mtasures}. the .1111essment datl me1111a'es should be ~resentat!W of the 
teilther's schedule. ' 

131 If und, only one "Skered attribution" ~re C>On be utlll%ed per instructor, 

Where value-added methodologies exist for A1 and ~ teachers, the Soard wlU utilize them In the 

evaluation process, to the extent set forth In Section 3 of the •01strict Student Growth Measurement 
Index", Teachers instructing in va lue~dded courses, but not ext:lusively, wUI utilize teacher value-11dded 
and locally determined measures proportionate to the teacher's schedule. 

When an approved Ohio Department of Education vendor assessment Is utilized In the measurement of 
student growth, 1t will be Included In the evaluation process for B teachers to the eKtent et forth In 
Section 3 of the noistrict Student Growth Measurement Index". 

When neither teacher-level value-added data nor Ohio Department of Education-approved assessments 
are .available, the District shall use locally determined Student Growth Me11Sures for C teachers as set 
forth in Section 3 of the "DistriCt Stodent Growth Measurement lndeX-. Student Growth Measures may 
be comprised of SLOs, shared attribution, and/or non"Value-Added vendor data. 

Spencerville Local School District, Spencerville, OH 
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~ GCN-1 (Also.AFC-1) 

An SLO must be based upon the following criteria: Baseline and 'Trend Dcita, Student Populitlon, 
Interval of Instruction, Standards and Content. Assessment(s), Growth Targets, and Rationale for Growth 
Targets. When new SLO's are developed or ~d the pro£eu Wiil lnQude consultation with teacheis 
employed by the Board. The Board's process for creating ind revlslng.SLO's is set forth in Section 3of the 
District Ellillu111tion Sy.stem I Process and Forms. 

Data from these approved measures of student growth will be scored on frve (5) levels In aa:orcbnc:e 
with the Ohio Oep1rtment of Education/OTES guidance and co~rted to a $COre in one of three (3) 
levels of student growth: 

a. Above . 
b. Expe~ 

c. Below 

final En!Uat!on proc.duras 

Each teacher's performance rating will be combined with the llS$e$Sment of student growth measures to 
produce the summatlve evaluation ratin& based upon the following "Evaluation Matrix": 

4 

Developing 

Teacher Performance 

Developing 

2 

Developing 

"· ~.-·. ' ~ · ~ 

l~Ve 

1 

DevelopJng 

Developing 

· · ·tneffeGthte 

The evaluator shall provide that each evaluation is sli>niitted to the teacher for his/her 
acknowledgement by written receipt. If signed, by the teacher, the receipt Is to be sent to the 
Superintendent as soon as received. 

Spencervllle Local Schoo I District, Spencerville, OH 
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f1!!i GctH (Also AFC·l) 

profess!oD1! Growth Pl1ns and Prppional lmpzuvement Plans 

BISed upon the res\Jits of the annual tucher evaluation as co~ to the "Evaluation Matrix"' 1~, 
each teacher must develop either a professional growth plan or professional improvement plan as · 
follow$: 

a. Teachel'l whose perfonnance rat.Ing Indicates above expected levels of student 1roY'th will 

deveJop a professional growth plan and rnav choo$e their aedentlaled evaluator from those 
available to tl:ie Board fQr that purpose, utlllzlrifl the components set forth Jn Appendix A. 

b. Teadlers whose performance rating Indicates expected levels of student growth wlll. 
develop a professional growth plan collaboratively with his/her credentialed eYlluiltor and 

will have input on his/her eval~1tor for the nelet eVilluatlon cycle; utRizln& the components 
set ft>rth in Appendix A. 

c. Teacher when performance ratlrig Indicates below~d levels of student growth will 
develop a professional Improvement plan with their credentlaled evalU1tor. The 

adminlrtrot!or:i will assign the evaluator for the subsequent ewlllltloh cyde and apprO\/e the 

profeSSfonal improvement plan, utllizlrc the components set forth in Appendix A. 

Core SuP!ect T!ichers -Testh1c for Content Knowledce 

Beginnihg with the 2015·2016 school year, core subject area teachers .must register for and a>mplete all 
written examinations of content knowled1e by the Ohio Department of EduCltion If the teacher has 
received an effectiveness rating of "Ineffective" on his/her annual evaluation for two (2) of the three (3) . . 
most recent school year. 

If a teacher passes the examination set forth abo11e and provides proof of that pasSige to the Board the 

teacher wm be required, at the teacher's expense to complete professional development that Is 
targeted to the deficiencies Identified In the teacher's evaluations conducted under this polq. 

Anv teacher passing the examination set forth above wia not be required ta tlke the examination again 
for three vears, regardless of the teacher's eY1luation ratings or the perform;ux:e index store ranking of 
the building in which the te<1cher teaches. 

Spencerville Local School District, Spencervllle, OH 
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.Btll GCN-1 (Also AFC-1) 

Board Prpfuslonal Developmellt Plan 

In accordance with the Ohio State Board of Education's statewide evaluation framework, the Board hu 
adopted 1 specific plan for the allocation of financial rtSDUT"tes to support the professional development 
of teachers covered by this policy. The plan WiU be reviewed annually. 

Retention and Prpmotion Dectijon/Removal of Poorly Perfpnninc Teachers 

It Is the purpose of this Standard$-Based Te.acher EvaluatJon Polley to Improve the quality of lnstnictlon, 
enhance student leamlng and strercthen professir>na I competence through meaningful feedback and 
targeted pl'Ofessional development. In addition, the evaluajons produced will seM! to Inform the 
Board on employment decisions. i.e., retention, promotion of teachers, renewal of teaching contracts, 
and the removaVnonrenewal of poorly performing m.d\ers. 

The removal of poorly perfortnlng teachers shaH be In accordance with the Ohio Revised Code and any 
applicable prov.lslons of a C.Ollectlve Bargalnlna Agree~nt. 

Nothing fn· this policy will be deemed to prevent the Board ftum exen:lslng Its rights to non-renew, 
·terminite, or suspend a teaching contract 11S provided by Jaw and the terms of the colective bargaining 
agreement In effect between It and the Spencervllle ~ducatlon Association. The eva luatlon system and 
procedures set forth In thls pollcy shaU not create an ellpt!ctation of continued employment for teachers 
on a limited contract that are 'evaluated under this policy. The Board reserves the right to non renew a 
teacher mluated under this policy in accordance with R.C. 3319.U nQtWlthstandlng the teacher's 
summatlve rating. · 

Adoption Date: June 26, 2013 

Legal References: R.C. 3319.02, 3319.11, 3319.111, 3319.112, 3319.22, 3319.222, 3319.226, 3319.26, 
3319.58, 3333.041 
A.C. 3301-35-o3(A) 

·cross References: AF, Commitment to Accomplishment 
GB!,, Personnel Records · 
GCB, Professional Staff.Contracts and Compensation Plans 

Contract Reference: Te1che11 Negoijated Contract 

Spencervme Local School D'iitrict, Spencerville, OH 
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SPENCERVILLE 
LOcAl.. 
SCHo()LS 

I Name 
,~ Mmlmtrm: 

Teacher Formal E-.luatlon Form I 

loam: 
n-

Data Sources: Conferences, meetings, IEP meetings, observations, professional development 11essions, etc. 

CODES 

A- Accornpllshed A rating of Accomplished indicates that the teacher is a leader and model in the 
classroom, school, l!nd the district, exceeding expectations fur performance. Th11 
teacher consistently strives to Improve his or her instructional and professional 
practice and contributes to the school or district through the development and 
mentoring of colleagues. 

S = Skilled A rating of Skilled indicates that the teacher consistently-meets axpeclsllons for 
performance and fully demonsln;ltes most or all competencies. This rating is the 
rigorous, expected perfonnance level for most experienced teachers. 

D = Developing A rating of Developing indlcaws that the teacher demonstrates minimum 
competency In many of the teaching standards; but may struggle with others. The 
teacher is making progress but requires ong()ing professional support fur necessary 
growth to occur. 

1. Ineffective A rating of lnatfer;tive indicates that the teacher consistently fails to demonstrate 
minimum competency In one or more teaching standards. There ls little or no 
impr6vement over time. The teacher requires immediate assistance and needs to be 
placed on ari improvement plan. 

NA - Not Applicable Does not apply to this particular individual or assessmenl 

EVALUATION GUIDELINES 

The evaluation and the standards on whlch It ls based are meant to drive conversations about the praotice of 
teaching. The standards are an importent tool to reflect upon as teachers consider their growth and 
development. 

The appraisal on each content standard is marked by placlng an "X' In the appropriate box.· 

An "ineffective" rating obli!185 the administrator fo work with the teacher to improve performance in the 
designated area within an agreed upon period of time. Documentation of 'the Improvement plan and its result 
is required. 
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Staff Member axnmenta, renectlon. and/or response: 

Acknowledgment The lnforrn&fion contained herein . 
has been read and discussed by.those whose signatures appear below: 

Teacher Sionature: Date: Or1cinal: Central Office 

Coples: Staff Member 
Administrator Slanature: Time: Director 
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I I lDl-'"IA Evidence: 
DIFFERENTIATION l I I i 
Accompllahed: The teacher mall:IJK ~ me1e11ai., 11rW/or JlllCIJlll to aiudem' 
indlvidu11 needs, to make lea mi~ acc8991ble arid d)llllanging f<ull sllldenta in tile 
a.lllOm. ThB ~ elfecltvely uses Independent. collabotalfve and whble-clasa 
lnstruclion to support Individual i.a1111..i gaals and provides vafed opl!o1111 far how , 
l!llden!s wBI de111011111me me.i.w. 

I I ID IS I A EWlenoe: 
RESOURCES I I I I 
Aoaxnplished:· JnlllNdloll&I malaria!s and resourc:es are afigned lo inslructiOnal 
purpoaas, are ~ried and appropriai. fo lilbiliy fewl1 of studenls, and ac!lvely englllJ& 
lh8m in own""""" of 1heir leamila. 

D A Evidence: 
CLA$.S~OOM ENVIRONME-NT 
ADcl!rnpliahed: The llacher hai posltiva rappoll wtth llluderila and damonitialM ~ 
b em!lnlllrest 11 lndwldual stucla!M' ....-. llollQhlB and cip1nlons. For•ar.,ie, 
h aclier llllpOndl llUill!J, ~. aJJd ~ 1o llildellttonluslcn or cillr9l. 

Rouhs -~endOJdetly llldAJdentainiht&~fllrlhe 
~opinion dthe ~. 

Tllll'donl .,. ...mest; as !he lead1et elfeidfvely ~ lnsllllctiiinal time llld 
ccimbi"81 hl~erd. liollabondlve~ and MlolHlls i.amlng illllatlons. 

The telther en~1gea In IM>way, ongoinQ 1»mmuniCl!ion with families that lllSUll& 
in acllwi ~i.ir, comriMlilY, and 1arnay parlnershlll' wtilch oonlribult to •ludlnt 
laaming mid deVllopmenl. 

A cl.et00m rnlnllglllll!iltaystem bat been dellgned, lmplemenled, 111111 adjullal with 
sblenl ~ llld Is lllPfOPlial8fol'1lMi clallroom llld lndlvldual RJdent ,-., StlJdenll 
ate ~ly llllCOUlagad lo taJce responsHly fot llelr behawior. The l8ada -
~ ills to lmetl . behl¥icn llld !lil'loroB . behlvkn. 

I I ID IS I A 
ASSESSMENT OF STUDENT LEARNING I I I I 
Arx:omplilhed: The IBacher uses assessmem data lo identify 81Udfmls' mn~ and 
n1111d1, and m'odlfiel "1d diffen1r1tiates lnefnlcllon ~Jngly, • wall 1111 examlnll 
ctaesroom aeeeaamllnl lllllUllB to 18¥8111 tnincls and pattema In lndiYiciull 1nd !/ll)Up 
piagTeil llnd to 1nlicipalt learning obl;tacles. 

n...._,,,..conilullly diecbior ~ n 11111kel ~ llCCOlltirW 
(llhol&-dwor ~~i Mel'l 111 t,IJllmlllion ii not~~ 
Slldtnll lo lllCierstMd tile CCl1lenl; lie '9lclllf ~- qUicldy and ~ wllhil the 
1-1 and - Ill DmlUw Wf to lllqllan Ile OOf'ICl!PI. 
By uilng atlJc!enl dlila from • Y&riely ol aouron, the flladler appropriately ldapls 
lllllnJCtiontl mlfhods end materills· llld paces lnrning llClivitias fD ·nail the ll9eds 
of lndiYlduS 81Udllllls as 'Mill as 1he wllol• clus. 

Th! lncher pro\ij~es aubstall1lve, specific, incl flme~ feedback ID lllldents, 1am1qM, and 
alher ICihool plllOilnel while malnlalnlng 1lOl1fidlln!lallty. The tlllldler provid11 lh1 
opptlltl.llft;yforlllidenls to engage In eelf.8'*'"*11 and lllow ~ dfleir awn 
llllw1gb and ...icneuis. ~ luchar u"s stlden! .-llTl8nl AlSUll:l lo rellecl en his 
or her awn teacNnQ and to monitor~ *8tegies and behaviors In "'8llon to 
lludllt!-. 

I I IDl.S IA 
PROFESSIONAL R.E~PONSIBJUTIES I I I - I 
~ed: The lellehei' communicates etleclively with l!lludenlil, fa ml lea, snd 
!O(lllaaguea. The \Bacher tdlaborates wtlh collelps 1o improve personal 1IHI team 
pnic:tices b)'flltlftldng proleulonal dialo1111a, peercblervallon Md1eedback, peer 
ooacttfn.'1 end other collegial learning 1ctivit111. 

The teacher ml9IS alhiclll ind pltlfesllonll 11SPD111~11188 and helps aJlluguN accea 
8l1d Interpret llwl Ind pddas end ur.der1land 1hei' ~ In ll'll clasaroom. 

The tndler 1111 Ind !'8QUlmty ~ shorl-9nd long4elm proiesaionllgoals bllld on 
~ lnd-tllluder(_....., evidence. 
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I I I 0 IS' I -A -Evidence: 
FOCUS FOR LEARNING I I I 1 
Al:oompli&hed: T~ teacher.alabfishes challenging and measurable goal(c) for sludenl 
learnlng 1hat •IJDns wfth 1he Ohio .tandanls-and ndlaet a range ol ttudent learner need&. 
The mchllr demonstrates hcW Ille goal(c) Ill into 1he broader unll. OOUll• ind 8CflOOI 
nmrls lor arllenl and IAamlm akills. 

I J 101.s'IA Evidence: 
ASSESSMENT DATA I I I I 
Accomplished: The teacher purpoeeful~ plllll8 Hll888men18 and dlmntiales 
illlMsmilnl choices 1omatdl the U 11nge ofstudellt needs, abDiliea, anil leamklg 
llyles, irloorponl!lng a 11119e OI appropriale ~ ilnilltive, Ind 8Umine1iva 
~tlloi.-pllns. 

6ludenl la•mirG needt are ~Y ~eel ltroughan analysis of studenldall;1he 
l8acher ""' ..sessment daa to ldentifv student snnnthl and areas for student 11row11. 

I' D s A Evidenai: 
PRIOR CONTENT KNOWLEDGE I 
SEQUENCE I CONNECTIONS 
~hed: Thi llladilr useg \hi lnpul nl c:ontributlons of r.mif1e11, COie.guii. and 
Dlhet piofeslionala In unaemandlng eac;h leamer'1 prior kno\Vledgt and l\!PJJCirli09 their 
davalopmenl. The teach~r mala ineanlngful and relennl cpnnections ~n leAt)li 
c:ontant and olhllr diaclpin91 and mi"Nll~d ~ and cal1llllS u well • prepares 
opportunHlas for students to apply learning from clHferenl oonll!nt 1181111 to &Olve pro!illimr. 

The 18aChW plw and saq111neas inltrur:Von that relec1s an unde!standing 
ol ~ pnirlqllltlte l9lltiona!ipe among 1he ~content. conoepla, and 
pioc:esses ii llGhool l!ld disiict allricUut)1 plloritieund in ltate llaNhnls as-wen as 

· multiple pdlways foe INlllilg depen~ on ewd•nl needs. The teacher accuralll!Y 
e11ol8ins how 1he lssSon fits wllflln lhe 1111/cture or the disc!Dfine. 

I I I 0 IS l A Evidence: 
KNOWLEDGE OF STUDENTS I t l I 
Accomplislled: The tNClherdemonstlllet en unders1inditl!I Oflhe pwpo11 and nta 
of felimine.abaut slltdlllll' beclqjround 6leperiences, dernonallllfell famJllerltywilh 11eh 
atta:lent's baekglOUJld kriowledge ind experlencas, and desc~bes !OOltlpl!.procadUlllS 
used to oblain tliis informalion. 

The 1118dle(.s anllY'ls !l( student dalil (aludent Oevelopmenl, 5tudlllll leaming and 
piQIJed leamtig llyles, and Bludsnt bacl!Qroundslprior experiences) accurately cmnecla 
4he dlla kl specllk: lnstJUctJonal lillaltgl,s Ind plllllS. 

The l8acher plans lot and Cm! ariculale •l*k ~. Qll"llent, 11111 delivetyfla! Viii 
meet lhe needS ol lndmduel5llldenll and nrn11no al studenll. 

I I I o I " l A Evidence: 
LESSON DELIVERY I I I I 
Accomplilhed: Taacher~ons are clslr, cohe18111, and preciee. The 1lelcheruses 
Wl!l-limed, lndividulllzed, developmenllly app!OpllBte stralegles and la~ designed 
lo actNety tl10>Ul1ge mcfependenl, crtiliW:, and cl1lk:al thlnklnQ, Including Ille ~ 
Ule or q~or11 and cfamilion 19cfnquea. 

the feachar eoaJrl\ely anticlpatea conf\Jslon by pr11111nfing infomlltion in muaiple foohats 
and clarifying eonkinl bllfO!ll studenls ask questions. The teai:llar davelopa high-llVll 
understand' mg thlllUIJh e!fedive uses al wried levels of questions. The lelson is !1ude nf.. 
led. With Iha lu:ller 'in fie role of facllilalor. 
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Ohio Teacher Evaluation System 

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

Dself-Dlrected 

Ocollaboratlve Teacher Evaluator 

Annual Focus Date Areas for Professional Growth 
These are addressed by the evaluator as appropriate for this teacher. Record supports needed, resources, professional development 

dates 
when Comments during conference with teacher and evaluator are made 

discussed aoorooriate to t he needs of the teacher. 
Goal 1: Student Achievement/Outcomes for Students 
Goo/ Statement: 

Evidence Indicators: 

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

Evidence Indicators: 

Evaluator Signature Date Teacher Signature Date 

The signatures above verify that the teacher and evaluator have discussed and agreed upon this Professional Growth Plan. 
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Ohio Teacher Evaluation System " 

Improvement Plan 

Teacher Name: Grade Level/ SUbject: -------

School year: - ----- Bulldlllfl: --------------- Date of lmpwyement Plan Conference: 

Written Improvement plans are to be developed In the drc11mstances when an ed11cator makes below expected academic growth with hrs/'her students AND/OR rea!lves 
an overall inllffectlve 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 ind faster growth through profts.slonal development and targeted.support If correctlve actions are not made within the time as specified In the 
Improvement plan, 1 recommendation may be made for dismissal or to continue on the· plan. · 

Section 1: Improvement Statement -List sped lie areas for improvement as related to the OhioStandards for the Teaching Profess/On. Attach documentation. _ 
Pedor-rmnce Stmdari;lts} ~en thlJ PJan Date{s) Improvement Area or concern Observed Sjiedfic Statemerit of the ~n Area$ of ~--nt---. 

section z: Desired Level of Performance - List SDeclllc me;isurable goals to Improve performance. lndlca~ ~_!t.~~-l!'easured fOr e1ch 1oal 
Be8fnnlng Date Ending Date leVeJ Of Perfotmanee 

·. - Desalbe SuetesSful u• ent Tar.,,.tJs) 
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Ohio Teacher Evaluation System 

Improvement Plan (continued) 

sectfon 3: Spedllc Plan ol Attfon 
Describe In detail specific pilll'ls ohctie>n that must b11 taken by t~ tucher to 'impro11e his/her perform~nce. Indicate: the ~ources of 81/idence that will be used t o 
document·the completion of the Improvement Dian. 
Actions to be Taken 

-
Squrns of E\lldence th1tw111 ee Examined 

Sectloll 4: ·Assist;lnce and Profusfonal - t 
Describe In detail spemic supports that wl be or<Mded as well :is oooortunities for 11rofessional dellelooment. 

'Date for this Improvement Plan to Be Evaluated: ___________ _ 

Teacher's 5l1nature=- ----- ---------------
.Date: ___________ _ 

Evaluator's Signature: ______________ ..,... ____ _ Dat1: _____ ______ _ 

The. ~tOl':r signa!tltl1 on this fonn ~ thot.the fXVllr' proadures as dl!tDltM Ir! rhP local CO/lfn1Ct ha~ ~en follavttd. 

71 



Spencerville Local Schools Evaluation Plan 

- : 

r:Iil1t suirun.ve~sn; . . ;.~oe · ;-;. . :· . . ~i·~· .... : . 
· .. • ' ,.•t 

Revised 9/30/2013 

Required 

Required 

N/A 

Minimum of 2x per year 
For 10-15 minutes 

Yearty 

2 ObseMltions 

1Announced 
1 Unannounced 

To be completed by 
A rlf lrt 

Required 
For the announced. 

Post-conference only 
for the unannounced. 

If neceuary to 
communlc.ate a need for 

Improvement 

Required by May 10 
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Required 

Required 

N/A 

MlnJmum of 2x per year 
For l(}-15 minutes 

Yearly 

2 Observations 

lAnno~ 
1 Unannounc.ed 

To be completed by 
l" 

Required 
For the aMounced. 

Post-conference only 
for 1he u""nnounced. 

If necessary to 
communicate a need for 

Improvement 

Required by May 10 

Required 

Required (Year 1 Only) 

N/A 

Minimum of2x per year for 
10-15 minutes 

Ye1rly 

2 Observations 

1Announced 
1 Unannounced 

To be completed by 
rll 1• 

Required 
For the announced. 

Post-conference only 
for the unannounced: 

If necessary to 
communicate a need for 

improvement 

Required by May 10 



• • ". '9fJe°f 'A:;...;;~...:..;.:...ftt .. •.Oi .~ ........... .:....;.....;. . .,-_ ........... ' • ' ';•,, · 0

• ~' : Sp~v· ""':'~~·~-~-~Gt ·•lf"!~ll"!'ua!<'~~-'.form · .. ·., --~/- .· .· 
-· .... ... ~ . .... ;·: ' . ... ' , .. · ... ··:· .. · .. ~· .. ·· . '·.' .. _··~ :· ... ··:· ·_ 

Teacher's Name. School: 

.. 
~· ... _. : .. =~- . '; 

Grade/Subject: 

Evaluator's Nam_e: School Year: Observation Date: 

Time In: Timeout 

Learning Outcomes are Clear: __ Posted ___ Verbal ___ Handout ___ .Other 

Students are Engaged in the Lesson: ___ Yes No 

Teacher Action: 

__ lecturing __ Sharing __ Assessing __ Facilitating __ Observing Other 

Reinforcement: 

Refinement: 

Question: 

I req~st a face·to·foce conv~on about this Walk-through ObutYatlon 

S-1gnature Date 
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Refmement: Poss/bl~ Lcrnguag~ Stems: 

• I hope you win continue_, -
• !twas impresslvethewaY-· • One thing to keep In mind_ , 

• C«?ncratulaUons on what. ••. • SOmethlnc you may want to consider-. 

• I really mpeet how .... • !"wonder mliht happen If .... 

• I wish more teachers we~ ... • There are a number Of approaches ••• 

• You sh0uld be proud of ••• • One thing that some te1ch1rs hne ·tried,_, 

• What a cteat exarnple of ... • one way to possfble tweak this is . .. 

• It is dear he>w you have mastered ••• • It Is sometimes heJpful to. ... 

• It WIS SO refreshlnc tD SH..-
• To make X even stronpr, you might try_, 

• You clemonstr.lted a real command of_. • I think you and.X mlghtenfov.sharlnc-

• I really 1tke how-. • Pluseconslcfer..,. 

• Your students demonstrated ••• • In the f~re. I !!ope Voll wlll ... 

• It so Important to try ind ... 

Q.....,,,.,...,,,,,.,,, .......... ms -

• Whatls 11nutherwayyou might-

• How did you decide to-

• Could you tefl me mare~ 

• WMt criteria do you use to-

• What do you think... 

Whit Influenced yollr dedslon to ... 

How often do you •• 

Wa: >C e new practia ... 

How WIS)( slmllar to (or different from) •• 
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SpencervfJle Local Schools Pr~bsen>atJon Form 
/'lease complete this form and brjng wiJh y(Ju to JI01l1" schuiu/U pr~n meeting. 
1JJis form will be used to help guide discw1ion and will hdpyowr evoluator blow what to 
a:pect what he/she wm be observllig in your clauroom on yo1l1' schedukd obsuwmon. 

1. What stand.ard(s) are going Ui be addresaed in the planned instruction and how will tbe goals .fur 
learning be oommunicatcd to the 8tudmts? 

Stendards: 

Goals will be communicated by (Check ill that apply): 
Posted in 1he classroom 

--Verbally 
--Syllabus 

Other (Please explain.) 

What stage are you in in the standard(e). (Checik i,11 that apply): 
Introduce · Continuation Review 

2. What &TC the connections to previo11s and future leaming? Jn other words, how does this fit into the scheme 
of the "Big Picture" 
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Spene:uvtlie Local Schools Pre-Ob1ervatlon Fonn 
Please compute this f<Jrm and bring witA you to JIDUT sclrduled pre-evohlation meeting. 
1"is form wiU be U8ed to 'Mlp gut# discussion and will ~your evaluaror mow wlaat to 
expect wlli.rt helsM Mil be observing in your cla.nroom on y0ur scJ.edvJ#J observation. 

3. What instructional strategics, methods, technology, and resources will be used to r.ngage students and 
promote indq>endent lc;aming and problem solving?· .Le"cture, Partncn1 Indep~dent Work, Small Groups .. .. 

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

Not.es: 

Smartboard 
Hand-Out 
Textbook 

Overhead 
Intcmet 

__ Other-(explain) 

Docmnent Camera 
----Video 

4. How will th~ instructional strategies address all ttudc:nts"leamingneeds? 

S. How will you cb;a for understanding during the lesson and at the end ofthe lesson? How will you use this 
information to guide :)'Our instruction? 
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